
 

 

 

 

 

 

 

 



 

 

 

 



 

 



 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 



 



 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



CHAPTER 1 

INTRODUCTION 

 

Nowadays, human capital becomes vital for organizations since there are high 

competition in the respective industry. Efficient workforce could produce the desired 

performance to meet mission and organizational goals. Every organization consider employees 

the most important asset and heart of the organization since employees try hard to achieve the 

goals and mission of the organization. As there is a high competitive in the industry and 

business live has become complex, traditional way of doing business is less effective.  

Therefore, in order to gain competitive advantage, organizations must strive and find new 

ways. Nowadays, human resources become the most valuable assets of the organizations and 

human resource management is vital to get competitive advantage.  

According to Armstrong (2006), he defines Human Resource Management (HRM) as 

a coherent and strategic way to the management of the organizations to retain the most talents, 

people, working to achieve the organizational goals. Thus, HRM consists of all decisions and 

practices of the management affecting directly to the people or employees working at the 

company. A well-defined set of HR practices defined a good HRM system that could develop 

the skills and capabilities of the employees. In additions, a good HRM system could offer 

relevant information, allow participation, and increase empowerment and motivation 

(Applebaum et al., 2000). HRM can be considered any practice that could improve satisfaction, 

commitments and job performance of the employees. This practice could be considered a 

process, activity, system, rule, norm, or an accepted or expected habit (Shrivastava, 2012). 

In every organization, competitive advantage is the major success factor in the industry. 

Overtime, the main determinant for competitive factor has been changing. Organizations could 

not rely on only one factor or some factors such as technology, or financial resources but on 

how organization effectively manages their people. Thus, human resource is the most important 

factor for the success of the organization by improving the job performance of the employees. 

In order to gain high commitment and job performance of the workforce, organizations focus 

on the HRM practices as the critical success factors (Pfeffer, 1994). 

 

 



 

 

 

Nowadays, organizations encounter high competition in the industry and try to achieve the 

missions and organizational goals. Their first criteria are to improve the performance in terms 

of developing new products, reducing costs, enhancing productivity and quality, and delivering 

the products and services to the market at high speed. In order to achieve those objectives, 

organizations have to pay more attention to their human resources by motivating and 

developing their workforce.  

To get the effective workforce and competitive advantage, effective management is 

essential. The management could try to increase knowledge, synergy, motivation, satisfaction 

and commitment of the employees to gain competitive advantage for the firm. If the HRM 

practices of the organizations are well setup, employees will have the chance to participate in 

the decision making and work hard for their organizational goals. According to Wright et al. 

(1994), he indicates that good HRM practices could bring effective workforce and high 

commitment of employees towards their organization. Therefore, organization needs to setup 

the effective HRM practices for the best use of its employees.  

 

  



 Without the commitments of employees towards the missions and goals of the 

organizations, organizations cannot achieve the high performance. Thus, employees play an 

important role in achieving the organizational goals and growth as they pay commitment and 

perform well for their organizations. Commitment levels affect the performance of the 

organizations and enable the organization to make changes which will support the growth and 

expansion of the company. In contrast, if the employees have low level of commitment, it could 

lead to low levels of morale and poor job performance. Lack of commitments among 

employees will be the main determinant for the low productivity and bad performance that 

could lead to failure of organization as employees do not try hard to achieve organizational 

goals. For the manufacturing and service industry in Myanmar, employees’ commitments are 

vital to achieve the organizational goals. Thus, HRM practices that could raise the 

commitments and job performance of the employees play major roles for every organization.  

RMA Myanmar was established in 2012.  The business divisions include sales and 

service and parts distribution, restaurant franchises, agricultural, industrial and power 

equipment distribution, as well as engineering services. In Myanmar, there is a high 

competition in the market. Organizations have to strive for quality products and better service 

in order to achieve the competitive advantage. In this case, the role of employees becomes 

important in terms of commitments and job performance. In order to gain competition 

advantage, RMA Myanmar needs to evaluate the perception of employees towards HRM 

practices currently offered by the company.  

Therefore, RMA Myanmar needs to analyse the effect of HRM practices on 

organizational commitments and job performance of employees. Then, RMA Myanmar can 

have a deeper understanding about the perception of employees towards the HRM practices 

offered by the organization and update the HRM practices in order to gain more commitments 

and job performance of the employees. 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



CHAPTER 2 

THEORETICAL BACKGROUND 

 

 This chapter presents with the theoretical background of HRM practices and describes 

the relationship among HRM practices, organizational commitment and job performance. This 

chapter also presents previous studies and conceptual framework of the study. 

 

 

The speedy change of general factors such as economical, globalization, technology 

and legal affect on the organizational If the employees have positive view and effort for the 

company, there will be positive impact from those changes. On the other hand, if the employees 

have the bad attitudes to those changes, organization could not perform well and will get 

employee’s negative behaviours such as high turnover rate, job disaffection, and absence of 

employees. In order to achieve good results, organizations will need to retain its best talents to 

get competitive advantage by motivating employees. HRM practices offered by the 

organization has played a major role to increase motivation and commitment of the employees 

since effective HRM practices could arouse commitment of the employees.  

The objective of the study is to find out if there is any relationship between HRM 

practices and commitment of the employees. To find out the result, the literatures of HRM 



practices and organizational commitments are studied. In additions, the researcher used the 

empirical research from Turkey as the reference paper to find out the intended relationship 

between HRM practices and organizational commitment dimensions. It is found that there is a 

medium or strong level relationship between HRM practices and organizational commitment 

dimensions of employees (Shrivastava, 2012). 

 

2.2 HRM Practices 

 Human Resource Management could be defined as the strategic approach of the 

management to retain its most valuable employees. Organizations try to achieve the 

organizational goals and mission by the efforts of individuals and teams. Thus, organizations 

offer reasonable HRM practices to satisfy the employees and get commitments of the 

employees. If the management pays attention to the HRM practices to get the best from the 

employees, people will work hard to achieve the common goals. HRM system consists of 

interconnected actions, processes and function for developing, retaining and attracting the 

talents Lado and Wilson (1994). 

 A good HRM system contains practices, which improve the skills and capabilities of 

employees, empower employees and allow employees to participate in strategic decision 

making (Applebaum et al., 2000). Therefore, it may be concluded that any practice that deals 

with enhancing competencies, commitment and culture building can be considered an HRM 

practice. HRM practice can be remarked as the form of a system, a process, an activity, a norm, 

a rule, an accepted or expected habit, or just a way of doing things (Goyal, & Shrivastava, 

2012). 

Many scholars found out that HRM practices have the effect on satisfaction, 

commitments, and retention of the employees. Furthermore, those practices also impact on the 

employee relationship with the employers and the performance of the employees significantly 

(Edgar & Geare, 2005).  

 Buck and Watson (2002) did the research to higher education staff and analyzed the 

factors that influence the commitment of the employees. They studied seven HRM practices 

that could affect on the organizational commitment. Buck and Watson’s system resulted in the 

following nine HRM practices: decentralization, compensation, participation, 

training/development, job security, social interactions, leadership style, communication, and 

performance appraisal. 



2.2.1 Decentralization 

 Decentralization means transferring authority and responsibilities to the person who is 

closed to the operation so that there will be smooth and quick response. Decentralization and 

centralization is the extent of how high or low the authority is passed in an organization levels 

(Heady, 1996). Decentralization can unleash creativity for employee to make innovation 

because its gives them control of their own action. It can also unite the systems in an 

organization if it is properly coordinated and controlled (Iwe, 2006). 

 Decentralized organizations could respond quality according to the needs of the 

customers or the situations of the markets than those of centralized organizations where 

authority is held by the management at the head office.  Organizations with decentralization 

could make logistics, marketing, and manufacturing innovatively or differently and few 

economies of scale can be found at those companies. 

 Much of modern management theory tends to stress the benefits of decentralization. 

According to Kanter (1984), empowering employees is the beneficial to offer more 

decentralization and allow own decisions without taking approval from top management. It 

gives delegations to employees for direct control the situations. Such decentralization enriches 

people's work and improves their motivation and commitment to the organization. It is an 

essential step if the organization is to develop a flatter structure. Decentralization also allows 

decisions to be taken close to the point where operations are being carried out, so that they are 

more likely to be influenced by the practical problems faced by the staffs who have to carry 

them out, and the customers whose needs are to be served. This closeness to the customer and 

to the supplier provides its own control mechanism, as personnel who are directly dealing with 

situations also have the authority and responsibility to make decisions that have an immediate 

effect on their everyday life and effectiveness. 

 

2.2.2 Compensation 

 Compensation has been defined in several views. Plachy (1998) usually defines 

compensation according to their individual perspective and the aspect of the phenomenon of 

most interest to them.  

Compensations contains pay plus benefits including long term and short term, and 

perquisites such as vacations, pension plans, and airlines-club memberships, and intangibles 

such as training and promotion opportunities. 



 Henderson (1997) also stated that compensation is the result of conversion, transferring 

and allocation of the revenues of the organization to its employees for their work and efforts. 

Monetary compensation refers to salaries or wages given to the employees in the form of 

money, or a form that is quickly and easily transferable to money at the discretion of the 

employee, while in-kind claims on goods and services made available and paid for either totally 

or in some percentage by the employer. Employees often have little or no opportunity for non-

cash remuneration. 

 Rivai et al. (2005) mentioned that compensation can be used to attract good talents to 

join the organisation, retain good talents, achieve competitive advantages, motivate employees 

to achieve high-performance results, compensate employees based on legal requirements, help 

companies in their strategic goals, and create a solid organisational structure and its function. 

Hasibuan (1997) stated that organizations offer compensation to reinforce the relationship 

between employees and employers. He also stated that compensations could also improve 

employee satisfaction and their job performance. In additions, compensation could promote 

effective employee procurement, motivation, stability, employee discipline, strengthen labour 

union relation and regulation compliance.  

 According to Mathis & Jackson (1988), the three specific types of compensation are 

pay, incentives, and benefits. Pay refers to the basic wages or salaries that the employees 

receive for their service. Compensation refers to the forms, containing commissions, bonuses 

and profit sharing, designed to motivate employees to produce results beyond normal 

expectations. Health insurance, vacation pay, or retirement pensions are kinds of benefits. 

 

2.2.3 Participation 

 Participation can be defined as the expected involvement and individual knowledge 

sharing and responding or community knowledge as a whole. People love to participate at 

important decisions of the company as they feel that company give them the chance and trust 

their ideas or recommendations. Thus, they feel that participation could allow them to make 

common goals that could lead to the success for all stakeholders (Kimmerle et al., 2008).  



Wilkinson (1998) state that participation is the initiative for the employee involvement 

and encourages employees to make the work related decisions without getting approval from 

their supervisors. Therefore, participation supports organizational dynamics that could 

establish at the bottom level to get the quick response (Michailova, 2002). Job status, gender, 

intent to change as well as the perceived supportiveness of supervisors increased participation 

(Glasgow et al., 1993). 

 



2.2.4 Training/ Development 

 Purcell (2000) stated that training and development program is the vital for the 

organization at modern management practice. According to him, training and development 

program can be defined as a systematic and planned approach to fill the required skill, 

knowledge and experience to get the effective performance (Garavan,1995). Therefore, 

organizational training and development is becoming the core element of HR management 

practices such as recruitment the best talents, training and rewards etc. In additions, training is 

the mean of providing the necessary skills and knowledge related to the job (Blanchard & 

Thacker, 2013). When employees have enough trainings for their jobs, they feel more job 

satisfaction as they could perform their tasks on time. Amador and Villaa (2013) found that 

training when provided improperly leads to dissatisfaction of employees as the desired skills 

and job description are not aligned. Training offers many benefits for employees and 

organizations in terms of productivity of the organizatoin, employee performance and quality 

(Aguinis & Kraiger, 2009). 

According to Aladwan et al. (2015), training and development are very essential from 

both individual and organizational perspective. Traditionally, organizations provide trainings 

to fill the gap between the actual performance of the employees and predetermined standard. 

Nowadays, training and development program is intended to emphasize adaptability, 

flexibility, and ongoing improvement to make sure that organization could survive and grow 

in the competitive environment (Nickson, 2007). 

Training can be defined as education process where employees could learn new 

information, re-learn and reinforce existing knowledge and skills, and most importantly have 

time to think and consider what could be done to improve their skills and performance over 

time. To convey useful and relevant information for the tasks, organizations arrange to provide 

effective trainings. Then, employees could use those information at their workplace to finish 

the tasks effectively and efficiently (Charnov, 2000).  

Many Researchers have identified different training methods which can contribute to 

improve employees’ knowledge, skill and competencies. Some of them are on the job training, 

off the job training, orientation training and career development training. 

 

 

 



(a) Simple On The Job Training 

In this method employees are trained while they are performing their actual job. It is a 

cost-effective method. The proficient and semi proficient employees can be trained under on-

the-job training method (Selmanmusa, 2013). According to Armstrong, (1995), he stated that 

job rotation, planned experience and mentoring can be used to employees. However, job 

training has many advantages such as development of specific managerial, teamwork, 

technical, selling, manual and administrative skills of the employees. 

 

(b) Off The Job Training 

Employees are being trained away from their actual training environment. Off the job 

training is mostly used for the new employees and this method is very effective when it is used 

to train a large number of employees rather than one person (Selmanmusa, 2013). Off the job 

training methods include lectures, team building, workshops, role playing, case study and 

vestibule trainings (Ejiogu, 2000, Armstrong, 1995, as cited in Obisi, 2011). 

 

(c) Career Development Training 

  Byars and Rue (2004) stated that organization usually offers career development 

training in order to develop its human resources to have capabilities to perform well. Career 

development training can be used to train all levels of employees in the organization and it 

helps them to prepare for the future responsibilities, changes and new venture creation (Appiah, 

2010). Training specifically out of job training makes staff to have developed to higher levels 

of management (Tharenou, Latimer and Conroy, 1994). Career development contains job 

rotation, job enrichment, job enlargement and cross trainings (Bandics,1997). 

 

2.2.5 Job Security 

 Employment and organizational durability are examined in terms of creating job 

satisfaction. Workers should feel that their employment is stable and not threatened now, and 

in the future. Job security is the belief that one will retain employment with the same 

organization until retirement (Cascio, 1998). 



 According to Greenhalgh & Rosenblatt (1984), employees are afraid of job security 

when they feel threats to their current position. Firstly, people feel threats to their jobs when 

one may be moved to a lower position at the organization, be laid-off temporarily or to another 

job at the same level within the same organization. At high level of threat to the job security, 

the organizations force employees to retire early or fire the employees. If the job loss is 

permanent, employees will face difficult situation. Furthermore, employees may face job loss 

when organizations make the change in which the future of whole department or division is 

uncertain. Secondly, people feel job insecurity because of job features in which employees feel 

that they could not have job advancement at the organization. Besides, people could not get 

current salary or higher pay because of job titles. Sometimes, organizational change could 

affect one’s position, freedom at the work, variety of tasks assigned and the significance of 

jobs. Thirdly, employees will feel low level of job security when there is lack of authority to 

manage the situations at the workplace. When employees feel no power or authority at their 

jobs, they feel that their jobs are threatened or insecurity.  

 People with professions sometimes have high degree of job security than other people. 

Job security exists when employees feel that they could stay at their current works for a long 

time if they want to. Adebayo and Lucky (2012) stated that job security is a kind of guarantee 

offered for the employees to get full efforts of employees. When employees have job security 

for their current job, they would not look for other job offers.  

 

2.2.6 Social Interactions 

 Generally, humans are interested in social issues. They exist in a social milieu. Thus, 

social interaction is a phenomenon that happens when people are in contact with one another. 

Schaefer and Lamm (1998) defined that social interactions are the acts, actions, or practices of 

two or more people mutually oriented towards each other. Social interaction is not defined by 

type of physical releation or behavior, or by physical distance. Social interactions refer a mutual 

subjective orientation towards each other.  

 Psychologists believe that one’s mental health, physical health, and mortality risk could 

be significantly affected by the basic human need including interpersonal relationships 

(Umberson & Montez, 2010). Generally, human physiological systems have positive 

relationship with social interactions. Social interactions play vital role in human’s wellbeing 

that could affect positively on employee engagement. Organizations that could do high level 

https://scialert.net/fulltext/?doi=rjbm.2013.64.70#44112_con


of employee engagement could achieve  lower cost for running the business, improved business 

performance, lower staff turnover and absent rates as well as fewer work related accidents 

(Gallup,2015). Organizations care employees directly by providing aid such as assistance to 

daily interactions and individual care for improving social interactions at the workplace or 

through the organization (Bogenschutz, et al., 2015). 

 

 

2.2.7 Leadership Style 

 Leadership is very important for the success of the organization. Behaviour, traits, 

interaction patterns, influence over the subordinates and role relationship contribute the 

leadership style. Leadership cold also be classified by perception of others and occupation of 

an administrative position (Yukl, 2006). Stogdill (1974) defines leadership behaviour as the 

approach leaders use to influence a group of people towards the accomplishment of goals.  

Leadership could exist when there is an interaction in the group involving the 

perception and expectations of the group members, and a structuring and restructuring 

according to the industry’s situation. According to Bass (1990), three main components, 

leaders, followers and their interaction, are related to the leadership style (Dansereau, 

Yammarino, & Markham, 1995). Popular leadership styles include democratic, autocratic and 

laissez-faire. Nobody could identify which leadership is the best since leadership style is 

changed according to the situations and leaders apply its style accordingly. A particular  

leadership style is not fixed for every situation. Therefore, the experience, traits and knowledge 

of the leaders will change the leadership style depending on the different situations to get the 

desired goals effectively and efficiently. Leaders guide, motivate and coordinate the followers 

to achieve the common goals. Followers could use the best of their efforts and strengths to get 

synergy for common goals under appropriate leadership. The interacting style of leaders with 



subordinates strongly affects on the job and personal satisfaction of the people. Thus, it could 

affect the psychological state of followers, which attach to leaders and organizations. Feelings 

of the followers are mainly influenced by different leadership styles such as supportive, 

directive, achievement-oriented etc. According to House (1996), different leadership styles 

produce the different results based on the feeling of the followers towards the approach of the 

leaders. Some followers prefer directive leadership style while others may perceive it as 

suppressed or restricted.  

The characteristics of the leaders relating to the situations can be referred to as the 

leadership styles. According to Hersey, Blanchard and Johnson (1996), the behaviour of the 

leaders is called leadership styles particularly in the field of organizational leadership. The 

styles of a leader may not be separated from the circumstances and what it requires.  

For example, Hill (2012) did the research on 124 supervisors about the leadership styles 

they used across the situations. He found that 14 percent of supervisors used a consistent style 

over four different circumstances. In contrast, political leaders sometimes show a particular 

image to the supporters. Thus, many people view political leaders using the same style over 

time (Hollander,1978).  

Leadership styles describe the characteristics of the leaders who support enhancing the 

performance of the employees and organizational success. The leadership style and the 

economic success of the organization are related according to Gebert and Steinkamp (1991). 

McDonough and Barczak (1991) supported this view by stating that leadership styles affect the 

product development stages as leaders contribute to every stage.  

Dawson et al. (1972) stated that it is interesting whether leadership style affects the 

performance of the employees. Szilagyi (1980) argued that the leadership style of the superior 

affects the commitment and performance of the subordinate.  

 

2.2.8 Communication 

 For every organization, communication is very important to get efficiency and improve 

the performance of the organization. Effective communication among stakeholders enables 

quick response to certain issues by sharing information and knowledge among team members. 

Thus, communication is an inevitable aspect of organizational functioning (Almajali et al., 

2016). 



Professionals and researchers are finding ways to improve communications through the 

organization. They want to focus on how they could use communication channels effectively 

to achieve the better financial performance of the organization (Masadeh et al., 2015). Duhaish 

et al. (2014) stated that newspapers, reference groups, weekly meetings, or bulletins are 

effective communication tools used to share or update the current status or progress of the 

organization to all team members. Ritter (2003) mentioned that communication plays an 

important role for valuing the intangible assets of the organization. Communication across the 

organization is related to the high degree of organizational performance and services that yield 

the good financial returns. Therefore, easy access to internal communication is vital for all 

members to carry out their duties (Tourish & Hargie, 2009). 

Communication within the organization can support enhancing the commitments of the 

employees as it could accomplish the tasks effectively and efficiently. Communication is also 

important for work units, supervisors, and perceptions of jobs to follow up the progress and 

finish the work on time (Postmes et al., 2001).   

According to Goldhaber et al. (1978), one of the basic needs of employees is to get 

enough information about their jobs, strategic decision, and personal, etc. In addition, 

employees need appropriate communication channels to speak out about complaints and unfair 

issues at the workplace. Watson (2010) found that many businesses are good at communicating 

for business matters by communicating well to their employees. Therefore, if the employees 

have good communication to get information, they could do their best and achieve better 

performance.  

 

2.2.9 Performance Appraisal 

 Performance appraisal is a managerial tool to explore the performance of the 

employees, fill the necessary skills and encourage the employees to achieve the quality of work. 

It could be also used to improve the capability of the individuals. Thus, most organizations use 

performance appraisal as a tool to achieve outstanding performance from the employees 

(Derven, 1990).  Winston and Creamer (1997) considered performance appraisal as the system 

that includes deliberate processes in order to evaluate staff competency by rating and to 

improve the effectiveness of employees.  

Kurt (2004) described that management needs to make sure that the functions and 

operations of the organization achieve efficiency and effectiveness. Thus, management needs 



to evaluate the performance levels of both individuals and organizations by analysing 

performance appraisals regularly.  

Nowadays, organizations rely on performance appraisal to explore the actual 

competency of the employees. According to Averson (1998), performance appraisal must focus 

on the organizational goals, strategy, processes, inputs, and outputs. The findings will be useful 

for many aspects such as reviewing strategy and organizational performance, planning, 

comparing the performance with those of benchmarks.  

Regardless of how organizations expect the result of performance appraisal, 

performance appraisal could explore the positive or negative result to both employees and 

management.  Handling and improving the performance of the employees are the major issues 

for every manager in any organization. It is the same as managing the progress, outcomes and 

financial resources since poor performance of the employees will have a deep consequence 

towards any organization (Kurt, 2004). 

 Organizations use performance appraisal with different objectives. Many organizations 

apply performance appraisal and used it as the accomplishments of the employees in order to 

reward the best performers. Rewards include bonuses, pay increases, holidays, and promotions. 

On the other hand, performance appraisal is used to explore the bad performances of employees 

then organizations give trainings, coaching, counseling, etc. For the extreme poor performance, 

organizations will give some punishments such as dismissal or pay decreases (Chadbourne 

1994). 

 Performance appraisal is also useful for equal employment opportunities, transfer, 

promotions, and salary increases. It could be considered as the overall system for managing 

and monitoring the organization. It could be remarked as the audit system for the performance 

of employees, teams, departments, and the whole organization (Awosanya & Ademola, 2008). 

 In many organizations, performance appraisal supports achieving the superior 

performance of both individuals and organizations (Averson, 1998). According to Applebaum 

and Butt (1994), those organizations are often appraised as high performers or flexible 

organizations with high commitment models. Performance appraisal provides a good reference 

for the organization to recognize and acknowledge the achievements of the employees who 

contribute to achieving the organizational goals. Organizations make to ensure that there is a 

transparent system between performance and results based on performance appraisal. 

Rewarding according to the performance and exploring the weakness are essential objectives 



of applying performance appraisal in many organizations. Furthermore, it gives valuable 

feedback for managers and supervisors to use a framework for evaluating the performance of 

the employees. Shelley (1999) considered job performance as the formal records of the 

competency of employees by focusing how individuals accomplish their assigned tasks and 

responsibilities. She also stated that performance appraisal supports measuring the current 

performance of the employees and predicting the potentials of employees. In addition, she 

considers performance appraisal as a system for examining the performance of the employees 

at a certain time and planning for their future. Performance appraisal is a powerful tool that 

enables adjustment and upgrades the performance of the employees according to the 

organizational goals. By applying the performance appraisal, management shows its interest in 

the performance and development of the employees.  

 According to Moats (1999), organizations use performance appraisal as a process to 

evaluate the performance of the employees according to its standards. One of the main purposes 

of using performance appraisal is to help managers best use of talents in the organization and 

improve the productivity. If the performance appraisal is used appropriately, it could show how 

to improve the employees, set guidelines for employees, analyse the effectiveness of employees 

and take necessary actions such as job design, transfers, hiring new people, promotions, 

training, and terminations., etc.  

 In order to motivate staff, develop attitude and behaviour, and change positive 

relationship, performance appraisal play vital role for both management and employees. 

Performance appraisal serves as the formal records for the future developments of the 

employees. To conclude, for managing people and organization effectively, performance 

appraisal is the main element.  

 

2.3 Organizational Commitment 

All organizations rely on the people to perform the operations. Thus, many 

organizations acknowledge that human resources are the most valuable element of their 

organizations. Without effective workforce, organizations could not achieve intended goals 

(Alkalha et al., 2012). The major goal of every organization is to attract and retain the best 

talents but it is not the easy job. Retaining the employees does not mean the physical presence 

as some employees are absent minded with their own cases. Lack of commitment of employees 

will seriously affect the performance of individuals and whole organization. Therefore, to 



achieve the best outcomes, commitments of the employees play the crucial element for every 

organization (Aladwan  et  al.,  2013). 

Singh  and Gupta (2015) describes that commitment is composed of attachment or 

loyalty to the organization while Meyer and Herscovitch (2001) stated that commitment refers 

to obligation that leads to behaviours. Commitment can be referred to the positive action that 

yields the benefits towards both individuals and organizations. It is a psychological state of the 

employees and shows the relationship between employers and employees. Commitment is 

related to whether people continue to work for the organization or not with their best efforts 

(Altinoz et al., 2012).  According to Meyer et al. (2012), commitment refers to the 

psychological state that attaches employees to the organizations.  

 Chiu and Ng (2015) mentioned that job characteristics and commitments of the 

employees are interrelated. Complexity, autonomy, challenge, and certain work experiences 

affect on the psychological behaviour of the employees. Chiu and Ng (2015) found that culture, 

organizational justice, communication and attachment impact on organizational commitment.  

According to Su et al., (2009), job performance of the employees, turnover rates and acceptance 

of change are influenced by the organizational commitment. Bell-Ellis  et  al., (2015) support 

above view by stating that higher commitment is related to lower absenteeism and turnover. In 

addition, organizational commitment increases the higher quality, productivity, acceptance to 

organizational change, satisfaction and organizational change while lower commitment leads 

to low morale and compliance.  

Non-committed  employees  may  scare  outsiders  by  describing  the  organization  in  

negative  terms, thereby inhibiting the ability of the organization to recruit high quality 

employees (Chughtai & Zafar, 2006).   

Emotional attachment of the employees, and active involvement of the employees in the 

organization refer to the organizational commitment. In other words, organizational 

commitment defines the compliance between the own values of individuals and those of 

organizations (Swailes, 2002).  It is also related to the willingness of employees to contribute 

to the common goals of the organization. If employees feel that they have future in the current 

organization, they will pay more commitments to the current organizations and have no 

intention to work at the other companies (Opkara, 2004). 

 Organizations offer strong HR policies at all levels of the organization in order to 

motivate, attract and retain employees. In addition, good HR polices could result the higher job 



performance and commitments of the employees. According to Maxwell and Steele (2003), 

social interaction among team members also affect on the commitments of the employees. High 

level of commitment is the indicator for the HR manager about the good performance.  

There are many reasons that employees commit to their organization. Some people have 

commitment as they like their organization while some people have no reason about their 

commitment level. It is also found that some give commitment since they have no other choice. 

Commitment can be classified as affective, normative and continuance commitment (Allen & 

Meyer, 1990).  

 

2.3.1 Affective Commitment 

 Affective commitment is defined as a person's positive feelings towards temperament 

to be showing emotion connected to a company according to (Bell-Ellis et al., 2015). It consists 

of three main components: loyalty to the organization, identification with the organization, and 

participation within the organization. (Lambert et al., 2015) pointed that the concept behind 

this sort of commitment is that people value more highly to stay in the company and wish to 

do so. 

According to motivation (Verkhohlyad & Mclean, 2012), Affective commitment is 

suggested to be the maximum effective of organizational commitment as it's primarily based 

on intrinsic, instead than, extrinsic.  (Lambert et al., 2015) mentioned that this kind of 

commitment develops over time as a result of the organization's favourable treatment. Once a 

person becomes concerned in identifying the organization's value-relevance or grows his or her 

identity from it, he or she improves affective commitment. (Esfahani et al., 2014) described 

that workers are taken into consideration dedicatedly if they believe that their employers treats 

them in an exceeding honestly, respectfully, and supportively.  

Affective commitment is influenced by a number of elements to influence the 

improvement according to research. These elements include everything from organizational 

and personal characteristics to figure professional experiences. Organizational traits embrace 

organizational culture and  a few  organizational-level policies. Most significantly, views of 

organizational policies' justice and fairness of the structural policies have been shown to play 

a substantial impact in the formation of affective commitment. Personal traits consist of both 

demographic and dispositional variables, such as age, gender, and work duration including to 

characters trends and values. 



Affective commitment has been demonstrated to be linked to work experiences. 

Autonomy, Job difficulty, and the range of talents employed by employees are examples of 

such variables mentioned by (Wong et al., 2002). Besides, (Aladwan et al., 2013) wrote that it 

has also been proposed that characteristics such as the type of business, job title, and variety of 

staff may have an impact on employees' affective commitment. 

Affective commitment, defined by (Ellis et al., 2015),  has been identified as having the 

most powerful correlation with constructive organizational and individual results , outweighing 

the benefits of the continuation and normative components of commitment pointed by 

(Tornikoski, 2011). 

As a result, affective commitment is thought to contribute to less stress, lesser work-

family conflict, lesser turnover, lesser absence, developed performance, and elevated 

organizational citizenship behaviour according to (Rego et al., 2004). Affective commitment 

is a sort of commitment in which the individual and the organization have a positive interaction 

due to the fact that  they share comparable values (Shore & Tetrick, 1991). 

Those who keep staying in their corporations with a robust dedication maintain their place not 

soely as a result of they require a job , however they enjoy working in that particular place as 

well by (Meyer et al., 1993). 

Affective organizational commitment is defined as " a sturdy perception in and 

acceptance of the organization's dreams and values; a willingness to exert widespread attempt 

on behalf of the organization; and a powerful aspiration to keep up membership within the 

organization," according to Mowday, Porter, and Steers (1982). Pointed by (Allen & Meyer, 

1991), individual commitments to the organization's ongoing work are known as continuance 

commitments. These commitments are typically based on advantages. The individual's view of 

the expenses of leaving the organization is a prerequisite for continuance commitment to the 

reaction, and everything that may grow expenses be visible as a prerequisite for continuance 

commitment. 

Individuals earn more benefits and have easier access to resources the longer they work 

for the business. It can be said that the longer someone works for an organization, the extra 

advantages they will obtain, the more precise proficiencies they will gain, and the development 

of personal relationships and a high level of seniority they will achieve in the corporation. 

Employees depart  their positions, as a result, they may lose the whole thing they own and they 

keep working for the company to maintain their current resources.  Furthermore, the 



continuance commitment is likewise affected by the quantity or range of the employers’ 

investments (Farrell & Rusbult, 1981).  

When companies raise the quantity or size of their investments, the market attraction of 

competing options decreases, the organization's splendour to personnel boom, and worker 

commitment may rises. Conclusively, (Meyer & Allen, 1991) described that  job happiness has 

additionally emerge an element that influences employees' commitment to maintain the job. 

When workers are more content with their career, it indicates that the greater the employee's 

leaving cost, the more likely the person is to make a long-term commitment and stay with the 

company. 

 (Shiva & Suar, 2010) described that the term "continuance commitment" refers to a 

person's understanding of the costs of departing a company. (Ellis et al., 2015) stated that it is 

connected with the level of performance necessary to continue a job and the costs associated 

with quitting the company. When an employee realizes that a person’s investment in the 

organization is at risk, or that there are no other options available, a person develops a 

commitment to stay with the company (Rego et al. 2004), continuance commitment is formed. 

 (Lambert et al., 2015) said that social relationships, payment and benefits, retirement 

plans, proficiencies, and lost chances are all examples of physical, cognitive, and emotional 

investments. Monetary investments along with salary, bonuses, job security, and retirement 

money, as well as non-financial investments such as prestige and friendly relationship with 

coworkers, are two types of investments made in the company stated by (Cho & Huang, 2012). 

As a result, the worker forms a link with the company since a person is required to do so 

mentioned by (Lambert et al., 2015). 

Employees who have robust continuance commitment to the organization cannot be 

supposed to make contribution to the employers on the far side what is required to keep their 

jobs. As a result, this type of commitment could also be negative impact on work behaviors 

(Rego et al., 2004). Allen and Meyer (2000) confirm this by stating that "in the lack of 

alternative reasons to stay, people with sturdy continuance commitment can feel specifically 

offended of the circumstances in which they discover themselves; theoretically, this could 

contribute to negative work performance."  

 (Murray, Gregoire, & Downey, 1991) stated that individuals do not leave a company 

for anxiety of losing welfares, taking salary cut, or not having the ability to seek out another 

work, according to continuous organizational commitment, which is the opposite of affective 



organizational commitment. Then there's the issue of continued dedication, which is 

determined by one's proficiency and contributions to a company. As a result,  there is problem 

in "giving it up" , and the "opportunity cost" of departing the company or having few or no 

options is uncertain. Meyer et al. (1993) also said that proficiencies and education do not seem 

to be simply  transfer to other firms, which extend workers' commitment to their existing 

employers.  

Those who maintain a robust continuance commitment to their organization are simply 

because they require it. Continuance commitment demonstrates financial bonds to the 

organization primarily supported the expense related to departing the company. Personal 

sacrifice and perceived lack of alternatives, according to the term "continuance commitment," 

are two sub-dimensions of this component mentioned by (Dunham et al., 1994). The costs of 

quitting the business are rise by both personal sacrifice and a perceived lack of career options. 

 

2.3.4 Normative Commitment  

Normative commitment is a sort of responsibility closer to the company in terms of a 

person's ethical belief that remaining in the company is the proper and moral thing to do. As a 

result, those people who have a excessive normative commitment stay in the company due to 

the fact that they believe they should stated by (Stan, 2013). Individuals create normative 

commitment when they socialize the organization's norms, obtain rewards that cause them to 

feel compelled to reciprocate, or accept the terms of a psychological contract. 

This could be the outcome of the internalization development that employees go 

through earlier than or after becoming a member of the company mentioned by (Rego et al, 

2004). Furthermore, when a person feels faithful to his organization or accountable to employ 

for the welfares he receives from the work in terms of a wish to repay the institution for its 

favors, normative commitment can increase according to (Meyer et al., 1993). The employee's 

belief about a person’s obligation to the company is the normative component of commitment. 

(Wiener, 1982) mentioned that the workers who are normatively devoted to the company 

continue to work there since "it is the ethical and proper issue to do".  

The assumption of normative commitment, according to Wiener (1982), is that the 

organization is inclined to offer incentives for workers. Before they join  or work in the 

company, staffs are subjected to societal regulative pressure. (Meyer & Allen, 1991) defined 

that employees will be willing to make normative commitments if they believe that they will 



be granted prospect for adhering to societal standards. The normative commitment was viewed 

in the 1980s as a requirement to remain in the organization proved by (Wiener, 1982). Some 

academics now accept as true that normative commitment indicates that company and 

employees are mutually valuable after two decades. 

Leadership and culture are two of the most critical aspects that affect how people 

experience normative commitment. By presenting great levels of moral norms, honesty, and 

integrity, leadership plays a crucial influence in establishing normative commitment. Workers 

that have a excessive level of normative commitment are more likely to contribute completely 

to the company. These contributions, however, are smaller than affective commitment since 

employees do not have the same level of constant emotion and attention. Additionally, (Allen 

& Meyer, 2000) noted that workers with normative commitment would possibly sense annoyed 

of their reactions of indebtedness to the firm, which may impact how they conduct their 

professional duties. 

Employees who occupy high normative commitment can continue in the company 

because they believe it is the " right and moral" factor to do noted by (Meyer & Allen, 1991). 

According to Wiener and Gechman (1977), normative commitment to the organization 

emerges as a result of a set of forces that people experience in the course of  their early 29 

socialization from family and living background, as well as their socialization as novices to the 

firm. Furthermore, (Roussenau, 1995) stated that normative commitment may evolve as a result 

of the "organization’s psychological contract" that occurs in the area of both workers and the 

firm.  

 

2.4 Job Performance 

 (Byars & Rue, 2000) stated that after a task is completed, job performance is a type of 

result. (Campbell, 1990) said that it denotes the ranges to which each task is accomplished as 

well as the completion of organizational laws, expectations, or necessities for an authorized 

position. It is an involvement to the firm’s desire that may be quantified in terms of results 

observed by (Borman & Motowidlo, 1993). Furthermore, job performance is a measure of 

output that exposes job’s number, quality, and value. 

When productiveness is excessive, the organization's overall performance is high added 

by (Schermerhorn, 2000). Besides, (Hsu, 2005) mentioned that job performance, in other 

words, indicates to an employee's total work results, such as effectiveness, efficacy, and 



effectiveness. Three elements influencing job performance, proposed by Blumberg and Pringle 

(1982), determine enthusiasm to perform, capacity to perform, and chance to perform. 

Similarly, job capability and expertise, motivation, and position perception are three criteria 

that influence individual job performance, according to Korman (1977). According to 

(Campbell, McHenry, & Wise, 1990), job performance is defined as the noticeable manners 

that workers engage at work that might be applicable to the organization's objectives. In terms 

of the requirement of excessive productivity in the workplace, firms are fascinated in employee 

performance (Hunter & Hunter, 1984). Performance criteria have to be considered more focus 

on results than behaviors (Murphy, 1989) due to the fact that results may lead workers to seek 

out the fastest path to accomplish the required results, which is possibly to be detrimental to 

the company due to the fact that different essential manners would no longer be performed. 

Performance, according to Sager (1993), is not a effect of behaviors, but rather a result of 

behaviors themselves. Another way, performance refers to the behavior that employees 

absolutely interact. 

Performance, according to Aguinis (2009), is concerning about manners, on the other 

hand, what workers do rather than what they generate or the results of their job. Performance 

refers to the ability to put out energy that are provided by organizational guidelines for the 

purpose of attaining specific goals. Campbell (1990) adds the term "behavior" to the definition 

of "performance." The employee is the one who has done it. Job performance, according to 

Beale (2007), is developed by two factors: an employee's capabilities and skills, as well as 

employee’s motivation to do a robust process. 

 

2.5  Previous Studies 

Previous researches are essential for the purpose to develop a research concept and 

research questions. To develop the conceptual framework for this investigation, two major 

earlier researches were used as a foundation. 

 

2.5.1 Previous Studies on HRM practices and Organizational Commitment 

"Human resource management, commitment, and performance relationships in Iran and 

Turkey" was the title of a study done by Torlak (2018). The goal of this study is to research the 

impact of  how HRM strategies affect organizational commitment and individual work 

performance in tourism businesses in Iran and Turkey. A study of 440 employees working in 



tourism business in both nations was conducted with data collected through interview and e-

mail survey. Recruitment and selection, salary, teamwork, work descriptions, training and 

development, and delegating are all features of human resource management. Compensation, 

teamwork, job descriptions, delegation, and training and development were the only HRM 

strategies that had a significant and positive impact on commitment. 

Smeenk (2008) investigated which HRM practices influence on employee 

commitments in the study which was named "An International Comparison of the Effects of 

HRM Practices and Organizational Commitment on Quality of Job Performances among 

European University Employees".  It also investigates wheather or not employee commitment 

have an impact on the job performance of university workers. 

Smeenk (2008) investigated the elements that influence the quality of 1,700 university 

employees' job performances in low, moderate, and excessive managerialism in countries. 

According to the findings, there are significant variations as well as a few similarities among 

the countries in terms of how human resource management (HRM) methods influence the 

quality of job performance of the workers. 

 

Figure (2.1) Conceptual Framework of Smeenk (2008) 
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Moreover, it shows that there are significant variances between countries in terms of 

how HRM practices have an effect on the quality of work performance. HRM methods, 

according to the study, have an impact on employee commitment. Figure 1 displays Smeenk's 

conceptual framework (2.1). 

Noted by Smeenk (2008), there are significant variances as well as a few similarities 

between nations in terms of how human resource management (HRM) methods influence the 

quality of workers' job performances. Additionally, it shows that there are significant variances 

between countries in terms of how HRM practices affect job performance quality. The studies 

proven that HRM methods had an impact on employee commitment. Moreover, he came to the 

conclusion that HRD methods are useful in improving work performance. Finally, he 

demonstrated that labor commitments are substantially linked to overall workers’ job 

performance. 

 

2.5.2 Previous Studies on Organizational Commitment and Job Performance 

In their study,  titled "Job engagement as a predictor of employee commitment: 

evidence from Pakistan," Khan et al. (2010) discovered the effect of organizational 

commitment on workers’ job performance. A total of 153 commercial and public segment 

workers in Pakistan's oil and gas sector were surveyed for data collection. According to the 

study's findings, there is a constructive link between employee work performance and 

organizational commitment. Normative commitment out of the three characteristics of 

organizational commitment, had the most favorable and important effect on workers’ job 

performance. 

 

To analyze and explore the connection between organizational commitment and 

individual performance, Adnan (2018) conducted research titled "To Evaluate and Study the 

relationship between employees' commitment and individual performance." The data for the 

study was gathered with the help of questionnaires sent to 100 employees of Kansai Paint in 

Pakistan, and the data was examined by using SPSS testing. Affective commitment, 

continuation commitment, and normative commitment all have tremendous effect on 

individual performance, according to the study's findings. 

In his study titled "Studying the impact of the organizational commitment on the work 

performance," Rafiei (2014) discovered the connection between organizational commitments 



and employee job performance. The goal of this study was to see the impact of three types of 

organizational commitment on employee performance: Affective, Continuance, and Normative 

commitment. Using a single-stage cluster sampling method, the survey was conducted to 244 

employees of the Markazi Province's Department of Cooperatives, Labor, and Social Welfare. 

A standard questionnaire was employed in the research. Rafiei (2014) have done conceptual 

framework which is depicted in Figure (2.2). 

Figure (2.2) Conceptual Framework of Rafiei (2014) 
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Source: Rafiei (2014) 

 

The study found that organizational commitment has a positive significant effect on 

work performance, according to Rafiei (2014)'s correlation test. Furthermore, all three aspects 

of organizational commitment consisting affective, continuity, and normative commitment, 

had a positive significant effect on job performance, according to the study. 

 

2.6 Conceptual Framework of the Study 

The conceptual framework of the study is constructed as showed in Figure based on the 

afbove mentioned literature reviews and past research (2.3). 
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Figure (2.3) Conceptual Framework of the Study 
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The conceptual framework of this study, as shown in Figure (2.3), is based on earlier 

research of Smeenk (2008) and Rafiei(2014). Participation, decentralization, compensation, 

training/development, work safety, social relations, leadership style, communication, and 

performance appraisal are among the nine HRM strategies examined in this research. Affective, 

continuance, and normative commitments are the three types of organizational commitments. 

The purpose of this research is to explore if there is a link between HRM practices and 

organizational commitments. It also investigates the impact of organizational commitment on 

work performance. 
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CHAPTER 3 

PROFILE AND HRM PRACTICES OF RMA MYANMAR CO., LTD 

 

The RMA Myanmar Co., Ltd. is presented in this chapter, as well as its organizational 

structure. It also discusses RMA Myanmar's HRM practices. In this study, the HRM practices 

consist of decentralization, compensation, participation, training/development, job security, 

social interactions, management style, communication, overall performance appraisal. In 

addition, according to the survey result, this chapter additionally offers profile of the 

respondents. 

 

3.1 Profile of RMA Myanmar Co., Ltd 

RMA Myanmar is a multi-national corporation that specializes in infrastructure and 

automotive products and services, as well as heavy machinery, generators, and food. RMA set 

a head quarter in Bangkok, Thailand. There are more than 7,000 employees working at the 

RMA group of companies operating in sex regions. Those regions include America, Africa, 

Asia Pacific, Europe, Central Asia and Middle East and RMA Group have been operating in 

17 countries.  

 RMA Myanmar was established in 2012 and the business divisions include restaurant 

franchises, sales and service and parts distribution, automotive manufacturing, agricultural, 

industrial and engineering services, as well as power equipment distribution. RMA Group, in 

partnership with CDSG, formed Capital Automotive which owns the Ford, Jaguar Land Rover 

and John Deere business and owns a custom-built Ford assembly plant. In order to produce the 

Ford vehicles in Myanmar, Ford global company approved assembly plant. The company and 

all its divisions have 323 employees. 

 

Organizational Structure of RMA Myanmar Co., Ltd 

HRM and Administration, Finance, IT & Engineering, Sales and Marketing, Logistics 

and Procurement are the five primary departments that make up the organization. Figure (3.1) 

depicts the RMA Myanmar Co., Ltd. organizational structure. 

 

 



Figure (3.1) Organization Structure of RMA Myanmar Co., Ltd 

 

Source: RMA Myanmar Co., Ltd, 2021 

 RMA Myanmar Co., Ltd. is divided into five primary departments, as shown in Figure 

3.1. Each department operates in its own unique activities. Likewise, the managing director has 

direct supervision over the general manager. 

 

(i) HRM and Admin Department 

HR and admin department does all functions relating to the workforce at the company. 

It is responsible to function all operations according to the local labor rules and regulations. 

Furthermore, the department focuses labor law compliance, hires best talents, trains employees 

and offer relevant compensation. Moreover, the department has to monitor the performance of 

the employees and offers rewards and recognitions according to the performance of the 

employees. Finally, the department is responsible for the administering the office staff and 

supplying stationary to all departments.  

 

(ii) Procurement and Logistics 

Procurement and Logistics is in charge of the structure and efficacy of Purchasing, 

Logistics, Inventory Management, Warehouse Management, and Distribution. All elements of 

the company's supply chain policies, objectives, and initiatives will be designed and lead by 

the procurement and logistics manager. 

      Done (Unique article) 

(iii) IT and Engineering Department 

This department is in charge of the company's network system as well as engineering 

projects. It is taking care of the company's social media presence, as well as enhancing 

marketing and website maintenance. The network plans for the upcoming branches are 

javascript:void(0);


commonly calculated by the manager. Moreover, this department needs to strengthen for 

developing an e-commerce site as well as maintaining so that order to receive orders can be 

accepted and  answer can be made faster. 

 

(iv) Sales and Marketing Department 

 The marketing and sales department acts as the middle agent for production and 

customers. Setting sales targets, product pricing and planning, speaking with customers, 

focusing trends, and monitoring competition in the market are the major responsibilities of this 

department. Similarly, it is in charge of developing appealing marketing and sales tactics in 

order to meet sales targets and raise market recognition. 

 

(v) Operation Department  

The operation department is responsible for developing and implementing plans for a 

variety of projects. Outlining tips for building operations could be part of this. RMA Myanmar 

offers a wide range of services, including automotive and restaurant franchising. In terms of 

product quality, the manager should concentrate on quality assurance consciousness. A person 

is responsible for ensuring that all restaurants are excessive best level, with a focus on customer 

service, and that all corporate standards and procedures are followed. 

 

(vi) Finance Department 

The Finance Department performs all financial activities in line with the government-

approved accounting system, and the main duties completed by the Finance Department are 

listed below. 

(a) Close supervision for income and expenditure of the entire organization. 

(b) Internal auditing 

(c) Annual budget ,profit and loss account and balance sheet preparation 

(d) Sending weekly, monthly, and  annual financial report to the higher Departments 

concerned 

 



Number of Employees in RMA Myanmar Co., Ltd 

Table (3.1) shows the number of employees by department of RMA Myanmar Co., Ltd.  

 

Table (3.1) Number of Employees by Departments 

 

Source: RMA Myanmar Co., Ltd, 2021 

RMA Myanmar has six teams or departments, as shown in Table 3.1. Each department's 

employment calculation is shown. RMA Myanmar Co., Ltd. employs 323 people at the 

moment. 

 

Company Policy 

 

All employees are informed about the company's benefits and compensation rules. 

Internal regulations are clarified and overseen by the department leader. Employees will 

understand the significance of guidelines and norms to the company's seamless running. The 

followings are the general policies and procedures that all employees must follow. 

 

Working Drive and Hours 

According to working practices of the company, all the staff come to work six days a 

week. The working days of RMA Myanmar are Monday through Friday, excluding public 

holidays. Working hours for RMA Myanmar are starting from 8:00 a.m. to 18:00 p.m. On 

weekends, RMA Myanmar is generally closed. 

 

 



Overtime 

On weekdays, overtime is rewarded by receiving 200 percent of the base income. 

Weekend and holidays overtime are calculated on an hourly basis and compensated with both 

in leave and cash. 

 

3.2  HRM Practices in RMA Myanmar Co., Ltd 

 

In order to inspire and grow employees, RMA Myanmar Co., Ltd wisely organizes HRM 

practices for them. RMA Myanmar Co., Ltd was able to increase employee commitment and 

performance by concentrating HRM practices. Decentralization, compensation, participation, 

training and development, job security, social interactions, leadership style, communication, 

and performance appraisal are just some of the HRM practices currently offered by RMA 

Myanmar. 

 

3.2.1 Decentralization 

Decentralization is implemented by RMA Myanmar Co., Ltd in order to improve 

product quality and service. It proposes entrusting responsibility to each manager and 

supervisor in accordance with his or her ability, i.e., he or she should be able to do so without 

jeopardizing the enterprise's overall purpose and integrity. Delegation of authority and 

decentralization are applied by the company to improve the company’s process. RMA 

Myanmar Co., Ltd ensures that authorization codes are in place at all levels and that workflow 

is flexible at times. 

 

Delegation holders are accountable for the followings:  

 a thorough understanding of the approval process; 

 The data and related documentation are correct and thorough; 

 The transaction or action is acceptable, rational and justified;  

 The transaction is charged to the correct project(s) / account(s);  

 There are sufficient funds to cover the cost; and  

The source of financing is appropriate for the spending 

 



3.2.2 Compensation 

 RMA Myanmar pays employees a wage based on their rating. Employees are paid 

differently according to their position. RMA Myanmar Co., Ltd. offers a wide range of salaries 

to its employees, as shown in Table 3.2. 

 

Table (3.2) Salary Range on Different Grading of RMA Myanmar Co., Ltd 

 

 

 

 

 

 

 

 

   

 

 

 

 

 

 

 

 

Source: RMA Myanmar Co., Ltd, 2021 

 

RMA Myanmar offers four different career levels, each with its own salary range. HR 

officials and management offer candidates appropriate salaries based on the grading at each 

level of the career. The salary is determined by RMA Myanmar in terms of the employees' and 

firms' duties. There is no ambiguity in making a compensation offer to a possible applicant 

when referring a salary chart. 



3.2.3 Participation  

When making strategic decisions or solving challenges, RMA Myanmar allows 

employees to express their thoughts and opinions. 

Participation allows employees to speak out their ideas or knowledge at the meetings so that 

management could consider those ideas at the decision making about setting goals and mission, 

determining work schedules, proposing new products ideas, etc. In additions, participation 

allows people to share their knowledge, submit their work-related difficulties and give 

recommendation at the decision-making process. It improves employer-employee relationships 

and teamwork. RMA Myanmar fosters the atmosphere in which employees may share their 

opinions and engage in speaking with one another, each bringing their own set of skills to the 

table. It is also a good way for RMA Myanmar to gather information about the employees as 

to how they work in a team environment, and where training may be required, all these factors 

will be supportive for efficiency, and finally will lead to good performance and teamwork.  

By allowing participation, employees are willing to take more responsibility and 

increase morale. Because of participation, employees will consider that management takes 

ideas and recommendations respectfully. Moreover, to motivate employee participation, RMA 

Myanmar shares enough information of current status of the company, provides relevant 

trainings, and offers rewards. 

 

3.2.4 Training and Development 

RMA Myanmar understands that in order to improve their capabilities, employees must 

have the opportunity to gain new skills and knowledge. As a result, the company provides its 

employees with suitable training and development programs, as well as commitments to their 

advancement. RMA Myanmar Services Co., Ltd offers the following types of training: 

- Leadership Development Program 

- Management 101 Training  

- Regular English Class 

- Performance Coaching 

- Positive Attitude & Self-esteem 

- Team Building 

- Induction Training 



- Problem Solving & Decision Making 

- Relationship Building 

- Communication Skill Training 

- Time Management Training 

 

(a)  Leadership Development Program 

Leadership development program is designed with Excom input to enhance the 

leadership capabilities at all levels across the RMA group. It is an interactive program involving 

a lot of tools and technique to introduce leadership concepts. It is aimed to develop the leaders 

to handle all situations under the complex and changing environment so that leaders could lead 

followers and teams to achieve the vision and mission of the RMA group.  

In RMA Myanmar, the LDP was created to provide a disciplined and consistent 

approach to leadership. The training emphasizes on three key aspects of being a successful 

and inspiring leader:  

•Managing the company  

• Training the candidate to be a leader 

•Leading Successful Teams  

1st Batch of LDP was offered in February 2017, and today, RMA Myanmar Learning 

and Development Team has provided 8 batches. 98% of RMA Management Team (98 Business 

Leaders) across all countries where RMA operates have completed LDP.  

 

(b)  Management 101 Training 

Management 101 training offers 2-day program for Supervisors, Team Leaders and 

managers. This program facilitates and provides new useful theory, knowledge, practice to 

perform management functions effectively. Moreover, it enables mangers and supervisors to 

get the new idea for improvements and developing a tie-up relationship with all members 

across divisions.  

The main objective of this program is to improve the skills and knowledge of line 

managers to have the ability to serve as mangers and leaders. It also enables middle 



management to offer coaching and mentoring that supports synergy effect with corporate 

values of RMA Group.  

 

(c)  Regular English Class 

RMA Myanmar offers after-work English sessions at the pre-intermediate and 

intermediate levels to support employees’ communication and increase their confidence in the 

English language. The sessions are taught by native English speakers from a reputable English 

language school. Employees like studying English at work at the same time also practicing and 

engaging with one another in class. 

 

(d) Coaching for Performance  

 RMA Myanmar gives formal coaching by external and internal coaches. It develops 

strong coaching at the organization so that managers and supervisors always welcome 

subordinates whenever subordinates have the issues. Mangers coach employees how to solve 

problems by carefully listening about the issues and give suggestions.  

 Managers and supervisors help employees identify big hairy audacious goals. Then they 

support the subordinates to achieve those goals with a definite timeframe. RMA Myanmar 

specially offers coaching for the new employees because they need help to setup goals for their 

careers. The new employees are just freshers in their careers thus they may not know how to 

choose their career paths. RMA Myanmar always assists employees to have confidence by 

developing people to acquire their intended goals.  

 By coaching, RMA Myanmar builds trust among people so that employees feel that 

their coaches are always available for them in pursing the goals even when they fail. Coaches 

always give suggestions and guidelines to learn from the mistakes and encourage to try again.  

  

(e)  Positive Attitude & Self-esteem 

To help employees to reach their objectives, RMA Myanmar offers one-hour training 

focused on positive thinking and self-esteem. Practical demonstrations are included in the 

sessions, which are also dynamic, fun, participatory, and focused on group conversations. They 



involve in practical demonstrations. Every employee receives the relevant information and 

necessity documentation during this one-hour workshop. 

 

(f)  Team Building 

For team building, RMA Myanmar sets clear goals and provides suitable activities to 

assist employees. This training involves guidelines how teams could be successful. In addition, 

it points out the common pitfalls that could destroy the effectiveness of teamwork so that 

employees could avoid those factors. RMA Myanmar makes sure to incorporate team building 

into workplace routines and practices. Teamwork training benefits people to understand each 

other, develops social skills, and solves the problems among members. In this way, RMA 

Myanmar builds a firm foundation of purpose, trust and rapport that company can add 

challenging events to, appropriately and effectively. 

 

(g)  Induction Training 

Induction training provides a thorough introduction training about the company to all 

new staff. This training is very important for all new people to work well at the new company, 

and leads to long-term staff retention.  

RMA Myanmar carefully designs induction training that covers and introduces the 

company's present culture, values, and processes. For all new employees, RMA Myanmar 

organizes induction trainings that include all they need to know. Consider the following 

scenario: 

 Newly hired staff/ employee 

 Contract staff/ employees  

 Intern staff/ employees  

 

(h)  Problem Solving & Decision Making 

RMA Myanmar designed to inculcate problem solving and decision-making techniques 

using very well-structured approaches. This training is especially for people to solve the 

problems and make decisions under any circumstances. It practices people to reduce 

conventional and habitual actions that are hindered to make effective decision making. In 



addition, it then encourages the participants to expand the thinking horizon beyond 

conventional thinking through a series of games and activities. Trainings includes the main 

factors needed to consider carefully before making the decisions. Thus, decision making needs 

a careful analytical skills and knowledge for making decisions.  

In this kind of Trainings, RMA Myanmar simulates the previous problems and issues 

to be solved using very well-structured approaches so that people coluld get the experience for 

work-related problem solving practice. The decision-making approach shall be discussed 

through interactive sessions on decision making undertaken with the participants. This 

approach helps employees get knowledge and skills of problem solving based on real working 

conditions.  

 

(i)  Relationship Building 

Relationship building is vital for both individuals and organization to achieve the 

organizational goals and members need to work hormonally for the common goals. If the 

people working at the company do not have strong relationship, they could not perform the 

tasks effectively and efficiently.  

Relationship building requires a deliberate, methodical strategy based on open lines of 

communication, understanding RMA Myanmar arranges workshops in which management, 

and production employees learn the nature of specific job so that all employees and 

management could understand each other. This can improve mutual understanding among 

employees and could improve productivity. 

 

(j) Effective Communication Training 

Communication apart from the manufacturing industry gets increasingly difficult as 

manufacturing processes and employees become more technical and specialized. Subject-

matter specialists face the difficult undertaking of translating complicated standards and tactics 

into language that clients can understand – and these who can do so expertly will thrive in the 

global marketplace. 

RMA Myanmar educates all employees at all levels how to speak respectfully among 

colleagues, a place to report, and how to maintain open lines of communication. In order to 

complete the assigned task on time, all employees must attend the training and attempt to 



achieve excellent communication. RMA Myanmar conducts energetic listening training for all 

staff, including managers. 

 

(k)  Time Management Training 

Manufacturing is a critical domain for businesses all over the world that need to operate 

24 hours a day, 7 days a week in a hassle-free environment. Time management training 

practices people to have an idea of how to produce the goods under intended time. It includes 

the constraints of logistic, raw materials, and machine, etc. This is a difficult profession that 

necessitates effective management across a wide range of operational areas. 

RMA Myanmar simulates workshops where a big and diverse workforce, distinct 

specific manufacturing areas, shift and timetable management, preserving inventory control, 

resource and raw material management, supervision resources and raw substances and all other 

principal and minor features are specifically evaluated for efficacy on one primary thing ‘Time’ 

In the specific world of manufacturing, time management is a true measure of a manager's 

strengths. 

 

3.2.5 Job Security 

For both the company and the employees, job stability is crucial. In order to increase 

workplace efficiency and success, RMA Myanmar develops and publishes a clear job security 

coverage. In periods of economic expansion, it provides greater employment with more job 

security. The corporation develops a strategy for evaluating essential roles and workers in the 

present and future, objectively figuring out excessive achievable internal applicants and 

establishing methods to assure business continuity for such positions. 

The company also announces a future schedule of goals as well as the potential of the 

employee inside the company. RMA Myanmar outlines specific projects and desires to provide 

employees with a clear picture of the company's health and a glimpse into their own future. 

 

3.2.6 Social Interactions 

During break time, RMA Myanmar develops a social zone or a place where staff may 

unwind. In the office, the company places a few chairs or couches near popular social places. 



It performs annual ceremonies to thank staff for their challenging work, has monthly employee 

appreciation days, and treats the team to a enjoyable lunch after reaching a company target. 

The company occasionally organizes volunteer events or luncheons with employees from 

various departments and they do not normally interact, as the matter of the fact that all 

employees in the organization may get to know each other better. RMA Myanmar encourages 

coworkers to participate in team building exercises to relax, have fun, and form bonds. Some 

social interaction ideas contains creating sport teams, escape rooms or social party. RMA 

Myanmar also let staff to communicate informally via the Whatsapp application. It organizes 

weekly meetings and 5- to 10-minute morning stand-up dialogue to encourage social 

engagement in the workplace. 

 

3.2.7 Leadership Style 

 Leadership has become the vital element that binds the relationship between followers 

and leaders. By a good leadership, organizations could manage to attain the organizational 

goals. Nowadays, general environment that could affect the operation of the organization is 

changing rapidly and competition is high as well. To build the successful organization, 

effective organizational leadership is essential for the current and future development of the 

organization. 

RMA Myanmar's leaders push employees to put thrust their own interest to occupy the 

organization's aim. Leaders have a extreme degree of enthusiasm and optimism, and 

communicate effectively with the purpose of increasing their devotion to the organization's 

goals and mission. They inspire their juniors by treating them as unique and special individuals 

with emotional needs that are reached. They also assist their juniors in supporting their skills 

and their performance. They employ the appropriate communication channels to link the vision 

and mission to the followers in order to grow a sense of direction in their minds. The leaders 

of RMA Myanmar set prizes as goals for their staff to get achieved. Leaders keep a close eye 

on their staffs and recognize their potential working abilities. They frequently take corrective 

action to assist their juniors in achieving their career aims. The leaders of RMA Myanmar are 

similar to encourage their subordinates to think critically, question assumptions, and solve 

problems in order to deal with the issues they encounter on a daily basis. RMA Myanmar 

aspires to be a choice of employer with a bright and ambitious team dedicated to identifying 

individuals' potential abilities in a multi-cultural and multinational workplace. 



3.2.8 Communication 

For each given situation, RMA Myanmar sets up communication channels. It 

establishes channels of communication among employees by using viber, emails, and landlines. 

Employees at RMA Myanmar are educated how to communicate successfully in order to 

complete jobs efficiently. When new employees join the organization, they are taught quickly 

and effectively for good communication. Furthermore, the organization has 

intercommunication methods in place, such as a notice board and viber groups, to share new 

information. The company has emergency hotlines that will respond immediately in the event 

of an emergency. The Country Manager hosts a breakfast for 20 elected members from all 

divisions every quarter in Myanmar who are not part of the management teams. The breakfast 

is provided to examine the company's future direction and milestones, as well as to 

communicate staffs from various workstations in a fun and engaging activity. Employees will 

also get the opportunity to ask questions or express any concerns to the Country Manager. 

Employees could also meet with the Country Manager to discuss their basic principles. 

Employees exchange how they view such principles , values and what they mean to them. 

 

3.2.9 Performance Appraisal 

 The company conducts performance reviews in May, September, and at the end of the 

year, or as soon as possible in January. RMA Myanmar evaluates both team-based overall 

performance and individual performance while conducting performance reviews. Those 

performance evaluations are usually forwarded to upper principle management. The HR 

manager is then asked by upper management to organize reward and trainings totally depending  

on performance evaluations. Since 2020, RMA Myanmar ahs intended to conduct face-to-face 

performance reviews twice a year. Supervisors and managers will perform transparent 

appraisals by conducting the subordinates, putting a greater emphasis on assisting employees 

through frequent scheduled one-on-one meetings, resulting in increased employee satisfaction. 

Furthermore, after trainings, the organization frequently conducts self-performance appraisals 

so that employees can track their own improvement. 

RMA Myanmar uses performance evaluations to grow and inspire individuals who help 

the organization achieve its vision and mission. When reviewing the performance of 

employees, the corporation restrictedly instruct the supervisors and team leaders to judge 

honestly and equally based on performance appraisal.  

 



3.3     Profile of the Respondent 

 

Demographic variables such as gender, age, education level, position, salary, and work 

experience are first offered in order to examine employees' organizational commitment and job 

performance in terms of HRM strategies. Based on the data, the study presents the frequency 

and percentage of each respondent's profile. Table (3.3) depicts the demographic profile of the 

respondents.  According to Table (3.3), the majority of employees are female, resulting for 61.7 

percent of respondents, are the rest are the male. As a result, women are  the majority of RMA 

Myanmar's workforce. 

 They are also between the ages of 26 and 30, and they account for 29.2% of the 

respondents. The second largest age group, comprising 22.5 percent of the workforce, is those 

between the age of 36 to 40. People older than 50 years make up a small percentage of the 

overall number of responders, accounting for only 3% of the total. As a result, RMA Myanmar 

Co., Ltd occupies a large number of young employees. 

Graduate degree holders account for 77.5 percent of the 120 respondents, and they 

make up the majority of the total employees. 6.7 percent of the respondents are 

undergraduates. Furthermore, employees with a high school diploma account for 4.2 percent 

of the respondents. 10% of the respondents occupy a master's degree, while the remaining 1.7 

percent have a diploma or a Ph.D. Because it includes all employees with various levels of 

education, this information may be trusted. In general, the greater an employee's educational 

level, the more positive perception of the company's assistance will be granted. 

Various careers have different effects on employee commitment. 72.5 percent of the 

respondents are the employees in this poll, making them the largest category. Supervisors 

make up the second largest category, accounting for 15.0 percent of all respondents. Engineers 

are among the other respondents, accounting for 5.83 percent of the total. This survey reflects 

the perspectives of all levels of employees because it was completed by three general managers 

as well. The end result considers that the majority employees of RMA Myanmar Co., Ltd are 

staff and supervisors, according to the findings.  

In terms of income, over 52.5 percent of respondents earn between 250,001 and 

350,000 MMK, which represent the majority of the respondents. The employees who got paid 

between 350,001 and 500,000 MMK, accounting for 13.3% of respondents. Nearly 12.5 

percent of employees receive 500,001 to 700,000 MMK, according to the survey. The staffs 

who earn more than 1,000,000 MMK signify 4% of the total respondents. 



 
  Source: Survey Data, 2021 

  



Within the 120 respondents, 48.33 percent have worked for one to three years and 

contribute the largest quantity, while 20.00 of the total who have worked for less than one year 

and contribute the second biggest potion. People who have worked for over ten years that 

make up the minority group of 120 workers. The poll is completed by people with a variety of 

work backgrounds, and the statistics may signify all groups of employees in RMA Myanmar 

Co., Ltd.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



CHAPTER 4 

ANALYSIS ON HRM PRACTICES, ORGAGNIZATIONAL 

COMMITMENT AND JOB PERFORMANCE IN RMA                      

MYANMAR CO., LTD 

 

   In the analytical section, analysis on the relationship of HRM Practices and 

organizational commitment on job performance of RMA Myanmar Co., Ltd. are included. In 

this research, regression model is used in order to find out the relationship HRM practices on 

organizational commitment. Furthermore, it analyses the relationship between organizational 

commitment and job performance by surveying 120 officials from RMA Myanmar Co., Ltd in 

Myanmar.  

 

4.1 Analysis on the Effect of HRM Practices on Organizational Commitment of 

Employees  

 In this study, HRM practices affecting on the commitments of the employees at RMA 

Myanmar Co., Ltd are analyzed by using the structured questionnaire. In order to find out which 

HRM practices affect on employee commitment, five-point Likert scale (1: strongly disagree, 

2: disagree, 3: neutral, 4: agree, 5: strongly agree) is used in the structured questionnaire. 

 

4.1.1 HRM Practices 

 In this study, nine HRM practices of RMA Myanmar Co., Ltd are analysed by collecting 

with structured questionnaire from 120 selected employees of RMA Myanmar Co., Ltd. The 

findings are presented in Appendix-A.  

 

(i) Decentralization 

Decentralization is important for every organization in order to finish the tasks quickly 

and to improve commitment of the employees as employees are motivated if they have 

authority and right. As shown in appendix (A), most employees could determine task ordering 

which work to do first and this factor get the highest mean values 4.22 as employees are not 

forced about how to do tasks all the time and they could enjoy their task flow. Moreover, many 



respondents have enough authority and rights to perform their tasks and they do not need to get 

approval from superiors for every issue. It is also found that employees get enough information 

for their tasks as RMA Myanmar Co., Ltd allows to access or give relevant data to perform the 

assigned tasks by giving authority codes. Thus, employees do not need to ask or request 

permission from supervisors for small matter. Many respondents also express that they are not 

monitored by supervisors as RMA Myanmar Co., Ltd gives enough trainings and developments 

for employees. The overall mean score for decentralization is 3.96 that most employees feel 

that they get moderate level of delegation from RMA Myanmar Co., Ltd. 

  

(ii)  Compensation 

Employees will be happy and give commitment when they feel they have relevant 

compensation for their job. Compensation becomes important as there is strong competition in 

the industry to get good talents. It is important to find out the perception of employees regarding 

their compensation.   

 For compensation analysis, most employees express that they get their compensation 

on time as RMA Myanmar Co., Ltd arranges to pay salaries and benefits without delay because 

it gets 4.06 highest mean value among five questions. Many employees feel that salaries given 

by RMA Myanmar Co., Ltd are fair and relevant as the company thoroughly offers the salaries 

by looking at those of other companies in the industry. Thus, they consider the compensation 

is relevant to their jobs and responsibilities. Moreover, many employees think compensation 

of RMA Myanmar Co., Ltd is attractive and meet their needs as the overall mean score for 

compensation is 3.76 that most employees believe that they get reasonable compensation from 

RMA Myanmar Co., Ltd.  

 

 (iii) Participation 

Participation help employees feel motivation and commitment to their organization. It 

is beneficial for the growth of the organization and mission accomplishment. When an 

organization does this, it helps build trust, employees feel valued, and their commitment and 

performance could be more likely to increase. It is important to find out the perception of 

employees regarding the participation allowed by RMA Myanmar Co., Ltd.  As presented in 

appendix (A), most of the respondents could discuss work related problems with their 

supervisors and this factor gets the highest mean score by 3.74 because RMA Myanmar Co., 

Ltd allows employees to express their opinions and problems openly at the meetings or directly 



to the supervisors. . It is found that supervisors used to welcome employees to participate in 

the meetings and decision making. In additions, employees have the opportunity to participate 

in decision making concerned to their jobs as the management takes ideas and suggestions from 

employees who are actually handling the tasks Finally, many respondents are allowed to 

participate highly which will lead to high commitments.  To conclude, the overall mean score 

is 3.57 which means employees feel that they get moderate level of participation at RMA 

Myanmar. 

 

(iv) Training and Development 

Employees will be happy and give commitment when they have skills and capacity to 

perform their tasks. Nowadays, there are strong competition and rapid change in the industry. 

Training becomes essential for both organization and employees. It is important to find out 

whether trainings and development programs meet the job functions of the employees. As 

shown in appendix (A), most employees state that trainings and development programs given 

by RMA Myanmar Co., Ltd support them to perform tasks better and this factor gets highest 

mean score 4.07  as RMA gives many trainings to employees according to their jobs. Therefore, 

employees found that trainings are very supportive for their jobs to perform better as RMA 

Myanmar Co., Ltd thoroughly designs the trainings for each job position. It is found that 

employees believe that they have career opportunity at RMA Myanmar Co., Ltd since the 

company provides trainings and development programs such as leadership programs for future 

leaders. According to the overall mean score 3.87, the findings show that most employees 

believe that they get enough trainings and development programs provided by RMA Myanmar 

Co., Ltd. 

 

(v)  Job Security 

Job security is the assurance of company to employees about their current position. It 

is essential for employees to safe their current jobs. If they feel that the company is developing 

and their job positions are secure, they could give more commitment. It is important to find out 

whether employees feel the job security at the current organization. As presented in appendix 

(A) representing the perceptions of the employees towards job security, most employees 

believe that they have job security as they are doing well their responsibilities. In additions, 

respondents state that they will have employment durability as RMA Myanmar trains and 



develops their people to have more capability. The management makes future goals and vision 

in order to be competitive in the industry. Moreover, many employees know that their company 

is a leading company thus they feel safe for their jobs. Furthermore, respondents believe that 

they could not be replaced by advanced technology or other employees. The overall mean score 

is 3.54 that indicate employees feel moderate level of job security for their current positions.  

 

(vi)  Social Interactions 

 Positive relationships give life and energy to individuals and their organization, 

whereas negative relationships sap the energy out of them and lead to individual and corporate 

floundering. Thus, it is important to find out whether employees have good social interactions 

at work. As presented in appendix (A), most employees do not have the opportunity to interact 

with the society in RMA Myanmar and the highest mean score is 2.54 as people are busy with 

their jobs in the workplace.  Thus, they do not have opportunity to get more friends or 

officemates within the company. Although RMA Myanmar sets up social spot or a place, it is 

a small place in the dining room and employees do not have enough free time to chat during 

the break time. It is found that many employees are shy to talk in the public as they do not have 

close friendship with people from other departments in RMA Myanmar. Furthermore, many 

respondents state that they do not feel so freely talking and attending staff party as they are not 

used to. This leads them not easy to speak at the public and majority of respondents feel that 

they are not an important person among friends or staffs in RMA Myanmar as they do not talk 

a lot each other very often. Thus, the overall mean score is 2.44 as many employees do not 

have many opportunities to make social interactions in RMA Myanmar. 

  

(vii)  Leadership Style 

 Leadership style of the organizations could influence, motivate and supporting people 

to achieve the common goals of the organizations. It is important to find out whether employees 

like leadership style or not.  

 According to the survey, most respondents state that RMA Myanmar leaders are 

friendly and approachable and this factor gets the highest mean score 3.74 as RMA Myanmar 

leaders motivate subordinates to develop according to the interests and capabilities of 

employees. It is also found that respondents perceive RMA Myanmar leaders are fair and give 

suggestions whenever employees need because the leaders spend time with subordinates in 



order to know the ambitions and talents of employees. Furthermore, the leaders usually give 

rewards fairly based on the performance of employees. The study reveals that leaders allow 

employees to do the job by their own ways. Respondents state that leaders care and motivate 

them at the workplace. The overall mean score is 3.57 as many respondents feel that the 

leadership style of their superior is good.   

 

(viii)  Communication 

 Communication is a fundamental process for human interaction. If the organization has 

effective communication channels, employees could perform the tasks better and will satisfy 

their performance. Thus, it is important to identify whether employees have good perception 

with the communication channels in the organization.  

 According to the survey data, it is found that RMA Myanmar arranges enough 

communication channels and this factor get highest mean score 4.11. The company sets up 

internet, email, internal communication channel such as Private Automatic Branch Exchange 

(PABX) system. The respondents know well how to communicate in the organization as RMA 

Myanmar trains and guides how to use which communication channels for specific task. 

Moreover, respondents know the updates about the company since the company has bulletin 

boards, reference groups, new letters and weekly meetings. Respondents acknowledge that 

RMA Myanmar has communication channels for emergencies as the company offers enough 

hotlines for those situations. The overall mean score is 3.65 as many respondents feel that they 

have enough communication system arranged by RMA Myanmar Co., Ltd. 

 

(ix)  Performance Appraisal 

 Performance appraisal the evaluation of the performance of the employees according 

to the performance criteria. It is a monitoring tool that organizations use to meet the required 

standards and intentded goals. Based on the performance appraisal, organization usually gives 

rewards and benefits. However, performance appraisal needs to be transparent and fair 

evaluation. Thus, it is essential to know the perception of employees towards performance 

appraisal. As shown in appendix (A), most respondents answer that their line managers help 

subordinates to improve performance and give guidance as RMA Myanmar leaders always give 

time to subordinates for guidance and this factor gets the highest mean score 3.98. It is found 

that employees get feedback when they have questions about performance appraisal. RMA 



Myanmar makes transparency as the first priority when dealing with employees. Many 

respondents admit that they know their current ability and could improve capability because of 

performance appraisal.  In additions, respondents acknowledge that performance appraisal 

helps in job rotation because the company offers job rotations and job enrichments according 

to the performance appraisal. The overall mean score is 3.56 as many respondents believe that 

their performance appraisal system is good as it could improve their potentials.  

 

4.1.2 Organizational Commitment of Employees 

 Organizational Commitment by employees is the major driving force for every 

organization in order to achieve high performance. Organizational Commitment is very 

important for both organization and employees. The results on the analysis of commitment 

levels of the employees are presented in Appendix (B). 

 

(i) Affective Commitment of Employees  

 This section measures employees’ degree of emotional attachment, and sense of 

belongings towards the organization.  

 As presented in appendix (B), most respondents feel that any issue related to work is as 

their own issue because RMA Myanmar leaders allows participation and guides employees to 

develop. It is also found that employees feel part of the organization. Moreover, most 

respondents agree that they would like to spend the rest of career at the current organization as 

they are loyal and they do not seem that they can easily attach to other organizations. RMA 

Myanmar provides well decentralization, trainings and career development, incentive, and 

reward system, so most employees are happy and feel that they get compensation for their 

efforts. In additions, many employees feel strong personal feeling attached to their 

organizations. Thus, it is found that employees to not want to join other companies even they 

get greater benefits. According to the overall mean score, most employees have moderate level 

of Affective Commitment to RMA Myanmar as employees feel part of the company.  

 

(ii)  Continuance Commitment of Employees 

 This section measures employee’s feelings of losing their current positions at the 

organization. Continuance Commitment means that employees stay in the organization because 

they do not have any better options.  



 As presented in appendix (B), many employees feel that staying at the current work is 

crucial for their career and life because they do not have any better options. Most of the 

respondents earn many incentives if they could sales according to their sales targets and based 

on the performance. Thus, respondents think that quitting the current job would be challenging 

for them as the opportunity cost could be high. Thus, respondents cannot quit the job as this 

could be personal sacrifice as they have only few options this time. Many respondents are afraid 

of getting new jobs from other companies as this could lead to disruption at their careers. 

According to the overall mean score, most employees have somewhat level of Continuance 

Commitment to RMA Myanmar as employees have difficulty in finding better options.  

 

(iii) Normative Commitment of Employees 

  Normative Commitment measures employee’s feelings of responsibility to stay in the 

current organization. This is related to the obligation sense of employees to remain in the 

current organization since the benefits, incentives and developments offered by RMA 

Myanmar Co., Ltd.  

 As presented in appendix (B), most employees feel a sense of responsibility or moral 

obligation to the organization and they have mutual relationship to RMA Myanmar that invests 

time and money so that they like to remain as a return. Besides, employees feel that RMA 

Myanmar provides many things for them such as training, incentives, rewards, healthcare, etc. 

As a result, employees have loyalty to their organization and feel guilty if they quit a job from 

the Co., Ltd. Similarly, many employees feel that quitting a job is very unethical as the 

company treated them well by developing. Thus, employees feel that they owe to the 

organization. As the overall mean score, employees have moderate level of Normative 

Commitment to RMA Myanmar Co., Ltd. 

 

4.1.3 The Effect of HRM Practices on Organizational Commitment of Employees 

 This study analyses the effect of HRM Practices on three types of Organizational 

Commitment in RMA Myanmar Co., Ltd. Each type of organizational commitment is regressed 

with decentralization, compensation, participation, training/ development, job security, social 

interactions, leadership style, communication and performance appraisal. 

 



(i) The Effect of HRM Practices on Affective Commitment  

 In this part, this study analyses the effects of HRM practices offered by RMA Myanmar 

on the Affective Commitment of employees towards their organization. The findings are shown 

in Table (4.1). 

 

Table (4.1) The Effect of HRM Practices on Affective Commitment 

 

Source: Survey Data (2021) 

*** Significant at 1% level, ** Significant at 5% level, * Significant at 10%level 

 



  



  

 

(ii) The Effect of HRM Practices on Continuance Commitment  

 This study analyses the effects of HRM practices offered by RMA Myanmar on the 

Continuance Commitment of employees towards their organization. The findings of the 

analysis are shown in Table (4.2). 

 

Table (4.2) The Effect of HRM Practices on Continuance Commitment 

 

Source: Survey Data (2021) 

*** Significant at 1% level, ** Significant at 5% level, * Significant at 10%level 



 



 

 

 



(iii)  The Effect of HRM Practices on Normative Commitment 

 This study analyses the effects of HRM practices offered by RMA Myanmar on the 

Normative Commitment of employees towards their organization. The results of the analysis 

are shown in Table (4.3). 

 

Table (4.3) The Effect of HRM Practices on Normative Commitment 

 

Source: Survey Data (2021) 

*** Significant at 1% level, ** Significant at 5% level, * Significant at 10%level  

 

 



 

 



 

(iv) The Effect of HRM Practices on Overall Organizational Commitment 



   



  

 



 

  

 



 



  

 

 

 

 



CHAPTER 5 

CONCLUSION 

 

 This chapter presents the findings and discussions, suggestions and recommendations 

and need for further research. Based on the findings, this study suggests and makes 

recommendations in order to achieve more employee commitment and better performance of 

the employees.  

 

5.1 Findings and Discussions 

This study is thoroughly done by collecting structured questionnaires from 120 employees 

who are currently working at RMA Myanmar Co., Ltd. To find out the relationship, the regression 

analysis is applied to determine the effect of HRM practices and commitment which in turn effect 

on job performance of the employees.  

For affective commitment, decentralization has the greatest impact on affective 

commitment among nine HRM practices of RMA Myanmar Co., Ltd. RMA Myanmar the 

employees and give more delegation thus employees acknowledge that they have freedom and 

authority at their work. It is found that employees feel that they are part of the organization and 

try hard to achieve the organizational goals. Regression result shows that the more 

decentralization offered, the more affective commitment would be in employees. Furthermore, 

training and development has an effect on the affective commitment. It means if there is an 

increase of training and development, employees will have more affective commitment as the 

company gives relevant trainings for employees to be skillful at work. Job security has positive 

relationship with affective commitment. Employees believe that they have employment 

durability since RMA Myanmar is a leading firm and management has made a lot of future 

strategic goals and projects. Social interactions also have positive impact on affective 

commitments as RMA Myanmar provides a social spot where employees could talk freely or 

make friendship during free time. As employees have strong relationship each other, they are 

attached to the organization. The regression result show that the more social interactions 

employees get, the more affective commitment of the employees will be achieved. According 

to the survey data, majority of the employees have moderate levels of affective commitment 

towards RMA Myanmar Co., Ltd. 



For continuance commitment, among nine HRM practices, compensation practice has 

most impact on continuance commitment. It means if RMA Myanmar provides more 

compensation benefits, employees will have more continuance commitment. RMA Myanmar 

offers good salary when compared to that of local companies.  Employees feel that the 

compensation benefits of RMA Myanmar Co., Ltd is good as the company offers reasonable 

benefits by monitoring local companies. Thus, employees are afraid of losing those good pay 

if they move to other companies.  It is also found that decentralization has positive affect on 

continuance commitment as the company allows own way when performing the assigned tasks. 

The survey data reveals that training and development has positive relationship with 

continuance commitment as RMA Myanmar provides enough training for the career 

development. By getting enough training and developments, skills and capability of employees 

are improved. Employees do less mistake thus they believe that they have job security. 

Therefore, job security also has the positive impact on continuance commitment. Regression 

result shows that leadership style is positively related with continuance commitment since 

leaders give advice and suggestions for career paths. Leaders show fair and equal treatments to 

all employees. Employees think they could not get that kind of treatment at other companies. 

It is also found that communication has positive relationship with continuance commitment. 

RMA Myanmar arranges enough communication channels thus employees have enough 

information and could perform the work without delay. On the other hand, performance 

appraisal has negative relationship with continuance commitment. It means the more 

performance appraisal; the less continuance commitment would be in employees. Because 

employees do not like examining performance appraisal very often and they are afraid of their 

performance result. According to the survey data, many employees have moderate levels of 

continuance commitment towards RMA Myanmar Co., Ltd. 

For normative commitment, among nine HRM factors, training and developments is the 

most influencing factor since employees feel that they get good trainings and their skills and 

capabilities are improved. Employees feel they have obligation or guilty if they leave the 

organization. . Thus, employees acknowledge that trainings upgrade their skills and ability. 

Many employees feel sense of obligation and give their commitment for the organizational 

goals. If RMA Myanmar makes more organized training and developments, the more 

normative commitment will be achieved. Compensation has   positive relationship with 

continuance commitment since employees feel that they get fair salary even in crisis time and thank 

to organization. Employees feel they have obligation or guilty if they leave the organization. 



Job security is important for everyone and RMA Myanmar informs employees about updates 

of the company such as future goals, projects etc. As employees know that company is doing 

well even in difficult situations like covid and unstable political situations, employees thank to 

organization. Furthermore, leadership style has positive relationship with normative 

commitment because leader motivates, guides and develops employees. Thus, employees 

appreciate the efforts of leaders and they want to pay back their best efforts for the organization. 

Another factor that has positive relationship with normative commitment is communication. 

RMA Myanmar spends a lot of money for effective communications by arranging 

communication channels. The company sets up direct communication channels with superiors 

and emergency situations. Thus, employees could perform better and rely on those channels. 

Employees value what company has done for them and they have normative commitment. The 

more communication efficiency, the getter normative commitment would be among 

employees.  

Regarding job performance of the employees, it is found that affective, continuance and 

normative commitments have a positively significant influence on the performance of the 

employees. Among these three commitments, affective commitment mostly influence on the 

performance as employees feel part of the company. If employees have more affective 

commitment, they will work hard for their organization. Employees believe that they could not 

get better options from other organizations and they stay at RMA Myanmar Co., Ltd. It means 

employees continue working for the organization and this also affects on the job performance 

since they are afraid of losing current good situations and work hard for the current one. In 

additions, normative commitment also affects on the employee performance as employees 

perceive what the organization provides them.  

 

5.2  Suggestions and Recommendations 

RMA Myanmar could offer better HRM practices according to the findings in order to 

get more commitment and better job performance of the employees. The company should 

prioritize the HRM practices that affect the commitments of the employees. RMA Myanmar 

maintains the most influencing factors on commitments. In additions, the weakness factor 

should be promoted to improve the commitments and job performance of the employees. 

Company should pay more attention to the commitment which improves the job 

performance of the employees. Based on the findings affective commitment is the main 



determinant affecting on job performance. Thus, RMA Myanmar should pay first priority to 

decentralization, the main determinant factor for affective commitment, by selecting and 

developing more capable people. In additions, it should make the system how the seniors 

solved the specific issue so that employees could learn from the system. By doing this, 

company could give more delegation to employees to perform their tasks.   

 Training and development effect on all types of commitments and it is the main 

determinant factor for normative commitment. Therefore, RMA Myanmar should arrange 

trainings to be convenient for all the employees. Now, employees are very tired of trainings 

since they have to work six days a week. In additions, RMA Myanmar should give frequent 

trainings regularly in order to improve the skills and expertise of the employees based on new 

technology, performance appraisal and job specifications. Furthermore, RMA Myanmar should 

do more job rotations and develop English skills of the employees so that employees could 

have more career development. Then, employees will have more positive view by 

acknowledging their improved performance. Employees will remain in the work by showing 

commitments if they have career potentials at the organization. 

 RMA Myanmar should also pay attention to compensation system as it is the main 

determinant for continuance commitment. RMA Myanmar should provide attractive 

compensation by monitoring general expense of the employees and compensation systems of 

competitors. The company should pay salary in cash as employees could have difficulty when 

they could not withdraw money from the banks easily.  Besides salary, RMA Myanmar should 

support essential foods and medicines for employees so that employees will be motivated and 

work hard for the company. 

 Based on the findings, job security also effects on all types of commitment and RMA 

Myanmar should focus it. RMA Myanmar should usually evaluate the perceptions of 

employees towards job security as it is very important for all employees. If the employees think 

company is not doing well, they will start looking for the new job. RMA Myanmar should 

continue informing the updates of the current and upcoming projects so that employees could 

see the actual status of the company. Moreover, RMA Myanmar makes sure that employees 

are not replaced because of advance technology or new process. By doing this, employees will 

not worried about their jobs and will emphasize for RMA Myanmar Co., Ltd.  

 RMA Myanmar should pay attention to the weak HRM practices that are not perceived 

well by the respondents. Thus, RMA Myanmar should also pay attention to the social attention. 



The company should arrange large social spots at many as possible. Employees will be happy 

when they have many friends at the work. By having good relationship among employees, team 

works and cooperation are enhanced. In additions, the company should arrange staff party or 

internal department party very often so that employees have close friends at the workplace and 

they will be attached to the organization. Furthermore, company should setup the social viber 

group or chitchat group where employees could talk freely. By doing this, employees are 

attached to the organization and they will give greater commitments. 

Regarding performance appraisal, RMA Myanmar should make the performance 

appraisal more transparently. Line managers and superiors should explain the result if the 

subordinates have the questions. In additions, performance appraisal should reflect both 

individual performance and team-based performance. RMA Myanmar needs to do performance 

appraisal very often in order to evaluate skills and performance of employees. On the other 

hand, some employees are unhappy about it as they are afraid of their poor result, Thus, RMA 

should make clear the objectives of the performance appraisal. RMA Myanmar should 

announce that the performance appraisal is done in order to give necessary trainings for poor 

performers and rewards for the high performers. As the result, employees will know their 

performance levels and try hard in order to improve their performance.  

Regarding leadership style, employees believe that they receive good leadership of the 

superiors. To get more commitments and increase job performance of the employees, RMA 

Myanmar should create supportive and respectful culture where all senior employees need to 

share information, teach how to work, and give more time to the subordinates for listening the 

problems and giving suggestions. It should assign all the seniors and managers to develop their 

subordinates so that employees will have more suggestions and care from their superiors. This 

will lead to good relationship with supervisor and employees will be happy at work. By doing 

this, employees will not have job difficulty and they will be happy at their workplace. Thus, it 

could lead to high commitments which in turn increase job performance of the employees.  

 Finally, RMA Myanmar should always monitor the commitment levels of the 

employees.  Then, the company needs to update its HRM practices according to the 

commitment levels and job performance of the employees. 

 

 

 



5.3 Needs for Further Research 

This study focuses only on the nine HRM practices of the RMA Myanmar and it does 

not cover other HRM practices that are applying in other foreign based companies in Myanmar. 

According to motivation literature, there are others theories for employees’ motivation such as 

Maslow’s hierarchy of needs theory, and Herzberg two factor theories should also be conducted 

for further research. Therefore, further researches should study the common HR practices 

affecting on motivation, organizational commitment and job performance of foreign based 

companies in Myanmar in order to shape the whole picture of international companies in 

Myanmar. 

 

 

 

 

 

 

 



 

 

 

 



 

 

 

 



 

 

 

 

 



 

 

 

 

 

 



 

 

 

 



 

 

 

 

 



 

 

 

 

 

 



 

 

 

 

 



 

 

 

 

 

 



 

 

 

 



 

 



 



 



 



 

 

 



 

 

 

 

 



 

 

 

 

 



 

 



 

 

 



 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 



 

 

 

 

 



 

 

 

 

 



 

 

 

 



 

 


