
Research Journal of Finance and Accounting                                                                                                                                    www.iiste.org 

ISSN 2222-1697 (Paper) ISSN 2222-2847 (Online) 

Vol.4, No.17, 2013 

 

86 

The Effect of International Human Resource Management 

Practices on Military Assignment Effectiveness among Leaders 

Deputed on United Nations Missions 
 

Fayez Hamed Al Shdaifat (Ph.D. Candidate & Corresponding Author), Dr. Subramaniam Sri Ramalu 

Dr. Chandrakantan Subramaniam 

College of Business, University Utara Malaysia,06010 UUM Sintok Kedah Malaysia 

Email: fayezh999@yahoo.com,  Email: subra@uum.edu.my,  Email: chandra@uum.edu.my 

 

Abstract 

Human resource management practices HRMP is an important issue related to the performance. The importance 

of HRM primarily stems from the fact that selecting the right leaders, modern training, and high motivation can 

facilitate environmental adaptation, thus improving adaptive performance. Researchers focus on strategies for 

the implementation of international HRMP, including the selection of leaders of peacekeeping forces, training 

and reward & compensation. Moreover the top four HRMP include efficient recruitment and selection of leaders, 

contingency and reward systems, training and development, and performance management. Empirical studies 

also, indicate a strong and positive association between HRMP and performance. Lastly previous studies reveal 

that efficient implementation of HRMP enhance performance at an individual level (adaptive performance). 

Approach: The literature was explored to acknowledge the accessible relationships among Human resource 

management and adaptive performance among military leaders deputed on United Nations peace keeping 

missions. Conclusions: This conceptual paper provides an updated review of the literature on Human resource 

management practices and adaptive performance. The practical implications as well as academic contributions 

were also presented. 

Keywords: Human resource management, selection and recruitment, training, reward &compensation and 

Adaptive Performance. 

 

1. Introduction 

The goals of HRM is to ensure that the employees of an organization are used in such a way that the employer 

gets the greatest benefit from their available abilities and the employees obtain the material and motivational 

rewards from their performance (Graham, 1978). HRM involves all management decisions and practices that 

directly or indirectly affect the HR working for the organization (Armstrong, 2006). Empirical studies also 

indicate a strong and positive association between HRMP and performance (Katou & Budhwar, 2007). 

Moreover, several studies in the United States and Europe examine the relationship between HRMP and 

performance and reveal that HRMP positively influences performance (Boselie et al; 2005). 

Wright et al (1999) confirm the existence of a direct relationship between training and performance. Wright 

and Gardner (2003) denote that both organizational commitment and HRMPs are significantly related to 

operational measures of performance. The top four HRMP include efficient recruitment and selection of 

leaders, contingency and reward systems, training and development, and performance management (Boselie et 

al., 2005). Moreover, Mansour (2010) examines the relationship between HRMP (selection, training, and 

compensation) and the corporate performance of companies in Saudi Arabia. Mansour found that HRMP has 

appositive influence on the performance of different businesses. 

 

2. Theoretical Development  

Human resource management refers to the organizational activities directed at managing the Human Resource 

pool and ensuring that resources are employed toward the fulfillment of organizational goals (Schuler & 

Jackson, 1987). Human resource management is aimed at recruiting capable, flexible and committed people, 

managing and rewarding their performance and developing key competences. (Price, 2004, p.32-35). Bratton and 

Gold (2007) defined “HRM is a strategic approach to managing employment relations which emphasizes that 

leveraging people’s capabilities are critical to achieving competitive advantage, this being achieved through a 

distinctive set of integrated employment policies, programs and practices.”(p.7). in a military perspective, HRM 

is defined as “a series of integrated decisions about the employment relationship that influence the effectiveness 

of employees and organizations” (US Army War College, 2007).  

The concept of adaptive performance has been broadly applied at many levels, from individuals (Burke, Pierce 

& Salas, 2006), to entire nations or cultures (Gaillard, 2007). Regardless, adaptability always has to do with 

effective change or adjustment in response to changing conditions (Mueller-Hanson, White, Dorsey & Pulakos, 

2005). A recent report defines adaptability as “the ability and willingness to anticipate the need for change, to 
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prepare for that change, and to implement changes in a timely and effective manner in response to the 

surrounding environment.” (Defense Science Board, 2011 p. 3). In addition the new rapidly changing global 

environment, the ability of military personnel [leaders] to adapt is important to successful performance.  

Campbell (1999) reveals that performance factors concerning how individuals adapt to changes in job 

requirements and conditions are beneficial to the dimensional taxonomy of job performance of individuals. The 

findings of Campbell have led to the expansion of theoretical models on job performance, which now includes 

an adaptive performance dimension. 
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3. Materials and Methods 

In this paper we will provide a logical understanding of HRMP and adaptive performance contributions on 

United Nation peace keeping missions. For this purpose, a thorough search of doctoral dissertations, research 

studies, journal articles, and web sites were done. We developed a comprehensive model that contains the 

relationships among HRMP and leader adaptive performance. Finally, our discussion consists of three sections 

and each section literature to support the relation between the HRMP components selection and recruitment, 

training and reward & compensation and the adaptive performance. 

 

4. International Human Resource Management Practices and Adaptive Performance 

HRM involves all management decisions and practices that directly or indirectly affect the HR working for the 

organization (Armstrong, 2006). Wright, McCormick, Sherman, and McMahan (1999) examine the influence of 

HRMP (selection, training, compensation, and appraisal) and the performance of 190 petro-chemical refineries 

in the United States. According to them, HRMP (selection, compensation, and appraisal) are positively related to 

firm performance only under highly participative systems. Chang and Chen (2002) study 62 firms in Taiwan to 

determine the effects of HRMP on business performance. They find a positive relation between the two factors 

HRM and performance. Empirical studies also indicate a strong and positive association between HRMP and 

performance (Katou & Budhwar, 2007). Moreover, several studies in the United States and Europe examine the 

relationship between HRMP and performance and reveal that HRMP positively influences performance (Boselie 

et al; 2005). 

Researchers indicate that essential HRMPs include training and development (Kundo, 2003), recruitment and 

selection (Kulik, 2004) and compensation and reward (Milkovich & New men, 1999). Ahmad and Schroeders 

(2003) find that the seven HRMPs, namely, selective hiring, use of teams and decentralization, 

compensation/incentive, employment security, extensive training, and sharing information, have significant 

relationships with performance. The top four HRMPs include efficient recruitment and selection of leaders, 

contingency and reward systems, training and development, and performance management (Boselie et al., 2005). 

Mansour (2010) examines the relationship between HRMP (selection, training, and compensation) and the 

corporate performance of companies in Saudi Arabia. Mansour finds that HRMP has appositive influence on the 

performance of different businesses. Wright et al (1999) further confirm the existence of a direct relationship 

between training and performance. Wright and Gardner (2003) denote that both organizational commitment and 

HRMPs are significantly related to operational measures of performance.  

4.1 Selection Recruitment and Adaptive Performance 

Selection strategy is dominated by different factors such as psychological and bio-data, which include 

personality characteristics, international experience, and language fluency. These factors are important for 

international assignee adjustment and performance (Caligiuri et al; 2001; Bhaskar-Shrinivas et al., 2005).  

Kuo-Hsiung et al (2011) study assignment selection systems in an environment in which expatriates need to 

work effectively. Most multinational companies acknowledge that the wrong person in an expatriate assignment 

can result in poor individual job performance, early repatriation, or other emotional problems (Caligiuri et al., 

2001). Moreover, Harel and Tzafrir (1999) have found a significant relationship between effective selection 

practices and performance. Selecting the best international assignees is “a complicated process but absolutely 

critical to the future success of multinational organizations” (Scullion & Collings, 2006). Selecting individuals 



Research Journal of Finance and Accounting                                                                                                                                    www.iiste.org 

ISSN 2222-1697 (Paper) ISSN 2222-2847 (Online) 

Vol.4, No.17, 2013 

 

88 

for international assignments is unique given that the selection system focuses on predicting the job context 

(working internationally) rather than job content (duties and tasks) (Mol et al., 2005). 

Effective international managers have to be open-minded, adaptable, flexible, and proficient in international 

languages (Smith, 1992). Selecting a suitable expatriate is crucial. Therefore, a valid reason should be present 

when choosing a particular person for an assignment, and not just selecting this person to fill the vacancy 

(Osland, 2002). HRM should identify all the desired skills and search for the best candidate even though finding 

the ideal person who is both able and willing to go overseas is ultimately impossible (Caliguiri & Cascio, 2002). 

According to Bratton and Gold (2007), selection is “the process by which managers and others use specific 

instruments to choose from a pool of applicants the person(s) most likely to succeed in the job(s), given 

management goals and legal requirements” (p. 239). Companies that use good selectivity in hiring ensure getting 

right-skilled and qualified people for the right job (Huselid, 1995).  

4.2 Training and Adaptive Performance 

Training is the effective preparation before starting an overseas assignment. Cross cultural training should 

include values and attitudes in different stages. Peacekeeping officer’s leaders should participate in cross-cultural 

training to meet a certain level of satisfaction and to increase chances of adapting when living in a host country 

environment. 

Gregersen and Black (1992) show a negative relationship between length of pre-departure training and 

adjustment to the general environment. Expatriates want their organization to eliminate all constraints in their 

host countries (Gomez-Mejia, Balkin & Cardy, 2004).Consequently a positive relationship exists between 

training and development, and performance (Fey & Bjorkman, 2000). In a related study, Abdullah (2009) 

examines the effect of HRMP in light of the performance of private companies in Malaysia. Abdullah reveals 

that training and development has a positive and significant influence on business performance .Eschbach, 

Parker, and Stoeberl (2001) find that cross-cultural training could aid in hastening and improving the cultural 

adjustment of trained managers, which enhances performance. Lee and Li (2008) suggest that cross-cultural 

training could ease adjustment by providing expatriates [leaders] with cultural behavior norms that can facilitate 

their adjustment. The level of satisfaction when living in a host country also has a positive influence on the 

anticipated duration of stay and adaptability. 

Furthermore, Black and Mendenhall’s (1990) study on cross-cultural training denotes that training is effective in 

reducing cross-cultural conflict. Empirical evidence demonstrates that cross-cultural training programs could 

improve the job performance of expatriate managers. Eschbach et al (2001) also denote that managers with 

cross-cultural training have experienced decreased adjustment time, less culture shock, and decreased time 

needed to become effective and productive in overseas assignments. Cross-cultural training is an important 

factor in adaptive performance in overseas missions (Eschbach et al., 2001; Lee and Li, 2008 & Abdullah, 

2009).Leaders who have undergone cross-cultural training are able to smoothly adjust in the host country and 

perform better than those without such training. 

4.3 Compensation &Rewards and Adaptive Performance 
Motivating employees through rewards can be difficult and challenging for general managers because rewards 

can positively affect the behavior of employees toward their jobs (Ali, 2009). Bratton and Gold (2007) define 

reward as “all of the monetary, non-monetary and psychological payments that an organization provides for its 

employees in exchange for the work they perform” (p. 358). Armstrong and Murl (2007) are stated that “reward 

strategies are an important part of an organization’s HR strategy and should be bundled with other HR strategies, 

so that they complement and reinforce one another” (p. 34). Abdullah (2009) examines the effect of HRMP on 

the performance of 153 managers in private companies in Malaysia. Its show’s that compensation/incentives 

have a negative influence on business performance. In another study, Anastasia (2008) find that the relationship 

between HRM compensation and incentives and organizational performance in Greece is mediated through 

HRM outcomes. 

Batt (2002) reveals that compensation and reward have a positive effect on performance. Dowling et al. (1999) 

state that compensation and benefit packages are provided to convince expatriates to accept a foreign 

assignment, to be prepared to accept a standard of living overseas, and to take advantage of the financial 

opportunity through higher income (Andreason, 2003). Compensation packages are often critical factors in 

motivating expatriates not only to accept international assignment but also to perform jobs in a difficult area 

(McNulty & Tharenou, 2004).  

Huselid (1995) has found that motivation through a good reward system results in increase in employee 

productivity. Similarly, Kalleberg and Moody (1994) state that some forms of compensation, such as profit 

sharing, are used as strategic variables to improve firm competitiveness because compensation ties the interests 

of workers more closely to that of the organization; thus, enhancing their efforts results in better performance. 

Similarly, significant empirical studies reveal a positive relationship between HRMP and job performance (Fey 

et al., 2000; Lee and Li, 2008).  
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5. Conclusion 
This paper reveals the importance of HRMPs and adaptive performance of peacekeeping leaders during missions 

in a host country. Previous studies reveal that efficient implementation of HRMP enhance performance at an 

individual level.  According to the review of previous empirical studies on HRMPs facilitate the adjustment and 

adaptive performance of UN peacekeeping leaders in overseas missions. Therefore, the adaptive performance of 

leaders should not be neglected in research concerning the determinants of successful UN assignments. Finally 

based on the literature work the above proposed model is presented with an intention to test it empirically in 

future. 
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