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Abstract

The objectives of this research paper were to stigate whether competency, education,
experience, age and hierarchical level of humarouese manager of the listed firms
relate to the practice of SHRM of those firms; aodnvestigate whether these factors
have a significant joint impact on the practicesSHHRM of listed companies in Sri Lanka.
A research framework consisting of five independesriables and one dependent
variable was developed and six hypotheses wereufated using deductive approach.
The study was conducted relating to all Sri Lanksied firms numbering 242. Purpose
of the study, type of investigation, extent of aedeer interference with the study, study
setting, unit of analysis and time horizon weredtlipses testing, noncausal, minimal,
noncontrived, individual and cross-sectional respety. Measures of the study had
possessed sufficient validity and reliability. Thstructured questionnaire was
administered to cover all the firms and head of anmesource department worked as
the respondents on behalf of the firms. 161 huneaource heads responded making a
response rate of 66.52 per cent. Data exploratiosueed the normality and linearity
assumptions being not violated. The results ofstndy showed significant and positive
relationships between the independent variables, ¢éompetence, education, experience,
and hierarchical level of human resource managemnd éhe dependent variable, i.e.,
practice of SHRM. However, no significant relatibigswas found between age of human
resource manager and practice of SHRM. Multivariatelysis revealed that combined
influence of competency, education, experience, age hierarchical level of human
resource manager on the perceived practice of SHRMin a firm was significant.
Findings of the study will be important on practicgounds. Important implications of
the findings of the study are that a firm shoulcekand retain a person as the Head of
HRM who should possess a high competence of HRMehformal education of HRM,
and more experience in HRM in order to establiggedous practice of SHRM, and also
the Head of HRM is to be appointed as a membdreoTop Management of the firm.

Key words: Competency, Head of Human Resource Managementidiecal Level,
StrategicHuman Resource Management

Introduction
Human Resource Management (HRM) is being increfsingpwed as a source of
competitive advantage implying a serious strateggpect of Business Management.
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Being a developing country Sri Lanka badly needgrectice right HRM in order to
accomplish her primary goal, i.e., achieving Hig¢andard of Living for its citizens.
The field of HRM has undergone tremendous changdgyeowth over the past 200 years
(Butler et.al, 1991). Broadly HRM has gone throwgiveral stages of the development
(from Welfare during 1900s through Personnel Adstmaittion during 1940s, Personnel
Management-the developing phase during 1950s, RessdVanagement-the mature
phase during early late 1960s & 70s to HRM/ Stiatd§RM during 1980s &90s)
(Opatha, 1997). It is viewed as a change or dewedop driven by fundamental
environmental changes (particularly in product reérkonditions), which were not
capable of being adequately responded to by tltktibmal concerns, orientations and
power of personnel management function (Beaumd@82)l In the past few years, the
roles of HR professionals were often viewed in temh transition from operational to
strategic, qualitative to quantitative, policing partnering, short term to long term,
administrative to consultative, functional orientem business oriented, etc. (Ulrich,
1997). It has been generally observed that thesecsnsiderable number of Sri Lankan
organizations that do not practice so called Sgrat¢iluman Resource Management
(SHRM). Discussions with several practicing humesource managers revealed that yet
SHRM has not been practiced significantly due tesd factors.

Factors affecting the practice of SHRM in an orgation can be identified in two
categories: external factors and internal factdifsere are number of internal factors
affecting the practice of SHRM. According to Budm{2000), the general HRM policies
and practices (such as selection, developmenpmeaince evaluation) are determined by
a set of traditional contingent variables (suclage, nature and size of the organization).
According to Khatri (1999) the four most importafactors for managing HRM
strategically are business strategy, organizatianddure, competency levels of HR
managers, and presence of HR strategy.

External factors affecting the practice of SHRM maglude Social, Cultural, Political
and Economic factors. Changing economic condit@irectly influence all operations of
any organization, including its human resourcevéats. Also the human resource laws
and regulations of governments have become incrglgsimportant to employees
(Milkovich and Boudeau, 2000). According to Grattehal (1999) the significance of
environmental and contextual factors has been krigowledged in shaping human
resource strategies, and in the ability of the camypto realize these strategies. The
growth of the concept of a strategic approach tmagang people can be attributed to
rapid environmental changes that have taken plaes the last two decades. These
environmental influences operate at a general |emetl at a more specialized level
concerned with the organization’s own significamtieonment.

As far as this research paper is concerned, ordiorfa relating to Human Resource
Manager (Head of the Department of Human Resourgesan organization, i.e.,

competency, education, experience, age and higécatdbvel were considered based on
the assumption that Human Resource Manager is @r mpajty in practicing right HRM

and particularly SHRM within the organization. Rifie of parsimony and researchers’
interest too influenced on selecting these humaouree manager-related factors.
Organizations for the study were listed firms in Sanka. Research based Sri Lankan
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literature reveals a gap in the empirical knowledassilable about testing the
relationships between practice of SHRM and huma@ouke manager-related factors
such as competency, education, experience, agehi@ndrchical level. This paper
focuses on addressing the following six specifseegch questions:

1. Is competency of human resource manager positivelgted to the practice of
SHRM?

Is education of human resource manager positiwdated to the practice of SHRM?
Is experience of human resource manager positreddyed to the practice of SHRM?
Is age of human resource manager positively relatélde practice of SHRM?

Is hierarchical level of human resource manageityeyg related to the practice of
SHRM?

Do competency, education, experience, age andrblecal level of human resource
manager jointly and significantly affect the praetof SHRM?

akrown

o

The objectives of the paper are to investigate dretompetency, education, experience,
age and hierarchical level of human resource manafigéhe listed firms relate to the
practice of SHRM of those firms; and to investigatbether these factors have a
significant joint impact on the practice of SHRMIlisted companies in Sri Lanka.

Research Framework
Practice of SHRMefers to human resource manager’s perceived dejrapplication of
SHRM by the particular firm. It seems that thereligersity in the literature over the
meaning of “Strategic Human Resource ManagementtiPed (Boxall and Purcell,
2000). According to Baker (1999), SHRM Practice hamber of key features including
the internal integration of personnel policies dhelir external integration with overall
strategy and line management responsibility for idfRlementation. As per Wan and
Tung (2005) the practice of SHRM is the degreeasfigipation in core decision making
and partnership played by HRM departments and gkeificity and formality that HRM
departments require in planning and implementatdinpf which are designed to ensure
that firm’ human capital contributes to achievingnfs business goals. Khatri (1999)
defined the concept of practice of SHRM as manatiiedhuman factor as a competitive
tool. In general, the goal of strategic human resmumanagement is the effective
application of human resources to meet organizgti@irategic requirements and
objectives (Greer, 2003). Budhwar (2000) has idiedtithe main features of practice of
SHRM as the practices of integration of HRM intoe tltorporate strategy and
devolvement of responsibility for HRM to line mameag Viewing from the above,
SHRM is linking HRM with business needs. It is abauategration. The term
‘integration’ stresses three major themes. The irthat HRM should be fully integrated
with the strategy and the strategic needs of tlgaroration. The second theme is the
coherence of HRM policies within themselves andhwether areas of policy. Third
theme is the involvement of line managers in mamageople at work. For this research
paper, following working definition, adapting froBudhwar (2000) was used with
regard to the variable of the practice of SHRM:

Relationships between Human Resource..... 73



Sri Lankan Journal of Human Resource Management

“The practices of integration of HRM into the busss/corporate strategy and
devolvement of HRM to line manageas perceived by the human resource manager of
the particular firm.” The working definition compgs of the two of the three themes
mentioned above. As many scholars have focusedesettwo aspects, and relatively
lesser popularity of the concept of SHRM in Sri kanthey were perceived as reflective
of the realities of the practice of SHRM in Sri kan listed firms in an adequate way.

Competency of Human Resource Managefers to level of knowledge and skills in
HRM, as self rated by the human resource managéhanparticular firm. Working
definition of competency of human resource managas: ‘self assessment on
knowledge of human resource management, the atiligdd value to the business and
the ability to manage change’. Competency of humesource manager has a major
influence on the level of integration between HRhagement and organizational strategy
(Buller, 1988). Golden and Ramanujam (1985) cometrihat the demonstration of
expertise by HR managers resulted in a significgtift of HR stature and also tightened
the HR management and strategy linkage. CompetentidR managers are significant
for participating of the HR function in senior exége decision-making (Zhu et al,
2005). According to Khatri (1999) choosing the tighdR managers is important to the
strategic management of the HR function. If HR essfonals do not have the right HRM
knowledge and skills, and are not able to thinktegically, the HR function would be
relegated to a supportive/secondary role. Thera wwidespread consensus that HR
professionals need to know their organization’sifess thoroughly-not only in terms of
people, but also in terms of the economic, findpn@avironmental, and technological
forces affecting it. Rather than playing a stafferothey should become internal
consultants known for their expertise and abilityhelp solve the HR problems faced by
line managers (Mejia et al, 2003). Also Khatri 429 has pointed out that one of the
reasons why HR executives are not invited to theesgic planning table is that they are
unable to display the required competencies. Hésltmving hypothesis was suggested
to be tested:

Hypothesis 1. Competency of human resource manafy¢he firm has a positive
relationship with practice of SHRM.

Educationis the knowledge or training that a person haseghithrough formal and
systematic study (Collins Birmingham University dmational Language Database
English Dictionary, 1987, p.450). For this studypgmse, education of human resource
manager was defined as the qualifications that hedHRM has secured from
school/college/universities/other institutes. Aating to Zupan and Kase (2005), one of
the reasons why HRM in general and Strategic HRMparticular are not better
developed, is poor education of HR managers. Theyraveal that less than half of HR
managers have more than a high school educationmesd received little or no HR
training during their formal education and not mubbreafter. Due to this reason HR
managers are rarely involved in the process of @iteiting business strategy. Education is
either significantly related to or is a strong pesor of practice of SHRM (Fogarty,
1994). Hence following hypothesis was formulatethis regard:

Relationships between Human Resource..... 74



Sri Lankan Journal of Human Resource Management

Hypothesis 2: Education of human resource manafgrecfirm and practice of SHRM
are significantly and positively related.

Experiencein the field of HRM is very important for HR Manag. It was defined as

number of years of working in HRM related job/s.idt also very typical that HR

managers have little work experience outside thefttiRtion in the company, which

leaves them with limited business knowledge (Zupad Kase, 2005). Specially the
experience in the field of HRM is very important fbeir participation in the strategic
level meetings in the organizations. The more egpeed is the human resource
manager the more application of SHRM will be. Thine relevant experience of the
Head of the HRM is likely to have a positive redaship with Practice of SHRM. The
third hypothesis is below.

Hypothesis 3: Experience of human resource managie firm is positively related to
practice of SHRM.

Age is the length of time that one has existed ordim@ation of life (American Heritage
Dictionary of the English Language, 2000). Accoglio Kossek and Lobel (2001) age
of an employee has an impact on their contributiothe organization. That is being too
young is detrimental to performance because ons dotehave the necessary knowledge
and experience. Age as an independent variablghisr esignificantly related to or is a
strong predictor of SHRM Practice (Fogarty, 19%}jraBhatnagar and Sharma, 2004).
On the other hand, it is often assumed that beangotd is also detrimental, as ageing
[Sick] is believed to be associated with becomilogvsand forgetful. Based on the above
next hypothesis for the study is as follows:

Hypothesis 4: Age of human resource manager offithe has a positive relationship
with practice of SHRM.

Hierarchical levelof the Head of the HRM is the status and role winhn resource
manager (Zupan and Kase, 2005). It was defined maliyias the level to which the
Head of HRM belongs (whether top, middle or lowewrd of the organizational
hierarchy). In most research studies hierarchieakll was found to be a significant
background variable (Bhatnahar and Sharma, 200%.status and role of HR manager
are significantly related to the practice of SHREUan and Kase, 2005). According to
Budhwar (2000) the practice of SHRM in any orgatiarais known to have a direct
impact on the role of personnel specialists. Hnan resource manager plays a top-level
role in the organization then he or she automdgigains when taking the strategic level
decisions. If human resource manager is a memb#reoBoard of Directors or top
management team, it is more likely that the practit SHRM gets better. Thus th& 5
hypothesis is as follows:

Hypothesis 5: Hierarchical level of the human reseumanager of the firm and the
practice of SHRM are positively related.

Relationships between Human Resource..... 75



Sri Lankan Journal of Human Resource Management

Combined influence of the above variables on thregieed practice of SHRMefers to
simultaneous effect of the five human resource maneelated variables on the practice
of SHRM. Competency, education, experience, age laadarchical level of human
resource manager were hypothesised as indepenaiggibles that positively relate to the
perceived practice of SHRM. Hence it is argued thase five human resource manager-
related variables will have a significant joint iagb on the perceived practice of SHRM.
Based on this argument the sixth hypothesis fosthdy is as follows:

Hypothesis 6Competency, education, experience, age and hiecafdbvel of human
resource manager together will significantly expléie variance in the perceived
practice of SHRM.

Practice of SHRM is labeled as the dependent Mariaitthis study as it is the variable of
primary interest of the researchers. Competencycadtn, experience, age and
hierarchical level of human resource manager dreléal as independent variables as
they are assumed to have influences on the praoficeHRM. Figure 1 depicts the

schematic diagram of the research framework ofstuidy.

Figure: 1 Schematic Diagram of the Research Framewk

Competence of human
resource manager

Education of human resourcp
manager

Experience of human
resource manager

Practice of Strategic Human
Resource Management

Age of human resource
manager

Hierarchical level of human
resource manager
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Method
Study Design
The researchers were interested in investigatingthven competency, education,
experience, age and hierarchical level of humaourege manager relate to practice of
SHRM of listed firms and whether these five varegbhave a significant joint impact on
the practice of SHRM of those firms, rather thatalelsshing definite causeeffect
relationships among the variables. Hence, the wtfpénvestigation of this study is
correlational rather than causal. Nature of thelystuas analytical or hypotheses testing
as this study attempted to analyse the relatiossbgtween the dependent variable
(practice of SHRM) and the independent variabléseThorizon of the study was cross-
sectional due to the reason that the data forstiidy were collected at a single point in
time (Sekaran, 1999; Zikmund, 2000). When the nfiaeus of the study was considered
‘cross-sectional’ rather than ‘longitudinal’ was @ppropriate strategy. For the purpose of
collection of primary data on which this study wassed largely in order to achieve
objectives of the study, a self-administered qoesiaire was used. Hence the researcher
interference on normal flow of events was minimal.

The list of population was obtained from the harakbof Colombo Stock Exchange that
is a company liaisoned by the Securities and Exgh&ommission to operate as a Stock
Exchange in Sri Lanka. The Exchange has 242 comepahsted with a market
capitalization of approximately 262 billion rupe@&$ie companies listed on the Exchange
have been categorized under 20 business sectdrsasuBank, Finance and Insurance,
Beverages, Food Tobacco and so on. For this stulypopulation refers to all listed
companies in Sri Lanka. As all the elements of gbpulation (242 companies) were
considered for the survey, no sample was involwettlis research.

Since the unit of analysis of this study was Heathe Human Resource Management,
the data were collected by mailing the questiomnaiith a self-addressed envelope. A
letter of request and a letter of appreciation wattached to the questionnaire. They
consisted with self-introduction of the research#s reason for conducting the research
and assurance of security of the information gi\wnthe respondents and the due
recognition for the support given by the responsleh61 Heads of HRM of the firms
responded for the questionnaire and the respotseves 66.52 per cent.

Measures

Practice of SHRMHuman resource manager’s perceived degree ofcapipin of SHRM
by the particular firm was operationalised into twlonensions i.e., integration and
devolvement. Integration referred to the degreehach HRM issues are considered as
part of the formulation of the business stratedye @egree to which line managers have
involved in HRM practices was referred to as degoient. Then, each dimension was
operationalised into several elements based omiiteng of Budhwar, 2000. Annexe 1
(given at the end of the paper) gives dimensiomnsed@ments of the variable of practice
of SHRM. 22 questions were included in the quesiddre in order to measure the
variable of practice of SHRM. The responses togihestions were elicited on a 5-point
scale of ‘strongly agree, agree, neither agree disagree, disagree, and strongly
disagree’ or ‘very high extent, high extent, neluttaw extent, and very low extent'.
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Weights of 5,4,3,2 and 1 were given to these resgotaking whether the questions were
negative or positive into account. The score of gractice of SHRM from one
respondent could fall within the upper and loweniti of 110 and 22 respectively.
Between these limits the practice of SHRM was takes continuum of which the range
of value or the difference of levels was calculeaed110-22)/ 5=17.6. For the purpose of
analysis these values were transformed into neuegdirom 1 to 5.

Competency of Human Resource Manag€he variable of competency of human
resource manager was operationalized into threerians such as competency about
the HRM, competency about the business and competaimout change. Competency
about the HRM focused on eleven elements whichuded human resource planning,
recruitment and selection, orientation, trainingypraising job performance, pay
management, incentives and welfare management,thheald safety, managing
discipline, grievance handling and union relatioh%. questions were developed with
regard to each element and responses were obtamnad-point scale of ‘very low, low,
average, high and very high’. 6 questions and ¥stions were developed with regard to
the other two dimensions (competency about thenlssi and competency about
managing change). A 5-point scale of ‘strongly agegree, neither agree nor disagree,
disagree, and strongly disagree’ was used to #fieitesponses to the questions. Weights
of 5,4,3,2 and 1 were given to these responsesndepeon the nature of the questions
(negative or positive).

Education of Human Resource Manad@éne direct question relating to nature and level
of HRM qualifications was framed to measure theialde of education of human
resource manager. A 6-point scale of ‘CertificateHRM, Diploma in HRM (less than
one year), Diploma in HRM (one year or more), DegreHRM, Postgraduate Diploma
in HRM, and Masters/Postgraduate Degree in HRMteriral was the level of
measurement of the variable. Points 1, 2, 3, 4aéd G were given to the levels of the
scale respectively.

Experience of Human Resource Manaddris variable was measured through the use of
one direct question that was in respect of handwperience in the field of HRM
possessed by the respondent. A 3-point scale ofdUpyears, between 6 and 10 years,
and more than 10 years’ was developed, and foptingose of analysis, points 1, 2, and
3 were given to the levels of the scale respegtivel

Age of Human Resource Managédne direct question was framed to measure the
variable of age of human resource manager. Thetiqonegealt with degree of oldness of
the respondent with a 5-point scale of ‘below 3@rgebetween 30 and 39 years, between
40 and 49 years, between 50 and 59 years, anda#8 geover'. Interval was the level of
measurement of the variable and points 1, 2, 3nd,5 were given to the levels of the
scale respectively.
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Hierarchical Level of Human Resource ManagEenis variable was measured through
one direct question. A 3-point scale of ‘top levaliddle level, and lower level was
utilized and weights of 3, 2, and 1 were given eesipely to the levels of the scale. This
variable’s level of measurement was interval.

Validity and Reliability

The content validity of the measures was ensured coyceptualization and
operationalization of the domains of the varialidlased on an adequate literature review.
The dimensions and element of the variables weliaedded carefully after developing
the working definitions based on the literaturee Tistruments were developed with the
careful judgement of the researchers. The instrtsn@vith regard to the two constructs
namely practice of SHRM and competency of humaowuee manager) had a high
degree of internal consistency reliability (alph@hese evidences support the content
validity of the instruments of this study. The cwast validity of the variables of this
study was ensured as the correlation analysis stggpohe hypotheses (except one)
formulated linking the relationship between praeticf SHRM and the independent
variables. To measure the external reliabilityhs tjuestionnaire, which consisted of all
the measures for the study (relating to six vaes)la test-retest was conducted by using
10 Heads of HRM in Sri Lankan listed companies witfwo-week time interval between
the two administrations. The coefficient of thettetest of the questionnaire was 0.890
suggesting that the measures possessed a higinaxteliability. To measure the inter-
item consistency reliability the Cronbach’s Alpleattwas used (results are given in table
1). According to the results of the test there aasdequate degree of internal reliability
with regard to the constructs (practice of SHRM aadnpetency of human resource
manager).

Table: 1 Cronbach’s Alpha Coefficients

No Instrument Cronbach’s Alpha

01 Practice of Strategic Human Resource 0.7841
Management
02 Competency of Head of HRM 0.9144

Techniques of Data Analysis

There were six hypotheses of the study. The PeaPsoduct-Moment Correlation
technique was used for hypotheses from one to dvéhey were about relationships
between two variables. As the sixth hypothesis alasut testing a combined impact of
the independent variables on the dependent vartabléviultiple Regression technique
was applied. Exploration of the data for normadityd linearity was carried out because
the two techniques used for data analysis werenpetrac tests. The data exploration
revealed that assumptions of normality and lingdrétd been met reasonably.

Results

As there are five human resource manager—relateables considered for the study, five
hypotheses (from Hlto H5.) were formulated to test the relationship betweach of
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the variables and the practice of SHRM. The agdesgtiect of the five human resource
manager-related variables on the practice of SHRid tested by hypothesis (k)6 The
hypothesised relationships are shown in table 2.

Table: 2 Hypotheses (from H) to H5, and H6, ) of the Study

No | Hypothesised Relationship Hia

1 Competence of Human Resource Mangg@ractice of SHRM HA (+)

2 Education of Human Resource ManagePractice of SHRM HR (+)

3 Experience of Human Resource ManagePractice of SHRM H3 (+)

4 | Age of Human Resource Manag2rPractice of SHRM H4 (+)

5 Hierarchical Level of Human Resource Manager Practice off H55 (+)
SHRM

6 Competence, Education, Experience, Age and Hieical Level of| H64
Human Resource Manager Practice of SHRM

Hia stands for the alternative hypothesis and + stéords positive relationship. The five
hypotheses (from Hlto H5, ) have been postulated to be directional and igesin
nature.

The results of Pearson’s Product Moment Correlatioat was used to test the null
hypotheses for the five hypotheses (frompaH& H5\) are shown in table 3. As a 95
percent confident level is desired, the level gh#icance [J) is .05. One-tailed test was
used because all the five hypotheses were bivahatewere concerned with a positive
relationship (H > 0). As can be seen, the correlation coefficiertscampetency,
education, experience, and hierarchical level ohd resource manager were significant
at p< .01 and therefore the null hypotheses pertainlmdhese four variables were
rejected. This means that the hypothesised rekdtipn(positive) between each of the
four human resource manager-related variablestang@ractice of SHRM was supported
by the data. When the variable of age is concertiedyelevant correlation coefficient
(.130) was not significant at 0.05 level. Henceer¢his no statistical evidence to
substantiate the hypothesis that age of human mesomanager of the firm has a positive
relationship with practice of SHRM.

Table: 3 Pearson Correlation Coefficients for all Himan Resource
Manager-related Variables

No | Variables Coefficient | Sig

1 Competence of Human Resource Manager 227 .009

2 Education of Human Resource Manager 276 .021

3 Experience of Human Resource Manager 354" .0005

4 Age of Human Resource Manager .130 .067

5 Hierarchical Level of Human Resource 265" .028
Manager

[Mp<.0.01 Rr 161
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The sixth (final) hypothesis formulated for the dstuvas that competency, education,
experience, age and hierarchical level of humarouree manager together will

significantly explain the variance in the perceia@ctice of SHRM. The test of this

hypothesis leads to accomplish the second objedifvéhis research study, i.e., to
investigate whether human resource manager-refaetdrs have a significant joint

impact on the practice of SHRM of listed compamneSri Lanka. The relevant results of
the multiple regression are shown in table 4.

Table: 4 Combined Impact of the Five Human Resource
Manager-related Variables on Practice of SHRM

R R Square| Adjusted| Std.Error of| F Value Sig. F
R Square | the Estimate
.386 .149 105 9.30803 3.425 0.007

The results show that the multiple regression eaefit (R) of the five human resource
manager-related independent variables and theigract SHRM was .386 and the R
Squarewas .149. R Square is significant at 0.05 as Fevadu3.425 with an observed
significant value of .007 (which is less than 0.@B)ndicates that about 15 percent of the
variance (R Square) in the practice of SHRM has Isggnificantly explained by the five
independent variables together substantiating lteenative hypothesis (H§. Therefore,
there is statistical evidence to reject the nulpdthesis that competency, education,
experience, age and hierarchical level of humaouree manager together will not
significantly explain the variance in the perceiyedctice of SHRM.

Discussion

Competency of human resource manager was founct teigmificantly and positively
related to the practice of SHRM. It was hypothesiteat competency of human resource
manager of the firm has a positive relationshiphwperceived degree of practice of
SHRM. This empirical finding confirms the argumesft Mejia et al, (2003) that the
HRM competency of HR Managers is significant foe fractice of SHRM. Also the
finding is consistent with the finding of Khatriq29). The finding confirms that a high
level of competency of human resource managerleall to generate a high practice of
SHRM and vice versa. The implication of the findilsgthat any organization, which
wants to enhance the practice of SHRM, has to ingtbe competency of its Head of
HRM or hire a high competent Head of HRM.

A significant positive relationship was found beémeeducational qualification of the
Head of HRM and practice of SHRM. It was hypothedithat education qualification of
the Head of HRM is positively related to the preetiof SHRM. This study found
empirical evidence to support the hypothesis. Tihding is matched with the finding of
Zupan and Kase (2005) that the educational qualifios are important to the practice of
Strategic Human Resource Management. Also this asclmed with the finding of
Budhwar (2000), which the educational qualificatidrave been found to affect SHRM
practices. Thus, it can be concluded that when athmal qualifications of Head of
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HRM are at higher level there will be a high lews#l practice of Strategic Human
Resource Management. Implication of the findinthet any organization, that wishes to
practice good SHRM, should consider seriously djgations of Head of HRM.

It was found that there was a positive relationgiepveen the experience of the human
resource manager and practice of SHRM. This findimgfirms the finding of Zupan and
Kase (2005) that the relevant experience of HeddR¥ has a positive relationship with
practice of Strategic Human Resource Managemenhcélét was found that more
experience in HRM activities of the Head of HRMdsato high level of practice of
SHRM. Implication of the finding is that any orgaaiion, that wishes to practice good
SHRM, should consider seriously relevant experiariddead of HR Department.

There was no relationship found between the ageeohuman resource manager and the
practice of SHRM. It was hypothesized that the aigthe Head of HRM has a positive
relationship with the practice of SHRM. This studig not find a sufficient empirical
evidence to accept the hypothesis. This findinghas matched with the finding of
Budhwar (2000) that age of the Head of the HRMigsificantly related to the practice
of Strategic Human Resource Management. Also shiet matched with the finding of
Kossek and Lobel (2001), that the age of the HdaHRM has been found to affect
SHRM practices. As far as this study result is eoned, age of Head of HR and Practice
of SHRM are not significantly related in the Srinkan context. Thus, being too old or
too young has nothing to do with the serious pcaatif SHRM. Serious HRM expertise,
that leads to practice of SHRM, is likely not degent upon passing years merely. This
may be the reason for no relationship. This mightlbe to that most of the Heads of HR
had no proper HR qualifications under study. Omight be that other factors such as
competency, specialized education, and speciabzpeérience determine the practice of
SHRM.

Analysis of data relating to H5 found that thereaispositive relationship between
hierarchical level of the Head of HRM and the prctof Strategic Human Resource
Management. This finding is matched with the fimdof Bhatnagar and Sharma (2004)
that the hierarchical level was found to be a sigamt background variable with regard
to the practice of Strategic Human Resource Managem Since this finding supports
the theoretical explanations, it is suggested tirganizations should offer top-level
positions for Heads of Human Resource Managemegdrttaent in order to have better
practice of SHRM. It has been supported by the thethin order to increase the practice
of Strategic Human Resource Management it is netdl@ttrease the hierarchical level
of the Head of the HRM. Head of HRM is to be appminas a member of the top
management team of the firm for a serious practiteéSHRM within the firm. It
necessitates that the Head of HRM is a membereoftiiategic planning team.

From the multivariate analysis, it was found thabn{petency, Education, Age,
Experience and Hierarchical level significantly ajmintly explain the variance of
practice of SHRM. It indicates that these five ghles give a significant impact of the
practice of SHRM within a firm. The implication dfis finding is that it is important for
a firm to consider human resource manager-relatertofs such as competency,
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education, experience, age and hierarchical lavebrder to improve the practice of
SHRM. In fact, other variables not considered iis gtudy should be the variables that
will account for the unexplained variance in thagtice of SHRM.

Conclusion
Findings derived from the bivariate analysis of da¢a were that competency, education,
experience, and hierarchical level of the Head &®MHof a firm positively and
significantly relate to the practice of SHRM of ttien. However, the results of the study
did not substantiate the hypothesised positivetiogiship between the age of human
resource manager and the practice of SHRM. Mulataranalysis revealed a significant
combined influence of competency, education, expeg, age, and hierarchical level of
human resource manager on the perceived practi@H&M within a firm. Important
implications of the findings of the study are thafirm, that wants to establish a serious
practice of SHRM, should hire and retain a persserihe@ Head of HRM who should
possess a high competence of HRM, higher formalkatthn of HRM, and more
experience in HRM. Also the Head of HRM should ppanted as a member of the Top
Management of the firm.
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Annex: 1 Dimensions and Elements of Strategic Humamesource Management

Practice

Strategic Human Resource Management
Practice

Integration

Devolvement

 Head of the HR as
a member of the
Board of Directors
* Presence ofa
written HR strategy .
e Consultation of
Head of HR when
developing
corporate strategy
e Translation of HR
strategy into a clear
set of work
programs

Responsibility of line
managers for HRM
decision

Change in the
responsibility of line
managers for HRM
Percentage of Line
Managers trained in
HRM functions

Source: Budhwar (2000)
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