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ABSTRACT 
 

The aim of this study was to develop an understanding of HRM System 

Strength features in the context of Pakistan and China. This research has been 

conducted within Pakistani and Chinese telecommunication organizations to 

understand how perceptions of performance appraisal quality, HRM System 

Strength, and non-work domain factors enhance employee performance. To achieve 

this, a convergent parallel mixed methods approach was adopted involving two 

concurrent phases of data collection. For a qualitative strand, thematic analysis was 

undertaken on data collected from 26 (HR Directors, HR Senior managers, and HR 

Line managers) for developing an understanding of HRM System Strength features 

in improving employee performance. For a quantitative strand, the study adopted a 

survey method to test the theoretical model developed. For this, data were collected 

from (N=734 employees and 116 managers) in Pakistan and China. Overall, a 

deductive-inductive exploratory research technique was applied with a time-lagged 

(two-wave) and multi-actor data set. 

The key findings of the thesis revolve around the importance of delivering 

high-quality performance appraisals, and the understanding of HRM System Strength 

features, keeping in view the importance of non-work domain factors. Findings from 

the qualitative strand of the study suggest that, in the Pakistani and Chinese contexts, 

when managers deliver feedback with aspects of clarity, regularity, and openness it 

makes the performance appraisal process significantly effective. Furthermore, the 

findings highlight that a few features of HRM System Strength such as visibility, 

relevance, validity, fairness, and agreement had similar meanings in Chinese and 
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Pakistani contexts. However, understandability, legitimacy of authority, 

instrumentality, and consistent HR messages were understood differently in these 

countries, both in terms of meaning and terminology. Moreover, the findings 

highlight that non-work domain factors of spirituality and family structure were 

identified as a personal resource of employees in both country contexts, while 

religiosity was considered a motivational resource in only Pakistan but not in China. 

 Furthermore, results from the quantitative strand of the study for two-way 

and three-way interactions were tested to examine the impact of performance 

appraisal quality among three non-work domain factors of spirituality, religiosity, 

and family structure in the presence of the HRM System Strength effect on employee 

performance. Findings suggest that (1) The PAQ-performance relationship was 

strengthened by the boundary condition effect of HRM System Strength, (2)  

Spirituality acted as an important resource for employees in the PAQ-performance 

relationship, especially at high levels of spirituality, and family structures acted as an 

important resource as a nuclear family structure and a demand as a joint family 

structure for employees (3) The performance of employees is enhanced significantly 

through three-way interaction effects, the two strongest effects are recognized with 

the conditions of high-HRM System Strength and with the nuclear effects of family 

structures, whereas (4) The three-way interaction between performance appraisal 

quality, HRM System Strength, religiosity, and spirituality were found to be 

unimportant factors in enhancing employee performance. Together, the present study 

highlights performance appraisal quality as an important HR practice that is 

particularly likely to enhance employee performance with higher (rather than lower) 
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HRM System Strength and differentially with the higher two-way effects of non-

work domain factors. Based on the findings, insights are offered to guide 

policymakers to adequately train managers in technical skills of clarity, regularity, 

and openness, essential for delivering feedback to make the performance appraisal 

process effective and practically help HR managers by shifting their attention to the 

system's overarching message and intended purpose, instead of concentrating on the 

content of HRM.  

Keywords: Performance appraisal quality; HRM System Strength; employee 

performance; non-work domain factors; Pakistan; China 
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 CHAPTER 1:   INTRODUCTION 

 

This chapter provides an overview of the Human Resource Management 

(HRM) function, its relevance, and the importance of conducting research in this area. 

It discusses the problem statement, the research gaps, the aims and objectives of this 

study, and associated research questions. This is followed by definitions of the key 

terms and the probable contributions of this study. The chapter concludes by outlining 

the structure of the thesis. 

 

1.1 Background of the study  

 

Human Resource Management (HRM) has attracted a lot of attention from 

researchers and practitioners due to significant causal relationships that exist among 

HR practices, individual outcomes, and organizational outcomes (O’riordan, 2022; 

Boselie, Dietz, & Boon, 2005; Jiang, Takeuchi, & Lepak, 2013; Becker & Huselid, 

2006; Huselid, 1995; Ulrich, 1998; Lengnick-Hall, Andrade, & Drake, 2009). One 

HRM practice that has gained considerable attention is performance management, 

which is crucial in leveraging human resources for enhanced employee attitudes and 

behaviors (Hewett, 2021; Guest et al., 2020; Lai, Saridakis, & Johnstone, 2017; 

Meijerink, Beijer, & Bos-Nehles, 2017).  

Although prior studies have found the positive relationship between 

performance management and organizational & individual performance, statistical 

relationships are often considered weak due to the lack of understanding regarding 

specific mechanisms through which performance management impacts employee 
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performance (Boselie et al., 2005; Bos-Nehles, Trullen, & Valverde, 2021, pp. 102; 

Combs, Liu, Hall, & Ketchen, 2006; Armstrong, 2009; Julnes, 2008; Rubel, Rimi, & 

Walters, 2017). Although previous studies suggest that performance management has 

constructive impacts on organizational & individual performance, statistical 

correlation is considered weak (Paauwe, 2009). Thus, the mechanisms by which 

performance management impacts employees’ performances have not been clear yet 

(Buller & McEvoy, 2012). The current lack of clarity has been due to differences in 

empirical studies concerning definitions, levels of analysis, theoretical foundations, 

measures of HR performance and practices (Paauwe, 2009; Guest, 2011), particularly 

across different countries (Moussa et al., 2022). 

To assess the impact of HRM practices on organizational and employees’ 

performance, as well as the efficacy of HRM systems, researchers have employed 

various approaches, including best-practice approach (Pfeffer, 1994), best fit 

approach (Gomez-Mejia, 1992), and best process approach (Cox, 2000). Against the 

discussed backdrop, the current study investigates the HRM System Strength 

perceptions, performance-appraisal quality (PAQ), and the moderating effects of 

HRM Systems Strengths and nonwork domain factors on employee’s performance. 

The following section briefly explains the significance and rationale of the study 

which focuses on the perceptions of HRM System Strength, performance-appraisal 

quality (PAQ), and moderating effects of HRM System Strength and non-work 

domain factors on employee performance.  
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1.2 Significance and rationale of the research 

 

Performance-appraisal quality (PAQ) is the proper system for measuring, 

assessing, and evaluating employees with clarity, regularity, and openness to improve 

individual employee performance (Bednall and Sanders, 2014). A study by Sanders 

et al., (2008) highlights that Performance-appraisal quality (PAQ) is not the most 

used employee performance management practice, even though it has far-reaching 

positive consequences on employees. In this regard, Baird et al., (2017) indicated that 

delivering high-quality performance appraisals is the challenging component of 

HRM. Despite some negative outcomes associated with performance appraisal, many 

managers still see it as an essential practice of HRM because it is considered to be 

the most consequential variable for measuring employees' reactions to appraisal 

feedback (Barbieri, Micacchi, Vidè, and Valotti, 2021; Othman, 2014). 

 Research has suggested that aspects of clarity, regularity, and openness of 

performance appraisal quality can lead to positive employee reactions which in turn 

encourage employees to improve their performance (Bednall et al., 2014; DeNisi and 

Pritchard 2016). In the past, research on the link between Human Resource 

Management (HRM) practices and organizational performance primarily focused on 

the employer's perspective. However, in recent years, there has been a growing 

interest in understanding the employee perspective (Sanders, 2022), especially their 

perceptions of HRM which affect their behaviors, attitudes, and performance (Purcell 

and Kinnie, 2007). 

Moreover, prior research has focused on sets of interrelated HRM practices, 

their influence on organizational performance but recently the literature is inculcated 
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towards the process for development of these HRM practices and their 

communication and implementation by line managers (Li et al, 2011; Baluch, 2017; 

Bowen and Ostroff, 2004; Sanders, Dorenbosch, and de Reuver, 2008; Nishii, Lepak, 

and Schneider, 2008). This links with concepts of HRM System Strength which was 

first proposed in the study of Bowen and Ostroff (2004) and integrates the process 

and content approaches of HRM. They contended that for HRM to contribute to better 

organizational performance, the HRM system must be strong. The HRM System 

Strength has been characterized by high distinctiveness, consensus and consistency 

(Bednall et al, 2021; Delmotte et al, 2012; Bowen & Ostroff, 2004; Ostroff & Bowen, 

2016) and results in unambiguous, consistent, and clear HRM messages related to 

behavior that is rewarded from the organizations and considered essential for the 

attainment of an organization’s goals (Sanders, Bednall and Yang, 2021; Cafferkey, 

Heffernan, Harney, Dundon, and Townsend, 2018). 

Many scholars (Ostorff, 2012; Guest, 2011; Farndale and Sanders, 2017) 

highlighted that studies show a correlation rather than a causal relationship which 

means that more theoretical and methodological improvement is required to 

comprehend how HRM systems and employee behavior are connected (Conway, Fu, 

Monks, Alfes, and Bailey, 2016; Hewett, 2021; Boselie, Dietz and Boon, 2005). 

These researchers contend that cross-sectional data and existing theories are 

insufficient for studying such a complicated relationship between HRM and 

employee behaviors (Farndale and Sanders, 2017; Indrayanti, 2019). Specifically, the 

recent literature calls for more research areas that integrate HR practices and HR 

processes (Hewett, 2021; Wang, Kim, Rafferty, and Sanders, 2020; Bednall et al., 
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2021).  

Bentzen (2018) suggests that there is a need for further exploration of HRM 

System Strength’s role in organizations, particularly its influence on individual 

employee perceptions. The prior available studies regarding perceived HRM 

practices have focused on employees’ perception, which have been found to be 

strongly correlated with attitudinal and behavioral outcomes that produce desirable 

organizational outcomes (Jiang et al., 2017; Liao et al., 2009). However, despite 

fruitful advances in this area of research, there is still room for developing a 

comprehensive understanding of measurement and the conceptualization of HRM 

perceptions (Wang et al., 2020; Beijer et al., 2019).  

Research on HRM perception has taken three main directions: HRM 

attributions, HRM System Strength, and perceived HRM content (Bowen and 

Ostroff, 2004; Guzzo and Noonan, 1994; Lepak and Schneider, 2008). While there 

has been some research on HRM System Strength’s influence on employee behavior, 

such as direct and indirect effects on innovative behavior (Sanders et al., 2019), well-

being (Heffernan et al., 2022; Chacko and Conway, 2019), and overall organizational 

performance (Rodrigues Ribeiro et al., 2011), further studies are required to explore 

the role and impacts on employee perceptions as well as behavior. 

While the existing research about HRM System Strength’s perceptions about 

employees has yielded positive results, there is still a need to investigate the boundary 

conditions that may enhance or limit influence of HRM System Strength on 

employees behavioral outcome (Presbitero,  Teng-Calleja and Farndale, 

2021). Recently researchers (e.g., Chen, Fan, Zhang and Zhang, 2021; Cafferky et 

https://www.emerald.com/insight/search?q=Alfred%20Presbitero
https://www.emerald.com/insight/search?q=Elaine%20Farndale
https://www.emerald.com/insight/content/doi/10.1108/PR-12-2020-0878/full/html#ref014
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al., 2019) has explored boundary condition effects of HRM System Strength and have 

used environmental characteristics as contingency variables for this purpose 

(Presbitero et al., 2021). Both moderators and mediators matter in HRM System 

Strength research (Bednall et al., 2021). Even so, research on the boundary condition 

effects of HRM System Strength remains relatively inadequate (Xiao and Cooke 

2021). A boundary condition effect refers to the set of factors or circumstances that 

shape the effectiveness of a particular phenomenon, in this case, HRM practice. HRM 

system strength is considered as the boundary condition effect because it influences 

the effectiveness of HRM practices under specific conditions or constraints (Guest, 

2011).  

In order to contextualize HRM attribution theory, I propose and investigate 

the moderating role of HRM System Strength as a potential boundary condition for 

the association between PAQ-employee performance relationship. The impact of 

HRM systems on employee outcomes can differ across various countries because the 

effectiveness of HR practices is dependent on the cultural and legal context in which 

they are applied and the strength or weakness of HR systems can hinge be influenced 

by boundary conditions (Chadwick et al., 2013). Consequently, investigating 

boundary conditions (moderator) will complement recently published empirical 

investigations of the HR systems that can influence employee and organizational 

performance. Thus, there was a need to examine the boundary condition effects of 

HRM System Strength in the Chinese and Pakistani contexts. 

The contextual aspect is now more important than ever because HRM 

practices vary throughout countries (Xiao and Cooke, 2022). Several researchers 

https://www.emerald.com/insight/content/doi/10.1108/PR-12-2020-0878/full/html#ref014


7 
 

argue that context has a significant impact on managing people, hence differences in 

perceptions of HR practices are expected in Pakistani and Chinese contexts, which 

needs further attention (Newman and Nollen, 1996; Milikic, 2009; Trompenaars and 

Hampden-Turner, 2004). Previous literature shows that more research is conducted 

in the Western context and thus there is a need to conduct studies in the Eastern 

context (Cooke, 2018). Therefore, there is a need to explore the dimensions of HRM 

System Strength in an Eastern context because much research on this construct is 

conducted within a Western context, which triggers a question of how HRM System 

Strength is perceived in different country settings. Thus, in response to research calls 

by (Cooke, 2018; Kaufman, 2015) for taking into account context in HRM research, 

there is a need to explore the dimensions of HRM System Strength as a culture-bound 

or culture-free construct across countries (Wang et al., 2020; Hewett et al., 2018; 

Beijer et al., 2019).  

Studies by Muduli and Raval (2018) and Milikic, Janićijević, and Cerović 

(2012) indicate that not all human resource (HR) tools and procedures can be used 

uniformly across countries due to contextual differences in non-work domain factors. 

These non-work domain factors are embedded in a country's context and impact 

individuals' lives, including their traditions, beliefs, and customs (Kitt, 2021; Sarkar, 

2019). Non-work domain factors refer to aspects of an individual's life outside the 

workplace, such as family structure, religious obligations, and leisure activities 

(Takeuchi et al., 2002). In contrast, workplace culture, job responsibilities, and 

relationships with managers and colleagues are considered part of the work domain 

(Greenhaus and Parasurman, 1987). 



8 
 

Research by Voydanoff (2001) has shown that non-work domain factors, such 

as family, religious, social and recreational involvements, can affect the way 

individuals perceive their world and understand HR in their organization (Kitt, 2021). 

Therefore, it is important for organizations to consider the cultural context and non-

work domain factors when developing and implementing HRM practices to ensure 

they are effective in achieving desired outcomes across different countries and 

contexts. Thus, in this current study, I have paid attention to the effects of non-work 

domain factors of spirituality, religiosity, and family structure for assessing the 

relationship between PAQ, HRM System Strength, and employee performance.  

This dissertation brings forward attention to three non-work domain factors 

because previous literature has mostly studied these factors as demographic 

characteristics or considered them as having negligible effect on employees’ and 

organizational performance (Dumas and Sanchez-Burks, 2015; Hasbolah, Hamzah, 

Fazmi, Omar and Bhuiyan, 2021; Xian, Atkinson, and Meng-Lewis, 2021). Geurts 

and Demerouti (2003, pp. 280-281) argue that with the increasing overlap between 

work and non-work domains, it is no longer accurate to classify non-work as solely 

"personal" since the boundaries between the two are becoming increasingly blurred. 

Individuals normally have several responsibilities and commitments to a variety of 

other domains, both in their non-work domain (such as family commitments, 

religious/spiritual offerings, and leisure activities, etc.) and in their work domain 

(such as their manager-employee relationship, coworkers, etc.) (Takechi, Yun and 

Tesluk, 2002). 

The first non-work domain factor of family structures refers to a family type 
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in which ‘joint’ family structures refers to a couple residing with their parents and 

extended family in the same household, while ‘nuclear’ family structures consisting 

of just the couple and their children (Anderson and Eswaran 2009, Sen et al. 2006). 

The second non-work domain factor of religiosity refers to an organized system of 

beliefs, practices, symbols, and rituals to the sacredness of God (Koenig et al. (2000, 

p. 18).  Finally, the third non-work domain factor of spirituality refers to the inner 

consciousness, a particular type of work feeling that motivates actions (Guillory, 

2000).  

Recent research has identified several ways to evaluate non-work domain 

contextual influences on current HRM practices (Babar et al., 2022; Muduli, and 

Raval, 2018; Milikic, 2009). While previous research in this field has highlighted the 

importance of considering non-work domain factors in the HRM-performance 

relationship (Sarkar, 2019; Petersen and Youssef-Morgan, 2018; Avolio and Gardner, 

2005), there are still research gaps that need to be addressed. These gaps call for a 

more nuanced understanding of the role of non-work domain factors in influencing 

HRM-performance, as they can impact employee motivation and make work more 

meaningful (Kitt and Sanders, 2022; Xiao and Cooke, 2020). 

The context of this study is the telecom sector of Pakistan and China, which 

are both non-western countries. The telecom industry in Pakistan and China is 

considered very distinctive in a cultural, epistemological, conceptual, and 

institutional sense and it has secured the most priority for foreign investment 

(Mahmood and Absar, 2015). Despite a considerable volume of research on the 

relationship between HRM and performance, the exact nature of this link within the 
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Telecom sector remains vague across countries which makes it important to 

undertake this study (Wahid and Hyams-Ssekasi, 2018). Furthermore, Boxall and 

Huo (2019) suggest that the understanding of HRM processes differs across 

countries. Hence, studying HRM in the Telecom sector and its effect on performance 

has both practical and academic relevance (Riaz, Townsend, and Woods, 2020). 

Moreover, research on Pakistani and Chinese organizations is considered to be in the 

nascent stage because studies on HRM System Strength, PAQ-performance 

relationships were primarily limited to Western countries.  

 

1.3 Problem statement  

 

Employee performance is a complex issue that can be influenced by various 

factors, including the quality of performance appraisals, the strength of the HRM 

system, and non-work domain factors (Jiang, Lepak, Hu, & Baer, 2012; Sajjad, 

Ahmad, & Bashir, 2017; Wang et al., 2020).  Poorly designed performance appraisals 

can result in inaccurate or unfair evaluations, which can demotivate employees and 

impact their performance. Thus, addressing these issues requires a comprehensive 

and proactive approach to performance management that considers both the 

individual and organizational factors which contribute to employee performance. 

Moreover, weak HRM systems may lack the necessary policies, procedures, 

and resources to effectively manage employee performance, which can result in 

inconsistent and ineffective performance management practices (Bednall, Sanders, & 

Wang, 2021). When HR is unable to communicate consistent and unambiguous 

messages to employees, they tend to assign different meanings based on their 
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interpretations which results in different perceptions. Consequently, the unintended 

and divergent perceptions employees develop impact their own performance and 

ultimately that of the organization. As a result, employee perceptions determine the 

HRM system's strengths and weaknesses, making it crucial to research and 

comprehend how employees view an HR system and the factors that contribute to its 

success (Hewett et al., 2018). 

Furthermore, employee performance issues can vary depending on the 

contextual factors of a specific country due to contextual variations and conflicts in 

employee perceptions (Cooke, 2020). In particular, these perceptions are strongly 

rooted in the country context, particularly with regard to the boundary condition 

effects of the strength of the HRM system and non-work domain factors of 

spirituality, religiosity, and family structures, which have been in some ways ignored 

until now and need to be further explored in cross-country settings (Xiao and Cooke, 

2018; Hewett, 2021; Wang et al., 2020). 

1.4 Research Aim  

 

This research aims to study the relationship between performance appraisal 

quality and employee performance. It also aims to examine and explore the 

moderating role of HRM System Strength and non-work domain factors (family 

structures, religiosity, and spirituality) in the relationship between performance 

appraisal quality and employee performance. 

1.4.1 Research Objectives 

 

Following are the research objectives of this research. 
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RO 1: To understand the perceptions of HRM System Strength and 

performance appraisal quality in cross-country settings.  

RO 2: To examine the moderating impact of employee perceptions of HRM 

System Strength on the relationship between performance appraisal quality and 

employee performance. 

RO 3: To examine the moderating impact of non-work domain factors of 

family structures, spirituality, and religiosity on the relationship between 

performance appraisal quality and employee performance. 

RO 4: To investigate the impact of the three-way interaction of performance 

appraisal quality, non-work domain factors, and HRM System Strength on employee 

performance. 

1.4.2 Research Questions 

 

This study has the following research questions to address the above research 

objectives. 

RQ 1: Whether and if the perceptions of HRM System Strength and 

performance appraisal quality differ in cross-country settings and why? 

RQ 2: What is the moderating impact of HRM System Strength perceptions 

on the relationship between performance appraisal quality and employee 

performance? 

RQ 3: What is the moderating impact of non-work domain factors of family 

structures, religiosity, and spirituality on the relationship between performance 

appraisal quality and employee performance? 

RQ 4: Is there a three-way impact of performance appraisal quality, non-work 
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domain factors, and HRM System Strength on employee performance? 

1.5 Definitions of key terms 

 

1.5.1 Performance appraisal quality 

 

Bednall et al. (2014) define performance appraisal quality (PAQ) as 

comprising three key components: clarity, openness, and regularity. Clarity is 

concerned with the quality and accuracy of work, while openness pertains to the 

extent to which a supervisor provides feedback on performance appraisal. Regularity 

refers to the provision of feedback at regular intervals to assess performance and 

make necessary adjustments. 

1.5.2 HRM System Strength 

 

Bowen and Ostroff (2004) describes HRM System Strength as the content and 

communication of human resource practices to employees. These HR practices are 

considered to be strong when they are characterized as consistent, distinctive, and 

have a high level of consensus among employees and management.  

1.5.3 The non-work domain factors 

 

Non-work domain factors, as described by Takeuchi et al. (2002), pertain to 

the aspects of an employee's life outside of work. This may include their family 

structures, general living conditions, religious obligations, and leisure activities, 

among others, as noted by Geurts and Demerouti (2003). For the current study, three 

important non-work domain factors identified are family structures (i.e., nuclear vs 

joint), spirituality and religiosity (Kitt, 2021; Babar et al., 2022). 
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1.5.4 Employee performance 

 

Employee task performance refers to the specific behaviors, actions, and 

activities that an employee engages in to complete their assigned job duties and 

responsibilities. This includes the skills, knowledge, and abilities required to perform 

the job effectively and efficiently. Employee task performance can be measured by 

various performance indicators such as productivity, quality of work, meeting 

deadlines, and fulfilling job requirements (Motowidlo, Borman, and Schmit, 1997; 

Griffin, Parker and Neal, 2007). 

1.6 Theoretical contribution of the Study  

 

This research has the potential to make a significant theoretical contributions 

and practitioner implications to the growing body of research on the performance 

appraisal, HRM System Strength, and non-work domain factors by investigating and 

examining their influence on employee performance. This study distinguishes itself 

in several ways and may make potential contribution to knowledge in understanding 

the importance in examining and exploring performance appraisal quality dimensions 

of clarity, regularity and openness in assessing the performance of employees. 

Furthermore, it can contribute conceptually to the holistic understanding of HRM 

System Strength features in the context of Pakistan and China.  

This research can also contribute theoretically by identifying three important 

non-work domain factors of spirituality, family structures, and religiosity, which are 

the personal resources for an employee and may impact their performance. This study 

also theoretically extended the JD-R theory by considering non-work domain factors 
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of spirituality, religiosity and family strictures as personal resources for improving 

employee performance. Lastly, the methodological contribution of the present 

research was to design and test a multilevel theoretical model by adopting a time-lag 

study (multi-wave and multi-sources) with a mixed-method research design. The 

detailed contributions and practical implications are discussed in Chapter 5 of this 

dissertation. 

1.7 Structure of the study 

 

This dissertation comprises of five chapters. This chapter presents the 

background of the main variables including performance appraisal quality, HRM 

System Strength, and non-work domain factors. In addition to the conceptual 

framework and research objectives, the chapter also presents the rationale and 

significance of the study. The study was conducted in Pakistan and China, and the 

chapter provides a brief explanation for why these countries were chosen as suitable 

contexts for the research. 

Chapter 2  

This chapter reviews the literature supporting the importance of HRM System 

Strength in organizations. It begins with a review of HRM and its linkage with HRM 

system, and HRM System Strength. This is followed by conceptualization of performance 

appraisal quality, HRM System Strength, and its integration with non-work domain factors 

review of literature on the dependent variable (i.e., employee performance) of this study. 

The later sections of this chapter elaborate on theories and the double moderating role of 

variables in the proposed link between HRM System Strength, non-work domain factors 
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and the employee outcome. The chapter concludes with a conceptual framework and 

hypotheses of the research. 

Chapter 3  

This chapter presents the methodology used in the research, which involved both 

interviews and surveys. The qualitative and quantitative strands of the study are discussed 

separately, with details provided on the sampling procedures, data collection methods, 

measures, and analysis techniques employed. The chapter also explains why 

telecommunication organizations from Pakistan and China were selected as the research 

context. 

Chapter 4   

This chapter is divided into two main sections. Section one presents the results of 

the qualitative strand of the study, which covers the in-depth understanding of HRM 

System Strength dimensions in Pakistani and Chinese organizations and its influence of 

HRM System Strength on performance appraisal quality. Lastly, the chapter explores the 

influence of non-work domain factors on HRM System Strength features in both countries. 

Section two focuses on the quantitative strand of the study and presents the descriptive 

statistics, confirmatory factor analysis (CFA), reliability and correlation, the goodness of 

fit, and HLM presents the regression analysis for the hypothesized relationships.  

Chapter 5  

This chapter discusses the findings of the research in the context of existing 

literature. It also includes the contributions of the study, practical implications, limitations, 
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and future research directions. Finally, the chapter concludes with a summary of the key 

findings and their implications for the field of Human Resource Management. 
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CHAPTER 2: LITERATURE REVIEW 
 

The current chapter has reviewed key concepts, theories, and imperatives that 

underpin the phenomenon of performance appraisal quality (PAQ), HRM System 

Strength, and non-work domain factors in improving employee performance. Further, 

the chapter discusses the theoretical perspectives on PAQ, non-work domain factors, 

HRM System Strength and its importance in enhancement of the effectiveness of 

employee performance. This chapter also outlines the key theories i.e., (Kelley’s 

attribution theory, signaling theory, and job demand resource theory), and in the last 

section of the chapter hypotheses development is presented. 

 

2.1 Human Resource Management  

 

The disagreement over the definitions of HRM have steadily abridged 

overtime (Anwar and Abdullah, 2021; Bach, 2005), efforts to provide a thorough and 

generally accepted definition of HRM still face challenges because of the various 

frameworks for comprehending the tasks involved in managing Human Resources 

(Farnharm, 2016). In a number of studies, definitions have been provided by different 

researchers on HRM (O'Riordan, 2022; Torrington et al, 2002; Armstrong, 2009; 

Beer, Spector, Lawrence, Quinn Mills, and Walton, 1984; Beardwell et al, 2004; 

Guest, 1987). HRM is viewed as a cogent approach to the various aspects of utilizing 

employees' talents and skills without sacrificing their well-being for achieving goals 

of organization (Armstrong, 2020; Armstrong &Taylor, 2014). A goal of HRM 

encompasses a variety of personnel characteristics in achieving company objectives 
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(Podgorodnichenko, Akmal, Edgar and Everett, 2020; Arshad et al, 2014). HRM 

encompasses a variety of rules, strategies, practices, and procedures that promote and 

enhance employee engagement through effective connection. While the HRM 

strategy and rules clearly define the path to achieving HRM goals, practices are 

thought to be an effective technique of outlining the essential behaviors of employees. 

Table 2.1 list the different pertinent definitions of HRM. 

Table 2.1: Definitions of Human Resource Management (HRM) 

Authors  Definitions  

Beer et al (1984)  Management decisions that affect the relationships between 

employees & organizations. 

Guest (1987)  Designed policies to gain maximum employee commitment, 

flexibility, and organizational integration. 

Greenwood (2002)  The effectiveness of management in managing their employees, in 

order to achieve organizational goals.  

Boxall and Purcell 

(2003:1)  

Activities associated with the management of employment 

relationships in the organizations.  

Marchington and 

Wilkinson (2008)  

Management of employment. 

Weerakoon (2016)  Best utilization of management practices, for instance recruitment 

& selection, training & development, performance appraisals etc.  

O’riordan (2022) Concerned aspects of Human Resource Management (HRM) of 

employee’s management in organization. 

Source: Compiled by the Author (2023)  

 

Table 2.1 presents the definitions of Human Resource Management (HRM) 

as reviewed in the literature, highlights various significant factors that constitute 

HRM theory. These factors are primarily focused on managing employees within an 

organization, with the objective of creating value (Grant, Christianson, & Price, 2007) 
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and attaining organizational goals (Armstrong, 2016). Employee management is 

based on philosophies, policies, and practices (Harney and Collings, 2021; Beardwell 

and Claydon, 2010). It should be emphasized that the definitions considered multiple 

levels of the employee management spectrum, specifically the policies, strategy, 

philosophy, practices, programs, and processes (Jackson and Schuler, 1995). Even 

though these levels are connected to one another, they signify a variety of distinct 

elements of the HR architecture. 

In recent years, HRM research has prioritized tactics and practices over HRM 

policies and ideologies (Chinmulgund, 2021; Abang, 2009; Ugheoke, 2015). 

Different HRM and SHRM and HRM contextual studies (Abang, 2009; Razouk & 

Bayad, 2009; Cooke, Xiao & Chen, 2021; Brand and Bax, 2002) stressed on 

evaluating employees’ management practices in different organizations, where HR 

strategy has been typically reflected as the start point in studies related to the 

competitive strategies. The literature has long acknowledged the significant 

influence on a range of HRMp (HRM practices), therefore it is possible to see why 

practices that don't directly relate to HR strategy and HRM systems are being 

examined. The next section discusses HRM systems. 

 

2.2 HRM Systems  

 

HRM systems emerge when dynamic HRM methods are integrated with an 

organization's strategic environment, which ensures the highest level of 

organizational performance. The HRM system is made up of a number of procedures 

that work together to support consistency, information sharing, and HR culture. Its 
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foundation is grounded on the systems approach of organizational studies (Senge, 

1990; Mariappanadar, 2020), which sees every component of the organization as a 

vibrant unit which functions as the system (Scully et all, 2013; Hauff, 2021). HRM 

system may well improve performance very fine, but if this is not properly cohesive 

with strategic contexts of the organization, it may limit organizational flexibility 

(Delery and Doty, 1996; Sekhar, Patwardhan, and Vyas, 2018) and create barriers for 

organizational change (Zeebaree, Shukur, and Hussan, 2019; Werbel and DeMarie, 

2005). 

 Therefore, context influences the HRM system that an organization chooses 

to use. In order to successfully accomplish a predetermined organizational goal, the 

HRM system places focus on the careful appraisal of organizational context, aim, and 

strategy as well as the implementation of a number of HRM activities, each of which 

is related to the others. There are several types of HRM systems, according to a study 

of the HRM literature (Wei, Liu, and Herndon, 2011; Young, Bartram, Stanton, and 

Leggat, 2010). Among these are a high commitment (HC) HR system and an Internal 

Labour Market (ILM) HR system. High-performance work system (hereafter, 

HPWS) and High Involvement (HI) HRM system are the two more HR systems 

mentioned in research papers (Macky and Boxall, 2007; Lepak et al, 2006). In 

essence, HPWS, HI, and HC are three separate terms that describe the same 

characteristics of HRM systems. 

For instance, HPWS suggests the collection of best practices of HRM that 

guarantee top employees’ performance in a company. Macky and Boxall (2007) have 

stated that the HPWS is crucial to the strategic accomplishment of business strategies 
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and augmentation of organizations’ performance. Maintaining the high level of 

commitment as well as communication is necessary to involve employees in 

decision-making and plan implementations where it has the greatest influence 

(Becker and Huselid, 2006; Young et al, 2010). Combining HR structures, HR 

strategies, HR practices and HR Policies with existing management styles, human 

resource, and corporate cultures entails mutual complementarities that are addressed 

by the HPWS (Maamari and Saheb, 2018; Boxall et al, 2007).  

Other systems, such as the internal labour market systems, employ procedures 

like internal-staffing, employment securities, above the market compensations, and 

benefit systems (Shaw and Williams, 2009). If there is demand of competencies and 

skills which can be attained inside the company and internal networks of business, 

the ILM systems function well (Hom et al, 2009). Moreover, the HRM system of 

executives is commonly known as the "teamwork approach" (TA), which brings 

together the top management and workforce as a cohesive group to work actively 

towards achieving the organization's objectives (as illustrated in Lin and Shih, 2008). 

These aforementioned system—HC, ILM, HPWS, TA & HL—created a favourable 

environment for an improved organizational outcomes (Story and Castanheira, 2020; 

Chow, Teo and Chew, 2013; Garus et al, 2015). 

However, identifying which system will ensure the desired HRM outcome is 

a vital component for adopting and deploying HRM systems for the business (Hauf, 

Alewell and Hanson, 2014). In light of this, Ostroff and Bowen (2000) and Bowen 

and Ostroff (2004) draw awareness of topic; how do HRM system ought to be created 

and managed for becoming successful. These researchers view HRM systems like 
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efficient communication channels which convey important info to company 

employees about strategic HRM goals and expected behavioral norms. As a result, 

these systems have an impact on the HRM climate through widespread employee 

perceptions of HRM. When compared to poor HRM systems, strong HRM systems 

assist in providing employees with uniform behavioral expectations and 

unambiguous signals. Consequently, Bowen and Ostroff have linked the notion of a 

robust HRM system with the psychological concept of strong situations. (Podolsky 

and Hackett, 2021; Cooper and Withey, 2009; Mischel, 1977). This psychological 

notion is what Bowen and Ostroff referred to as HRM System Strength. 

This study has focused the Chinese and Pakistani contexts and have suggested 

that HRM emerged as a concept in China through collaborative teaching agreements 

between Chinese and foreign universities. Moreover, larger foreign-funded 

businesses from the United States, Japan, and Europe have been found to practice 

HRM in China, as opposed to the more basic personnel terminology (Cooke, Xiao, 

and Chen, 2021; Warner, 1993, 1995). The Chinese term for HRM is "renli ziyuan 

guanli," which translates to "labor force resources management" and uses the same 

Chinese characters as the Japanese equivalent. 

Nonetheless, HRM is often erroneously used interchangeably with personnel 

management and is widely regarded as a well-established profession among 

managers, scholars, and students alike. The older style of personnel management is 

still prevalent in Chinese businesses, especially in SOEs, where personnel 

management has a traditional feel. Personnel management remains the standard in 

many joint ventures (JVs) and differs significantly from the original notion of HRM 
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in the international academic HRM community, except for its use in big JVs and 

wholly-owned MNCs in China (Pange, 1999; Goodall and Warner, 1997; Sanders 

and De Cieri, 2021; Verburg, 1996). China has embraced "best practices" in HRM 

and SHRM, as evidenced by their domestic MNCs or other MNCs operating in global 

corporations. While some adjustments may be necessary to suit Chinese conditions, 

this represents the most feasible form of HRM. 

The local realities have been disregarded in the existing research on strategic 

human resource management in China. Hence, this research aims to fill this void by 

scrutinizing HRM systems that are based on the context of Chinese management. 

Meanwhile, in Pakistan, existing literature on HRM in emerging economies is 

growing, but there is still limited evidence on HR practices in indigenous workplaces 

and their outcomes. Ahtisham-ul-Haq, Rehman and Rehman (2021), Ali and Brandl 

(2017), Khilji (2001, 2003), and Siddiqui (1997) have found that most businesses in 

Pakistan (foreign and local) have transformed their personnel divisions into HR 

divisions. While HRM is in its infancy, it holds promise for Pakistani employees and 

has the potential to grow as the economy expands. However, the current uncertain 

political and economic climate may hinder development. The objective of this study 

is to address the significant research void in Pakistan. The subsequent section outlines 

the notion of HRM System Strength, including the Chinese and Pakistani contexts. 

 

2.3 The Concept of HRM System Strength 

 

Studies on the signaling impact of high-performance work practices indicate 

that employees do not merely accept them passively; rather, they form attributions 
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about the presence of specific HR practices (Chacko, Conway, Fu, Monks, Alfes and 

Bailey, 2019; Sanders and Yang, 2015; Nishii, Lepak, and Schneider, 2008; 

Presbitero, Teng-Calleja and Farndale, 2021). According to HRM System Strength 

theory, which emphasizes importance of conveying clear messages to employees, and 

it enables for creating the strong situations (Kelley, 1971; Bowen & Ostroff, 2004) 

where HR system is strong and elevated in consistency, distinctiveness, and 

consensus, that consequently encourages employees for assigning strong causal 

attribution about the relationships among different rewards and employee 

performance. 

The three fundamental components of HRM System Strength, namely 

consensus, distinctiveness, and consistency, were incorporated into the 

conceptualization by Bowen and Ostroff in 2004. This was achieved by applying 

Kelley (1967)’s attribution theory & social cognitive theory. When employees can 

clearly see and understand event and effect relationship in the HRM system, 

distinctiveness is high. Consistency is considered to be very high if event and effect 

relationship is similar across various modality and over-time. This is similar for every 

employee in any organization. Meanwhile, consensus seems to be very high when a 

robust agreements amongst employees’ point of view of event and effect 

relationships, for example, among employees, members of HRM departments and 

line managers.  

Thus, the various aspects of an HRM system, such as visibility, clarity, 

administration consistency, administration effectiveness, and validity, are related to 

system strength. Therefore, under this conceptualization of strength, further 



26 
 

prerequisites to the system for being effective and strengthened in addition to 

conditions and constraints which employees need to be aware off, comprehend, and 

understand the systems and related signals. These attributes not only affect how HRM 

systems are seen, however they as well have the further effects on how well an HRM 

system functions, that is separate from impact on the employees. 

Therefore, HRM System Strength's impact is closely linked to specific 

interactions. In particular, a challenging situation can enhance employee performance 

by effectively communicating the organization's objectives and the incentives it 

provides (Ostroff & Bowen, 2000; Bowen & Ostroff, 2004; Sanders et al., 2014; 

Katou et al., 2014). Moreover, a strong consensus among stakeholders indicates a 

robust situation that has a favorable impact on employees' attitudes and behavior. 

According to Bowen and Ostroff (2004, p. 213), "a robust HRM system process can 

enhance organizational and employee performance by fostering shared 

understandings that stimulate collective responses aligned with organizational 

strategic objectives." 

Fritz Heider's (1958) scholarly investigation laid the groundwork for 

attribution approaches, which highlighted how employees form everyday 

explanations of the world to comprehend, predict, and control events. Kelley's 

theoretical papers (1967, 1973) further advanced Heider's theory by focusing on how 

people deduce causes from other people's conduct or events. This study adds to the 

literature by providing empirical evidence of the link between HRM system strength 

and performance, building on Kelley's attribution theory. Using Kelley's co-variation 

principle, this study demonstrates how employees' attributions alter the impact of a 
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potent HRM system on performance. According to Kelley's attribution theory (1967, 

1973) and Kelley and Michela's research (1980), Bowen and Ostroff (2004) proposed 

that effective HRM systems are characterized by three vital features: distinctiveness, 

consistency, and consensus. According to Kelley's covariation theory, people ascribe 

behaviour to one of three sorts of causes: a person, object, or situation. This believed 

relationship between cause and effect is known as a causal attribution. In order to 

explain why individuals attribute behaviour to these factors, Kelley (1973, p. 120) 

proposed three conditions: a response is valid when there is consistency, 

distinctiveness, and consensus, which have been used by the current research 

framework to examine their impact on employees' performance. 

According to Kelley (1967), when consensus, consistency, and 

distinctiveness are overall high-level, observers are more likely to link the events or 

behaviors to entities or a stimulus, like HR practices). Drawing on Kelley's findings, 

Bowen and Ostroff identified nine meta-features of the HR system that, when taken 

together, create a robust HR system. These characteristics are organized into 3 

categories: consensus, distinctiveness, and consistency. Built on Kelley's attribution 

theory, the current research has further hypothesized that higher levels of practice 

understandability, visibility, authority legitimacy and strategic relevance have been 

suggestive of distinctiveness. The aspect of consistency is ensured through the 

effectiveness of practices, the coherence of messages, and the reliability of 

instruments. Moreover, consensus is attained when HR practices are perceived as 

equitable and just and when message senders are aligned in their views. Together, 

these features create the framework for an effective and strong HR system, which in 
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turn influences how well employees perform. 

This study also postulated that employees were tilted more for assigning 

attributions to their performance, if consistency was higher with low consensus and 

distinctiveness, which is in line with Kelley's theory. Additionally, external 

attributions were predicted by poor consistency, and high consensus and 

distinctiveness respectively. The intricate nature of the process approach concerning 

research methods and theory, as well as the amount of resources required to study the 

multi-level linkages, as this study did, are two of the very apparent explanations why 

scarce studies till date explored it and focused only on employees' 

attribution (Beletskiy, 2011; Guest, 2011). 

According to co-variation principles of attribution’s theory, people should 

take into account information about the consistency, distinctiveness, and consensus 

of situation while attempting to comprehend the underlying causes of events. People 

may more confidently attribute cause-and-effect links and have a better 

understanding of a situation when they can perceive it as distinct, consistent, and 

consensual. 

 

2.3.1 Features of HRM System Strength  

 

As mentioned earlier, Bowen and Ostroff (2004) proposed that a strong HRM 

system consists of three distinct features, namely consensus, distinctiveness, and 

consistency. These features are explained below: 

2.3.2a) Distinctiveness 
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An HRM system is deemed distinctive if it is easy to comprehend, legitimate, 

and pertinent to the objectives of its workers. According to research (Sanders et al., 

2008; Bowen & Ostroff, 2004; Stanton et al., 2010), workers tend to associate HRM 

signals with strategic management when the HRM process is transparently visible. A 

highly distinctive HRM system is likely to result in employees having a better 

comprehension of HRM practices and being significantly influenced by the system's 

attributes. This assertion is made by Bowen and Ostroff (2004), who highlight that 

clarity, comprehensibility, legitimacy, and relevance to employees' objectives are 

essential feature of the distinctive HRM systems (Sanders et al., 2008; Stanton et al., 

2010). Employee evaluations of the HRM system are necessary for effective HR. In 

order to perceive an HRM system as distinct, the event and effect relationships are 

clearly discernible (Bowen & Ostroff, 2004).  

Further, Distinctiveness has been augmented to extent by which HRM system 

provides relevant, legitimate, clear and visible messages to the employees (Bowen & 

Ostroff, 2004; Delmotte et al., 2011).  Visibility in complex HRM systems can be 

enhanced to allow the larger no. of employees which are expose to these 

practices (Wang et al., 2020; Bowen and Ostroff, 2004). The second feature of 

distinctiveness is relevance, which requires such activities which are beneficial to 

employees. Employees may fulfill their own needs because of their relevancy to the 

HR practices that are substantial for both individual and organizational goals. Apart 

from this, the other significant feature od distinctiveness is the understandability. This 

can be understood in way that this is critical to communicate both the availability and 

the details of HR policies delivered to employees (Bowen and Ostroff, 2004). 
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Additionally, the concept of transparency can enhance the legitimacy of HR decision-

making authority by preventing mistrust and misinformation among employees.  

This aligns with the attribution theory and is supported by research conducted 

by Feldman (1981) and Kelley (1955). Therefore, HR policies are likely to be 

embraced since employees are likely to accept and acknowledge company’s positive 

intentions. Additionally, according to Kelman and Hamilton (1989), the legitimacy 

of authority indicates that followers are willing to follow the norms set by 

someone who sets behavioral expectations. Senior management support and strategic 

prioritization can enhance the credibility of the HRM function, which is essential for 

its legitimacy, according to Bowen and Ostroff (2004). The communicator's 

credibility also plays a crucial role in the attribution and influencing processes, 

particularly in the unique context of HRM systems, as noted by Rousseau (1995). 

Therefore, distinctiveness is crucial in creating a distinguishing feature in the 

environment, emphasizing its significance, and prompting consistency in employee 

responses (Bowen and Ostroff, 2004). 

2.3.2b) Consistency 

Consistency is the second dimension, which is implied by firmness and 

steadiness of HRM system by itself.  In general terms, consistency refers to event and 

effect relationship's coherence, that is consistent over-time irrespective of the subjects 

or circumstances (Katou et al., 2014). Meanwhile in another study, Sanders et al. 

(2008) suggest that when HRM practices are perceived as consistent, management 

can be perceived as a causal bundle with unique effects that can be attributed to it 

consistently across different contexts and over time. The authors argue that the 
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synergy of HRM practices reinforces each other, resulting in a distinctive effect that 

contributes to overall organizational performance. The consistency is referred to 

effective and internal consistent execution of HR processes and practices, that is 

coherent over context, time and people (Bowen & Ostroff, 2004; Sanders et al., 

2012). Its features are instrumentality, consistent HR messages, and 

validity (Delmotte et al., 2011; Bowen and Ostroff, 2004). Instrumentality pertains to 

the establishment of clear cause-and-effect relationships, thereby enabling employees 

to understand the consequences of their actions. This ensures that an adequate system 

of incentives and rewards exists to encourage preferred behavioral patterns (Bowen 

and Ostroff, 2000).  

As per expectancy theory by Vroom's (1964), valence, instrumentality, and 

anticipation all contribute to an individual's motivation. Accordingly, 

the instrumentality and relevance of HR policies could raise employees motivation’ 

levels (Bowen and Ostroff, 2004), which will enhance and boost commitment to their 

respective companies and further behavior outside of their assigned roles (Lavelle et 

al., 2007). Employees have a higher sense of control when working in a predictable 

environment because of instrumentality since they can see and comprehend the 

effects of their actions. As a result, employees follow guidelines and rules for 

improved behavioral orientation and is to a lesser extent expected for experiencing 

disappointment or psychological contract ruptures, which reduces intentions to leave 

(Rousseau, 1995). 

Coherence between the goals of HRM procedures and their actual results is 

another definition of consistency. Bowen and Ostroff (2004) referred to it as validity. 
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The particular consistency in behavior of HRM actors offers the integrity they need 

to affect employee behavior. To change the recipient's behavior, the issuer's 

credibility is a requirement (Rousseau, 1995). Consistency between various HR 

practices is the third aspect of consistency. 

2.3.2c) Consensus 

  

Consensus is the last dimension of the HRM system strength. The degree of 

consensus amongst the  policymakers—like, line managers and human resource 

(HR)—in manner HRM practices have been put into effect can be called as 

consensus. The employees, thus, may probable to concur that the HRM policies and 

procedures originate from the management when decision-makers perceive such 

implementation as being very consensual. Consensus is the level of agreement among 

staff members regarding the actions and reactions that produce certain results, and it 

entails the fairness and the main decision-makers in HRM being on the same page 

(Bowen & Ostroff, 2004; Delmotte et al., 2011).  

Employees, therefore, are probable to come on an agreement if they observe 

that the message senders concur with one another (Rousseau, 1995). When the senior 

executives provide their backing to both HR managers and line managers, having 

consensus among the decision-makers in HR can significantly enhance the 

effectiveness of the HRM (Human Resource Management) system. Employees, 

therefore, value the consistency among the multiple stakeholders, which facilitates 

the adoption and application of HRM policies (Bowen and Ostroff, 2004). 

Additionally, abilities of HRM systems for influencing employees’ attitudes and 

behaviors is positively impacted by limit through which employees believe the 
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procedures to allocate resource (fairness in procedures) and outcomes of this 

distributions are fair (Waldman and Bowen, 1998). The rationale behind every 

decision must be clearly stated to seek justice in HR processes and procedures (Zbek 

et al., 2016). Fairness perception makes it easier for proposed HR policies to be 

adopted, enhancing the legitimacy and credibility of HR department. 

HRM systems gives clear signal regarding which strategic objectives are 

significant and how employees’ behavior is anticipated and thus compensated. 

According to Bowen and Ostroff's (2004) argument, if every employee judges HRM 

systems favorably in relation to these aforementioned meta-features, then HRM 

system would work as intended (Bowen and Ostroff, 2004). This, therefore, results 

in improved employee performance on a group or a collective level. In their 2016 

study, Ostroff and Bowen made a distinction between two perspectives on HRM 

System Strength, with a focus on the individual level of perception by employees. In 

contrast to previous research by Delmotte et al. (2012), Sanders et al. (2008), and 

Bednall, Sanders, and Runhaar (2014), which emphasized higher-level HRM system 

characteristics, this current research adopts a unique approach. It examines how 

employees perceive and respond to the everyday HRM events, thereby indicating the 

strength of the HRM System. 

 Instead of acting as a mediator between HR outcomes and content, this thesis 

considers the HR process to have a moderator impact or boundary condition effect. 

In order to examine how HR process affects HR content and performance, this study 

applies Kelley's attribution theory, which provides insights on how individuals 

behave in organizational contexts. Similar to Bowen and Ostroff's (2004) approach, 
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the HR process is assessed based on Kelley's attribution theory, specifically looking 

at the psychological traits of distinctiveness, consistency, and consensus. Attribution 

theory refers to how people perceive events and how this shapes their behavior and 

thinking (Kelley, 1973). This theory has been useful in explaining message-based 

persuasion and identifying key attributes to ensure consistent perception and 

interpretation of messages across all employees (Fiske and Taylor, 1991). The 

attribution process, as per Kelley (1973), is based on individual beliefs and 

understanding of reality, which may vary. It involves observing behavior, either of 

oneself or others, and then attributing causes based on the level of agreement, 

consistency, and distinctiveness. Distinctiveness pertains to how consistently a 

person behaves in a given situation or how unique the behavior is to a particular 

context (Kelley, 1973). High distinctiveness is shown when a person behaves in a 

distinctive manner in certain situations, while low distinctiveness is demonstrated by 

consistent behavior in all circumstances. 

In this case, people credit their actions more to the situation than to themselves 

(Gilovich, Medvec, and Savitsky, 2000). Contrarily, when people consistently 

respond in the same way regardless of context or time, this is known as low 

distinctiveness, and individuals attribute the conduct to the same individuals for their 

behavior. According to Kelley (1973), the degree to which other people act similarly 

in similar situations is often what constitutes a consensus. The consensus is, in other 

words, the covariation of behavior among individuals. The strong consensus is 

attributable to a stimulus given to one or more persons. For instance, it indicates that 

there is a lot of agreement about someone's conduct in the environment if several 
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others share the same opinion of them. Contrarily, the low consensus is attributed to 

a person who viewed himself or herself differently from the majority of those around 

him or her. For instance, a low level of consensus would be indicated by only one or 

a small number of others around him/her communicating about the person's behavior. 

Consistency, on the other hand, is the degree to which a person behaves in every 

situation or the covariation of behavior over time (Kelley, 1973). High consistency is 

demonstrated when a person exhibits recurring behaviors that are consistent with who 

they are (they are, after all, the type of person that performs the particular act). 

Contrarily, when people only exhibit the same behavior on a single occasion or 

exhibit different behavior at various times and places, it indicates that there is a lack 

of consistency and that this is due to the context and environment that will best suit 

the individual's presentation of behavior.  

In previous studies, researcher such as Kelley (1973) discussed different 

patterns of the co-variance model, which includes different combinations of 

consistency, consensus, and distinctiveness, depending upon personal attribution as 

reasons of behavior. The patterns of co-variance model have been explained in Table 

2.2. This may be established if the employee probably makes a stimulus (i.e. 

external), personal (i.e. internal), or else situational attributions by evaluating the 

level of consistency, consensus, and distinctiveness in a certain context (Hewstone 

and Jaspars, 1987). In general, Kelley distinguished between attributions to cause 

which resides inside entity, surroundings and the person, to explain the pattern. 

Pattern 1 indicates that cause of a behavior depends on something in the 

situation (entity) which means employee attribute his/her behavior to stimulus (i.e, 
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practice of HR is executed by the administration). Whereas the pattern 2 indicates 

attributes of employees in his/her behavior to personal attributes. Lastly, the pattern 

3 indicates how employees attributes behavior against an ongoing circumstance in 

the organization. This implies that how an organization treats its employees affects 

their behavior. By evaluating three criteria in a given setting, it is possible to ascertain 

whether an employee would probably credit themselves for implementing HR 

practices (Bowen and Ostroff, 2004), as indicated in Table 2.2. 

Table 2.2: Patterns in covariance model by Kelley (1973) 

Patterns Attributions Distinctiveness Consensus Consistency  

 

Pattern 1 Stimulus (High) (High) (High)  

 

Pattern 2 Circumstance (Low) (High) (Low) 

 

Pattern 3 Personal (Low) (Low) (High)  

 

Source: Kelley (1965, 1973) 

 

However, there is a scarcity of research literature that has considered link up 

between perceived HRM System Strength and the non-work domain factors. For 

instance, this is a significant omission as factors of family structure, spirituality, and 

religiosity are important to triggering attributions, which underlie how the perceived 

strength of the HRM system is being conveyed by an event affects expectations and 

performance (Martinko, Douglas, and Harvey, 2006). Moreover, studies linking 

employee performance and human resource management suggest that sophisticated 

HR systems and practices enhance organizational and employee performance. 

Sanders, Shipton, and Gomes (2014) suggested that HRM systems with 

greater effectiveness would have a more significant effect on outcome variables 
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because they send clear signals to employees about organizational expectations. This 

perspective is more nuanced than simply communicating a simplistic expectation of 

"high-performance," and provides valuable insights for HRM (Boxall and Huo, 

2020). Ostroff and Bowen (2016) highlighted that the concept of HRM System 

Strength remains largely unexplored in their analysis of the decade award article 

published in the Academy of Management Review. They specifically argue that 

researchers have not sufficiently examined how the logic of system strength connects 

to various outcomes, such as innovative behavior, employee performance, and well-

being, and that this should be a rationale for future research. Steffensen et al., (2019) 

highlighted in a recent review that "a crucial next step in properly understanding 

HRM" (p. 39) is to provide more clarification on the effectiveness of HRM systems 

and their connection to employee outcomes.  

Despite the popularity of the notion of strength and the attention it has 

generated among scholars studying human resource management (HRM) (Bednall et 

al., 2014; Katou et al., 2014; Delmotte et al., 2012;), the scarcity of research literature 

is on how different dimensions interact to influence an employee's performance. In 

fact, Ostroff and Bowen (2016) stated different dimensions of consistency, 

consensus, and distinctiveness are dependent components and may impact each-other 

in significant examination of literature have been generated concerning the ideas of 

strengths. This thesis, therefore, focused on the characteristics of the strongest HRM 

systems as the collective attributions to the meaning of HRM processes, resulting in 

shared expectations, conjoint attitudes, and behaviors. 

   Besides, this is acknowledged that most of the research on the effectiveness 
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of HRM systems is conducted while applying the quantitative approach, drawing 

many questions regarding true findings for this type of research because there isn't 

enough exploratory research for the potential researchers to do comparison (Hewett, 

2021). Simultaneously, Ostroff et al. (2021: 22) propose that the research is integrated 

into next generation of the HRM and suggests the thorough investigation of why and 

how the strengths of the HRM system affect employee outcomes. This study responds 

to the aforementioned recommendations by using a mixed methods approach and to 

produce a deeper knowledge of the underlying processes by which the effectiveness 

of the HRM system affects the performance of employees.  

The current study has built on assumptions that a strong situation of HRM 

system is related with employee performance positively. By adopting Connelly et al., 

(2011)’s signaling theory this relationship is explained in-depth. Organizational 

systems are viewed as signals that employees perceive within the useful framework 

of signaling theory for evaluating HRM process (Guest et al., 2021). The way these 

signals are interpreted affects the attitudes and behaviors of employees (Spence, 

2002, 1974). Thus, I contend that a strong HRM system can communicate with other 

organizational members (such as managers), improving employee performance 

towards the organization. 

Drawing on signaling theory, this study extends the notion that affective 

performance is likely to be positively related to a strong context, i.e., an environment 

in which robust HRM systems are present. A solid HRM system is posited to increase 

the possibility of high employee performance in an organization (Connelly et al., 

2011). The utility of signaling theory, which regards organizational systems as 
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signals that employees perceive, has been widely acknowledged in evaluating HRM 

processes (Guest et al., 2021). The perception of these signals, such as those conveyed 

through performance reviews, influences employee attitudes and behaviors (Spence, 

2002). Therefore, this study assumes that HRM systems can transmit signals to 

organizational members that can have either positive or negative impacts on 

employee performance. 

A unique perspective on how each of these influences the HRM process is 

provided by signaling theory. Additionally, it enhances attributional viewpoints on 

HRM. For instance, the researchers (for instance see, Nishii et al., 2008) are primarily 

bothered to receivers while how do they interpret and perceive different signals, the 

researchers (see, Bowen & Ostroff, 2004) mainly has addressed qualities and 

strengths of signals. Since neither strategy emphasizes each of the three components 

of the signaling process. thus, signaling theory offers a potentially beneficial 

and integrative framework. Thus, this study makes a contribution by addressing the 

roles of manager as the significant implementers and communicators of HR practices 

and the roles of employees as receivers and interpreters of these signals focusing on 

signaling theory, that focuses on the signal and signaler. In this way, the current 

research has demonstrated how signaling theory explains and explores ‘innovative’ 

while mainly ignores insight in the HRM process. The motivation behind the current 

research regarding HRM process is for enhancing the researchers’ perception of the 

relationship between HRM and performance. The next section discusses performance 

appraisal.  
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2.4 Performance Appraisal 

  

The use of performance appraisal (PA) is widespread in organizations due to 

its potential impact on both individual and organizational performance (DeNisi, 

2000). PA is a structured, scheduled, and formal exchange between a subordinate and 

their supervisor that typically focuses on the employee's performance (Pichler, 2019; 

Pearce and Porter, 1986). According to Murphy and Cleveland (1995), the process of 

Performance Appraisal (PA) takes place within a clearly defined organizational 

context and is essentially a social and communicative process. 

Although the concept of performance appraisal is not novel, its interpretation 

and implications have evolved over time, both in academic literature and practical 

applications. Traditionally, performance appraisal referred to an annual assessment 

of a subordinate's performance against a manager's objectives or standards. The 

traditional method of performance appraisal involves completing an annual report 

that is usually accompanied by a formal or informal discussion about the employee's 

performance during their appraisal interview (Islami, Mulolli, & Mustafa, 2018; 

Fletcher, 2001). The quality of performance appraisal is a significant concern because 

it is primarily a top-down approach, with the manager or supervisor evaluating 

performance, making it a one-way process that is "done" to the employee, rather than 

a two-way process. Nonetheless, PA is increasingly recognized as a critical 

component of Performance Management (PM) and is viewed as part of a more 

comprehensive approach. Nowadays, the term "performance appraisal" (PA) covers 

a broad range of activities, including staff evaluation and performance enhancement, 

and is no longer limited to its traditional meaning (Wilson and Western, 2000; 
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DeNisi, 2000; DeNisi and Murphy, 2017; Fletcher, 2001).  

Although this thesis is focused especially on PA quality, it adopts a wider 

perspective on PA's objectives as an essential component of Performance 

Management (PM). This means that PA is a wider strategy that can encompass many 

aims, such as feedback and goal setting, managing, planning, rewarding, and 

increasing performance, rather than being utilized only as a system for evaluating 

prior performance (DeNisi and Murphy, 2017; Krausert, 2009; Ikramullah et al., 

2016). Performance appraisal can refer not only to individuals but also to teams and 

groups, as acknowledged by Krausert (2009) and Scott and Einstein (2001). This 

perspective recognizes that there are various versions or methods of appraisal 

available. 

Despite the numerous studies on performance appraisal from different 

perspectives, it remains a highly debated topic. For decades, researchers have 

investigated PA (DeNisi and Murphy, 2017; Krausert, 2009; Denisi and Smith, 

2014). The significance of PA in terms of its influence on employee performance, 

both at the individual and organizational levels, highlights the need for continued 

research in this area. Furthermore, there are still many uncharted research territories, 

such as the quality of performance appraisal (DeNisi and Murphy, 2017; DeNisi and 

Smith, 2014; DeNisi and Pritchard, 2006; Kline and Sulsky, 2009). 

In addition to individuals, the concept of performance appraisal can also be 

applied to teams and groups (Krausert, 2009; Scott and Einstein, 2001). A 

fundamental perspective on performance appraisal can also be studied, and the 

traditional stream of PA research focuses on the design of a specific performance 
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appraisal system and provides a more classic managerialist critique (Barbieri et al., 

2021; Bach, 2013). While acknowledging the practical challenges of PA, this 

approach explores ways to minimize these difficulties for an efficient implementation 

of PA (Prowse and Prowse, 2009; Winstanley and Stuart-Smith, 1996). The 

distinction between PAs primarily concerned with evaluation and those primarily 

focused on staff development is another crucial aspect to consider. As there is an 

inherent conflict between these two goals, separating them is recommended to ensure 

the effectiveness of PA (Wilson and Western, 2000; Boswell and Boudreau, 2002). 

A summary of the important themes covered in performance appraisal literature is 

presented in table 2.3 below: 

 

Table 2.3: Summary of important themes included in performance appraisal 

literature 

 

Source: Compiled by the Author (2023)  

 

 Key themes  

 

Main References  

 

1950s-

1980s  

PSYCHOMETRIC RESEARCH 

“Performance improvement instruments 

used in making performance ratings; types 

of rating scales”  

Feldman (1981); Landy and Farr 

(1980, 1983) 

1980s-

1990s  

COGNITIVE RESEARCH  

“Rater characteristics in performance 

appraisal; rating judgments of their 

subordinates’ performance”  

Ilgen et al. (1993); DeNisi (1997); 

Bretz, Mikovich, and Read (1992)  

Since 

1990s  

SOCIAL CONTEXT RESEARCH  

“The rating environment; rating purpose; 

rater and ratee motivation, participation and 

reactions”  

Murphy and Cleveland (1991); Ilgen 

et al. (1993); Levy and Williams 

(2004)  

Since 

2000s  

INCREMENAL BROADER FOCUS  

Proximal and distal factors; “HPWP” and 

performance appraisal as part of 

performance management in public sector”  

DeNisi and Kluger (2000); Levy and 

Williams (2004); DeNisi and Murphy 

(2017)   Bach (2012); DeNisi and 

Smith (2014);  
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As seen in Table 2.3, cognitive and psychometric research has long 

predominated performance appraisal research, with many researchers questioning the 

overemphasis on rating and measurement issues (e.g., Haines III and St-Onge, 2012; 

Murphy and Cleveland, 1995; Whiting et al., 2008; DeNisi and Pritchard, 2006; 

Ferris and Treadway, 2012; Balzer and Sulsky, 1990). 

Some scholars (e.g., Redman, 2001; Wright, 2002; Rowland and Hall, 2010; 

Deming, 1986; Bowman, 1994) have criticized PA, arguing that it has become 

obsolete and has unintended consequences (Scholtes, 1999), and is costly and 

ineffective in improving organizational performance (Redman, 2001). A number of 

studies (Piggot-Irvine, 2003; De Cenzo and Robbins, 1996; Kondrasuk, 2011) have 

also shown that inaccuracies in psychometric testing and poor quality of PA 

contribute to its ineffectiveness. Moreover, Gray (2002) and Appelbaum et al. (2011) 

have argued that PA may be counterproductive because managers are not adequately 

trained to understand and evaluate the complexity of employee performance. This 

view is consistent with McGregor's (1957) observation that managers may feel 

uncomfortable with the role of evaluating their subordinates. Despite the controversy 

surrounding PA, it remains an important research topic due to its potential impact on 

employee performance at both the individual and organizational levels. 

The literature often highlights the lacking of managerial skills (Khoury and 

Analoui, 2004; Scribbins and Walton, 1987; Lawler, 1994), along with a deficiency 

in quality, which can lead to low acceptance and commitment of performance 

appraisal (Brown et al., 2010). In general, the PA system has failed to expand and 
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encourage workers, the way it was intended (Fletcher, 2001; Rowland and Hall, 

2010). It is clear from the foregoing discussion, that PA systems do not always live 

up to their expectations (Grint,1993). These opinions may have become more 

pronounced or relevant in the past when a PA participated in a routine process 

involving a line manager's report on an employee's performance without any 

appropriate discussion or feedback. Despite significance of performance appraisal, it 

is seen as mostly disliked HRM task (Kondrasuk, 2011, p.61). The next section 

discusses performance appraisal quality which is the focus of the study. 

 

2.4.1 Performance Appraisal Quality 

 

In contrast to the more technical and process-focused components of 

appraisal, the social and motivational backdrop has recently occupied a central place 

in studies. This is understandable since, if appraisers and appraisees are dissatisfied 

and uncommitted to the appraisal, the quality of the appraisal methodology doesn't 

matter much (Chmiel 2008, 85). Researchers have shown how the quality of 

performance reviews is related to things like improved management trust, justice, job 

satisfaction, and employees' performance (USHAKOV, 2021). Employee views 

toward their supervisor, their job, and the assessment process itself are claimed to be 

significantly influenced by the procedure itself and how it is used (Boswell and 

Boudreau, 2000, 283). 

The performance evaluation systems are unsatisfactory with about 80% of 

British organizations. Additionally, 15% of managers in the US have stated that they 

would rather visit the dentist than complete an evaluation (Ciancetta, and Roch, 
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2021). The conflict between the performance evaluation and the motivating parts of 

the appraisal process is a fundamental issue with performance appraisal, and it is also 

related to four other aspects of the situation: the accuracy of the assessment, 

communication, the implications for incentives, and the participants' individual goals. 

Employee impressions of an unfair or biased evaluator are referred to as the quality, 

while the appraiser's hesitation or difficulty in communicating a critical appraisal is 

referred to as the communication quality (Baird et al., 2017). 

According to Brown et al. (2010), the quality of performance evaluation 

systems can be categorized into two areas. First, they discuss the effectiveness of 

techniques used to ensure clear performance expectations and sufficient 

communication within the organization. Second, they examine how employees are 

treated and whether they feel their performance is evaluated fairly by their managers. 

With performance appraisal systems becoming more subjective (Treadway et al., 

2007), it is essential to understand the impact of performance appraisal quality 

(Brown et al., 2010, p. 376). Although several researchers have investigated the effect 

of performance management systems on employees' work-related attitudes (Ittner et 

al., 2003; Davis and Albright, 2004; Crabtree and DeBusk, 2008; Lee and Yang, 

2011), only a few studies have explored the relationship between employees' 

performance and the quality of the performance appraisal process (Babar et al., 2022; 

Bednall et al., 2014). 

The significance of the quality of performance appraisal is highlighted in this 

study for several reasons. Firstly, performance evaluation processes are a form of 

"performance management that encourages and manages employee performance" 
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(Baird, Su, and Nuhu, 2021; Fletcher 2001, 473). When employees perceive the 

quality of such systems, they are more likely to achieve desired performance goals, 

as a performance appraisal system provides role clarity, regular communication, and 

clear expectations. The effectiveness of the performance appraisal system is expected 

to be influenced by employee performance, indicating its significance. Moreover, the 

quality of performance appraisal as perceived by employees is expected to have a 

considerable impact on their work-related attitudes and performance (Bratton and 

Gold, 1999; Su and Baird, 2017; Taylor and Pierce, 1999). Thirdly, fostering an 

environment that promotes empowerment is crucial for organizations, as emphasized 

by Honold (1997), Foster-Fishman and Keys (1995), and House (1988). Hence, it is 

presumed that a positive relationship exists between the effectiveness of the 

performance appraisal system and individual performance. 

Furthermore, there is some empirical evidence that suggests that high-quality 

PA will improve job satisfaction, which in turn will improve workers' performance 

(Fletcher and Williams, 1996; Masterson et al., 2000). Employees' sense of 

accomplishment, self-worth, attitudes toward their jobs, and perceptions of their 

standing within the company are all likely to be improved by a high-quality PA 

experience (Lind and Tyler, 1988).  Additionally, it generates more confidence in the 

quality outcomes of the PA process (Hendrix et al., 1998).  Therefore, having a high-

quality PA experience is likely to result in increased levels of job performance and 

(Fried and Ferris, 1987). An unsatisfactory performance appraisal can potentially 

result in reduced employee job satisfaction, and subsequently, a decline in their 

performance. When employees feel powerless to influence the performance appraisal 
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process and lack clarity about the organization's performance objectives, they may 

perceive that their contributions are not appreciated. 

Behrman et al. (1982) suggest that attempting to meet unclear performance 

objectives through trial-and-error can reduce an employee's sense of accomplishment 

and self-worth, ultimately decreasing their performance. Similarly, Campbell et al. 

(1998) found that a negative performance appraisal experience can lead to poorer 

performance. According to justice scholars, a positive experience, where feedback is 

transparent, can increase employees' trust in the system, resulting in improved 

organizational commitment and worker performance (Sweeney and McFarlin, 1993). 

The purpose of the performance appraisal process is to convey the company's goals 

and principles to its staff, in order to encourage their buy-in and support (Kuvaas, 

2007, p. 381). An excellent PA experience raises employees' perceptions of the 

organization's credibility and, as a result, enhances their desire to support its 

objectives. Employees' assessments of their managers and companies are improved 

by high-quality PA experiences. The adoption of a high-quality performance 

appraisal (PA) process enhances the self-esteem of employees and indicates that their 

rights are valued and preserved by the organization and managers during decision-

making (Taylor et al., 1995), promoting a sense of worth in the employees. 

The current research has employed signaling theory to suggest that 

performance appraisals can serve as a measure of the communication climate in an 

organization, which includes the accuracy of information shared and the 

management's responsiveness to employees (Dillard et al., 1986, p. 87). As a result, 

signaling theory (Connelly et al., 2011) is included in this research as an 
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underlying approach for advancing the study of HRM processes by 

presenting managers as signalers of HR messages, such as through performance 

appraisals, and employees as receivers. Its primary concerns focus on the functions 

of the signal, the signal source, and the receiver.  According to Showkat (2013), the 

effective appraisal focuses on the design of the performance appraisal system, its 

process, which involves the employer and a program evaluator organization to 

reinforce the achievement of the performance, the output of the process's function, 

the results of the performance evaluation, as well as other factors within the 

organization that affect satisfaction in the performance appraisal. 

2.4.2 Research gap regarding Performance Appraisal Quality 

 

Although the literature on proximal PA issues, such as PA quality, has 

advanced, little is known about how more distal elements affect appraisal approaches 

(DeNisi and Murphy, 2017; Levy and Williams, 2004; Djurdjevic and Wheeler, 

2014). Specifically, there is limited knowledge regarding the broader elements that 

affect the excellence of the performance appraisal procedure and its effect on the 

character of performance appraisal. As the present study involves data from two 

different nations, there is a gap in both traditional and critical PA literature in terms 

of how the macro-level components of a national environment affect the experiences 

of PA at the local level, and whether similarities or differences exist between these 

countries. Many questions related to the PA process have remained unanswered 

because of the "decontextualized" nature of most PA research. This is because 

research has mainly focused on specific components of the PA process, separately 

and out of context, resulting in a lack of a comprehensive understanding (DeNisi and 
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Murphy, 2017, p.129). Thus, it is important to emphasize the significance of 

contextualizing PA research by examining the environment in which appraisals are 

introduced and practiced (DeNisi and Murphy, 2017). Comparative research is 

essential for providing context and understanding the impact of contextual elements 

on the phenomena under study (Johns, 2001, 2006; Rousseau and Fried, 2001). 

Critics of the PA literature argue that the research tends to be "decontextualized" and 

focuses only on specific aspects of the PA process, without considering the broader 

context in which it occurs. Therefore, it is recommended that the PA process be 

studied holistically, taking into account the larger context and considering the PA 

process as a whole (Festing and Knappert, 2014; Ikramullah et al., 2016). While some 

research has examined the impact of contextual factors on employees (e.g., Peretz 

and Fried, 2012), very little research has explored the influence of non-work domains 

on PA. 

Previous studies indicate that performance appraisal has a considerable 

influence on work-related attitudes (Brown and Benson, 2005; Bednall et al., 2014; 

Su and Baird, 2017) and employee performance (Baird, Tung, and Su, 2020; Bratton 

and Gold, 1999). As few questions still remain on the consequences of the quality of 

performance appraisals which need further research. Therefore, this thesis has chosen 

this particular HR practice to assess managers’ quality of feedback given to 

employees in evaluating their performance. Therefore, this study can be viewed as a 

theoretical contribution in response to the research demand for investigating the 

importance of HRM, and for examining the quality of performance appraisal as a 

vital HR practice in other research contexts (Bednall et al., 2014). In addition, Iqbal 
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et al. (2015) argue that the PAQ literature lacks an eastern perspective and advise 

eastern scholars to adopt western models. The current study establishes the 

relationship between employees' perceptions of fairness and satisfaction in the 

assessment process by examining the case of China and Pakistan. It also aims to 

address concerns for more research from eastern authors. It was also necessary to 

conduct this study because of the broad and extensive use of the assessment process, 

the significance of PA for performance management, the importance of PA for 

individual employees because rewards are dependent on PA outcomes, the value of 

PA for HRM and Development, and the need for a tool to evaluate PA efficacy. 

As previously mentioned, this study has examined how the quality 

dimensions of regularity, clarity, and openness in performance appraisal systems 

affect employees' performance and their association with non-work domain factors 

and HRM system strength. Prior research has established a connection between the 

quality of performance appraisal dimensions and work-related attitudes (Brown and 

Benson, 2005; Su and Baird, 2017). However, this study focuses on the associations 

between these quality dimensions and employee performance. The subsequent 

section of the study examines the importance of non-work domain factors.                                               

2.5 Non-work domain factors 

 

For a long time, especially in Western history, the link between "work" and 

"non-work" has been a hot topic in intellectual, public, and political debate 

(Kabanoff, 1980). Work can conflict with a variety of non-work activities (Keeney, 

Boyd, Sinha, Westring, and Ryan, 2013). In her study on the spill over between non-

work and work domains, Kirchmeyer (1992) examined three distinct non-work 
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domains: parenting/family, community involvement (such as engagement in moral 

and religious commitments), and recreational activities (such as social club and 

hobby association affiliations). The aspects crucial to the work-life balance were 

divided into three categories by Padma and Reddy (2013): personal care issues, 

family issues, and job issues. The time spent on non-work activities like hobbies, 

healthcare, entertainment, friends and attendance of social events was included in the 

category of personal care issues. This establishes a distinct line between personal 

activities that are not related to family obligations and concerns but yet contribute to 

maintaining a healthy work-life balance. According to Voydanoff (2001), scholars 

like Hart (1999), Greenhaus and Parasuraman (1987), Sekaran (1992) and 

Kirchmeyer (1992) have included the domains of health, religion, family structure, 

friendship, leisure, and recreational activities in non-work domains. Wickham and 

Parker (2007) identified 35 non-work roles that affected people's work-lives in some 

way. They were divided into five categories as:  family, religion, educational, 

sporting, and social-based activities. To understand the effect on employees attitudes 

and behaviors, researchers (Wickham and Parker (2007), Sekaran (1992) and 

Kirchmeyer (1992) have distinguished the interaction between work roles and other 

non-work roles, which needs to be differentiated from each other. 

 Keeney et al., (2013) suggested that individuals typically have three main 

concerns in their non-work life, which include community service, family, and 

personal life. Additionally, Hall et al., (2013) argued that an individual's non-work 

domain is multidimensional and involves satisfying multiple personal concerns 

alongside their career, indicating that employees may have other significant personal 
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matters aside from family concerns. While studying the family dimensions of life, 

role of employment in work was studied by Warren (2004) and she proposed that 

extending the scope of the work-life debate beyond simply the immediate family will 

aid researchers in weighing the benefits and drawbacks of employment. The concept 

of work-life balance is described by Gurvis and Patterson (2005) as having a 

satisfactory amount of time devoted to various aspects of life, such as family, friends, 

career, community, religion, and leisure. Crooker, Smith, and Filiz (1999) proposed 

that an individual's experience of work-life balance is made up of different 

components, including their profession, family, community, employer, values, and 

religion. Therefore, it is necessary to investigate non-work domains to see how they 

relate to employees' performance. 

2.5.1 Conceptualization of non-work domain in this study 

 

Marchand, Demers and Durand (2005, 2006) categorized the characteristics 

of the non-work domain, such as meaningful work, rationality, mentoring, 

demography, family, perceptions, motivations, religion, rituals, spirituality, and 

attitudes, as essentially social in nature. As a result, they must be distinguished 

analytically from any particular qualities that are specific to individual employees. 

Intriguingly, recent systematic evaluations of work-specific variables have focused 

on a sizable corpus of work (Biswas, Makela and Anderson, 2022). However, it's 

interesting to note that less attention has been paid in the literature to understanding 

the mechanisms by which other crucial living settings could concurrently intervene 

with the work environment to increase employee performance in the organizations 

(Keeney et al., 2013). This research aims to address this gap by investigating how 
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non-work domain factors affect employee performance. Referring to how both allude 

to their network of social connections attainable outside of the workplace, which has 

the family at its roots, spirituality, and religion to follow (Kamoche, 1997; Webster 

et al, 2006), and how it affects their performance, it is possible to comprehend how 

both selected countries' employees (Pakistan and China) understand and make sense 

of the world around them. 

Earlier work-life literature has mostly focused on family in the non-work 

domain, which is a limitation of the research (Fisher, 2001). However, it is important 

to consider an individual's various roles outside of work, such as being a spouse, 

parent, community member, or having spiritual beliefs, in order to fully understand 

their expectations and motivations at work (Kirchmeyer, 1992). Powell (2006) has 

suggested expanding this idea to include "work-life" enrichment. Therefore, it is 

necessary to broaden our understanding of work-life issues to include other non-work 

domains, as reflected in more recent theoretical concepts in the literature. While there 

is extensive literature on work-life issues affecting working parents, dual-income 

spouses, and working women (White et al., 2003; Aryee et al., 2005; Ensher et al., 

2002; Greenhaus et al., 2003; Unger et al., 2014; Matthews et al., 2006), there is still 

a need to explore other non-work domains and how they relate to work and family 

roles. 

The predominant attention to family responsibilities rather than broader "life" 

issues has led to this trend (Chang et al., 2010), which may overlook concerns 

relevant to singles, male caregivers, and cultures with diverse value systems 

(Crooker, Smith, and Flitz, 1999). A limited view of non-work activities that restricts 
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them to only family and care responsibilities disregards the wide range of life 

experiences (Eikhof, Warhurst, and Haunschild, 2007). As research in this field is 

limited and the study is focused on China and Pakistan's socioeconomic and national 

backgrounds, religiosity, spirituality, and family structure were chosen as non-work 

domains to examine their influence on the relationship between performance 

appraisal quality, HRM system strength, and employee performance. The following 

section provides an overview of these three non-work domains and their connections 

to performance appraisal quality, HRM system strength, and employee performance. 

2.5.1a) Religiosity 

Religiosity, classified as a non-work domain factor, is defined by Koenig et 

al., (2000, p. 18) as a structured system of symbols, practices, beliefs, and rituals 

intended to promote a connection with the divine. It demonstrates how adherent 

people are to the religious tenets and standards (Farrukh, Ghazzawi, Raza and 

Shahzad 2021). According to Park (2000), a person's religiosity can be shown through 

a range of actions that reflect the importance of their religion or faith. Holdcroft 

(2006) cites Lewis (1978) who identified a number of synonyms for religiosity, 

including orthodoxy, devotion, belief, faith, holiness, and piousness. Religion fosters 

social interaction (Patel and Selvaraj, 2015). Organizations should encourage 

employees to show up for work (Rust, 2011). Sometimes, employees will interpret 

and carry out their tasks in accordance with their religious affiliations and principles. 

Since religiosity has a major impact on managers' social responsiveness behavior, the 

virtues instilled in religions may be important for the management of changing 

organizations (Verma and Singh, 2016). An employee who practices their religion 
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diligently is ethical, respectful of others, and highly committed to their work. 

Numerous religious practices have an impact on people's lives, sometimes as 

desired aspects of how they conduct their lives and other times as parts of the culture, 

news, and media that make up modern life (Fernando, 2006). However, religiosity is 

still a subject that is not fully explored in business studies. Cross-country differences, 

such as those between Pakistan and China, are important, according to academics and 

practitioners. In light of the fact that religiosity is one of the most pervasive and 

influential social institutions and has a profound impact on people's attitudes, beliefs, 

and behaviors both individually and collectively, this study will build on that and 

consider religion to be an essential non-work domain contextual factor to investigate 

(Mokhlis, 2009). Existing research has demonstrated a connection between 

religiosity and employees' performance (Kashif et al., 2016; Behr and Johnson, 

1995). Religion and spirituality have a favorable impact on how employees behave 

in the workplace (Hassan et al., 2016; Farrukh, Ying and Ahmed, 201). 

 It has been highlighted that religion offers this social support. According to 

Amaliah's (2014) research, a person's attitude and behavior at work are influenced by 

their faith. According to management research, prayer meetings, religious/spiritual 

terminology, Bible studies, and requests for time off for religious responsibilities are 

all on the rise, and spiritual and religious symbols and activities are becoming more 

common and accepted in the workplace (Digh, 1998; Mitroff and Denton, 1999; 

Conlin, 1999; Gallup and Jones, 2000; Laabs, 1995; Garcia-Zamor, 2003). But since 

this is still a new phenomenon, more study is encouraged in this field. Measuring 

religiosity has been the subject of numerous studies. Numerous articles of trust 
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literature follow the traditional practice of measuring people's religiosity by looking 

at how often they attend religious services (see, for instance, Traunmüller, 2009). 

There are numerous additional metrics for different types of religious beliefs. While 

they do capture certain aspects of religiosity, this study contends that the proportion 

of respondents who claim that religion has a significant influence on their daily lives 

(RELIMP) is a valuable addition. The current study has adapted measures of 

religiosity from Berggren and Bjørnskov (2011) to explore it as a non-work domain 

factor. 

Whereas, given the role that religion continues to play in contemporary 

nations, it is surprising that management researchers have not fully explored the 

intersection between religion and HRM in a more meaningful and determined way 

(Tracey, 2012). As religiosity appears to be complex, multifaceted, and context-

related. Its impact seems to be positive on many dimensions of work-related 

outcomes but mostly researchers explored religious perspective in social support, 

optimism, meaningfulness at work, work life balance (e.g., Prakash, 2018; Lynn, 

2009; Cohen, 2002; Steger and Frazier, 2005) but none has studied its effect on HRM 

System Strength. In the next section I will discuss another non-work domain factor 

as spirituality. 

2.5.1b) Spirituality 

 

Spirituality is considered as a non-work domain factor that provides an 

opportunity to explicitly express and encounter spirituality that is personal, internal, 

transcendent, subjective, and unstructured. Spirituality plays an important part in a 

majority of people’s lives around the world. For the purpose of fostering the growth 
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in the numerous facets of life, spirituality has been abstracted. The literature has made 

a distinction between spirituality and religion (King, 2007). Despite the fact, that 

there are currently around 70 definitions of spirituality in use, however, none of them 

are universally accepted (Markow and Klenke, 2005).  Spirituality is a complex and 

multifaceted concept with a wide range of definitions that are certainly possible. 

Various definitions of spirituality exist. For instance, Guillory (2000) views 

spirituality as our inner awareness, while Dehler and Welsh (1994) perceive it as a 

work feeling that spurs us into action. Barnett, Krell, and Sendry (1999, p. 563) 

consider it as a process of self-discovery, while Cavanagh et al. (2001, p. 6) see it as 

a worldview and a path. Nash and Mc (Delbecq, 1999, p.345) view spirituality as an 

avenue to sacred energy that drives life. 

Some people associate spirituality with having faith in and reverence for God, 

while others show this through participation in ritualistic behaviors like attending 

services on a regular basis and being actively involved in a variety of communal 

events with their own fraternity (Adeyemo, 2008; Ntalianis, 2005). Within the 

community, spirituality gives people a sense of purpose (Ashmos, 2000; Pradhan and 

Jena, 2017). Although workplace spirituality has come to have a significant meaning, 

research on the subject is still debatable because they are still relatively new (Van de 

Klerk, 2014). It is worth noting that the correlation between spirituality, anticipated 

results, and job satisfaction is significant (Van der Walt and de Klerk, 2014). As a 

result, according to Giacalone and Jurkiewicz (2010), the concept of workplace 

spirituality is becoming more widely acknowledged as a crucial component of the 

workplace and a way to boost productivity. Literature demonstrates that spirituality 
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boosts spirit, fosters trust and honesty, and improves how well workers carry out their 

duties (Leigh, 1997; Krishnakumar, 2002). According to Pandey et al. (2015), 

workers who exhibit spiritual qualities have a beneficial impact on co-workers.  

It bestows an optimistic view on workers, boosts their level of dedication, and 

results in higher performance (Milliman, 1999). Suárez (2015) noticed that 

spirituality produces energized and passionate employees and delivers symphonic 

unanimity among workers, while Khari and Sinha (2017) stated that spirituality 

enhances employees' good attitudes. Spirituality provides people with sentiments and 

emotions, assistance, or affinity as an experience that provides clues or direction. The 

sense of connection may be with God or another everlasting force, with the world, 

with nature, with other people, or simply with oneself. As per Long and Driscoll 

(2015), spirituality has the potential to transform employees into aware and capable 

leaders who view their work as meaningful, purposeful, and socially responsible. 

Workers in an organization that prioritizes spirituality are likely to be intrinsically 

motivated (Kalagnanam and Venne, 2014). 

It has been suggested that individuals with strong spiritual beliefs offer 

significant advantages to organizations. Research conducted by Harrington et al. 

(2001) found that employees who share the same values and spiritual aspirations as 

the organization are more likely to find meaning and purpose in their work. However, 

in order for companies to encourage the spiritual nature of their employees, a better 

understanding of spirituality and its components is necessary. Karakas (2009) 

reviewed 140 articles on the benefits of workplace spirituality for business 

performance and identified various perspectives on how it supports and benefits 
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employees and organizational performance, including providing a sense of purpose 

and meaning, promoting a sense of community, and enhancing intuitive skills through 

a deeper experience of consciousness (Vaughan, 1989, as cited in Agor, 1989). 

Nur (2003) pointed out, based on several studies, that businesses that identify 

as Christian tend to have higher levels of satisfaction. East (2005) also discovered a 

substantial and positive association between workplace spirituality and employees' 

productivity. Polley et al. (2005) asserted that despite the inherent value of spirituality 

for employees and the possible organizational benefits, spirituality at work was 

highly problematic, costly, and had unfavorable outcomes. They noted a number of 

problems, including the implementation's overall net cost, the risk of worker 

exploitation, the possibility of competitive disadvantages, and growing groupthink. 

Despite the validity of their arguments, the researchers recommended that the 

inclusion of spirituality in the workplace could be the subject of more research and 

empirical evaluations. For instance, prayer is considered to be a crucial aspect of 

spirituality for everyone. While there is limited empirical evidence on the influence 

of workplace prayer, anecdotal accounts indicate a positive association with 

corporate spirituality (Benefiel, 2005; Biberman and Tischler, 2008; Cavanagh and 

Hazen, 2008 as cited in Biberman and Tischler, 2008). 

Additionally, research has shown connections between spirituality, 

religiosity, job satisfaction, and workers' performance (Gupta, 2013; Amaliah, 2011). 

However, there is still a significant gap in understanding the relationship between 

some constructs, such as spirituality and religiosity, and variables that predict job 

satisfaction and employee performance. To date, no study has examined the 
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relationship among all three constructs—spirituality, religiosity, and employee 

performance—in the present literature, highlighting the need for further 

investigation. This study aims to fill this gap by analyzing the moderating impact of 

spirituality and religiosity on employee performance and defining the categories of 

spirituality, faith, and religiosity, as well as explaining how PAQ and employee 

performance are related in this process. 

The issue of whether incorporating or accommodating spiritual practices in 

businesses results in increased productivity or profitability is a complicated and 

controversial one. In their work, Dent, Higgins, and Wharff (2005) describe the 

difficulties associated with measuring and ensuring the reliability of the connection 

between spirituality and performance. Some researchers argue that there may be 

ethical and moral quandaries related to the investigation of whether embracing 

spirituality in the workplace enhances organizational performance or profitability, 

while others assert that spirituality can enhance employees' performance. 

Concerns have been raised about the use of spirituality as a managerial 

strategy to influence personnel by some scholars (Fernando, 2005; Brown, 2003; 

Cavanagh and Bandsuch, 2002; Mirvis, 1997). They argue that spirituality should not 

be employed as a managerial tool to improve financial success in enterprises but 

should be viewed as a means to an end in itself. Meanwhile, other academics suggest 

that spirituality can be used to enhance workers' performance. Notable scholars 

challenge those who study this topic to methodically and objectively explain how 

spirituality improves performance. 

Several studies in the past decade have found links between workplace 
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spirituality and improved productivity and performance. Further investigation 

demonstrates that businesses with optional spirituality programs have had greater 

success and revenues. Nonetheless, there have been many debates and 

misunderstandings about the purpose and validity of "spirituality at work" and its 

connection to performance. While research on the relationship between spirituality 

and employee performance is becoming increasingly important, it has not yet been 

integrated and thoroughly examined. The next sub-section discusses family structures 

as an important non-work domain factor. 

2.5.1c) Family Structures  

 

Family is the first group in our lives to have a substantial impact on our values, 

attitudes, beliefs, and behaviors (Giddens, 1984). Anthropologists now acknowledge 

that families can differ fundamentally depending on the values they view as important 

in different ways. Sociologist Frédérik Le Play (1875) left behind a body of work that 

Todd (1985) expanded upon to create a highly acclaimed typology of families that 

has been beneficial in various studies (Ling, 2002). Todd (1985) distinguished four 

different family structures based on whether or not children continue to live with their 

parents after their marriage and whether or not the parental estate is distributed 

evenly. The ideal nuclear family is egalitarian and liberal. While the authoritarian 

nuclear family exhibits the ideals of inequality and authority, the egalitarian nuclear 

family is characterized by the concepts of liberty and equality. The principles of 

equality and authority define the community family. All brothers are given the same 

inheritance rights and live with their parents in extended households. 

However, given the increased blending of cultures and the globalization of 
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people, notable exceptions are likely to emerge (Ohmae, 1990). This shows that 

family structure should be viewed as an important non-work domain factor. The 

fundamental premise of this research is that the family structure, being part of the 

non-work domain, will significantly affect the efficiency of performance appraisal 

quality, HRM System Strength, and employee performance. 

Members of a family grouping (such as a family, organization, or community) 

display a certain amount of devotion to the group and, as a result, anticipate the 

group's assistance. Organizational form refers to "the precise model or framework 

within which transactions are conducted" in terms of starting new businesses (Steier, 

1998, p. 512). Organizational structure matters and has a significant impact on a 

venture's ability to survive and succeed (Coase, 1937; Bradach and Eccles, 1989; 

Powell, 1990; Williamson, 1975, 1985; Stinchcombe, 1965). Because the family has 

historically represented a key type of social structure, the current study has chosen 

family structure (nuclear vs joint family structures) as a characteristic of non-work 

domain. In spite of this, prosocial behavior and family structure have a significant 

impact on employees' performance at work (Menges et al., 2017; Brehm and Self, 

1989).  

Additionally, the importance of family and prosocial incentives strengthens 

employees' commitment to looking out for their family members (McNeely and 

Meglino, 1994; Grant, 2007). The effect of contextual background of employees on 

how they perceive and understand activities from HR can be explained and attributed 

in different ways (Kitt and Sanders, 2021). For instance, past studies have looked at 

some aspects of family structure as it relates to income, career success, career 
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advancement (Tharenou, 1999), marital status, parental status, sibling status and 

spousal employment status of family structures (Manchester, Leslie, and Dahm, 

2019). Recent study by Manchester (2019) revealed that a greater number of 

dependents on a single breadwinner, badly impacts performance of employee. In 

recent years, there has been a shift from households with two earners to dual-

breadwinner households where both partners possess comparable levels of human 

capital investment and earnings (Benson, 2015; Costa and Kahn, 2000). 

Bear and Glick (2017) suggest similar logic apply for employees at individual 

level, whose number of dependents at home are more as compared to few, struggle 

more for performing better, as they are overburdened with responsibilities. 

Additionally, the neoclassical economics theory of the family (Becker 1981, 1985) 

implies that investments in human capital may differ depending on the breadwinner 

role. Those who serve as the primary breadwinner tend to have higher levels of human 

capital compared to dual-breadwinners, secondary-breadwinners, and unmarried 

workers. This is due to their longer career expectations and more available time for 

work, enabling them to make continued investments. Conversely, secondary-

breadwinners are likely to invest less in human capital as they have shorter career 

expectations and fewer opportunities for ongoing investment. This may result in their 

relatively lower job performance compared to primary-breadwinners. 

Despite the academic rationale, it is plausible to assume that family structure, 

being a highly personal factor, has the potential to impact employees' behaviors and 

outcomes (Grant and Berry, 2011). Nevertheless, the authors noted a lack of research 

in this domain, as only a few scholarly articles have been published on this subject 
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(Dumas and Sanchez-Burks, 2015; Menges et al., 2017).Further, the theoretical 

underpinning of non-work domain factors with HRM System Strength, HR content 

and employees’ performance has been established through Job-demand resource 

theory.  According to the JD-R assumptions, job demands, and resources can be used 

to understand, explain, and predict how well employees will perform on the job, with 

job demands being able to lead to burnout (or other undesirable outcomes) and job 

resources being able to inspire employees to engage in their work and affect 

performance and positive outcomes (Bakker and Demerouti, 2014).  

Job demands are the physical, psychological, social, or organizational aspects 

of a job that require continuous effort or skills and result in physiological and 

psychological costs (Demerouti and Bakker, 2011, p. 2). These demands are often 

associated with positive performance evaluations (Bakker and Demerouti, 2007). Job 

resources, on the other hand, are factors related to a job such as support or control 

that aid in achieving work goals, reduce the physiological and psychological costs of 

fulfilling job demands, foster personal growth and learning, and typically have 

positive connections with work engagement and performance. This is exemplified by 

vigor, dedication, and work absorption (Schaufeli and Bakker, 2004), according to 

Demerouti and Bakker (2011). 

Previous research has suggested a link between family structure, income, and 

employee career success (Schneer and Reitman, 1993), as well as career advancement 

(Tharenou, 1999). Additionally, some studies have highlighted the role of family 

structures in restricting success-enhancing experiences (Mayerhofer, Meyer, 

Schiffinger and Schmidt, 2008; Kirchmeyer, 2006; Eddleston, Baldridge and Veiga, 
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2004) that can have an impact on employee performance. More recently, gender 

differences and race are also studied, that impact family structure associated with 

different breadwinner roles that affect employee performance outcomes (Manchester, 

2018). But interestingly I found no study that directly relate the performance appraisal 

quality, and the effect of family structures that is critical to be studied for 

understanding why and how employees’ performance get impacted by appraisal 

ratings and how HR process play a role in this regard. 

 

The aim of this study is to examine how non-work factors influence the 

correlation between performance appraisal and employee performance, consistent 

with previous research. Utilizing the JD-R theory, the research examines how 

individual job resources and demands, including family obligations, energy, and time 

resources, can impact job performance. Family responsibilities can deplete an 

employee's personal job resources and negatively impact their performance, while 

job resources like family support, religiosity, and spirituality can positively influence 

performance. The study found that demands from the workplace and home were more 

strongly linked to adverse interactions, while job and personal resources were more 

strongly associated with positive interaction. The presence of four different 

dimensions of work/non-work interaction was confirmed. The next section presents 

the research literature regarding employees’ performance. 

2.6 Employee performance 

 

Work performance refers to a set of actions or behaviors that align with the 

goals of an organization, as stated by Campbell (1990). Robbins (2003) characterizes 
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work performance as the result of all work-related procedures and undertakings 

performed within a company.Whereas, performance, according to Dessler (2000), is 

a job achievement that involves comparing work results to a predetermined 

benchmark. Performance is correlated with quantity, quality, punctuality, attendance, 

efficiency, and effectiveness of work, suggested by Mathis and Jackson (2009). For 

all organizations, achieving a high level of performance is essential since it directly 

correlates with the development of an organization that can survive itself (Burney, 

Henle, and Widener, 2009).  

According to several researchers (Hassan, 2016; Breuer, Ahmad, and 

Salzmann, 2018; Mira, Choong, and Thim, 2019) employee performance is a more 

general indicator that can encompass productivity, quality, consistency, and other 

factors. In contrast, performance measures might include outcomes, criterion-based 

behaviors, relative (Normative) metrics, education and training concepts and tools, 

such as management and leadership training, to develop the essential abilities and 

mindsets for performance management (Richard, 2002). Employee performance 

measures are the tools the company uses to monitor its operations and assess how 

well its objectives are being met (Cheng, 2008). According to Ricardo (2001), there 

are many different ways to measure performance, including employee and 

management behavior that is focused on achieving results, as well as metrics for 

training concepts and tools, education, as well as management and leadership 

development, which are the fundamental skills and mindsets required to boost 

performance within an organization. According to Salleh et al. (2011), productivity 

and time can be used to compare employee performance to organizational 
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performance standards. Measures including productivity, efficiency, effectiveness, 

quality, adherence to work ethics and rules, job satisfaction, and profitability can all 

be taken into account when evaluating an employee's performance (Nassazi, 2013). 

Performance is a complicated concept to describe and conceptualize. Instead 

of using the term "performance," Guest (1997) prefers to use the term "outcomes." 

He makes a distinction between three types of outcomes, organizational outcomes, 

HRM outcomes including (employees' attitudes and behavior) and financial 

outcomes. Dyer and Reeves (1995) classified outcomes into four categories, namely, 

those linked with human resources (HR), organizational and financial results 

(Paauwe and Boselie, 2005; Boselie et al., 2005). 

 According to Wright et al. (2003), some HR results are more closely 

connected to HR practices, and the impact of HR practices on distant outcomes is 

accomplished by their effect on intermediate outcomes. Furthermore, Guest (1997) 

explained that particular HRM results are frequently utilized as mediating variables 

that fill the "black box" between HR practices and organizational outcomes. 

Therefore, employee performance is regarded as an intermediate outcome or HR-

related outcome to clarify the "black box" area. The meaning of employee 

performance has broadened from a narrow emphasis on job responsibilities to a more 

comprehensive understanding of work obligations in response to changing 

organizational environments (Griffin et al., 2007). 

According to Peters et al. (2014), job performance outcomes can be grouped 

into three categories: task performance, organizational citizenship behavior, and 

counterproductive work behaviors. However, job performance is a complex 
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phenomenon that includes behavioral outcomes (Babin and Boles, 1996), as defined 

by Campbell, McCloy, Oppler, and Sager (1993). Williams and Anderson (1991) 

state that job performance refers to the behaviors necessary to fulfill work 

responsibilities. Alessandri and Vecchione (2012) and Borman and Motowidlo 

(1993) describe employee performance as the degree to which employees effectively 

perform the job activities listed in their job description (JD). Moreover, other studies 

(Griffin et al., 2007; Katz and Kahn, 1978; Jiang, Lepak, Han, Hong, Kim, and 

Winkler, 2012) have highlighted other terms, including "work attitude" (Edgar and 

Geare, 2005), "in-role behavior performance" (Tremblay, Cloutier, Simard, 

Chênevert, and Vandenberghe, 2010; Kehoe and Wright, 2013; Snape and Redman, 

2010), and "work role performance" (Staufenbiel and König, 2010). 

Katz and Kahn (1978) have placed emphasis on in-role performance as a 

concept of job performance in recent years. In-role performance refers to an 

employee's core task behavior, which is based on expected reactions that have a 

significant impact on the organization's effectiveness (Katz and Kahn, 1978; Thibaut 

and Kelley, 1986). The idea discussed here is closely connected to the concepts of 

task performance (Johnson, 2003) and job role behavior (Welbourne, Johnson, and 

Erez, 1998). Griffin et al. (2007) coined the term "work role performance" to refer to 

the critical behaviors that organizations prioritize to achieve effectiveness. The 

objective of this thesis is to investigate job performance as an HR-related outcome 

that encompasses in-role behavior performance, to offer evidence-based proximal 

outcomes. 

The performance of an employee is defined by their in-role behavior, which 



69 
 

comprises the behavior necessary to complete fundamental tasks (Chughtai, 2008). 

This definition involves three forms of individual task responses: task proficiency, 

task adaptability, and task proactivity. However, in-role behavior has not been given 

the same level of attention as extra-role performance, which encompasses 

organizational citizenship behavior (Rai, Ghosh, Chauhan, and Singh, 2018). Griffin 

et al. (2007) identified task proficiency, task adaptability, and task proactivity as three 

job role characteristics that are linked to the performance construct. They argued that 

these three characteristics establish a system of interdependence within the social 

context, where an individual's behavior influences the effectiveness of others, 

including groups, teams, and the organization as a whole, and dynamically links the 

organizational behavioral processes. 

The job of employees entails not only fulfilling the responsibilities specified 

in their job descriptions, but also exhibiting behaviors that are not mandatory but can 

benefit the organization. These behaviors can be categorized into three job-related 

aspects, as identified by Griffin et al. (2007). The initial factor is task proficiency that 

refers to fulfilling the required tasks or actions indicating an employee's adherence to 

their individual role's expectations and demands. This involves ensuring the precise 

execution of essential responsibilities. Fundamental task proficiency gauges the 

efficiency of individuals in performing their formal job responsibilities (Crant, 2000; 

Parker, Williams, and Turner, 2006), highlighting their effectiveness. 

In addition, task performance appears to have a motivating effect on 

individuals, satisfying their need for competence and bolstering their confidence in 

their abilities and potential (Sackett and Dreher, 1982; Deci, 1971; Locke and 
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Latham, 2013). Task proficiency, according to Boon and Kalshoven (2014), also 

promotes teamwork behavior and enhances the ability to acquire additional resources 

(Stout, Salas, and Carson, 1994). Griffin, Parker, and Mason (2010) argued that 

effective task performance contributes to the accomplishment of expected work 

requirements, such as those outlined in job descriptions and within predictable 

environments. An individual must consider how well they perform the tasks they 

know they must undertake to succeed in their role within the organization. Second, 

the term "task-adaptability" pertains to the capacity to manage, adjust to, and 

facilitate change, including an employee's ability to adapt to new tools, processes, or 

procedures in critical activities (Griffin et al., 2007). Griffin et al. (2010) later 

observed that task-adaptability necessitates positive responses to unforeseen and 

unique circumstances, making it particularly effective when uncertainty is high and 

work requirements cannot be anticipated. 

Task-adaptability, according to Griffin et al. (2007), lies at the core of task 

proficiency and task proactivity, effectively dealing with uncertainties arising from 

external changes. Under moderate uncertainty levels, employees display passive 

responses to changes in their environment. The third aspect, task proactivity, refers 

to the extent to which employees take self-directed and task-oriented actions to 

initiate or anticipate changes in their work environment, such as improving core 

activities (Griffin et al., 2007; Parker et al., 2006; Crant, 2000). Anticipatory action, 

according to Grant and Ashford (2008), refers to proactive behavior that aligns with 

predetermined procedures or goals to influence oneself and the surrounding 

environment. Task-proactivity emphasizes self-initiated change, as per Griffin et al. 
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(2010), which leads to better employee behavior in unexpected work scenarios. 

However, proactive workers tend to perform better than their counterparts only in 

their primary duties, such as pleasing immediate managers (DuBrin, 2013). In 

summary, this thesis posits that job performance consists of in-role behavior 

performance, which encompasses three job aspects, namely task proficiency, task 

adaptability, and task proactivity. 

Employee performance, according to Guest (2017), is a crucial predictor of 

the effectiveness of HR practices that affect organizational performance. However, 

HRM theory and research models tend to prioritize measures to improve 

performance, with employee concerns taking a back seat. As such, researchers and 

practitioners must consider factors that influence employee performance, including 

their attitudes, beliefs, and actions, to understand how they contribute to achieving 

organizational goals (Atatsi, Stoffers, and Kil, 2019; Motyka, 2018). Grant, Parker, 

and Collins (2009) highlight the need to investigate supervisors' feedback and 

perceptions of employees to determine whether their proactive, adaptive, and 

proficient behavior, accompanied by self-serving values, is less valuable or whether 

it offers less constructive contributions. 

Various earlier research has scrutinized the connection between performance 

measurement systems and organizational performance concerning employees' 

performance and performance appraisal quality. These studies have explored how 

performance management systems affect employees' performance (Leach-Lopez et 

al., 2008; Lawler, 2003; Appelbaum et al., 2013). However, there is inadequate 

literature on the link between employees' perception of performance appraisal quality 
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and their performance. 

Past studies on the relationship between Human Resource Management 

(HRM) system strength and employees' performance have mainly centered on the 

content perspective. They have focused on how individual HRM activities or sets of 

practices influence outcomes (Jackson et al., 2014; Jiang et al., 2012). Nevertheless, 

a few scholars have redirected their focus towards the process features of HRM 

systems and how their effectiveness affects outcomes and performance (Bowen and 

Ostroff, 2004; Ostroff and Bowen, 2000). Despite this shift, limited research has 

explored the correlation between HRM system effectiveness and employee 

performance. 

The intersection of non-work domain factors and employee performance is a 

nascent area of research. While non-work domain factors are acknowledged as an 

explanatory construct in management, including international operations 

management (Prasad et al., 2001; Pagell et al., 2005; Erthal and Marques, 2018), their 

impact on employee performance is poorly understood. The literature highlights the 

contextual factors that contribute to successful management control and performance, 

including teamwork, leadership, and resource availability (de Waal and Counet, 

2009; Bourne et al., 2000; Henri, 2006; Bititci et al., 2006; Franco-Santos and 

Bourne, 2005; Williams et al., 2019). However, there is a dearth of understanding 

regarding the impact of non-work domain factors, such as family structure, 

spirituality, and religiosity, on employee performance. 

While some simplistic hypotheses can be drawn from the literature, the 

relationship between non-work domain factors and employee performance is 
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complex and not fully understood. Therefore, understanding the impact of these 

contextual factors is crucial to maintain relevance in this field. To improve 

comprehension of how contextual factors impact employee performance and 

contribute to the wider body of knowledge on management theory and practice, this 

study analyzes cases in two distinct country contexts. Previous research has 

investigated this issue (Pagell et al., 2005; Weingarten et al., 2011; Stiles, 2015; Lee 

Park and Paiva, 2018), but the current study aims to address the existing gap in 

research. The next section, 2.7, provides further elaboration on the study's context. 

 

2.7 Asian context of the study 

 

Boxall and Huo (2019) have suggested that the implementation of HRM 

processes varies across different international contexts. However, research on 

Pakistani and Chinese organizations is limited in the Western literature. Therefore, 

this study aims to provide a contextual contribution to the HRM process literature by 

conducting research within telecommunication organizations operating in Pakistan 

and China. The study will investigate the influence of HRM system strength, 

performance appraisal quality, and non-work domain factors on employee 

performance in both country contexts. Managing people in a global business context 

requires addressing disparities in cultural, social, and economic systems of 

interdependent regions and nations. 

 However, the majority of recent HRM studies have focused on the Western 

world, raising concerns about the applicability of this knowledge to other contexts. 

To address this gap, researchers have begun exploring how HR policies and practices 
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vary across countries in order to develop a truly international perspective on HRM. 

(Sanderson and Mujtaba, 2017; Adler and Gundersen, 2008; Scullion and Paauwe, 

2004). Given the growing demand for taking context into account in HRM studies 

(Kaufman, 2013; Cooke 2018), this study, addresses this scarcity of research 

literature by undertaking research in a cross-country context, perspectives from 

Pakistan and China, to explore differences in employees’ perceptions.  

2.7.1 Pakistani context 

 

The Telecommunication industry of Pakistan serves as the industry setting for 

the current study, which was selected through various brainstorming sessions. The 

sector has significantly contributed to the overall development of the economy and 

the service sector over the past twenty years. All working companies in the 

telecommunication sector of Pakistan were included in the research. PTCL was the 

first telecommunication company in Pakistan, providing telecom facilities to the 

population. Other cellular companies gradually initiated their businesses over time. 

The research selected the telecommunication organizations based on different 

rationales, including the sector's contribution to the country's gross domestic 

production and employment opportunities.  

The telecommunication sector in Pakistan attracts a substantial amount of 

foreign direct investment, with over 6.5 billion dollars invested in the sector, as 

reported in the Pakistan Telecommunication Authority's Annual Report (2019-2020). 

The sector's revenues reached 488.7 billion Pakistani Rupees, showing a 3.96% 

growth in one year, as per the Economic Survey of Pakistan (EOP) 2019-2020 and 

PTA Annual Report (2019-2020).  
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Although the Telecommunication Industry of Pakistan encompasses Cellular 

operators, Fixed Local Loop (FLL) operators, and Wireless Local Loop (WLL) 

operators (PTA, 2012-2013), this study focused only on five cellular operators (Ali, 

Yilmaz, Safwan and Afzal, 2010). Since these organizations are overseen by the 

Pakistan Telecommunication Authority (PTA), the researcher presumed that their 

working conditions would be quite comparable due to 1) adhering to the same 

regulations, 2) offering similar products, 3) having similar cultures, 4) using 

comparable performance appraisal systems due to being in the same industry, 5) 

having competitive Employee Development (ED) measures, and 6) employing nearly 

identical compensation practices to withstand the intense competition (Imtiaz, Khan 

and Shakir, 2015). 

In light of the remarkable progress witnessed in Pakistan's telecom sector, 

telecom organizations have embraced competitiveness of HRM practices (Marwat, 

Qureshi, and Ramay, 2006). To comprehend the expansion of HRM departments and 

managers' inclination towards grasping HRM System Strength, organizations from 

the telecom sector were selected. This was done with the aim of adopting and 

executing it in their organizations, as a step towards progress and achieving maximum 

profit. 

The telecom industry in Pakistan is highly competitive, surpassing other 

industries in its intensity (Shoaib et al., 2009). Employees are viewed as a valuable 

asset with knowledge, making employee retention a key issue faced by telecom 

companies (Shoaib et al., 2009). Consequently, human capital development and other 

HR practices are crucial for managing the companies' infrastructure (Agbebi, 2018). 
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Organizations need to invest in HR practices to develop, manage, and retain 

employees, given the sector's growth in size and the increase in the number of 

employees, through documentation and administrative processes (Kotey and Slade, 

2005). The telecom companies compete intensely to remain in business. 

To investigate the relationship between employer and employee regarding 

HRM System Strength features and performance appraisal quality, it was deemed 

necessary to obtain a sample from large organizations with established and updated 

HRM systems. Given the technology-based nature of the telecom sector, which 

typically attracts IT-skilled individuals, effective HRM is essential in managing a 

diverse workforce (Panayotopoulou et al., 2007). Therefore, selecting organizations 

from the telecom sector is appropriate for this study. 

2.7.2 Chinese context  

 

The Chinese government faces persistent challenges in keeping the country 

connected to the global market, facilitating business and satisfying consumers. These 

challenges include keeping up with technological advancements, commercial 

activities, consumer needs, and surveillance (Triolo, 2020). In the past 30 years, 

China's telecommunications sector has undergone multiple reforms that aimed to 

promote liberalization and privatization (Warner and Nankervis, 2012). As of today, 

China has emerged as a significant market for communications worldwide. In 2019, 

China had over 850 million internet users, accounting for over 20% of all internet 

users globally, and generated more than 100 billion yuan in revenue for the 

telecommunications industry each month. 

The study focuses on three state-controlled telecommunications service 
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operators dominating the Chinese market. Among these, China Mobile stands as the 

third-largest global telecom operator generating revenue of over 745 billion yuan in 

2019 (Jaisal, 2020, Triolo, 2020). As of 2018, China boasts of the highest global 

mobile-cellular user base with over 1.6 billion subscriptions. China has been one of 

the top players in the production and deployment of 5G technology since its inception 

in 2019, with an estimated highest number of 5G connections by 2025 compared to 

industrialized nations in North America, Asia-Pacific, and Western Europe combined 

(Jaisal, 2020). 

Even though HRM practices have a uniform impact on organizational 

performance, their actual influence can differ based on the cultural context. This 

aspect is under investigation in the cases of China and Pakistan. Additionally, it is 

crucial to explore HRM System Strength from a cross-cultural perspective as it has 

not been extensively studied. Previous research from China and the Netherlands has 

indicated that HRM System Strength in a particular country can affect the connection 

between sets of HRM practices and employee outcomes differently (Li et al., 2011; 

Sanders, Dorenbosch, and de Reuver, 2008). 

According to Sanders et al. (2015), variations in the effect of HRM System 

Strength on employees' innovative behavior across countries can be attributed to 

differences in context. This is due to the influence of non-work-related factors, goals, 

and emotions on employee attitudes and behaviors (Hofstede, 1980; Taras, Kirkman, 

and Steel, 2010). Due to individual differences, there may be a significant gap 

between what an organization intends to achieve with its HRM practices and how 

employees perceive them in the workplace, both in China and Pakistan (Wright and 
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Nishii, 2013). 

Additionally, the China-Pakistan Economic Corridor's historic inflow of USD 

46 billion in foreign direct investment highlights the need of researching 

organizational effectiveness in Pakistan and China for the benefit of bilateral trade. 

In this highly competitive market, public sector organizations must look to their 

human resource departments to create a sustainable competitive advantage. Future 

researchers may also take a qualitative or mixed-method approach to investigate the 

topic more thoroughly by looking at higher professionals.  

Based on the reviewed literature and above-mentioned theories, the study's 

theoretical framework is presented in Figure 2.1.  
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Figure 2.1: The theoretical framework of the study 
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2.8 Hypotheses Development 

 

The relationships among the study variables that appear relevant to the current 

research is reflected in a conceptual framework demonstrated earlier in Figure 2.1. 

To test the relationships empirically, numerous hypotheses have been generated 

based on the review of pertinent literature. Based on research questions, subsequent 

hypotheses are proposed for this suggested research.  

2.8.1 Performance appraisal quality, HRM System Strength, and employee 

performance  

 

The antecedent of improving employee performance, performance appraisal 

quality (PAQ), is defined by Bednall et al. (2014) in terms of openness, regularity, 

and clarity. It is an important HR practice that sets objectives and required behavior 

for achieving employee performance in terms of task efficiency, adaptability, and 

proactivity, as noted by DeNisi and Sonesh (2011) and DeNisi and Murphy (2017). 

As low-quality PA can lead to ineffectiveness, lower efficiency, and poorer 

performance, employees are more sensitive to the fairness and quality of PA (Curzi, 

Fabbri, and Pistoresi, 2020). Employees who perceive quality in their performance 

appraisal (PA) exhibit positive behaviors, such as increased job satisfaction, more 

innovative behavior, and improved work performance (Selvarajan, 2018; Bednall et 

al., 2014; Ikramullah et al., 2016). Encouraging an open feedback process (Selvarajan 

and Cloninger, 2012) can lead to the desired performance in terms of task efficiency, 

adaptability, and proactivity within the organization. 

The quality of performance appraisal delivered by managers is significant in 

terms of HRM content (Macneil, 2001), as it has the potential to provide valuable 
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performance feedback to employees and help them perform more effectively. This is 

because managers implement the HR policies and procedures of the company and 

help the company achieve its strategic goals by overseeing the performance of 

specific team members, making them the primary point of contact between the 

company and its employees (Nankervis et al., 2005). One of the fundamental HR 

procedures is performance appraisal, which is typically done in a formal environment 

with the goals of improving employee performance, enabling better compensation 

and promotion decisions, and ultimately increasing organizational effectiveness 

(DeNisi and Sonesh, 2010). Managers may give regular informal feedback to workers 

outside of the office (Larson, 1989). However, the manner in which feedback is given 

will determine if performance appraisals are successful in accomplishing these goals 

(Hattie and Timperley, 2007). 

Nicol and Macfarlane-Dick (2006) claimed that feedback is essential in 

promoting transparent communication and enhancing performance. According to 

Feys, Anseel, and Wille (2011), employees react positively to feedback when they 

understand the rating process. Participants in this study were asked to evaluate the 

quality of their managers' feedback based on the clarity, regularity, and openness of 

feedback, in accordance with the qualities of effective feedback (Nicol and 

Macfarlane-Dick, 2006; Kluger and DeNisi, 1996), to examine the effect of high-

quality performance appraisal on employee performance. Previous research has 

revealed that well-delivered feedback can boost performance. Furthermore, 

performance appraisal quality as perceived by employees can function as a vital 

signal from managers to employees, providing a clear and complete picture of 
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performance expectations (Bednall et al., 2014), in line with signaling theory 

(Connelly et al., 2011) and the HR process approach to HRM (Bowen and Ostroff, 

2004; Ostroff and Bowen, 2016; Sanders and Yang, 2016). Therefore, it is argued 

that defining clear performance expectations will enhance employee performance. 

Thus, our first hypothesis is formulated as: 

 H1: Performance appraisal quality is positively related to employee 

performance. 

 

Furthermore, I contend that the HRM process influences how feedback is 

utilized to improve employee performance. Specifically, I propose that performance 

evaluation is most effective when it is integrated into a robust HRM system. Kelley's 

attribution theory (1967, 1973) identifies three elements of a "strong" HRM system: 

(1) the uniqueness of HR practices (i.e., they are visible, understandable, and 

perceived as legitimate), (2) the consistency of HR practices (i.e., they are presented 

in a consistent manner across different channels and over time), and (3) agreement 

on HR practices (i.e., policy makers agree on the necessity and purpose of the 

practices). According to Bowen and Ostroff (2004), employees' perceptions of these 

three elements contribute to a favorable organizational climate. This type of 

environment, akin to Mischel's (1973) strong situation, promotes a shared, clear 

understanding of the behaviors that are rewarded and supported by the organization. 

Studies have utilized the covariation principle to explain that employees who 

perceive HRM systems as distinct, consistent, and consensual are more likely to 

comprehend what is expected of them, resulting in increased organizational 

commitment (Messersmith, Patel, and Lepak, 2011; Sanders et al., 2008) and job 

satisfaction (Nishii et al., 2008). Favorable attributions about HRM have been linked 
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to better employee performance outcomes (Nishii et al., 2008). However, it is unclear 

to what extent HRM affects employees' adaptive, efficient, and proactive behavior. 

Furthermore, the majority of HRM studies have been cross-sectional and evaluated 

within a single period, making it uncertain whether perceptions of an HRM system 

can transform attitudes and behavior over time. 

My proposition is that comprehending HRM will lead employees to act on 

appraisals more willingly. I expect that high-quality performance appraisals will 

enhance employee performance, and the HRM system's effectiveness may indicate 

the company's appreciation for its personnel's proactivity, adaptability, and efficiency 

(Blandford, 2000). When HR procedures are distinctive, proactive activities may be 

recognized by employees. Similarly, if performance evaluations are closely 

integrated with other HRM practices, employees may be more likely to act on them 

(Rebore, 2004). Alternatively, when HRM policy makers and managers are in 

agreement about the necessity of continuous improvement, employees may focus on 

improving their skills to enhance job performance. Nevertheless, the question of 

whether perceptions of HRM systems can affect attitudes and behavior over time 

remains unclear due to the cross-sectional nature of most HRM studies, which only 

measure within a single time period. 

Bowen and Ostroff (2004) suggest that moderation is the crucial mechanism 

through which HR strength affects outcomes. However, there is limited research 

exploring the role of employees' perceptions of HRM as a moderator in the 

relationship between performance appraisal quality and employee performance 

(Kehoe and Wright, 2013). Thus, in this study, I propose a model that considers HR 



 

84 
 

system strength as a boundary condition or moderator in the relationship between HR 

content and employee performance. 

To summarize, this thesis suggests that the effectiveness of performance 

appraisals in improving employee performance can be maximized by considering the 

moderation of HR process characteristics such as distinctiveness, consensus, and 

consistency. The interdependence between HR content and process emphasizes the 

importance of addressing both factors to achieve optimal employee performance 

(Katou and Budhwar, 2014). Therefore, I propose an additional hypothesis regarding 

the interaction between HRM system strength and performance appraisal quality as 

follows: 

H2: HRM System Strength moderates the relationship between performance 

appraisal quality and employee performance, such that the relationship is stronger 

when HRM System Strength is high rather than low. 

 

2.8.2 The moderating effect of non-work domain factors 

 

Khan and Jianguo (2018) in their work illustrate this by exemplifying that 

family values in both Chinese and Pakistani contexts are strong, but they are varied 

in many perspectives i.e., norms, family structure, customs and religion. The present 

study will expand research beyond commonly studied cultural dimensions of 

Hofstede by taking three non-work domain contextual factors as discussed earlier. 

Additionally, scholars like Farndale and Sanders (2017) suggest that there is a need 

to explore the construct of HRM System Strength from a cross-cultural perspective, 

as limited research has been conducted in this area. Despite this, some studies 

(Cafferkery et al., 2018; Bentzen, 2018; Ostroff and Bowen, 2016) indicate that HRM 

System Strength may be a crucial factor that warrants further investigation. 
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This proposed relationship has explored contextual aspects at individual level 

between two countries, i.e., Pakistan and China. Looking at the contextual differences 

of HR content-performance relationship, and how HR process will further intensify 

this relationship. In this regard, it is observed that with growing Chinese economic 

and political influence on the international forum and its close ties with Pakistan, 

there is a need for better understanding of Chinese workplace context. It is for this 

purpose that this study has examined how employees in these two countries at 

individual level perceive HRM System Strength and see how it influences 

performance of employees in an effective way. This study has taken the three factors 

of non-work domain as religiosity, spirituality and family structure. 

The foundation of performance appraisal is based on signaling theory, which 

deals with communication both inside and outside organizations (Bergh, Connelly, 

Kitchen, and Shannon, 2014; Connelly et al., 2011; Highhouse, Thornberry, and 

Little, 2007). When managers provide feedback with clarity, regularity and openness 

it makes employees work more efficiently. Whereas further JD-R theory elaborates 

in conjunction how non-work domain factors play a substantial role in defining the 

way employees in their organization interpret communication flows and messages in 

their country context and how they perceive these factors as a resource for 

themselves. For example, as discussed in above sections, the purpose of appraisal 

practice is to provide feedback to employees. Now the perceptions of performance 

appraisal differ both in Pakistani and Chinese countries due to contextual effects of 

non-work domain factors.  

For instance, appraisal ratings for Chinese employees are more based on 
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seeking grades for improvements while in Pakistan it solely depends on the rewards 

and bonuses they will get in return (Kashif et al., 2016).  However, it could be subject 

to certain exceptions depending upon changing times and context bound scenarios 

(Fachrunnisa and Adhiatma, 2014). This research assumes that religiosity in this 

regard plays a significant role for improving employee’s performance. Confucianism 

has an impact on the majority of Chinese people to some extent. Confucianism is not, 

strictly speaking, a religion (Rottman, Zhu, Wang, Schillaci, Clark, and Kelemen, 

2017). But in China, where Confucianism achieves status as a religion with equal 

religious freedom and spirituality, it has evolved and controlled people's minds as an 

official concept for more than two thousand years.  

This is where Confucianism transcends religion (Rottman et al, 2017).  Thus, 

it is presumed that although religion is not openly practiced in China, but still, they 

consider it an ethical belief which could affect their moral values in performing their 

work positively. While in Pakistani context, religiosity is ingrained in Muslim 

employees, and they practice it as well as use in all matters of life and work 

prominently (Mohd Dali, Yousafzai, and Abdul Hamid, 2018).   When employees do 

their work with a motivation which comes from their moral values, beliefs and rituals 

it becomes a resource for an employee, which make them perceive their appraisal 

feedback with more clarity will enhance their performance more effectively.  

Weaver and Agle (2002) also asserted that religiosity influences on human 

attitudes and behavior, in fact it influences the potential of one’s behavior about right 

and wrong. If I look at Pakistan, the most prominent religion followed is Islam. 

Islamic religiosity and spirituality worldviews encourage stewardship, support and 



 

87 
 

cooperation because for Muslims their religion significantly impacts their 

relationships at work (Farrukh et al., 2021; Machouche and Bensaid, 2015; Nurtjahjo, 

and Rusdi, 2018; Ancut, and Mahadevan, 2017; Possner, 2015). Contrarily, Chinese 

employees don’t follow any religion mostly but still their ethical believes make them 

think to work more meaningfully and perceive their feedback as regular exercise 

which make them perform proactively. Thus, it is hypothesized that: 

H3a: Religiosity moderates the positive relationship between performance 

appraisal quality and employee performance, such that the relationship is stronger 

when religiosity is high rather than low. 

The second factor being investigated is family structure, which is relevant to 

both China and Pakistan due to their collectivist cultural orientation. Shockley et al. 

(2017) noted that family demands are viewed as normal rather than burdensome in 

collectivist cultures, leading to a greater acceptance of tension between work and 

family. However, Oishi et al. (2015) suggested that collectivist cultures may 

experience greater family demands due to their focus on extended family, which 

could increase the likelihood of conflict. Thus, according to JDR theory family 

structure as a non-work domain factor could be act as a demand as well as a resource 

for an employee in the form of motivation as well as a responsibility (Babar et al., 

2022). Studies have also established a connection between family structure and 

business outcomes, indicating that those with fewer family responsibilities tend to 

receive higher salaries and experience greater mobility (Stockley et al, 2017; Stroh, 

Brett, and Reilly, 1992). Accordingly, employees who belonged to nuclear FS tended 

to perform better because they had to support fewer family members. Further, using 
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signaling theory (Spence, 1973; Stiglitz, 2002), this research builds on the argument 

that the quality (i.e., clarity, regularity and openness) of feedback positively enhances 

performance of employees who belongs to nuclear family structure because 

psychologically they face less pressures from family as compared to employees who 

reside in joint family structure. Previous research by Schwartz et al., (2012) reported 

that employees who belonged to joint FS were more sensitive to the feedback they 

received than those who belonged to nuclear FS. Thus, it is hypothesized that: 

H3b: Family structure moderates the positive relationship between 

performance appraisal quality and employee performance, such that the relationship 

is stronger when family structure is nuclear rather than joint. 

 

The third factor of spirituality is developed for a deeper understanding of how 

spirituality plays a role at the workplace as a non-work domain factor, and 

specifically how innate consciousness is used in practice and implications on overall 

employees and organizational performance (Osman‐ Gani, Hashim and Ismail, 

2013). Spirituality at the workplaces has the potential to deal with undesirable issues 

that can have an effect on the wellbeing of employees (Mitroff, 2003) and always 

considered a personal matter. It has been asserted that any organization seeking to 

achieve a healthy balance between work and life must now include spirituality in the 

workplace (Cavanaugh, 1999; Mitroff and Denton, 1999a). 

 If the managers are able to deal with this workplace point of view in an 

acceptable manner, it could increase performance and productivity (Milliman et al., 

2003). Confucianism has an impact on the majority of Chinese people to some extent 

(Rottman, Zhu, Wang, Schillaci, Clark, and Kelemen, 2017). The religious idea of 

Confucianism is a potential and strength during the process in which a person 
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transcends himself (Weiming, 1999). Furthermore, in Chinese society some other 

Confucian values have played an important role in managing people. For example, 

see Yuan (2013) loyalty (zhong), benevolence (ren), mianzi (face) 

and guanxi (personal connections). These values fundamentally affect social 

interaction within organizations.  

On the other hand, Pakistani employees perceive that through a deeper 

experience of consciousness, spirituality can help people develop their intuitive skills 

(Vaughan, 1989, cited in Agor, 1989). Almost universally, prayer is a crucial aspect 

of spirituality that helps people feel as though they are making the correct choices. 

Spirituality also serves as a personal resource to help people make their work more 

meaningful. Even if there is a dearth of empirical data on the impact of prayer in 

workplaces, anecdotal evidence suggests that it has a good relationship with 

spirituality in corporate activities. (Biberman and Tischler, 2008; Cavanagh and 

Hazen, 2008; Benefiel, 2005). According to McGee and Delbecq (2003), they find 

prayer helpful as it enables them to utilize their mental and emotional abilities to the 

fullest potential. Thus, it can be argued when employees receive feedback from their 

managers with clarity, regularity and openness, spirituality strengthens this effect and 

ultimately enhances performance of employees. Thus, it is hypothesized that: 

H3c: Spirituality moderates the positive relationship between performance 

appraisal quality and employee performance, such that the relationship is stronger 

when spirituality is high rather than low. 

 

2.8.3 Relationships between non-work domain factors, HRM System Strength and 

employee performance 

 

The focus of this research is to examine the impact of non-work related factors 

https://www.sciencedirect.com/science/article/pii/S1053482217300906#bb0520
https://www.sciencedirect.com/topics/psychology/social-interaction
https://www.sciencedirect.com/topics/psychology/social-interaction
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and the strength of the HRM system on the association between performance 

appraisal quality and employee performance. Theoretical foundations include 

Kelley's attribution theory and signaling theory, which explain why individuals 

attribute behavior to these factors and address communication within organizations. 

The JDR theory elaborates on how non-work domain factors shape employees' 

interpretation of communication flows related to HRM processes. Non-work domain 

factors are crucial for providing employees with a shared understanding of valued 

behaviors. This study examines how family structures, religiosity, and spirituality 

moderate the effects of HRM System Strength on employee performance and 

explores contextual differences between Pakistan and China. 

Despite its recognized significance, cross-country differences remain under-

explored in management and organization studies (Schwartz, 2014). Nadeem et.al 

(2018), Devinney and Hohberger (2017) and Kirkman et al. (2016) have argued that 

revisiting conceptualizations of context is helpful, not only to remind ourselves to 

focus on cultural definitions and measurement but also to look at East 

Asian/Confucian (China, Taiwan, South Korea and Japan) and Southeast Asian 

(Pakistan, Malaysia, Indonesia and Thailand) countries to look for their contextual 

differences (Hofstede and Minkow, 2011). As, Farndale and Sanders, (2017) 

encouraged researchers to do research on for instance, countries high on collectivism 

and individualism.  

But for this study, both collectivist countries to dig down individual level 

orientations as the basis of contextual differences. Unsurprisingly, Pakistani and 

Chinese country clusters are differentiated on the basis of communication barriers, 
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ideology, customs, rituals, religion and family structures (Yin and Zhu, 2017). For 

example, variations in family structures across different countries may act as either a 

job demand or a resource in their respective contexts. When HR practices are 

perceived as an investment in employees that enhances job performance, it sends a 

clear positive message. This is important in understanding the impact of HR practices, 

as different country contexts may influence the interpretation of these practices 

(Connelly et al., 2011; Stiglitz, 2002; DeNsi, 2017). According to Sanders et al (2018) 

in avoiding uncertainty, specific country contexts adopt rules for mitigating 

ambiguities inherent in their systems which might foster as a demand rather than a 

resource in developing new solutions (Xiao and Cooke, 2018).  

Therefore, the situational strength perspective suggests that the employee's 

perceptions and comprehension of HRM System Strength can be impacted by non-

work domain factors. When applied appropriately, these factors can improve 

employee outcomes (Farndale and Sanders, 2017). According to the Job Demands-

Resources (JDR) theory, family structures can function both as a resource and a 

demand in reinforcing the link between HRM System Strength and employee 

performance. It could be argued that HRM System Strength is present to provide 

clarity of HR messages, and when family structure is nuclear than it seems like a 

motivation to do work for employee’s family members with less responsibilities 

which positively enhances employee performance (Björkman and Welch, 2015; Li, 

Qin, Zhang, Jiang, and Gao, 2015). While on the other hand, when employees belong 

to a joint family structure it is kind of a pressurizing factor for employees and could 

affect the perceptions of HRM System Strength in terms of clarity of HR messages 
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when employee is psychologically faces a lot of challenges which could affect 

employee’s proactivity, adaptivity and task efficiency. Thus, it is hypothesized that: 

H4a: Family structure moderates the positive relationship between HRM 

System Strength and employee performance, such that the relationship is stronger 

when family structure is nuclear rather than joint. 

 

In the JD-R model, psychological factors play a vital role, but there is limited 

research on the significance of religion and spirituality in shaping employees' job 

motivation and purpose (Abu Bakar et al., 2016; Bakker and Dermotti 2007; Lin, 

Hong, Xiao and Lian 2020). Nevertheless, research suggests that religion and 

spirituality can imbue work with meaning and serve as a source of inspiration for 

employees (Lynn, Naughton and VanderVeen 2009). This aligns with Islamic 

teachings (Braam and Koeing 2019) and findings that Chinese employees find work 

meaningful and motivating (Chang, Rui, and Wu, 2021). Moreover, spirituality can 

contribute to a deeper understanding of work, positively impacting performance (Da 

Silva and Siqueira, 2010).  

Several studies have investigated how spirituality affects management and 

performance. For example, Li et al. (2011) explored the moderating role of the yin 

yang philosophy, while Lane (2008) examined how four spiritual factors impact 

uncertainty management. Because non-work domain factors play a significant role in 

shaping employee perceptions and behavior (Babar et al., 2021; Kitt, 2021), this study 

aims to investigate how religiosity and spirituality moderate the relationship between 

HRM System Strength and employee performance in China and Pakistan. Thus, this 

study builds on the argument in accordance with attribution theory and following 

signaling mechanisms when employees perceive their HR messages in distinctive, 
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consistent and consensual manner, spirituality further makes the relationship stronger 

for those employees who are spiritually motivated and find their work more 

meaningful, thus ultimately improving performance. 

H4b: Spirituality moderates the positive relationship between HRM System 

Strength and employee performance, such that the relationship is stronger when 

spirituality is high rather than low. 

 

The concept of religiosity has been found to empower individuals to discover 

purpose in their work (Kashif et al., 2017; Gallego-Alvarez et al., 2020; Hart and 

Brady, 2005; Nadeem and Mumtaz, 2018). This unique perspective enables 

employees to interpret their work experiences, which can influence their performance 

efficiency, proactivity, and adaptivity (Granqvist, Mikulincer, and Shaver, 2010; 

Obeidat et al., 2016; Kearns and Tyler, 2020; Bello-Pintado and Garces-Galdeano, 

2019). However, monitoring innate dispositional factors can be difficult due to 

information uncertainty and asymmetry, which can signal to employees that their 

employer is trying to control or manipulate them (Lewchuk, Stewart, and Yates, 

2001; Bergh et al., 2014; Appelbaum et al., 2000).  

As a result, employees may interpret HR messages differently based on their 

individual contexts (Connelly et al., 2011; Stiglitz, 2002). Therefore, following 

Kelley's attribution theory and signaling mechanisms, the relationship between 

performance and HR messages is strengthened when employees perceive the 

messages consistently and collectively. Moreover, religiosity further enhances this 

relationship for employees who practice their religious values, beliefs, and customs, 

which ultimately improves their performance. Thus, it is hypothesized that: 

H4c: Religiosity moderates the positive relationship between HRM System 

Strength and employee performance, such that the relationship is stronger when 
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religiosity is high rather than low. 

 

The literature suggests that non-work domain factors such as religiosity, 

spirituality, and family structure are likely to moderate the relationship between 

employee's individual level perceptions and HRM System Strength, which can 

further enhance the relationship between performance appraisal quality and employee 

performance. Based on this prediction, the following section delves into the three-

way interactive effects of PAQ, HRM System Strength, and non-work domain factors 

on employee performance. 

2.8.4 Three-way interactive effects of PAQ, HRM System Strength and non- 

work domain factors 

 

The potential impact of PAQ, HRM System Strength, and non-work domain 

factors on employees' performance is dependent on their interaction effects. While 

prior studies have focused on individual factors, this research examined the three-

way interactive effects of religiosity, family structures, and spirituality to build on 

single antecedent models. According to the JD-R model proposed by Bakker and 

Demerouti (2017), meaningful work is a psychological state that motivates 

employees. Thus, assuming responsibility for work-related outcomes from a religious 

perspective inspires employees and enhances self-awareness, both of which have a 

positive impact on performance. Although psychological factors are essential in the 

JD-R model, there is little scientific evidence to support the notion that religion 

affects how individuals perceive their job's meaning and motivation. 

 Nonetheless, it is argued that religiosity enhances the significance of work 

and motivates employees to perform well. Religious teachings promote inner strength 
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and personal identity formation that help individuals find meaning in their work. 

Religion provides a unique lens through which employees can interpret their daily 

work events, giving them significance. For example, employees who frequently 

demonstrate religious behaviors and attitudes at work also attend worship services 

more frequently, consistent with Islamic religious teachings in Pakistan. These 

religious convictions influence employees' pursuit of meaning and keep them 

motivated. Those who view their religiosity as a strength are more likely to find 

significance in their profession, allowing them to overcome workplace challenges. 

Employees' spiritual resources, such as spirituality, also drive them to understand 

open HR procedures. Therefore, it is anticipated that religion will show how 

perceived HRM System Strength affects PAQ and employee performance. Thus, 

following hypotheses are formulated as: 

H5a: There is a three‐ way interactive relationship between performance 

appraisal quality, HRM System Strength, and religiosity, on the one hand, and 

employee performance, on the other. The positive relationship between performance 

appraisal quality and employee performance will be stronger when both religiosity 

and HRM System Strength are high. 

As per the JD-R model by Bakker and Demerouti (2017), meaningful work 

contributes to specific psychological states like job motivation and meaning. Hence, 

the notion that spiritual principles have a positive impact on individual well-being 

and job performance is intriguing (Milliman, 1994). According to Harrington et al. 

(2001), employees experience a sense of fulfillment at work when their spiritual 

values align with the organization's. To foster spirituality in the workplace, 
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understanding its components precisely is necessary. Despite the importance of 

psychological factors in the JD-R model, limited empirical evidence exists to support 

the role of spirituality in assessing work meaningfulness (Abu Bakar, Cooke, and 

Muenjohn, 2016; Lin, Hong, Xiao, and Lian, 2020). 

As Lynn, Naughton, and VanderVeen (2009) suggest, spirituality can help 

individuals find meaning in their work and inspire them to perform well, based on 

their inherent values and ethics (Braam and Koeing, 2019). For example, spirituality 

enables individuals to express their unique personalities and give their work meaning 

(Hart and Brady, 2005; Kashif et al., 2017; Gallego-Alvarez et al., 2020). Religion 

can also have an impact on job performance as it provides a special perspective 

through which individuals can understand their daily work events (Granqvist, 

Mikulincer, and Shaver, 2010; Kearns and Tyler, 2020). In the Pakistani and Chinese 

contexts, these beliefs are practiced with unique contextual settings (Usman et al., 

2017). 

Hence, this research proposes that workers who perceive spirituality as a 

strength are more likely to seek meaning in their job, which enhances their motivation 

to comprehend HR communications, such as feedback with distinct, consistent, and 

consensual attributes. When employees perceive spirituality as a personal resource, 

it reinforces the mutual impact of PAQ and HRM System Strength in understanding 

transparent HR practices. As a result, spirituality is predicted to demonstrate the 

influence of perceived HRM System Strength in providing PAQ and improving 

employee performance. According to the situational strength perspective, it is 

hypothesized that spirituality can affect employee perceptions and understanding of 
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HRM System Strength, under appropriate conditions, and strengthen the relationship 

between PAQ and employee performance (Farndale and Sanders, 2017). Hence, the 

following hypotheses are proposed: 

H5b:  There is a three‐ way interactive relationship between performance 

appraisal quality, HRM System Strength, and spirituality, on the one hand, and 

employee performance, on the other. The positive relationship between performance 

appraisal quality and employee performance will be stronger when both spirituality 

and HRM System Strength are high. 

 

Continuing the same line of reasoning of JD-R theory and signaling theory 

the underlying mechanisms which enhance employee’s performance by considering 

the psychological aspects of job demands and resources. Managers when conduct 

performance appraisal by undertaking quality dimensions in conjunction with clarity 

of communication will positively influence their performance. Existing literature 

suggests that performance appraisal if not delivered with quality dimensions by 

managers will become the cause of exploiting employees and have the consequence 

of less effective performance (Sanders et al., 2008; DeNisi et al., 2017). Research has 

established that family is a central source of meaning in life in the Chinese cultural 

context (e.g., Schwartz et al., 2012; Ryff and Singer, 1998). 

 It is highlighted that in the Chinese cultural context, employees consider their 

nuclear family as a strong, cohesive group for whom they have to fulfil their needs 

happily, and they remain motivated to perform their work duties. While in the 

Pakistani culture, employees consider FS as a job demand (i.e., as responsibility) for 

fulfilling their family needs, and sometimes they consider it a job resource (i.e., a 

motivation) which makes the PAQ-performance relationship weaker in their practical 

lives. For the current study, family structure is considered as a personal resource, in 
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China and Pakistan, which is the type of the family structure as joint or nuclear 

(Rothbard, Phillips, and Dumas, 2005).  

The evaluation of employee performance is a crucial practice to enhance 

organizational performance (Kundu and Gahlawat, 2018; Bello-Pintado and Garces-

Galdeano, 2019; Vermeeren, 2017). However, employees may feel psychologically 

pressured when they consider their non-work domain factors as a demand. On the 

other hand, these factors can serve as a resource if they are used as a motivation to 

perform well. Thus, according to the situational strength perspective, the family 

structure effect can influence employee perceptions and understanding of HRM 

System Strength and amplify the relationship between HRM content and employee 

outcomes, provided that it is applied under appropriate conditions (Farndale and 

Sanders, 2017). Therefore, the following hypothesis is formulated: 

H5c: There is a three‐ way interactive relationship between performance 

appraisal quality, HRM System Strength, and family structures, on the one hand, and 

employee performance, on the other. The positive relationship between performance 

appraisal quality and employee performance will be strengthened when family 

structures are nuclear and HRM System Strength are high. 

 

2.9 Chapter summary 

 

This chapter drew the past results regarding the HRM System Strength, 

performance appraisal quality, non-work domain factors and employee performance. 

The Kelley’s attribution theory, signalling theory and Job-demand Resource theory 

is considered as the underlying theoretical underpinning theories. Beyond the notion 

of the fundamental theoretical construct and the empirical evidence found in the 

literature, the existing study also establishes a theoretical framework for examination. 
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Research hypotheses are developed and formed as well. The next Chapter 3 

comprises the research methodology used and analyses in this current research.  
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CHAPTER 3: RESEARCH METHODOLOGY 
 

The main objective of this chapter is to discuss and justify the research methods 

employed in the current study. The chapter is divided into four sections for clear 

articulation of all research activities carried out during this study. Section one contains 

the research design and justification of the research paradigm. Whereas, section two is 

based on a qualitative approach that includes sampling techniques, data collection 

method, interview design, and data analysis procedure. Furthermore, section three 

encompasses a quantitative approach that includes the population of the study, sampling 

size, and techniques used for recruitment of participants for data collection. It contains 

the measurement of variables and research tools employed for data collection. It also 

presents the procedures undertaken to establish the reliability and validity of the 

research tools, including a pilot study for the survey questionnaire. The fourth section 

presents the ethical considerations of the study that were practiced during fieldwork. 

Finally, this chapter concludes with a summary. 

3.1 Research Paradigm and Philosophical Foundations 

 

In this section, a thorough rationale for the study is presented, and the 

ontological, epistemological, axiological, and methodological perspectives that 

influenced the selection of the study paradigms are explained, following Creswell's 

(2014) approach. The research questions are formulated based on the underlying 

philosophical assumptions (paradigms) that guide the choice of the most effective 

method to obtain accurate knowledge in a specific domain, as stated by Creswell 
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and Creswell (2017). According to Kuhn's (1962) definition, as cited in Antwi and 

Hamza (2015) on pages 131-132, a paradigm refers to a research culture that 

includes a standard set of beliefs, attitudes, and assumptions about the nature of 

research. It offers a useful conceptual framework or model for analyzing issues and 

finding solutions. 

In the past, the acquisition of knowledge was divided into two paradigms: 

positivism and interpretivism (Babones, 2016; Iofrida, De Luca, Strano, & 

Gulisano, 2018; Guba & Lincoln, 1994), with the more recent addition of the 

pragmatist paradigm (Bryant, 2017; Johnson & Onwuegbuzie, 2004). Each of these 

paradigms has its own set of strengths and weaknesses. However, the study 

paradigms are dominated by the distinctions between the two orientations (Ryan, 

2018). One research culture prioritizes "hard, generalizable data," while the other 

emphasizes the importance of "deep, rich observational data" (Johnson & 

Onwuegbuzie, 2004). Onwuegbuzie and Leech (2004) argue that the third paradigm, 

"pragmatism," was selected for the present study to bridge the gap between positivist 

and interpretive research approaches. As described on pages 776-777 by 

Onwuegbuzie and Leech, the pragmatic paradigm combines elements of both 

positivism and interpretivism and aims to provide a practical and useful approach to 

research. 

The pragmatic or logical reaction is the emphasis of the pragmatic method. 

The core tenet of pragmatism is that actions should be judged in light of results 

rather than abstract principles and that beliefs should serve as guides for those 
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actions (Bryant, 2017; Shusterman, 2016). Additionally, the pragmatism paradigm 

sought to build on their advantages while minimizing their drawbacks in both a 

single research study and throughout several investigations, rather than to 

completely replace either of these paradigms (Rahi, 2017; Johnson and 

Onwuegbuzie, 2004). 

Thus, the rationale for using pragmatism for this study ensured that the flaws 

of one method could be offset by the potency of the other (Bryman, 2017; Doyle et 

al., 2009). Therefore, applying pragmatism to the investigation resulted in the 

thorough understanding needed to achieve the research objectives of this study. 

Most importantly, it makes the results accurate and clear (Creswell and Clark, 2011). 

This study has adopted the convergent parallel design in line with the pragmatism 

paradigm. This design promotes the collection of both qualitative and quantitative 

data simultaneously to gain a comprehensive understanding of the issue at hand. To 

enhance authenticity and generalizability, the data is reported separately, but key 

conclusions from both methodologies are included in the discussion and findings 

sections.  

The study's methodology and design are grounded in the pragmatic 

paradigm, which integrates elements of positivist and interpretive perspectives. The 

study's philosophical underpinnings, including its ontology, epistemology, and 

methodology, combine the contrasting viewpoints of positivism (which posits an 

objective reality) and interpretivism (which views reality as a product of social 

processes). At the ontological level, the researcher aims to establish the truth and 
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reality of the phenomenon being examined, which is the features of HRM System 

Strength and their impact on performance appraisal quality, national culture factors, 

and employee performance in diverse cultural contexts. The study focuses on the 

dimensions of distinctiveness, consistency, and consensus. 

In addition, the study's epistemology involves considering the process by 

which the researcher uncovers the truth and reality related to the problem under 

investigation. Epistemology guides researcher in comprehending the processes 

involved in knowledge creation and standards for knowledge in a given topic 

(Bryman, 2017). In this aspect, pragmatists agree that it is best to employ the 

approach that is most appropriate for the research's aim. To "compensate for the 

shortcomings of a single method," it makes sense to use a variety of research 

methodologies and merge the findings (Wass and Wells, 1994: pp.9-10). The study's 

epistemological framework was informed by the research gap that highlights 

shortcomings and insufficiencies in understanding the impact of HRM System 

Strength perceptions on performance appraisal quality and the influence of national 

cultural factors (such as religiosity, spirituality, and family structure) on individual 

performance. Several studies, including Wang et al. (2021), Sarkar (2019), and 

Hewett et al. (2018), have identified this research gap. 

Additionally, axiology plays a crucial role in determining the overall 

objective of the research. Axiology deals with how a researcher's values impact the 

entire research process (Saunders et al., 2016). It poses the question of whether the 

researcher aims to understand the world or to elucidate and forecast it (Creswell and 
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Clark, 2011). The primary aim of this study was to investigate the perceptions of 

HRM System Strength dimensions (distinctiveness, consistency, and consensus) 

and how they matter in different cultural contexts with their influence on employee 

performance. Thus, the current study has applied the pre-existing theories and 

collected and analysed qualitative and quantitative data simultaneously 

(Onwuegbuzie and Leech, 2005). The present research is a combination of inductive 

and deductive approaches, aimed at investigating and clarifying the effects of HRM 

System Strength on employee performance. The study draws upon Kelley's 

attribution theory, Job Demand Resource theory (JD-R), and Connelly's Signaling 

theory, which propose novel causal relationships in the association. 

The chosen research methodology for this study is a convergent parallel 

mixed methodological design, which is deemed to be the most appropriate approach 

to achieve the research objectives. The study aims to comprehend the significance 

of HRM System Strength characteristics, including distinctiveness, consistency, and 

consensus, in different cultural contexts, and how HRM System Strength and 

national factors, such as religiosity, spirituality, and family structures, moderate the 

connection between specific HR practices, like performance appraisal quality, and 

employee performance. The convergent parallel mixed approach integrates 

positivist principles that focus on identifying and measuring variables and statistical 

patterns, with interpretive principles that value diverse perspectives and a deeper 

understanding of participants' ideas and experiences. This design is commonly used 

in mixed methods research, where data from both approaches are collected 
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concurrently and analyzed together in the study's analytic phase. Figure 3.1 gives an 

overview of the convergent parallel design below: 

 

 

 

 

 

 

 

 

 

Figure 3.1: Convergent Parallel Design, Creswell (2014) 

 

 

3.2 The Research Design and Methods of the Study 

 

Research design is the course of an entire research process systematically 

(Creswell and Creswell, 2017). The research methodology comprises 

comprehensive guidelines that must be adhered to, based on the nature of the 

research questions (Creswell, 2014; Creswell and Clark, 2017; Leech and 

Onwuegbuzie, 2009). There are two main types of research designs: process-driven 

qualitative methods and outcome-driven quantitative methods (Yin, 2013). Most 
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selection of appropriate research methods (Kelaher et al., 2007; South, 2004). 
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This study attempts to explore whether and how HRM System Strength 

features (distinctiveness, consistency, and consensus) matter in a different culture 

and their impact on performance appraisal quality and employee performance. 

Therefore, a convergent parallel study design based on mixed methods (Bryman, 

2017) was most appropriate because research questions need both quantitative and 

qualitative exploration of HRM System Strength features. Guion (2002) suggests 

that combining quantitative and qualitative methodologies through 

merging/corroborating techniques, which involve using various techniques such as 

statistical analysis, sampling, and research equipment, can be a powerful tool for 

improving the validity and reliability of the research design. The mixed-method 

design used in this study has the advantage of overcoming the limitations of both 

qualitative and quantitative approaches and providing strong support for interpreting 

results (Rocco et al., 2003). By utilizing both methods, the weaknesses of one can 

be compensated for by the strengths of the other (Doyle et al., 2009), resulting in a 

more comprehensive understanding. Given the research objectives and goals, both 

approaches are necessary. 

The research design chosen for this study was the most appropriate method 

of inquiry to achieve its research objectives and provide clear and accurate results 

(Creswell and Creswell, 2017). The need to explore unknown or poorly articulated 

phenomena in the unique cultural contexts of China and Pakistan, as well as to 

examine the impact of HRM System Strength on specific HR practices and national 

culture factors, supported the use of both qualitative and quantitative methods. The 
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mixed methods research design used in this study is the convergent parallel design, 

which involves gathering and analyzing data from two distinct strands 

simultaneously, followed by combining the results to identify areas of agreement, 

discrepancy, contradictions, or correlations between the two sets of data (Creswell, 

2014). This approach provided a comprehensive understanding of the HRM System 

Strength, performance appraisal quality, and employee performance phenomena. 

Figure 3.2 provides a visual representation of the study design. 

Figure 3.2 shows how the convergent parallel design used in this study 

combines quantitative and qualitative methods (Creswell, 2014). The ultimate goal 

of combining the results from both quantitative and qualitative data analysis was to 

achieve a detailed comprehension of the influence and significance of Strong HRM 

System Strength features on the HR practice of performance appraisal quality across 

various cultural settings. Qualitative research methods shared a common intention 

to understand participants' points of view which might positively influence the 

Human Resource Management field in ways that were not possible if using only 

quantitative means (Gilmore and Williams, 2012) qualitative strand of this study 

uses thematic analysis to understand the features of a strong HRM system and its 

influence on performance appraisal quality and national cultural factors from 

participants of two countries. At the same time, the quantitative strand of the study 

analyzed the data using Hierarchical Linear Modelling to evaluate survey data. 
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3.3 Qualitative Strand of the study 

 

The following research objective weas answered by using qualitative 

research methods.  

Research Objective 1: To understand whether the perceptions of HRM 

System Strength and performance appraisal quality differ in cross- country contexts. 

Based on the above-mentioned research objective, the qualitative strand of 

the study was best suitable to analyze qualitative research questions (Patten and 

Newhart, 2017). Despite the large body of literature on HRM System Strength (For 

reviews, e.g., Wang et al., 2020; Hewett et al., 2018), understanding of the meaning 

of HRM System Strength perceptions in different country contexts has not been 

explored yet (Farndale and Sanders, 2017; Hewett et al., 2020). Qualitative 

interviews for this study focused on the exploration of manager's perceptions of the 

core features of an HRM System Strength (Bowen and Ostroff, 2004) under the 

unique country context of both countries and further explored whether HRM System 

Strength influence is culture-bound or culture-free on performance appraisal quality 

and non-work domain factors. 

 Moreover, to deal with the critical problems regarding phenomenological 

realities, a qualitative approach is most suitable (Yin, 2013). These approaches help 

in generating comprehensive and meaningful findings due to the flexibility of the 

method (Silverman, 2011). Thus, semi-structured interviews were undertaken with 

a deductive perspective to refine the understanding of the HRM System Strength 
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features, as there is limited literature on understanding the meaning of HRM System 

Strength features in different cultural contexts. The below subsections present the 

sampling strategies, the interview protocol design, and the utilization of techniques 

for analyzing the qualitative strand of the study. 

3.3.1 Sampling Techniques and Strategies in Qualitative Strand 

 

The sampling techniques in mixed methods research can be divided into two 

main groups: probability and purposive sampling (Saunders et al., 2016). 

Probability sampling involves using randomization to select the sample, where each 

participant, unit, or individual in the population being studied has an equal chance 

of being chosen. On the other hand, nonprobability sampling involves the subjective 

selection of elements to include in the sample (Etikan, Musa, and Alkassim, 2016). 
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Figure 3.2: Convergent parallel mixed methods design 
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The researcher employed purposive sampling to approach Managing 

Directors, Senior Managers, and Line Managers from the Telecom organizations in 

China and Pakistan. The researcher utilized purposive sampling, which allowed to 

select participants who could provide pertinent information relevant to the research 

objectives. This approach is particularly useful in qualitative research as it enables 

data to be collected from chosen participants. The selection criteria for the managers 

included holding a managerial-level position, possessing a university degree, and 

having sufficient experience in their respective fields. 

Managing Directors were selected for their involvement in policymaking, 

Senior Managers for their knowledge of the strategic linkage between policies and 

practices, and Line Managers for their direct communication with employees about 

HR practices. This allowed the researcher to explore and investigate how the 

features of HRM System Strength were understood in meaning and terminology. 

The researcher accessed willing participants who fulfilled these characteristics 

(Patton, 2002). The data for the qualitative strand of the study were gathered 

between April and October 2019 from managers in both countries, with the 

individual managers serving as the unit of analysis (Saunders and Lewis, 2012). 

3.3.2 Sample Size 

 

Robinson (2014) recommends a flexible sample size range rather than a 

fixed number when planning a research project. Determining the sample size is 

crucial as it affects the validity and generalizability of the findings. Different 
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researchers have recommended varying numbers of interviews to be conducted for 

qualitative research (Marshall, Cardon, Poddar, & Fontenot, 2013). However, the 

common recommendation is to conduct between 20-30 interviews (Morse, 2000; 

Creswell, 2007) or 30-50 interviews (Denzin and Lincoln, 2005) as they have been 

found to yield satisfactory results. 

Regarding face-to-face interviews, Guest, Bunce, and Johnson (2006) 

recommended a minimum of 15 interviews as an appropriate sample size during the 

theoretical saturation process. Further, they suggested that respondents must be 

knowledge holders in the investigated area. On the contrary, Mason (2010) indicated 

that sampling must be continued until data saturation is reached. After twelve 

participants were interviewed from Pakistan and seven were interviewed from 

China, no new topics were raised, indicating that saturation had been reached. But 

researcher continued interviewing if some additional information could be gained.  

Thus, a final number of interviews conducted was twenty-six HR managers 

(Chinese n = 10, Pakistan n = 16) from both countries, after which no new 

information was gained. Out of twenty-six (26) interviews, four (4) interviews were 

conducted with managing directors, fourteen (14) interviews were conducted with 

the senior managers, and eight (8) with line managers. They were asked how they 

perceived HRM System Strength features in their unique cultural contexts. Table 

3.1 shows participants' designation, number of interviews conducted, and their 

respective countries. Specifically, they provided information on the mechanisms to 

ensure clarity of communication, agreement in decision making, and fairness of HR 
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practices with the perception of HRM System Strength. All three levels were 

interviewed because their perceptions were important to indicate the success or 

failure of an organization’s HRM system.  

Table 3.1: Participant’s Data Collection Details 

Key participants 

designation  

No. of Interviews China Pakistan 

Directors 4 2 2 

Senior HR managers 14 6 8 

HR Line managers 8 2 6 

Total 26 10 16 

Note: Compiled by Author (2023) 

3.3.3 Sample characteristics 

 

Table 3.2 below shows participants' ID and designation, departments, gender 

and experience of the participants, number of interviews conducted, and their 

respective country. The respondents comprised 18 male and 9 female participants, 

and respondents had a mean age of 34.05 years (SD = 7.78), with 9.33 years of work 

experience (SD = 7.97) on average. Table 3.2 presents the characteristics of 

participants, named through a coded sequence 'Country-Participant ID Number- 

Designation-Gender'. Thus, 'PK01-SM -M' means the first interviewee was 

Pakistani participant number 01, working as a senior manager was a male. The 

following section elaborates on how the data were collected. 
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3.3.4 Data Collection Technique and Semi-Structured Interview Design 

 

As previously mentioned, the data for this study were obtained through in-

person interviews, which are widely recognized as a common and reliable method 

of collecting qualitative data (Fontana and Frey, 2005: p.697).  Researchers like 

Denzin and Lincoln (2009) highlighted that face-to-face interviews are 

always useful for picking up on oblique replies through the behavior, body language, 

and emotions of the respondents. It has remained the best and most practical method 

of collecting data when attempting to reduce nonresponse and increase the quality 

of the data gathered (Lavrakas, 2008; Charmaz, 2006: p. 25). The semi-structured 

interview is widely utilized as a qualitative data collection method due to its 

flexibility and ability to foster a reciprocal exchange between the interviewer and 

interviewee (Kallio et al., 2016). 

Note: Compiled by Author (2023) 

 

The use of semi-structured interviews in this study was deliberate for several 

reasons. First and foremost, the researcher required precise information from the 

participants to answer the research questions of the study. Secondly, semi-structured 

interviews allowed for flexibility, enabling the interviewer to adjust the discussion's 

direction to align with the participants' thoughts (Charmaz, 2006; Merriam and 

Tisdell, 2015). Prior to the interviews, the research agenda was explained to the 

participants, and their consent to record the conversations was obtained to ensure 
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information accuracy (Peräkylä, 2011; Elmendorf and Luloff, 2001). The interview 

Table 3.2: Characteristics of the participants of the qualitative study 

No. Participant ID-

Gender 

Country  Current 

designation  

Experience 

(years) 

Recorded 

interviews 

(min) 

No. of 

transcribed 

words 

1 PK1- Male Pakistan HR Manager 15 years 33 minutes 2234 

2 PK2-Female Pakistan HR Manager 5 years 25 minutes 3211 

3 PK3-Male Pakistan HR Manager 7 years 29 minutes 2746 

4 PK4-Male Pakistan HR Manager 6 years 27 minutes 3677 

5 PK5-Male Pakistan HR Director 15 years 57 minutes 4542 

6 PK6-Female Pakistan HR Manager 4 years 48 minutes 3293 

7 PK7-Male Pakistan HR Director 10 years 28 minutes 3063 

8 PK8-Female Pakistan HR Manager 5 years 23 minutes 3812 

9 PK9-Male Pakistan HR Manager 10 years 20 minutes 1715 

10 PK10-Male Pakistan HR Line 

Manager 

 1 year 58 minutes 5789 

11 PK11-Male Pakistan HR Line 

Manager 

3 years 37 minutes 4145 

12 PK12-Female Pakistan HR Manager 3 years 22 minutes 2168 

13 PK13-Male Pakistan HR Director 11 years 36 minutes 3849 

14 PK14-Male Pakistan HR Director 27 years 20 minutes 1718 

15 PK15-Male Pakistan HR Manager 5 years 27 minutes 2112 

16 PK16-Female Pakistan HR Line 

Manager 

3 years 21 minutes 1732 

17 CH1-Male China HR Manager 3 years 20 minutes 1874 

18 CH2-Female China HR Manager 3.5 years 21 minutes 1953 

19 CH3-Male China HR Line 

Manager 

2 years 24 minutes 2005 

20 CH4-Male China HR Line 

Manager 

4 years 19 minutes 1422 

21 CH5-Female China HR Manager 2 years 18 minutes 1347 

22 CH6-Female China HR Line 

Manager 

1.5 years 22 minutes 1628 
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guide consisted of a series of open-ended questions that were tailored to elicit the 

required information for the study's research questions. To ensure participant 

confidentiality, specific measures were invoked. The lack of disclosure of pertinent 

information ensures the confidentiality of the interview. Thus, informants' names 

were changed to protect personal identities. Field notes were taken before and after 

each interview which were used throughout the research process. 

To develop the interview guide, a set of key questions were formulated and 

refined to ensure openness and produce robust data. For instance, one question asked 

whether employee understanding of HR practices is critical. The semi-structured 

interviews aimed to explore Pakistani and Chinese managers' perceptions of HRM 

System Strength features and performance appraisal quality. The questions provided 

a guideline for the conversation while also allowing for flexibility to generate 

detailed descriptions rather than surface-level explanations. Additionally, follow-up 

questions were asked as needed.  

The interview guide had two parts, and consent was obtained from each 

interviewee beforehand (see Appendix B). The first section included pre-screening 

and attribute queries to create a comfortable atmosphere. The second part focused 

23 CH7-Female China HR Manager 2 years 17 minutes 1465 

24 CH8-Male China HR Manager 5 years 16 minutes 1346 

25 CH9-Male China HR Manager 4 years 20 minutes 2022 

26 CH10-Male China HR Line 

Manager 

2 years 20 minutes 1900 

                              Average values  705 minutes 69000 words 

approximately  
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on managers' perspectives on HRM System Strength features, such as mechanisms 

for promoting clarity among employees and methods of observing HR practices, 

and the quality of performance appraisal in their organizations. The conversations 

sought to explore the influence of spirituality/religiosity on Chinese employee 

communication versus that of Pakistan's in their respective country contexts. 

Another crucial factor was to write the guidelines and include all the 

necessary questions in a format that would enable the interview to be completed in 

a reasonable amount of time. With participants who were continually "busy," it was 

essential to make sure that all focus areas could be covered in the allotted time. It 

was accomplished by "pilot testing" the actual interview with Chinese and Pakistani 

volunteer participants in order to gauge the time needed to complete it and ensure 

that all the inquiries were reasonable, clear, and understandable. The interview 

ranged between 17 and 58 minutes in duration, with an average length time recorded 

as twenty-seven minutes per interview, depending on the detailed knowledge on the 

part of the interviewees (ef. Belal and Owen, 2007). 

3.3.5 Data Analysis Technique 

 

Data collected were managed and analyzed methodologically to find out the 

answers to research questions (Treharne and Rigs, 2011). To ensure the reliability 

and validity of the results, several measures were taken (Tracy, 2010). Interviews 

were carried out in both English and Chinese languages. Thus, Chinese interview 

transcriptions were first translated from Chinese to English for analysis, following 
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the back-translation method (Brislin, 2000). To prevent any loss of meaning or 

research bias, this process was carried out with the assistance of two Chinese Ph.D. 

researchers who have excellent proficiency in English. I also acknowledge their 

contribution that they carried out the interviews following interview guide (designed 

by Author) and carried out them in China. 

 The researcher enlisted the help of two Chinese Ph.D. researchers who are 

proficient in English to prevent any loss of meaning or research bias. These 

researchers were tasked with translating the interview transcripts separately. The 

researcher then compared the two translations to identify any discrepancies. In cases 

where differences were identified, the two Ph.D. researchers discussed the issue and 

reached a consensus. This process ensured that the final translated scripts were 

accurate and free from cross-country problems. The verbatim transcripts of the 

interviews were then used for data coding to ensure objective results from both 

countries. 

 After that, the software utilized for the thematic data analysis approach, 

NVivo 12, was used to index and fill in the transcribed data (Braun and Clarke, 

2006). The systematic method of examining qualitative data is called thematic data 

analysis. It involves identifying themes or patterns, categorizing and coding textual 

data that is consistent with the themes, and evaluating the resulting thematic 

structure by looking for similarities, connections, and underlying patterns based on 

theoretical conceptions (King, 2012).  

For the current study, thematic analysis was helpful in managing the 
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enormous volume of data, summarizing it without losing context, and organizing 

and analyzing the information gathered. Prior to conducting interviews, a coding 

structure based on the literature study for thematic analysis was created, which was 

then improved through a methodical evaluation of transcriptions and coding (King, 

2004). NVivo is a specialized tool with theory-building capabilities for theme 

analyses of qualitative data. It is a system for managing databases with computer 

assistance and contains features like linking, coding, searching, and model building. 

Thus, with the help of NVivo software, an initial coding template was developed 

after reviewing thorough literature (King, Brooks, and Tabari, 2018). 

 The final coding structure comprised 51 nodes, based on six parents, 16 

child nodes, and 28 grandchild nodes. The coding structure was based on Kelley's 

attributional framework, performance appraisal quality, and non-work domain 

factors literature, discussed in Chapter 2. HRM System Strength dimensions were 

based on distinctiveness, consistency, and consensus. Performance appraisal quality 

was based on openness, clarity, and regularity. Finally, non-work domain factors 

were comprised of family structures, religiosity, and spirituality, presented in Figure 

3.2. For more clarity, Table 3.3 presents the descriptions of the codes to present true 

qualitative findings, as suggested in the literature (Hill, Thompson and Williams, 

1997). 

In addition, the coding structure was refined with the emergence of new 

themes from the data, following a detailed discussion with independent researchers 

(Braun and Clarke, 2006). This led to the inclusion of 11 new codes, which further 
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refined the final version of the coding structure, resulting in a total of 62 nodes as 

presented in Figure 3.2. Finally, key themes were presented using thick descriptions 

with narrative arrays. 

3.3.6 Validity and Reliability 

 

According to Cho and Trent (2006), "validity in qualitative research claims 

regarding knowledge corresponds to the reality or study participants' interpretations 

of reality." In this study, several procedures have been performed to support the 

claim and assertions regarding its validity (Atkinson, Delamont, and Coffey, 2004). 

Therefore, objectification from qualitative procedural approaches was considered to 

be verification and re-verification during transcription and thematic analysis in order 

to examine the validity and dependability of qualitative data. To improve the 

effectiveness of the data, the research was validated externally, internally, and in 

terms of content. 

 For this research, professionals (faculty members and HR practitioners from 

the field in Pakistan) who were well aware of the needs, requirements, and issues of 

HRM System Strength helped in establishing the content validity of the tool. Due to 

this, each of them was able to offer insightful feedback in the form of comments and 

suggestions on the questions listed in the interview guide. It was done to guarantee 

that the information acquired would be more generally applicable (Gray, 2013). The 

interview questions specifically addressed the issues raised by the participants in 

light of the study topics.  
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The employment of the two regional tongues, Urdu and Chinese, along with 

a third language, English, ensured a better comprehension of the topics at hand and 

assisted participants in giving suitable solutions. The stability and intra-judgment of 

the study served as the foundation for its dependability. In order to manage the 

study, interviews were conducted in the late afternoons, when most participants 

were either unoccupied or not overly busy with work. Due to convenience, some 

important informants consented to interviews in the evening. Some of the interviews 

were conducted at weekends, which was preferable for some participants. The study 

was undertaken continuously and consistently to avoid bias and intra-judgement 

unreliability.  

 

3.3.7 Results of Thematic analysis 

 

Finally, results were presented after a thorough reading of coded data 

compiled in coding structure, following the recommendation (King et al., 2004). In 

next Chapter 4, summarized results using detailed descriptions and narrative arrays 

were presented.
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Figure 3.3 Final coding structure 
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Table 3.3 Descriptions of codes 

Codes Description 

HRM System Strength HRM System Strength refers to a strong system that clarifies how HR practices are readily available and easy to understand (Bowen and Ostroff, 

2004) 

Distinctiveness Distinctiveness refers to the ability to capture employees' attention to understand HRM practices distinctly and clearly (Fu et al., 2019 ). 

Awareness sessions Employees are provided with complete information about HR practices through various one-to-one sessions at work. 

Comprehending HR practices This term refers to as elaborating HR practices comprehensively for a deeper and clearer understanding (Kataou et al., 2014). 

Visibility of HR practices Visibility of HR practices refers to having salient and observable practices toward employees (Fu et al., 2019). 

Ensuring clarity through 

different means 

When employees are informed about HR practices, they are assured that they perceive a clear meaning. So, this clarity of HR practices is enhanced 

with different means of communication (Ostroff and Bowen, 2016). 

Lack of unambiguity Lack of unambiguity refers to having clarity in understanding HR practices so that employees will have a clear picture of their work. 

The saliency of HR practices The saliency of HR practices is a term that refers to providing an explanation related to the importance of HR practices regarding what is expected 

from employees (Sanders et al., 2016). 

Transparency Transparency is a term that refers to having observability of HR practices in a transparent manner.  

Understandability It refers to comprehending HR practices and understanding how to practice HR content (Fu et al., 2019). 

Open communication Communication is a vital management component in an organization. This term particularly refers to having clear and open communication among 

employees to ensure that they understand the purpose of the practice.   (Li et al., 2011). 
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Ease of HR practices HR managers play a role in elaborating HR practices to employees to avoid any difficulty in understanding and practicing those HR practices. 

Legitimacy of authority The legitimacy of authority refers to submitting to performance expatiations as formally sanctioned behavior among employees (Fu et al., 2019). 

Authoritative approach When employees are informed about HR-related messages, employees consider them more meaningful if they are trickled down from individuals 

in high-status and authoritative positions (Nishi and Paulch, 2018). 

Communicator's credibility Employees value the information more when it is disseminated from a credible source. So, communicators' credibility matters a lot in 

communicating the message. 

Top manager communication Top management communication refers to a message from a higher authority that matters to employees at all levels and aids them in understanding 

what is expected of them (Dorenbosch et al., 2006). 

Relevance The term relevance refers to a situation when employees consider their goals as relevant (Fu et al., 2019). 

Goal alignment Goal alignment refers to a situation where there is a congruence between individual goals and management goals. 

Goal misalignment This term refers to when employees find misalignment in achieving realistic goals in their cultural context. 

Consistency This term mainly refers to establishing consistent employee relationships (Bowen and Ostroff, 2004). It comprises three additional features: 

instrumentality, consistent HR messages, and validity. 

Difficulty in achieving 

consistency of HR messages 

Some employees may experience difficulty in achieving consistency in their country context due to the inconsistency of HR messages. 

Consistent HR messages This term means that when HR messages are delivered, they must remain stable and consistent over some time (Fu et al., 2019). 

Clear communication channels While delivering HR-related messages among employees, there must be clarity in communication from the sender to the receiver. 
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Coordination and 

communication 

While communicating HR-related practices, unambiguous communication and coordination among sender and receiver make HR messages more 

consistent. 

Understanding HRM messages 

and signalling them down 

This term means that it is the senders' responsibility to make things clear while communicating them among all levels and it should be consistent 

and understandable. 

Same message across different 

hierarchies  

This term means that the same information is consistently spread among all departments, so the message should remain the same (Meier-Barthold 

et al., 2021). 

Stability of HR messages with 

back-and-forth communication 

When HR messages are delivered, there must be back-and-forth communication between sender and receiver to get stable and clear information. 

Validity Validity is a term that refers to attempts that the sender and receiver make to validate the message and retain its meaning (Cafferky et al., 2019). 

Following the lead and doing 

the work accordingly 

It means that employees follow the leader, so managers must be proactive while communicating their HR-related messages (Nishi and Paulch, 

2018).   

Trickling down approach When managers communicate the message among employees, it must remain the same and should be effectively communicated throughout the 

hierarchy from top to bottom. 

Walk the talk, and talk the walk Managers should act as they talk and implement HR practices intended. 

 Instrumentality Instrumentality refers to establishing a clear causal relationship between time and reward (Sanders et al., 2020). 

Cause and effect relationship This term refers to an unambiguous relationship of HR-related expected behavior associated with the outcome of an employee. 

Timely communication of 

rewards 

When managers timely communicate about the intended behavior and reward associated with it, it motivates employees to work.  
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Consensus This term refers to consensus on HR-related practices among employees, agreeing on intended targets (Fu et al., 2019).  

Fairness Perceptions This term refers to having combined fairness perceptions of the HRM system and HR practices that are by and adhere to principles of justice.  

Agreement Agreement refers to stakeholders agreeing upon HR-related messages to promote consensus (Bowen and Ostroff, 2004). 

Decision support at higher 

levels  

This term refers to higher management supporting a common vision and then unanimously making decisions. 

Difficulty in unanimous 

decisions 

This term refers to management decisions that are sometimes conflicting, so agreement on the same decision is difficult to achieve in one's cultural 

context. 

Non-work domain factors  This term refers to factors that are ingrained in one's culture, i.e., family, religious and social involvement (Sarkar, 2019) 

Family structure  Family structures refer to the family group to which employee belongs and is grouped into nuclear vs joint-family structure (Dumas and Perry -

Smith, 2018) 

Pressurising factor It is a pressurising influence on an employee's mind and could impact their performance regardless of earning group. 

Joint family structures A joint family occurs when several sets of siblings, along with their spouses and children, live together, sharing resources and responsibilities. 

Responsibilities influence  Employees have challenging responsibilities due to different earning levels In a joint family structure (Dumas and Sanchez-Burks, 2015). 

Nuclear family structures  It refers to nuclear-family households, where employees have fewer family members to earn. 

Religiosity and spirituality  It refers to 'the degree to which an individual's perceptions relate to their religious and spiritual beliefs and practices and can influence how they 

find meaning in their work (Lynn et al., 2011).'  
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Religion as a personal 

disposition 

Employees consider their religious and spiritual activities as their innate dispositions. 

Moral obligation This term means that employees consider religious norms as moral obligations (Walker, 2012). 

Concept of righteousness Few employees consider their innate spiritualty in terms of righteousness and honesty, which positively impacts their work-related outcomes. 

Source of motivation This term refers to spirituality as a source of motivation that makes employees consider their work meaningful. 

No religious/spiritual 

perspective 

It refers to those Chinese employees who do not believe that religious or spiritual beliefs impact their work-related outcomes. 

Performance appraisal quality  Performance appraisal quality is defined as providing clarity, regularity, and openness in employee feedback and acts as an antecedent of 

improvement in employee performance (Bednall et al., 2014). 

Clear linkage of performance 

and reward 

This term means that when employees have a clear vision of their performance and reward processes, they remain motivated throughout their 

appraisal process. 

Regular mid-year reviews This term means that employee appraisals are conducted regularly to judge performance and improvement. It is conducted biannually in most 

companies (DeNisi and murphy, 2006). 

Two-way communication This term refers to a back-and-forth communication process that provides clarity in the employees' appraisal process to strengthen their fairness 

perceptions (Curzi et al., 2020). 

Open and visible process This term refers to having more visibility and openness in the PAQ process through supervisor feedback (Ikramullah, 2016). 



 

129 
 

 

3.4 Quantitative Strand of the Study 

 

The following research objectives were answered by using quantitative 

research methods.  

Research Objective 2: To examine the moderating impact of employee 

perceptions of HRM System Strength on the relationship between performance 

appraisal quality and employee performance. 

Research Objective 3: To examine the moderating impact of non-work 

domain factors of religiosity, spirituality, and family structure on the relationship 

between performance appraisal quality and employee performance. 

Research Objective 4: To investigate the impact of three-way interaction of 

performance appraisal quality, HRM System Strength, and non-work domain 

factors on employee performance. 

The nature of the research questions, which involved correlations, made the 

quantitative strand of the study the most suitable method for analysis (Patten and 

Newhart, 2017). As a result, the researcher gathered pertinent numerical data and 

examined the connections between the suggested variables in the quantitative aspect 

of the study (i.e., HRM System Strength, performance appraisal quality, non-work 

domain factors, and employee performance) developed in the theoretical framework 

presented in Figure 2.1 discussed in Section 2.7 (also see, Cooper and Schindler, 

2008). Results may be generalized when quantitative research methods are applied 
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accurately to get unbiased results (Goertzen, 2017). Hypothesis 1 to Hypothesis 5c 

were tested with the help of survey data collected during the research conducted.  

3.4.1 The Survey Design and Method 

 

To complete this research, three steps were followed. Firstly, a panel of 

academic professionals and researchers assessed the questionnaire to confirm face 

and content validity by determining whether it measures what it intends to measure. 

Secondly, up to 60 participants were used in pilot testing to assess the scale 

reliability of the constructs' internal consistency using Cronbach's alpha, as 

recommended by Hertzog (2008) and Johnson and Brooks (2010). Finally, the 

revised questionnaire was used to collect data on variables such as performance 

appraisal quality, employee performance, and moderating variables like HRM 

System Strength and non-work domain factors. Direct hypothesized relationships 

were tested using quantitative research methods. In the following sections, 

information about units of analysis, population, sampling techniques, 

measurements, and data analysis procedures will be presented, which were used to 

examine the statistical relationships among variables. The survey included 

statements such as "employees receive regular information about HR department 

initiatives" and "HR practices in this organization aim to achieve their intended 

goals." 

The questionnaire was originally developed in English, but since our study 

participants were from Pakistan and China, it was back-translated into Chinese by a 
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bilingual Chinese researcher, as recommended by Brislin (2000). The responses 

were then rated on a Likert-type scale, which is commonly used to measure attitudes 

and opinions at the ordinal level (Bryman, 2017). The response options ranged from 

1 (strongly disagree) to 6 (strongly agree). To address the cultural tendency of 

Chinese and Pakistani participants to avoid extreme responses, a 6-point Likert scale 

was used, as it allows for midpoints (Lee, Jones, Mineyama, and Zhang, 2002). 

The introduction of the questionnaire gave a brief explanation of the purpose 

of the study and the value of the respondent's participation in attaining this purpose. 

Additionally, the introduction ensured the privacy of the data collected from the 

responders. The introduction of the questionnaire featured the logo of the National 

University of Science and Technology (NUST), Islamabad, Pakistan, to enhance its 

credibility. The contact information was also provided, as detailed in Appendix C. 

The survey instrument, or questionnaire, was developed to collect data on the study 

variables. The questionnaire was divided into two parts. Part I gathered 

demographic information from the participants. 

Furthermore, it also followed a time-lag research design in which data were 

gathered at two points of time at three months intervals apart (Sekaran and Bougie, 

2010). The time-lag data collection was undertaken to see whether there were any 

differences in employee performance after the quality provided on performance 

appraisal in their departments. A previous study conducted by Dorfman (1986) 

followed the same procedures of providing performance appraisal feedback at a one-

month interval to assess the difference in new performance ratings. 
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3.4.1a) Pre-Testing and Survey Refinement  

 

Reynolds and Diamantopoulos (1998) reported that pre-testing is an 

important part of questionnaire development. In fact, before starting data collection 

for the study, the instrument's sequencing and instruction must be assessed 

(Bloomberg, Cooper, and Schindler, 2011). Thus, pre-testing reduces the 

complications that arise from biases or unclear wording (Zikmund, 2003). 

Therefore, all these issues indicate the importance of pre-testing concerning surveys 

(Reynolds and Diamantopoulos, 1998). In this study, pre-testing was conducted 

using the debriefing method, as recommended by Hunt, Sparkman, and Wilcox 

(1982). This method involves the researcher observing and asking respondents 

about the clarity and applicability of the questionnaire items after they have 

completed it in a personal interview. 

Identification and choice of the respondents is crucial for pre-testing (Hunt 

et al., 1982). Using convenience sampling, four academics from Pakistani 

universities and two subject experts from the field were chosen to take part in the 

discussion for pre-testing and survey refinement. The aforementioned group of 

participants was chosen so that the appropriateness, clarity, and duration of the 

questionnaire's completion could be evaluated. In this study, the target respondents 

were first met in person, and then an appointment was set up at a time and location 

that worked best for them. To evaluate each item, the respondents were given a 

single set of questionnaires to complete. Initially, the respondents were asked to rate 

the following: 1) the content and clarity of the words and sentences; 2) the format 



 

133 
 

and order of the questionnaire, and 3) the appropriateness of the questions that 

measure the actual information about the variables in this study.  

3.4.1b) Data sources 

 

There were two surveys handed out: one for managers and one for 

employees. Manager surveys included questions about employee performance, 

while each employee's key performance indicators were scored by them. The fact 

that there were two sets of surveys (multisource data) allowed for the common 

method variance problem to be solved. The research design used a multi-respondent 

(manager and employee) and time-lagged approach (i.e., one-month time interval) 

to reduce common method variance (CMV). To examine the potential impact of 

common method variance (CMV), a method proposed by Podsakoff et al. (2003) 

was employed to test unmeasured latent factors. The variations in the standardized 

regression weights were compared between models with and without the shared 

latent variable. A maximum difference of 17% was found, indicating a very low 

influence of CMV on the study variables. The threshold of 25 percent, as suggested 

by Carlson and Kacmar (2000) and Williams, Cote, and Buckley (1989), was not 

exceeded in this study. 

3.4.2 Data Collection 

  

The data were collected from both employees and managers in the Telecom 

sector from Pakistan and China. For gaining access to the organizations, the 
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researcher contacted senior managers of departments and requested them to engage 

their employees to participate in this research. The researcher explained the research 

aims, objectives and scope of participation regarding data collection procedure and 

confidentiality of data. The researcher gained access to all five telecom 

organizations in Pakistan and all four companies in China and achieved a response 

rate of 67% from both countries. Data were collected ethically. The researcher used 

the drop-off/pick-up (DOPU) approach to distribute the questionnaire after 

receiving authorization from the relevant authority.  

The employment of the DOPU approach was made possible by its potential 

to decrease non-coverage error and potential sample bias without lowering response 

rates (Steele et al., 2001). Face-to-face interactions with respondents allowed the 

researcher to explain the study's goals and provide guidance on how to fill out the 

questionnaire (Clark and Finley, 2007). Increased survey response rates, less 

nonresponse bias, and improved researcher eligibility are all potential benefits of 

DOPU (Allred and Ross-Davis, 2011). In total, 700 questionnaires were distributed 

in China and 700 were distributed in Pakistan. Allowing respondents to finish the 

survey by themselves at a convenient time is another way that this method can lessen 

the impact of bias (Maclennan, Langley, and Kypri, 2011).  

Additionally, the results of earlier studies have provided support for this 

approach (please see Allred and Ross-Davis, 2011; Jackson- Smith, Flint, Dolan, 

Trentelman, Holyoak, Thomas and Ma, 2016). Respondents were given a period of 

two weeks from the distribution date to complete and return the questionnaire. The 
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researcher also provided reminders via telephone as necessary. In order to obtain a 

representative sample, HR managers were asked to invite their team employees to 

participate in the study and rate their performance (Lepak et al., 2006; Collins and 

Smith, 2006). Copies of these questionnaires are available in Appendix C and D for 

English and Chinese versions.  

3.4.2a) Unit of Analysis and data aggregation 

 

The unit of analysis for this study was individual level. Data were collected 

from HR managers and employees working under their supervision in the telecom 

organizations in Pakistan and China. The present study considered the two-person 

groups, also known as dyads, HR managers and their respective HR employees 

working under them. The rationale for choosing the dyadic group was twofold. The 

most salient reason is that the role of the employees as an individual level of 

measurement, was suitable for the individual-level of constructs, such as 

performance appraisal quality, HRM System Strength, religiosity, spirituality, and 

family structures were individual self-rated constructs. 

In contrast, the rating of employee performance was measured by items 

representing individual perceptions of employees towards their performance by 

their respective managers. Therefore, dyads were the unit of analysis for this 

research. Additionally, managerial experience includes a higher level of data 

aggregation with their unique rating style as a higher-level data aggregation (Hox, 

2002). An individual-level data aggregation technique was employed for the current 
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study, as managers' data was matched with each employee. Data files were prepared 

(Snipes et al., 2005) by assigning a unique ID number to employees and managers. 

The final sample with matched data resulted in 734 entries with individual-level data 

aggregation. 

3.4.2b) Population and determination of Sample Size 

 

According to Sekaran and Bougie (2016), the population being studied 

includes all HR employees of telecom organizations in China and Pakistan. 

Identifying the target population is essential to avoid mistakes in sample selection 

and generalize the results to the population of interest (Cavana et al., 2001). Several 

authors, such as Sekaran and Bougie (2010) and Hair et al. (2010), have provided 

guidelines on determining an adequate sample size. For this study, a minimum of 

10 observations per variable was deemed acceptable, resulting in a total of 700 

surveys administered to employees and managers in each country, yielding a total 

of 1400 matched questionnaires. The survey included a cover letter reassuring 

participants that their information would remain confidential and would only be 

used for research purposes. 

To reduce method bias, a time-lagged approach was utilized in this study, 

and data were gathered independently from both employees and their managers 

through surveys. At Time 1, the managers evaluated employee performance, while 

at Time 2, one month later, the employees rated their performance appraisal quality, 

HRM System Strength, and non-work domain factors at Time 1. Then, the managers 
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re-evaluated their employees' job performance. Respondents were required to 

provide an ID number to match their responses with their manager's evaluation, but 

no personal identification was requested. The study obtained a response rate of 

65.6%, with 734 employee-manager dyads matched. For the Pakistani sample, a 

simple random sampling technique was utilized, resulting in 401 employees and 60 

managers. The sample reflected participants' age, gender, and experience 

characteristics. The mean age of participants was 35.7 years, with 60% male and an 

average work experience of 4.4 years. The Chinese sample had 333 employees and 

56 managers, with a mean age of 32.3 years, 64% male, and an average work 

experience of 3.7 years. Chapter 4, Table 4.10 summarizes the demographic 

characteristics. 

3.4.3 Measurement of Variables 

 

The measurement tools used in this research were those that were adopted 

and modified as needed and appropriate from past studies. Performance appraisal 

quality was the independent variable of this study, while this study considered HRM 

System Strength as the first moderator and non-work domain factors of religiosity, 

spirituality, and family structures as the second moderator, and employee 

performance was the dependent variable of the study. The scales for measuring the 

variables were adapted from past literature. Participants marked the items on a 6-

point Likert scale as (1 = "strongly agree"– 6 = "strongly disagree") for all the 

variables. The following section discusses the measurement of all these variables. 
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3.4.3a) Measurement of Employee Performance 

 

For assessing employee performance at Time 1 and Time 2 by the managers, 

nine-item scale given by Griffin et al., (2007) was adapted with three sub-

dimensions of Task proficiency: This employee ensured his/her tasks were correctly 

completed, Task adaptability: This employee coped with changes to the way she/he 

has to do the tasks, and Task proactivity: the extent to which this employee 

communicated effectively. The reliability of different sub-dimensions was high with 

Cronbach’s αs of .90, .87, and .88, respectively. Whereas, three dimensions of 

employee performance, as a single measurement model showed best reliability 

(Cronbach’s α = .92). 

3.4.3b) HRM System Strength 

 

For assessing employee understanding of HRM System Strength, seventeen 

items scale was adapted from Delmotte et al. (2012). Three dimensions measured 

HRM System Strength, namely 'distinctiveness;' its example item is "When one asks 

the HR department for help, they provide clear answers", with Cronbach Alpha=.90.  

Consistency dimension is measured with it's example item as "The HR instruments 

for staff appraisal succeed in reinforcing the desired behaviors", with Cronbach 

Alpha=.89, and consensus dimension is measured with example item as "Employees 

consider promotion as fair in this organization", with Cronbach Alpha=91. The 

overall reliability for HRM System Strength is.92. 
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3.4.3c) Measurement of Spirituality 

 

The variable spirituality was measured by adapting the seven items scale of 

Lynn et al., (2009). Their example items were 'I pursue excellence in my work 

because of my faith. A subset of items was used to measure spiritual calling, coping, 

and meaningfulness. Seven items were selected out of fifteen items that assess the 

integration of an employee's spirituality at work. The other items in the scale differ 

conceptually from spiritual meaningfulness, coping, and calling items in the FWS 

scale, for example "I view my co-workers as made in the image of God," "I 

sacrificially love the people I work with," and "My co-workers know I am a person 

of faith," as these items were related to interactions with co-workers but not 

necessarily linked to meaningfulness, coping and calling to work items, so these 

items were not included.  

3.4.3d) Measurement of Religiosity 

 

Whereas the variable religiosity was measured by Berggren et al., (2009) 

scale with five items. Their example items were 'Religion is an important part of my 

life.' This additional religiosity factor was assessed from both countries' employees, 

because in Pakistan employees mostly believed in religion instead of having a 

spirituality. 

3.4.3e) Measurement of Performance appraisal quality 

 

A 3-item scale derived by Sanders et al. (2008) was used to assess 
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performance appraisal quality feedback openly, regularly, and clearly. A sample 

item is “My manager keeps open communication with me in the job”.  

3.4.3f) Measurement of Family structure 

 

Family structure variable was coded to compare nuclear family structure 

with joint family structure, including extended/joint families, to all other family 

structures. The other category includes single, nuclear, divorced, married, and 

widowed respondents (Graves et al., 2007; Hammer et al., 2005). This variable was 

coded 1 for joint family structure and 0 for nuclear family structure.  

3.4.4 Data preparation and Preliminary Analyses 

 

Preliminary analyses of the data were conducted using completed 

questionnaires, which were compared to the data entered in the initial excel 

spreadsheet to ensure accuracy. In order to conduct analyses, Excel spreadsheet files 

were transformed into SPSS (Version 23) and HLM (Version 8.1). The data were 

cleaned up, prepared, and checked for normality tests (Treiblmaier and Filzmoser, 

2011), as well as any underlying presumptions about the sample. Before undertaking 

reliability and validity testing, descriptive statistics were computed to offer details 

on participant characteristics. 

3.4.4a) Dealing with missing values and outliers 

 

To prepare for individual-level data for HLM analysis, data were initially 
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entered in the SPSS file to screen missing values and outliers. The screening 

procedure by Meade and Craig (2012) was followed for handling careless responses. 

If not handled properly, missing values in data can result in invalid analysis 

outcomes (i.e., data exaggeration or reduction) and biased estimates (Acock, 2005). 

Initially, 970 matched responses were collected at Time 1, and after Time 2, 

matched data resulted in 907 responses from managers for their respective 

employees. Each respondent in SPSS was considered as an individual case, and 

during data cleaning, 57 cases were found to have missing values. These missing 

values were classified as "missing completely at random," indicating that the 

missing values were randomly distributed among these 57 cases (Little and Rubin, 

1987). 

The researcher employed the case/pairwise deletion method as it is the 

simplest and most frequently used among the available options such as list-wise, 

imputation techniques, and case/pairwise deletion (Acuna and Rodriguez, 2004). In 

this technique, missing values were detected and excluded (Scheffer, 2002). Outliers 

were also screened out before proceeding with data analysis. As the presence of 

outliers can lead to opposing directions of results and is against the normality 

assumptions (Chu, Ilyas, Krishan and Wang, 2016). Thus, 120 cases were removed 

(as missing values and outliers in the dataset), resulting in a final sample size of 850. 

These 850 responses included 116 managers and 734 employees. Out of these 116 

managers, 60 managers were from Pakistan, and 56 managers were from China, and 

out of 734 employees, 401 employees were from Pakistan, and 333 employees were 
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from China. 

Aiken and West (1991) suggested that tolerance and variance inflation factor 

(VIF) are used to assess multi-collinearity among independent variables. To 

determine whether independent variables are related to each dependent variable in 

the model and to detect collinearity, it is essential to examine all sets of variables in 

the model. In Section 4.6 of Chapter 4, the test for multi-collinearity of independent 

variables was presented. The regression analysis was conducted to estimate the VIF 

and Tolerance values for all exogenous variables that were incorporated into the 

models. Firstly, the dependent variable model, i.e., employee performance, was 

evaluated through regression analysis in SPSS, and VIF and Tolerance values were 

estimated, where Tolerance equals 1/VIF. A VIF value greater than 10 and a 

Tolerance value less than 0.10 indicates a problem of multi-collinearity in the data, 

according to several authors (Camison and Villar-Lopez, 2012; Berman et al, 2002; 

Kline, 2011; Hair et al, 1995; Pallant, 2010; Petter et al, 2007; Peng, 2012). Results 

are shown in Chapter 4 in Table 4.11. 

The internal consistency and reliability of scale items for the sample data 

were evaluated using Cronbach's alpha coefficients. Inter-item consistency scores 

were used to determine the stability of the results, with values ranging between 0 

and 1. Values above 0.7 indicate acceptable internal consistency reliability. The 

current study evaluated the reliability of all variables separately, including HRM 

System Strength, performance appraisal quality, religiosity, spirituality, and 

employee performance (Time 1 and 2). All reported reliability values were >0.7 and 
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can be found in Chapter 4's correlation Table 4.12. Pearson's correlation coefficient 

was utilized to assess the strength of the relationship between various variables such 

as HRM System Strength, performance appraisal quality, religiosity, spirituality, 

family structure, and employee performance. In Chapter 4, results are presented in 

the correlation table under section 4.7. 

3.4.5 Data Analysis and Analytical Approach 

 

AMOS software version 21 and HLM software version 8.1 were used for the 

statistical computation of results. The below subsections represent the analysis 

techniques used for a quantitative strand of the study. 

3.4.5a) Confirmatory Factor Analysis – testing the factor structure 

 

Assessing and establishing reliability and validity of constructs is a 

prerequisite for further analysis, and various tests have been suggested by Hair et al. 

(2014) to accomplish this. Before testing research hypotheses, the researcher used 

CFA to assess the model's fitness (Muthén and Muthén, 2012; Lewis, 2017). CFA 

(Confirmatory Factor Analysis) is a statistical technique that evaluates predefined 

measurement models, in which the number of factors and their relationship with the 

indicators are explicitly defined (Kline, 2011, p. 112). The measurement model for 

CFA assumes that each item is exclusively related to its expected latent variable, 

and this assumption is evaluated during the analysis (Thompson, 2004). 

For the constructs measured at the individual level (i.e., HRM System 
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Strength, spirituality, performance appraisal quality, employee performance and 

religiosity), CFA was performed to justify individual-level responses to a single 

score at the individual level. When a researcher has a clear, theoretically-driven 

model that specifies the number of components, whether these factors are 

associated, and which variables reflect which factors, CFA is regarded as an 

appropriate data analytic technique (Thompson, 2004). In other words, CFA is a 

technique that enables a researcher to accept or reject a proposed measurement 

model structure. CFA gives evidence of construct validity by indicating how well 

the assigned structure corresponds to reality. It is preferable to predetermine the way 

that variables will load on particular factors rather than assigning variables to factors 

(Hair et al., 2006). 

The goodness of fit of the measurement models was evaluated using various 

measures, such as Akaike information criteria, root mean square error of 

approximation, Tucker-Lewis index, comparative fit index, and Tucker-Lewis 

index. SPSS software was used to conduct Confirmatory Factor Analysis (CFA), 

and a value of 0.90 or higher for CFI and TLI indicated a good fit. A value of 0.05 

for RMSEA indicated a close fit, 0.08 indicated a proper fit, and 0.10 indicated a 

marginal fit. The AIC was also used to compare the different models, with lower 

values indicating better fit. CFI was used as the main technique for evaluating model 

fit due to its independence from model complexity and sample size. The CFA results 

for the measurement models of the current research are presented in Chapter 4. 
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3.4.5b) Multilevel Modeling Data Analysis       

  
When multiple levels are involved, they form a hierarchical structure and 

need to be analyzed using multi-level modeling. Hence, multi-level modeling is best 

suitable when hierarchies are involved, and such a structure incorporates within and 

between level variations (Park and Lake, 2005). The objective of this study is to 

analyze the various factors at the employee-manager level, explore their 

associations with one another, and investigate their influence on employee 

performance. The study is derived from multiple levels, which makes it necessary 

to consider statistical techniques to cover a wide range of issues to be examined. 

Before conducting data analysis, the data were subjected to data preparation using 

the SPSS 27 version and (HLM) 8.1 statistical package for the development of the 

model's specification and analysis. To evaluate a multi-level model with a nested 

data structure, researchers describe the process of data analysis, which comprises 

significant methodological and conceptual challenges. (Hox et al., 2014; Zhang et 

al., 2012). 

 In the current study, the researcher adopted a multi-level approach and used 

HLM for data analysis because employees were nested within managers, and 

managers were nested within companies. According to Hox et al. (2014: 663). 

Hierarchical linear modeling (HLM) software was utilized to test the individual and 

cross-level hypotheses (i.e., Hypothesis 3a to 5c). For hierarchically nested data 

structures, there is a software package called HLM (Hofmann, Griffin, and Garvin, 

2000). In order to examine individual behavior within companies, it is necessary to 
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measure both the environment in which they are operating and their own personal 

characteristics. The resulting data in this case consists of variables that are located 

at various levels of analysis (i.e., variables at the lower and the higher-level units) 

(Hofmann, 1997).  

A maximum likelihood estimation (ML) technique was employed to test a 

multi-level model in HLM, which is commonly used in hierarchical data structures. 

As per Raudenbush and Bryk (2002), the ML technique involves averaging 

variances within and between levels, producing downward biased estimates of 

HLM's variance components. HLM software was used to examine the individual 

and cross-level hypotheses, as it is the most appropriate approach when dealing with 

hierarchically nested data structures. HLM models consider that members of one 

group may be more similar to each other than members of another group and that 

they may not offer independent observations. These models explicitly represent both 

lower-level and higher-level random-error components, acknowledging the partial 

interdependence of people within the same groupings. The HLM approach 

investigates model variances occurring at two levels of analysis, Level 1 and Level 

2. At Level 1, the individual-level predictor and individual-level outcome are 

estimated separately for each group, while Level 2 models the variance in the Level 

1 intercepts and slopes using the group-level variable. It is important to note that the 

Level 1 and Level 2 models are calculated simultaneously. 

For the current study, data were organized into two levels, i.e., employee and 

manager levels. Level 1 data had the individual employees arranged into managers 
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groupings (i.e., managers ID in this study) and included employee-level variables. 

While level 2 data had the managers arranged into company groupings (i.e., 

managers ID) and included managers related variables. A common manager ID 

linked all the variables because it is necessary to line up columns according to their 

similar grouping ID. Although data were collected at the individual level, all 

managers had their rating style based on their experience, allowing HLM to do 

multi-level analysis at the individual level (Zhang et al., 2012). 

 For this study, I designed the data to be analyzed at two levels: employee 

and manager level. The first level (Level 1) includes data on employee performance, 

HRM system strength, and non-work domain factors within each company. The 

second level (Level 2) captures the variation in manager rating styles based on their 

experience between the nine organizations included in the study. Since some of the 

organizations were too small to be aggregated at a higher level, organizational level 

was not included. Therefore, an HLM2 approach (Raudenbush and Bryk, 2002) was 

used to model effects at both the within- and between-company levels. 

For this study, final data files were saved in two IBM files separately to be 

exported into HLM 8.1 to construct the MDM files. In the second step, the model 

was specified at two levels (i.e., HLM2), and variables were entered. Firstly, to 

specify whether HLM analyses were practically required, an examination of ICC 

(Intraclass correlation coefficient) was needed (Garson, 2013). Following (Bliese, 

2000), I aggregated the values of ICC1 and ICC2 and calculated them for the 

different scales. For doing so, a null model was specified. This model contained no 
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predictor variable from any level to obtain deviance statistics, and the remaining 

coefficients were used as a baseline to compare final model estimates (Garson, 

2013).  

Raudenbush and Bryk (2002) pointed out that when reliability values were 

above 0.05, possibly a random effect for that coefficient may exist. Therefore, HLM 

analysis could be appropriately conducted. Contrarily, (Garson, 2013) stated that 

when the ICC approaches zero or negative, HLM analysis was not appropriate. The 

ICC1 values in this study ranged from .09 to .19, and all ICC2 values were above 

.70. Because there were a sufficient number of company managers included in the 

study, it was assumed that there was enough agreement within company managers 

to justify using HLM for further investigation of intra-company variance (τ00/τ00+ 

σ2). The results of the linear regression and moderation analysis are presented in 

Table 4.13 in Section 4.6.8 of Chapter 4. 

3.5 Ethical Consideration 

The data collection process adhered to ethical guidelines at all times. The 

reason for collecting information with their voluntary participation was explained 

to the participants. Additionally, informed consent forms were prepared (see 

Appendix A for details), and participants' signatures were obtained to obtain their 

consent. To ensure the confidentiality and privacy of the respondents, pseudonyms 

were utilized, and all identifying information was removed. The researcher and 

supervisors were the only ones who had access to any personal information that 

could identify the participants. Ethical guidelines were followed throughout the 
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research process during data collection. 

Additionally, the research obtained ethical approval from the NUST 

Business School Research Ethics Committee, as evidenced by the form provided in 

Appendix A. The NUST Business School Ethics Committee Guidelines guided the 

development of the research design and methods to ensure ethical requirements 

were met. Participants were informed of the research's objectives and their right to 

withdraw at any time without providing a reason. Measures were taken to ensure 

participants' privacy and confidentiality, such as using pseudonyms and eliminating 

any identifying information. 

 
3.6 Integrating quantitative and qualitative findings 

 

The researcher discusses the method employed for integrating two data sets 

in this study and explores data integration approaches in the following section. 

Integrating qualitative and quantitative findings has been a challenge for researchers 

in mixed-method studies. According to Bryman (2010), the difficulty in combining 

the two components in mixed-methods research has restricted their integration. One 

of the primary reasons for neglecting integration is the failure to consider the 

rationale for using mixed approaches in research. However, integration is crucial for 

mixed-method studies with numerous objectives and advantages. For example, 

qualitative data can confirm or reinforce validity of the quantitative findings 

(Bryman, 2007; Fetters, Curry, and Creswell, 2013).  

In a similar vein, quantitative data can provide a qualitative sample or offer 
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an explanation for qualitative outcomes. Qualitative data can also aid in developing 

research hypotheses that can be tested in the quantitative component and in 

enhancing quantitative tools. Nonetheless, merging qualitative and quantitative 

findings can offer a deeper understanding that cannot be achieved otherwise 

(Bryman, 2007). Researchers must consider whether the results of the two data sets 

reveal intriguing contrasts or support each other's clarification. There are specific 

methods for integrating two types of data within the reporting levels of research that 

can be employed in research design, procedures, or interpretation (Clark and 

Creswell, 2004). As presented in Table 3.4 below. 

Table 3.4: Level of integration in a mixed-methods research 

Level of integration Approaches 

 

Design 

Exploratory sequential design 

Explanatory sequential design 

Convergent parallel design (Adopted for this study) 

 

Method 

Transformative method 

Connection building  

Merging (Adopted for this study) 

Embedding (Qual in Quan/ Quan in Qual) 

 

Interpretation and 

reporting 

Data transformation (Quantify/Qualify) 

Joint display/ Matrix convergence,  

Contiguous, Staged, and Narrative-Weaving (Adopted 

for this study) 

Note: Adopted from Cresswell and Clark (2013) 

 

The integration of mixed methods research can be done at three different 

levels, including design, techniques, and interpretation, as shown in Table 3.4. There 
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are three main ways to integrate two data sets at the design level: convergent parallel 

design, explanatory sequential design, and exploratory sequential design. Sequential 

designs in mixed methods typically build on one aspect of the investigation or the 

other. The goal of the convergent parallel design is to combine the two 

investigations and compare the qualitative and quantitative findings (Cresswell and 

Clark, 2013; Fetters et al., 2013).  

Integration takes place at the techniques level when findings from one study 

inform findings from another or when two datasets are combined for analysis and 

comparison. Following that, integration through interpretation and reporting takes 

place through the transformation of data, narrative weaving or joint matrix 

display. Notably, there are three types of integrations (narrative weaving, staged, 

and contiguous) for writing a discussion chapter. For this study, the researcher 

adopted the narrative weaving approach.  

The presentation of quantitative and qualitative findings using the concept-

by-concept or theme-by-theme method is part of this process. However, one or more 

of these methods can be used for data comparison and integration (Fetters et al., 

2013). By using conceptual framework and concepts to explain key findings on 

HRM System Strength, PAQ, and non-work domain elements inside the Pakistani 

and Chinese telecom organizations, this study used a convergent parallel design to 

combine the results of two data sets. The findings of the two data sets have been 

corroborated, compared and merged to find out how both strands of study converge, 

or diverge from each other. 
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3.7 Chapter Summary 

 

This chapter's primary objective was to choose the best research design in 

order to address the study's research questions. In order to determine the types of 

techniques widely employed by earlier researchers, a review of the research 

methodology literature was carried out (Bryman, 2007; Bryman, 2017; Saunders 

and Lewis, 2017). This research used convergent parallel mixed method design with 

pragmatist philosophy and conducted two independent parallel studies. The 

objective of the qualitative strand of the study was to understand perceptions of 

HRM System Strength features in meaning and its influence on PAQ and non-work 

domain factors in both countries.  

Thus 26 semi-structured interviews with Chinese and Pakistani managers 

were conducted and transcribed verbatim and analyzed using the thematic analysis 

technique. While, in a quantitative strand, the study objective was to develop a 

complete understanding of the three-way interaction between PAQ, HRM System 

Strength, and cultural factors on employee performance with participants of both 

countries in their unique cultural contexts. Thus, the quantitative strand of this study 

addresses these objectives via an empirical investigation of the survey results using 

a final sample of 116 managers and 734 employees as a time-lagged design.  

Descriptive statistics, multi-collinearity tests, CFA, and HLM were 

employed to assess the hypothesized relationships and ensure the ethical 

considerations were met. It is important to note that the research methodology 



 

153 
 

chapter should not be viewed in isolation, as it was developed based on a 

comprehensive evaluation of the literature and analysis of various articles utilizing 

different research approaches. The qualitative and quantitative strands of the study 

are presented separately in Chapter 4 before drawing any final conclusions. 
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CHAPTER 4: ANALYSIS AND FINDINGS 
 

This chapter is divided into two main parts, and the first four sections presents 

findings from the qualitative part of the study while the subsequent sections present 

findings from the quantitative study. The interview protocol was designed to 

understand the perceptions of HRM System Strength and its influence on 

performance appraisal quality. Additionally, the non-work domain factors influence 

on HRM System Strength was investigated in a cross-country setting. Data were 

analyzed through NVivo software based on thematic analysis. In theme one, the 

researcher has assessed how perceptions of HRM System Strength features vary in 

understanding in the context of Pakistan and China. The second theme explored the 

culture-free perspective of performance appraisal quality. Finally, the third theme 

discussed the culture-bound influence of non-work domain factors on HRM System 

Strength. 

  Further, the second section presents the results of the quantitative 

strand of the study. Survey data were collected to analyze the moderating impact of 

HRM System Strength and cultural factors on the relationship between performance 

appraisal quality and employee performance, based on the hypothesis formulated in 

section 2.4.  Results reported in this section are based on confirmatory factor analysis 

(CFA), reliability and correlational analysis, multicollinearity tests, and Hierarchal 

linear modeling (HLM) regression analysis to test the hypothesized relationships of 

this research.  
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4.1 Qualitative strand of the study: Understanding the perceptions of HRM System 

Strength, PAQ and non-work domain factors in Pakistan and China 

 

This study presents perceptions of Pakistani and Chinese managers to 

understand whether the perceptions of HRM System Strength and performance 

appraisal quality matter in different country contexts. 

Sub-objective 1: To understand the meaning of the HRM System Strength 

features in the Chinese and Pakistani contexts. 

Sub-objective 2: To explore the influence of HRM System Strength on 

performance appraisal quality in the Chinese and Pakistani contexts. 

Sub-objective 3: To explore whether and if non-work domain factors of 

family structures, religiosity, and spirituality influence the perceptions employees 

develop of HRM System Strength in the Chinese and Pakistani contexts. 

As discussed in the methodology chapter, twenty-six (26) in-depth interviews 

were conducted to understand HRM System Strength perceptions from both country 

managers. The opinions of HR directors, senior HR managers, and HR line managers 

were investigated for the analysis. Data indicated that managerial employees from 

both countries were familiar with HRM System Strength features in their 

organizations. These dimensions were categorized into three sub-features: 

distinctiveness, consistency, and consensus.  

Under this section three different sub-objectives are presented, which 

explored whether perceptions of Chinese and Pakistani managers varied in meaning 

and terminology of HRM System Strength features from the original 

operationalization of Bowen and Ostroff (2004) in different country context and how 
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it influenced perceptions of PAQ. Furthermore, non-work domain factors influence 

was explored on HRM System Strength features. Findings are presented below in 

sub-sections. 

4.2 Sub-objective 1: Understanding of HRM System Strength features 

 

4.2.1 Distinctiveness 

 

I start with the findings of the distinctiveness dimension, operationalized as 

“the ability to capture employees’ attention to understand HRM practices distinctly 

and clearly”. The dimension includes understandability, visibility, relevance, and 

legitimacy of authority. As explained below, managers from both countries reported 

prior knowledge about these concepts in their unique cultural context. 

4.2.1a) Understandability 

 

Bowen and Ostroff (2004) define the concept of understandability as a lack 

of ambiguity and ease of comprehension of HRM practices. Findings indicated that 

Chinese and Pakistani managers used different terminologies for the 

understandability feature. Chinese managers used the term ‘clarity’ while the 

Pakistani managers used ‘comprehension’ of HR practices. Chinese managers 

reported that they were aware of HR practices clearly because informative sessions 

were arranged frequently with distinct modes of communication such as social media, 

etc. The findings suggested that social media enhanced understandability and made 

the process faster in China. They shared that clarity of HR practices provided more 

profound insights and enabled employees to perform more proficiently. However, 
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Pakistani managers linked understandability with the comprehensive and easy 

delivery of HR practices in their organizations. They shared that clear communication 

of HR practices enhanced employees' understandability of HR practices. The 

statements by Chinese and Pakistani respondents in their cultural contexts are given 

below: 

“Fast communication and frequent informative sessions make the vision and 

culture of the organization easily understandable for employees”.  (CH22-SM-M) 

 “An example of clarity about HR practices is using strong communication 

mechanisms like social media to make employees aware of HR practices that affect 

their performance by helping employees be proactive”. (CH24-SM-M) 

“It’s important to comprehend HR practices, for example, the employee 

should know what is going on and what sort of benefit he is getting from it, this will 

influence their job performance”.  (PK15-D-F)  

“Understandability of performance management practices is that the whole 

process needs to be comprehensive, so employees don’t have to ask, again and again, 

what are their responsibilities and what HR practices are meant to improve their 

productivity”. (PK9-LM-M) 

4.2.1b) Visibility  

 

Bowen and Ostorff (2004) defined visibility as salience and observance of HR 

practices. From the findings, it was revealed that the terminology used by Chinese 

managers for visibility is the observability of HR practices, which was the same term 

used by Bowen and Ostroff (2004), while Pakistani managers used the term 

transparency of HR practices. Analysis from interviews indicated that HR policies 
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and procedures were visibly communicated to employees because the communication 

mechanisms were strong and distinctive. Chinese managers expressed that 

observability raises the sense of belongingness in the organization among employees. 

Pakistani managers reported employees should be aware of HR practices 

transparently to improve efficiency in their work. Pakistani managers commented 

that HR practices must be transparent to employees so that they should not face any 

difficulty accessing information about these practices. Some comments by Chinese 

and Pakistani HR managers highlight these aspects are given below: 

“Observability of HR practices means a holistic approach to monitor, 

analyse, and trace events inside the organization” (CH22-SM-M). 

“Observance means having visibility of HR practices because employees feel 

a sense of belonging with the organization”.  (CH26-D-M).  

One of Pakistan’s HR managers commented as: 

“Transparency of HR practices means understanding HR practices, such as 

employee training plan, recruitment implementation, and assessment standards, 

which must have transparency so that employees improve their work performance”. 

(PK7-SM-M) 

“Visibility means that HR practices are transparent enough to be accessed 

easily by all employees at their discretion”. (PK8-SM-F) 

4.2.1c) Relevance 

 

Another sub-feature that comes under distinctiveness is ‘relevance’. The term 

relevance is defined by Bowen and Ostroff (2004) as “the degree to which employees 

successfully reach alignment between individual and organizational goals”. The 
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findings revealed that the term relevance in both cultures was understood and 

perceived as the same in meaning and terminology as operationalized by Bowen and 

Ostroff (2004), which was the clarity of goal alignment. Most Chinese managers 

reported that it’s very important to have precise goal alignment in their cultural 

context because rewards were attached to achieving goals. Moreover, their culture 

promoted clarity in achieving goal congruence. While Pakistani managers also 

emphasized that goal alignment was very important in their culture, creating a sense 

of motivation to work. Further, a few of them revealed that employees’ goals should 

be aligned with the management’s goals. One Chinese HR manager stated:  

“Goal alignment means to set goals according to company’s goals, to get 

financial benefits and rewards. In Chinese culture, employees need to achieve their 

goals because cultural norms define what is encouraged, discouraged, or accepted. 

So, it’s only possible with clear goal alignment”. (CH19-LM-F) 

Pakistani participants stated that: 

“Goal alignment means accomplishing the set goal. Employees believe it is 

very important to align their goals for good prospects, which raises a sense of 

motivation”. (PK02-SM-F) 

“Goal alignment means that employees’ goals should follow top 

management’s goals. This effect should get trickled down to employees to have clarity 

in goal alignment”. (PK06-SM-M) 

 Complementing this point, another manager stated that: 

“Alignment of goals means that every individual in the organization knows 

about their goals. When the objectives are clear, employees can perform well. So, 
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clear alignment of goals is observed in this organization”. (PK04-SM-M)  

A relatively large percentage of Pakistani managers revealed that they 

perceived relevance to be low in practice as employees’ expectations differed from 

the organization’s. Few of them reported that organizations’ expectations were higher 

than the capacity of the employees. For instance, managers had to push employees to 

achieve the set goals. Therefore, it becomes harder to make employees willingly work 

on their own, and they resist working according to management’s set goals. 

Employees think that management never gives them realistic targets, which causes a 

conflict between management and employee goals. When probed further, a manager 

stated, 

“Goals assigned to employees are aligned with the organization's goals, but 

it is observed that employees sometimes resist in some cases because the targets are 

unrealistic and difficult for them to meet”. (PK1-SM-M) 

“Goal alignment seems to be misaligned when employees consider it difficult 

to achieve, so they resist”. (PK6-SM-F) 

Making this point clear, one of the HR managers stated as follows:  

“Goal alignment means to align goals with management goals. But to be very 

honest, management never gives employees realistic goals, so there is always a 

conflict between management goals and employees’ goals, which resultantly impacts 

employee performance.” (PK03-SM-M) 

Thus, the findings emerged that Chinese and Pakistani HR managers had the 

same understanding of relevance feature, as per the original definition by Bowen and 

Ostroff (2004). However, a large percentage of Pakistani managers reported that 
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employees had issues in achieving this goal alignment which appeared more a matter 

of perception and willingness of employees to exert effort. Further, a clear goal 

alignment was observed between employees’ and organizational goals in the Chinese 

context.  

4.2.1d) Legitimacy of Authority 

 

Bowen and Ostroff (2004) defined the legitimacy of authority as submitting 

to performance expectations as formally sanctioned behaviour. Data indicated that 

Chinese and Pakistani managers had the same understanding of the term legitimacy 

of authority operationalized by Bowen and Ostroff (2004), but the terminology 

differed slightly in both cultures. Chinese managers perceived legitimacy as a 

credible authority and reported that effective communication promoted credibility 

among employees.  

Chinese managers revealed that credibility strengthened the communication 

lines between HR leadership and employees. Few participants said that instructions 

by managers at positions of authority were considered more credible due to their 

influential status. They further related this credibility concept with the leader’s 

sincerity (this point will be further elaborated in the discussion section) that 

influenced employees’ performance.  However, For Pakistani managers, the 

legitimacy of authority was perceived as a high-status authority or top management 

communication. They reported that messages from higher authority mattered to 

employees at all levels and helped them understand what was expected of them. 

Justifying points discussed above, one of the Chinese HR managers stated: 

“Credible authority means communication from people in authority about HR 
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practices. The instructions of people at the authoritative position are more 

professional, broader, credible and considered more important by employees.” 

(CH26-D-M) 

Another participant, supporting this view on events that happened in their 

organization stated:  

“Credibility means communicated messages are from people in top authority. 

Of course, it is considered an important message. Like when our manager circulates 

a message, we can check it at our convenient time, but when the message is from the 

general manager, it is our priority to check”. (CH17-LM-F) 

“High-status authority means communication from top management. It is the 

lifeblood for employees at all levels, specifically high-status position matters in 

communication”. (PK-07-SM-F) 

Table 4.1:  Supporting quotations for distinctiveness dimension 

 

4.2.2 Consistency  

 

Features Quotes from Chinese and Pakistani managers 

Understandability “Understandability means clear instructions about the HR-related 

practices, for the benefit of employees. It provides a wholesome 

understanding of practices and resultantly provides proficiency” 

(CH-19LM-F). 

“Comprehensive HR practices make instructions 

understandable”.  (PK9-LM-F) 

 

 

Visibility 

“HR department has a wonderful opportunity to raise observability 

of its policies and practices, making processes more visible. Our 

HR department uses social media most of the time as a 

communication tool” (CH23-SM-M). 

“Visibility means to share HR policies with complete transparency 

with employees. They will work according to the company rules and 

improve themselves quickly” (PK21-SM-F). 
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Bowen and Ostroff (2004) defined consistency as establishing consistent 

relationships among employees, and it is comprised of three sub-features as validity, 

instrumentality, and consistent HR messages. 

4.2.2a) Validity  

 

Our finding related to the consistency dimension indicated that the feature of 

validity which is defined by Bowen and Ostroff (2004), as ‘what managers intend to 

do and what they do’, was perceived as the same in meaning, but the terminology 

used was different in both cultural contexts. Chinese managers perceived the validity 

feature as managers followed the same as they implemented, and ultimately 

employees followed their leaders.  They elaborated that when an employee’s manager 

practiced the same thing he implemented, it validated things. Thus, Chinese 

perceptions about validity exist when the management’s words and actions are the 

same. Further, few of them revealed that back-and-forth communication about HR 

 

Relevance 

“Alignment means setting higher goals so that employees can align 

their professional and personal goals with their organizational 

goals”.  (CH26-D-M). 

“Goal alignment means the goal should be achievable. Therefore, 

if employees meet their targets, their motivation will be high to 

serve the organization effectively. Top management’s goals are 

always higher than the goals employees can achieve”. (PK10-LM-

F) 

 

 

Legitimacy of 

authority 

“Legitimacy of authority means sincerity of leader. If the leaders 

are sincere, then their subordinates try to work hard. Due to their 

credible position, communication from them is considered 

important”. (CH22-SM-F) 

“Authority means a respectful and reliable position of manager. 

Authority in the organization has a credible role for the employees. 

If the leadership is sincere, employees work hard and perceive their 

job as important. (CH21-SM-M) 



 

164 
 

practices with employees made things validated. Similarly, for Pakistani managers, 

validity is meant as communicating rightly and clearly, walk the talk and talk the 

walk. They explained clear communications validated things to a greater extent when 

managers walked the talk as it positively influenced the performance of employees. 

 One of the senior Pakistani managers shared: 

“Walk the talk means consistency between what managers claim to do and 

what they do in reality. If a leader's instructions are inconsistent and he does not 

communicate rightly and clearly, it will negatively impact the performance of 

employees. So, the leader must walk the talk”. (PK01-SM-M)  

“Talk the walk means that a manager has to prove himself by his clear 

actions”. (PK10-LM-F) 

Chinese manager supporting this view commented below: 

“Following the leader means that employees get direction in their work, with 

back-and-forth communication. When managers do what they say, it increases their 

credibility.” (CH19-LM-M)  

“Employees follow their team leaders. So, when team leaders follow the same 

as they implemented, then communication becomes validated.” (CH22-SM-F) 

4.2.2b) Instrumentality 

 

The instrumentality feature of consistency is defined as timely 

communication with employees about incentives to trigger desired outcomes. The 

findings highlighted the meaning of the instrumentality feature was perceived to be 

the same as operationalized by Bowen and Ostroff (2004), but the terminology used 

was different in Chinese and Pakistani contexts. Chinese managers expressed that 
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being instrumental meant cause and effect relationship. By cause and effect, they 

meant explicit rules about monetary benefits related to employees’ work outcomes. 

At the same time, Pakistani managers termed ‘instrumentality’ as motivating 

employees by timely informing about benefits. Managers reported that employees' 

motivation levels came down if no monetary incentives were involved. The findings 

emerged that in both cultures, timely communication of rewards and bonuses was 

linked with better performance. So, timely communication about rewards was very 

important because if there was no consistency in compensation and its time, it could 

impact employee performance negatively (for example, frustration and 

disappointment etc.).  Few Chinese managers reported that rewards and benefits made 

their work more charming. As one of the Chinese HR managers stated: 

“Timely communication of rewards means that the HR department should 

build a clear link between rewards and outcomes so, employees can perform 

according to those rules and know their monetary benefits related to their work 

outcomes.” (CH23-SM-M) 

“Cause and effect mean a positive relationship between performance and 

reward. For instance, if an employee achieves the target earlier, he will be given a 

double bonus. But if he is not aware of rewards, there is no charm to work harder to 

do it earlier”. (CH19-LM-F) 

As commented by Pakistani participants: 

“Timely communication of reward means to announce a reward timely, but if 

it is delayed, it will impact employee’s performance negatively, such as 

disappointment and frustration. So, rewards should be given in a timely and 
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consistent manner”.  (PK10-LM-F) 

“In our company, we give cash rewards to those who have good 

performances. Firstly, they get motivated by it, and secondly, other employees also 

benchmark the good performers”. (PK09-LM-M)  

4.2.2c) Consistent HR messages 

 

Bowen and Ostroff (2004) defined consistent HR messages as communicating 

different HR messages that remain compatible and stable in the signals over time. 

Findings indicated that the feature of consistency was perceived as the same in 

meaning but the terminology used was different in both contexts. The Chinese 

managers perceived consistent HR messages as stability in HR messages over time. 

Managers expressed that sharing mechanism should be clear in communication, 

making it consistent and stable over time and building trust among employees. At the 

same time, Pakistani managers perceived consistent HR messages as coordination 

and communication of HR practices. They reported that if there was a strong 

communication mechanism, then all the HR practices would be perceived to have the 

same message. Further, they believed that consistency in HR messages was very 

important during coordination with each other. As one of the senior HR managers 

stated:  

“Consistency means co-ordination and communication among executives and 

employees. The message from the sender to the receiver must be consistent with 

having a clear and smooth communication.” (PK9-LM-M) 

 “We maintain consistency in our activities when we coordinate and 

communicate with each other”. (PK03-SM-M)  
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“Information related to HR policies and practices mostly remains same over 

time. But when new policies and practices are implemented, it becomes challenging 

to ensure consistency. So, we try to send stable signals over time, by clear 

communication.” (CH24-SM-F) 

“By stability in HR messages means, we ensure that the information from 

sender to receiver is easily understood without errors over time.” (CH18-LM-M) 

Few managers from both countries reported that they use clear 

communication mechanisms to ensure clarity among employees. Different smart 

mobile apps, digitalized modes, and Facebook portals provided clarity in both 

cultures. As stated by both country’s managers: 

“We have a lot of apps and portals like employee self-service portal (ESS), 

and through different communication channels, we communicate with each other at 

the same time”. (PK05-SM-M) 

“We use emails and Facebook at the work portal, and make organization-

wide announcements, so employees receive information.” (CH17-LM-F) 

Table 4.2: Supporting quotations for consistency dimension. 

 

Features Quotes from Chinese and Pakistani managers 

 

 

Validity 

“If you say something else and do the opposite, employees will get 

confused, so right communication and walk the talk matters for 

consistency” (PK07-SM-F). 

“Leader’s actions are valuable when he acts as implemented because 

employees have to follow their leaders” (CH17-LM-M) 

 

 

Instrumentality 

“If there is a clear definition of the relationship between 

remuneration and work, employees will do their tasks as soon as 

possible to get a higher remuneration.” (PK07-SM-M) 
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“It will have a good impact on employee’s work when they are 

informed about rewards and benefits timely” (CH26-D-M) 

 

 

 

Consistent HR 

messages 

“Inconsistency in communication affects the performance of the 

employees. As employees will not be able to find the direction in their 

work, they may withdraw because the situation may go against the 

original intention.” (PK04-SM-F) 

“The consistency of HR message builds trusts among employees and 

managers. It can be achieved when HR messages are uniformly 

delivered.” (CH20-LM-F) 

“Clear communication means to maintain consistency over time. We 

communicate messages through emails, on notice board, etc., so 

employees know what is expected from them and how much of the 

targets they have achieved”. (CH17-LM-M) 

 

 

4.2.3 Consensus  

 

Bowen and Ostroff (2004) defined consensus as agreeing on HR-related 

practices by employees using fair means. It has two sub-features of fairness and 

agreement. Findings emerged that understanding in meaning was same about fairness 

and agreement features but the terminology used was different in Chinese and 

Pakistani culture.  

4.2.3a) Fairness 

 

Fairness means having combined fair perceptions of the HR practices that 

adhered to the principles of justice. Chinese managers perceived the meaning of 

fairness of HR practices as a feeling of justice. Managers reported that feeling of 

justice means establishing fair policies and practices as a fundamental requirement. 

Chinese managers reported that HR practices adhered to the principles of justice 
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because it was promoted in their organizations. While Pakistani managers perceived 

the meaning of fairness as fair evaluations of HR practices. Managers discussed that 

fair evaluation means fairness in different aspects; for instance, evaluations of HR 

practices and policy implementation in all departments should be fair and essential. 

Findings emerged that manager reported that if the process was perceived to be 

unfair, it would lead to demotivation among employees. One of the Chinese managers 

stated:  

“Feeling of justice means that we always try to be fair enough while dealing 

with employees”. (CH22-SM-M) 

“Doing justice means to rate employees fairly according to the work they do.  

Our setup is based on equality where everyone is rated equally based on their 

performance.” (CH18-LM-F) 

“Fair evaluation means to develop a stronger perception of fairness. More 

specifically, fairness of performance appraisal is enhanced after robust discussions 

regarding employees work during board meetings”. (PK15-D-M)  

“If you look at the performance management system, it is about the fair 

evaluation of employees by their manager. If the manager does not evaluate 

employees fairly, it will cause demotivation and frustration among employees.” 

(PK08-SM-F) 

Few line managers commented on fairness in evaluations that a sense of 

inequality emerges when there is a policy change and inconsistencies in HR-related 

issues. As reported: 

“Changing HR practices or not following the process can impact the 
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employee's sense of fairness. Because of the policy change, employees will be 

overwhelmed and feel unfair. (PK9-LM-M)   

“The flaws and inconsistencies that surround various HRM aspects inhibit 

the sense of justice and fair treatment in the organization.” (CH17-LM-M) 

4.2.3b) Agreement 

 

Bowen and Ostroff (2004) defined the agreement feature as stakeholders 

agreeing upon HR-related messages and helping in promoting consensuses. Both 

countries’ managers assigned the same meaning to this feature, but the terminology 

used differed. The data emerged that for Chinese managers, the agreement meant 

supporting decisions. On the other hand, Pakistani managers reported that the 

meaning of agreement is unanimity in decision-making. Few managers commented 

that decision-making was critical in the company because many stakeholders were 

involved in the decision-making, which made it challenging to find common ground. 

An interesting finding emerged that a large percentage of the senior managers 

reported that they faced a lot of difficulty in reaching unanimous decisions due to 

conflicts reported in getting support from all departments. As stated by one of the HR 

Directors: 

“Supporting decisions means to value each other’s decisions and then make 

a common decision at the end for execution and implementation.” (CH25-D-M) 

“Our management supports the HR policies and practices of the 

organization. Specifically, the top management plays a significant role when policies 

are being discussed.” (CH26-D-M) 

Supporting this, senior managers also commented: 
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“Policy is not formed by HR department only, but there is full management 

agreement behind it, and it is then unanimously approved by everyone.” (PK03-SM-

M)  

 

“Unanimous decision means agreeing on the same decision, but there are a 

lot of procedures to follow before forming a unanimous decision, for instance, 

discussions, team decisions, stakeholder views, etc., then a decision is formed.” 

(PK05-SM-M) 

Comment shared by one of the directors on the difficulty in decision making 

as below: 

“Decision-making means getting support from higher authorities. It 

sometimes becomes tough for all top management to support the same HR-related 

decisions.” (PK16-D-F). 

 

Table 4.3: Supporting quotes for consensus dimension 

Features Quotes from Chinese and Pakistani managers 

 

 

 

 

Fairness 

“Yes, the process is fair and justifiable because it is a visible process, and 

employees' performance are discussed during board meetings.” (CH24-

SM-F) 

“In large organizations, you set targets and goals, and according to it, 

you evaluate employees. Otherwise, fair evaluation is not possible”.  

(PK06-SM-F) 

“The normal practice in our organization is that we conduct meetings. We 

tell employees their strengths and weaknesses individually and evaluate 

them accordingly. The system is open to them, and in my view, it is fair 

enough”. (PK03-SM-M) 
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Agreement 

 

 

 

 

“So far, I have seen many problems in getting management support for 

HR policies. There is a tug-of-war in decision-making regarding HR 

policies most of the time. So, in my view, the beginning is always very 

challenging for decision making but ends better.” (PK05-SM-M) 

“The decision is supported unanimously, but there are always different 

opinions and views of policymakers at the back end. Few people can be in 

favor, and others can oppose the decision. But once the decision is made, 

things get refined, and the management is one unit”. (PK04-SM-F) 

 

 

4.3 Sub-objective 2: Influence of HRM System Strength on performance appraisal 

quality 

 

To evaluate the quality of the performance appraisal process, I utilized 

Sanders et al.'s (2008) three dimensions of quality: clarity, regularity, and openness. 

Clarity pertains to the degree of familiarity with the PAQ process and its purpose, 

while regularity refers to providing feedback regularly to assess performance and 

effectuate improvements. Openness, on the other hand, concerns the level of 

communication between the supervisor and the employee, particularly in providing 

feedback on the employee's performance. The results showed that embedding the 

performance appraisal within a strong HRM system had the most significant impact 

on its effectiveness. HR managers from both countries affirmed that the HRM 

system's strength affected the quality of the performance appraisal process. 

Specifically, they claimed that a highly distinctive, consistent, and consensual HRM 

system resulted in employees reporting higher levels of clarity, openness, and 

regularity in feedback. 
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4.3.1 Clarity 

 

In the perceptions of HR managers of both countries, HRM System Strength 

influenced the clarity of the performance appraisal. The data revealed that, among all 

features of HRM System Strength, understandability and visibility features of 

distinctiveness played a vital role in enhancing the clarity provided in the feedback 

process. Chinese managers indicated that understandability and visibility features of 

distinctiveness made the feedback process clear in communication. For instance, 

when the communication process was visible and understandable, it gave employees 

a clear direction about the organization's vision and the expected outcomes. Thus, the 

employees had clarity about the expected reward behaviors leading towards the high 

quality of performance appraisals. Similarly, Pakistani managers revealed that 

providing transparency in feedback was unambiguous to employees because their 

perceptions were influenced by the understandability and visibility features of the 

distinctiveness of the HRM system. For example, employees were clearly informed 

about their targets, deadlines, and other basis of evaluations. As stated by one of the 

Chinese managers: 

“When we conduct performance appraisal, our process is visible, as it 

provides clear direction and communication. So, every employee knows how much 

bonus he will get based on his performance and the feedback provided.” (CH09-LM-

M)  

As reported by a Pakistani participant:   

“We formally communicate appraisal process has started. This is our 

deliberate effort to inform employees clearly about their tasks, evaluations, 



 

174 
 

deadlines. Also, a certain percentage is distributed that is tied to an employee’s 

performance, So, the process of providing feedback is very understandable and 

visible in communication.” (PK03-SM-M) 

4.3.2 Regularity 

 

According to Chinese and Pakistani managers, HRM System Strength 

influenced the regularity in the performance appraisal process. Findings indicated 

that consistency played a vital role in delivering regularity in the performance 

appraisal process. Further, managers perceived that when HR messages were 

communicated consistently, they improved regularity in the performance appraisal 

process.  Chinese managers reported that HR messages were communicated at regular 

intervals in a consistent manner. Due to consistency in communication of appraisal 

system, employees enabled themselves to achieve their monthly tasks. Similarly, 

Pakistani managers reported that the process of conducting feedback was easy to 

follow because consistent HR messages were delivered, which helped employees 

improve themselves regularly. As managers commented on this: 

“Appraisal is consistently conducted every month. Our annual targets are 

divided into monthly targets and are trickled down to the lower level. These targets 

are considered as HR messages delivered consistently and in a regular manner, 

which helps them achieve their targets.” (CH22-SM-M) 

 Similar views were gathered from Pakistani Managers as well: 

“The process of conducting a performance appraisal in our organization is 

quite simple. We provide feedback to employees biannually, in a consistent manner. 

Employee’s appraisal form is filled at regular intervals and based on that they 
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improve their performance.” (PK11-LM-M) 

“As far as our organization is concerned, we do mid-year review and final 

year review, so it is a regular process, and in this way, employees know where they 

are lacking and how they can improve themselves.” (PK02-SM-F) 

4.3.3 Openness  

 

Lastly, managers from both countries indicated that the influence of the 

fairness feature of HRM System Strength played a vital role in providing openness in 

the performance appraisal process. Findings suggested that the influence of fairness 

in the process resulted in open communication in the feedback, which improved 

employees’ performance. It was observed that open dialogue between the sender and 

receiver of feedback provided opportunities for improved performance and raised a 

sense of justice and fairness. 

 Chinese managers reported that employees communicated their final ratings 

openly if they performed well, but managers communicated personally to them if 

their performance ratings were low. So, the performance appraisal process was 

perceived as open, fair, and just. However, Pakistani managers reported that they try 

to be fair when they conduct performance appraisals. When the employees felt justice 

in appraisal ratings, it assured high quality in open feedback. This mechanism of the 

performance management process was openly published in guidelines provided to 

employees from the beginning. As stated by Chinese managers: 

“We send an email about the final ratings to employees and don’t let other 

team members know. If the employee has a low rating, managers communicate it 

personally, whereas good performing employees are announced in front of all”. 



 

176 
 

(CH22-SM-M) 

“Employees are communicated about their basic performance ratings, and 

once the cycle is closed, we email them about their grades and increment. This is an 

open system of appraisal, purely performance-based feedback”. (CH17-LM-M) 

Comments by Pakistani participants are given below: 

“To be fair enough, we have to grade our employees openly on a performance 

rating criterion already shared with them. For instance, whenever my employee will 

be graded as C, I have to justify why I have graded him C, and which KPI’s he did 

not accomplish, up to the expectations”. (PK02-SM-F) 

 

Table 4.4: Supporting quotes for performance appraisal quality 

 

Dimensions  Quotes from Chinese and Pakistani Managers 

 

 

Clarity 

“When HR is sending messages, in the form of emails, notifications, 

and texts, they are communicated clearly. We ask employees whether 

feedback was given or not”. (CH10-LM-M)  

“We communicate HR messages clearly in the form of feedback on 

their performances.” (PK04-SM-F) 

 

 

 

 

Regularity 

“Increment is given every year, bonuses are given every quarter, and 

we conduct appraisal at regular basis.” (CH24-SM-M) 

“The annual performance evaluation is summarized in weekly, 

monthly, and annual reports that clarify the bonus calculation 

proportion. 360-degree evaluation of personal performance at 

regular intervals of individuals, colleagues, and leaders. Finally, the 

performance bonus is consistently determined according to the 

company's policy.” (PK03-SM-M) 

 

 

Openness 

“When we announce the performance management process, we 

publish the guidelines very openly, which will be the highest and 

lowest grading criterion. Above all, it all depends upon employee’s 

achievement of KPIs”. (PK7-SM-M) 
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4.4 Sub-objective 3: Influence of non-work domain factors on HRM System 

Strength features  

 

Within the non-work domain factors, three important contextual factors were 

identified in the data that included family structures, religiosity, and spirituality, 

which were responsible for differences in the behavior of managers in both countries. 

The data indicated that perceptions of Pakistani and Chinese managers varied in 

understanding the influence of non-work domain factors on HRM System Strength 

features due to the unique contextual differences between them. Findings are reported 

below.   

4.4.1 Family structures 

 

While studying the non-work domain factor of family structures based on 

employees residing in nuclear and joint families influenced employee perceptions 

related to HRM System Strength. In Chinese culture, there is the dominance of the 

nuclear family structure comprised of parents and their children, while in Pakistan, 

there is the dominance of the joint family structures consisting of many nuclear 

families, i.e., grandparents, uncle(s), aunt(s), and their dependent children. The data 

indicated that in Pakistan, primarily employees resided in joint families. Hence, there 

was a need to meet the greater responsibility of the immediate and extended family 

for which employees seek more clarity in the performance requirements.  

Particularly they seek more clarity on HR communication because they 

extensively relied on the rewards and bonuses for fulfilling their needs. Likewise, as 

they lived in a joint family and had more responsibilities, they needed more clarity in 

terms of the HR practices of the organization. Managers thought that the more they 
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were able to deliver well, the lesser the work stress they got due to the strong HRM 

system. Employees' performance does get impacted when communication and clarity 

are not there because employees had to fulfill many responsibilities, which put them 

psychologically under pressure.  On the other hand, Chinese managers reported that 

in their cultural context, employees mainly resided in nuclear family structures and 

had to fulfil fewer responsibilities of their family members, which influenced 

perceptions of HRM System Strength in a way, that clarity of HR practices and 

linkages of rewards positively impacted employee’s performance. Some quotes are 

given below: 

“To some extent, those employees who had more family responsibilities, link 

it with a rewarding system and work harder to have clarity of HR practices to get 

good rewards to fulfill their family responsibilities.” (PK03-SM-F) 

“Family structure does influence HRM System Strength and employee’s 

performance. For instance, an employee who lives in joint family structures has many 

dependents on him; psychologically, he might face problems, but when there is a 

clarity in communication of HR-related messages, he cannot get detract from work, 

and his performance remains good”. (PK-LM-3) 

“In China, the family structure influences employee’s performance in a sense 

that parents are restricted towards their children's upbringing and small families 

have fewer responsibilities, so it has an influence which comes from their 

background, and clarity of practices promotes a good performance.” (CH19-LM-M)  

“Well, I think it depends upon personal experiences of employees like in our 

country mostly employees reside in a nuclear family system and had fewer 
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requirements to meet, so an employee might not be interested in monetary rewards, 

but he seems more interested in seeking fairness in overall HR practices to secure 

sense of justice.” (CH18-LM-M) 

4.4.2 Religiosity and spirituality  

 

The cultural factor of spirituality is defined as the degree to which an 

individual’s spirituality is based on perceptions of honesty and ethics, and religiosity 

which is defined as an individual's religious beliefs and practices keep them 

motivated in their work, may have an influence on the perceptions employees build 

related to HRM System Strength. In Chinese culture, there was the dominance of 

believing in spirituality in terms of honesty, ethics, and righteousness. In contrast, 

there was a dominance of believing in religiosity in terms of motivation, morality, 

and meaningfulness in Pakistani culture. The data indicated that, in the context of 

Pakistan, where most employees believe in religiosity, try to follow moral values, 

consider work a source of motivation, and seek meaningfulness in their work.  

These factors were observed to enhance performance, due to which 

employees seek more clarity and fairness in the performance requirements. 

Moreover, managers also talked about the spirituality perspective, that it had an 

intrinsic impact on their performance, but the predominance of religiosity was 

observed in Pakistani country context.  On the other hand, in China’s context, 

managers reported that as it was a socialist country, no religious perspective was 

followed, and their work-related practices had no influence due to religiosity. But a 

few managers reported that employees believed in spirituality, and they believed that 

when they worked with honesty, righteousness, and followed work ethics, it enhanced 



 

180 
 

their performance. Specifically, employees seek more fairness and validation of HR 

practices to fulfill their performance requirements because they relate these with the 

goals they set to accomplish. Resultantly, it became important to set goals first, based 

on the principles of ethics, which provided clarity in guiding their work behavior and 

positively impacted employees' performance.  

A few quotes are given below. 

“If it’s about religiosity, then I would say that maybe I see most employees 

link it with morality perspective and relating it with work. I have observed that 

following moral values increases clarity, fairness, and validation of HR practices, 

which enhances an employee's performance.” (PK3-LM-M) 

“One connection of religiosity with employee’s performance work which I see 

is that it is a source of motivation for employee due to which he seeks clarity in his 

work.” (PK8-SM-M) 

“Yes, I believe that employees’ spirituality is linked with his faith. Whereas 

faith relates to ethics, which are linked with righteousness and communicating rightly 

about HR practices, guiding them what goals are important to achieve will impact 

employee’s performance.” (CH18-LM-M) 

“Yes, if it’s about spiritual being, it could indirectly affect performance in 

terms of ethical means that employee follows. But at the end, employee consider the 

goal he set to accomplish by following ethical means to perform better, for which he 

needs fairness of HR practices” (CH21-LM-F) 

Interestingly, all the respondents expressed that they don’t follow any specific 

religion and commented as: 
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“No, I didn’t think work and an individual’s beliefs are related to spirituality 

or religion; moreover, there is no influence of religion because I don't follow any 

religion.” (CH19-LM-M) 

 “China is a socialist country, and the influence of religion is not too much.” 

(CH24-SM-M) 

“In China, the religious perspective is not important, but in other countries, 

people have religious perspectives and belief systems, which may have a better 

influence on employee performance. Because they may think their God will punish 

them so they will avoid some mistakes, but they seek fairness at their work.” (CH17-

LM-M) 

 

Table 4.5: Supporting quotes for non-work domain factors 

Factors  Quotes from Chinese and Pakistani managers 

 

Family 

structure 

“Yes, FS had a big impact. Because for few person families, pressure 

ought to be less.” (CH17-LM-M) 

“Psychologically, employees face many problems because they have to 

meet a lot of family and work requirements, so they need to have clarity 

of HR practices for performing well”. (PK04-SM-F) 

 

 

 

 

Religiosity 

and 

 

spirituality    

“Yes, our religion ISLAM says to do work with complete honesty, but 

it’s linked with work in a way when an individual’s beliefs are based on 

religiosity, then it could have an indirect effect in terms of seeking 

meaningfulness in work that requires certain aspects to be fair and 

clear, which influence their perceptions about work which make their 

performance good.” (PK2-LM-F) 

“Having faith in religion is my disposition and, in my opinion, might be 

I thought to perform Umrah. So, this bonus is important for me, for 

which I need clarity in my goal. So, it all depends on what’s going on 

in the background to make you work harder for the goal and remain 

motivated, making you perform better”. (PK03-SM-M) 

“I don’t think there is any religious perspective in China.” (CH23-LM-

M) 

“In our cultural context, it's about achieving our goals. It is more likely 

to be related to monetary terms, not related to the spirituality of an 

employee.” (CH10-LM-M) 
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4.5 Summary of the Qualitative strand of the study 

 

The findings of the qualitative study suggested that HRM System Strength 

features like understandability, visibility, legitimacy of authority, validity, 

instrumentality, consistent HR messages, and fairness were perceived differently in 

terminologies and meanings as compared to the original operationalization of Bowen 

and Ostroff (2004) construct, while features of relevance and agreement were 

perceived as the same in terminology and meaning by both country managers. 

Consequently, the HRM System Strength was considered a culture-bound construct 

because situations or environments had a plethora of distinctiveness due to contextual 

differences. 

 Furthermore, findings revealed that HRM System Strength features like 

visibility, consistency, and fairness had a culture-free influence in providing Chinese 

and Pakistani managers quality (clarity, regularity, and openness) feedback. In 

particular, findings alluded to the importance of performance appraisal quality, which 

was perceived to be the same in enhancing the performance of employees. Lastly, 

based on this study results, non-work domain factors had a culture-bound influence 

on HRM System Strength features. Chinese managers who resided in nuclear family 

structures reported that fewer responsibilities made them seek fairness for fulfilling 

their performance requirements.  

In contrast, Pakistani managers who lived in joint family structures said that 

clarity and rewards were more critical for fulfilling their performance requirements. 

On the other hand, Chinese managers did not believe in religiosity. Still, their 
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spirituality encourages them to accomplish set goals to perform better. In contrast, 

the religiosity factor was considered very important by Pakistani managers because 

it influenced the perception of clarity and fairness, making employees perform better. 

4.6 Quantitative Strand of the Study 

 

The quantitative strand of the study was based on examining moderating roles 

of HRM System Strength and non-work domain factors in the relationship between 

performance appraisal quality and employee performance and to investigate the 

impact of three-way interaction among these variables. Quantitative techniques were 

used to answer the following research objectives developed for this research. 

Research Objective 2: To examine the moderating impact of employee 

perceptions of HRM System Strength on the relationship between performance 

appraisal quality and employee performance. 

Research Objective 3: To examine the moderating impact of non-work 

domain factors of religiosity, spirituality, and family structure on the relationship 

between performance appraisal quality and employee performance. 

Research Objective 4: To investigate the impact of three-way interaction of 

performance appraisal quality, HRM System Strength, and non-work domain factors 

on employee performance. 

Data were collected from Pakistani and Chinese managers and their 

employees (i.e., multisource data) through a time-lagged design (i.e., one-month 

interval). At Time 1, a total of 1400 questionaries were distributed to the managers 

and their employees in China and Pakistan in the Telecommunication sector. The 

final sample size after matched data with Time 1 and Time 2 responses comprised of 
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850 questionnaires. Among these 850 questionnaires, 734 were completed by 

employees, and 116 were completed by managers. At Time 1, the employee has to 

rate their performance appraisal quality, perceptions of HRM System Strength, and 

non-work domain factors Whereas at Time 1 and Time 2, managers have to rate the 

performance of their respective employees. 

4.6.1 Evaluation of the Measurement Models 

 

4.6.1a) Confirmatory factor analysis 

 

Before conducting any further analysis, it is necessary to assess and establish 

the reliability and validity of the constructs. In this regard, Hair et al. (2014) proposed 

various tests to evaluate the reliability and validity of the constructs. Before testing 

research hypotheses, the researcher conducted CFA to test the fitness of the obtained 

model (Muthén and Muthén, 2012). According to Kline (2011), Confirmatory Factor 

Analysis (CFA) is a method that scrutinizes pre-defined measurement models, where 

the number of factors and their association with the indicators are distinctly identified. 

CFA is a useful technique to establish the measurement model and validates each 

item to be loaded on its expected latent variable (Thompson, 2004; Lewis, 2017). 

Thus,  CFA measures the degree to which the assigned structure corresponds to 

reality, demonstrating construct validity (Hair et al., 2006).  

For the constructs measured at the individual level (i.e., performance 

appraisal quality, HRM System Strength, spirituality, religiosity and employee 

performance), a CFA is performed to justify individual-level responses. When a 

researcher has a clear theoretically driven model that specifies the number of 
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elements and how these factors are associated with one another, CFA is regarded as 

an appropriate data analytic technique (Thompson, 2004).  Multiple indices were used 

to evaluate the goodness of fit for the measurement models (Hu and Bentler, 1999). 

Specifically, the researcher relied on the overall model fitness indexes (discussed in 

Chapter 3). Below Table 4.6 shows the cutoff criterion of the test statistic and their 

respective obtained statistic values. 

Table 4.6: Cutoff Criteria Guidelines for Model Fit  

Test statistic/ index Cutoff criteria Obtained statistic 

df  > 0 2.54 

CMIN = Chi-square / 

df 

≤ df 1.04 

GFI ≥ .90 0.91 

TLI ≥ .95 0.92 

NFI  ≥ .90 0.93 

CFI  ≥ .93 0.93 

RMSEA ≤ .08 0.04 

Notes: N=734. df = degrees of freedom; χ 2 = chi-square; GFI = Goodness of Fit Index; 

NFI = Normed Fit Index; CFI = Comparative Fit Index; TLI = Tucker Lewis Index; 

RMSEA = Root Mean Square Error of Approximation.  

 

To establish the convergent and discriminant validity of the measurements, 

Confirmatory Factor Analysis (CFA) was used to test the measurement model. This 

model comprised items for the five latent variables, namely, performance appraisal 

quality, religiosity, spirituality, HRM System Strength, and employee performance. 

Sarstedt et al. (2019) recommended a two-stage process for validating the higher and 

lower order constructs, which involved (1) the measurement model of lower-order 

components, and (2) the measurement model of higher-order constructs that 

established connections between the lower and higher order constructs, in accordance 

with the guidelines provided by Hair et al. (2017) and Ramayah et al. (2016).  

The study employed the formative indicator approach to establish the 



 

186 
 

convergent validity of lower-order constructs, examine collinearity between 

indicators, and determine the significance of outer weights. Additionally, Cronbach's 

alpha and composite reliability were used to evaluate the internal consistency of 

lower order constructs, which represented indicators of the higher order constructs. 

Furthermore, the reliability of indicators and the average variance extracted (AVE) 

were assessed to establish the convergent and discriminant validity. Following the 

recommendations by Podsakoff et al., (2003) regarding reverse codding items, one 

reverse codded item (SS11) was removed, whose factor loading was below 0.40. 

Then, CFA was conducted by specifying the indicators only loading to their 

corresponding unique latent variables, with a baseline five-factor model [EP; PAQ; 

REL; SPI; SS].  

First of all, a one-factor model was tested by collapsing all the variables into 

one factor as, in comparison to other three models resulted in (CMIN/df = 4.98, CFI 

= 0.73, GLI= 0.71, TLI = 0.69, RMSEA = 0.089). Then, another model was tested as 

two factor model where independent variable (i.e., PAQ) was collapsed with all the 

moderators (i.e., religiosity, spirituality and HRM System Strength) into two factors 

[EP; PAQ+ REL+ SPI+ SS], and resulted as (CMIN/df = 3.55, CFI = 0.8, GLI= 0.78, 

TLI = 0.79, RMSEA = 0.079). Furthermore, three-factor model was tested by 

combining religiosity, spirituality and HRM System Strength into three factors as 

[EP; PAQ; REL+ SPI+ SS] and resulted as (CMIN/df = 2.34, CFI = 0.83, GLI= 0.87, 

TLI = 0.86, RMSEA = 0.061). Finally, a five-factor model was tested with separate 

factors as [EP; PAQ; REL; SPI; SS], shown in Table 4.7 as (CMIN/df = 1.09, CFI = 

0.93, GLI= 0.91, TLI = 0.92, RMSEA = 0.047) indicates the best reasonable fit of 
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the model. Thus resultantly, the five-factor model resulted best than the possible other 

three alternative models presented in Table 4.7. Thus, it demonstrates the 

distinctiveness of study variables.  

The detailed assessment of the measurement models constructs as 

performance appraisal quality, religiosity, spirituality, HRM System Strength, and 

employee performance are provided in the section below. The section evaluates the 

model to justify the goodness of fit to assess construct validity, internal consistency 

reliability, and convergent validity. 

 

Table 4.7: Comparison of Different Models - Confirmatory Factor Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4.6.2 Reliability and Convergent Validity 

 

4.6.2a) Internal consistency reliability 

 

The assessment of construct reliability via internal consistency is a crucial 

        

Model 

  Variables CMIN   NFI                          TLI GFI  CFI  RMSEA   

One-

factor 

model 

All factors combined 5.01 0.761 0.745 0.755 0.766   0.091  

Two-

factor 

model 

EP; PAQ+REL+SPI+HRM SS 3.34 0.800 0.796 0.769 0.802   0.077  

Three-

Factor 

model 

EP; PAQ; REL+SPI+HRM SS 2.21 0.812 0.843 0.858 0.878   0.059  

Five-

factor 

model  

EP; PAQ; REL, SPI; HRM SS 1.11 0.927                     0.923 0.915 0.927   0.048  Baseline 

model 

Notes: Employee n=734.  Tucker-Lewis’s index (TLI), Incremental fit index (IFI), Comparative 

fit Index PAQ: Performance appraisal quality, HRM SS: HR strength, REL: Religiosity, SPI: 

Spirituality and EP:  Employee performance. Family structure variable was not included as it 

was dichotomous variable, dummy codded (0 and 1). 
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criterion in research. Typically, Cronbach’s alpha is used to measure the inter-

correlations between the items of the construct and establish its internal consistency 

reliability, as suggested by Hair et al. (2010). However, Cronbach's alpha assumes 

that all indicators have equal loadings on the construct. Therefore, Composite 

reliability (CR) has been recommended as an alternative criterion for evaluating 

construct reliability by Hair, Anderson, Babin, and Black (2010) and Kline (2011). 

Unlike Cronbach's alpha, CR takes into account the outer loadings of all the indicators 

of the construct. Similar to Cronbach's alpha, the interpretation of composite 

reliability falls between 0 and 1. Values ranging from 0.7 to 0.9 are typically deemed 

acceptable, according to Nunally and Bernstein (1994). The composite reliability of 

the construct of PAQ is 0.90, HRM SS is 0.940, spirituality is 0.875 higher than 

expected in its original scale (please refer to Lynn, 2009), religiosity is 0.78, and 

employee performance is 0.93. 

 

Table 4.8: Factor loading of constructs 

Construct  Measurement 

items 

Loading AVE Composite Reliability 

(CR) 

Performance 

appraisal 

quality 

PAQ1 .802  

 

0.642 

 

 

0.845 

 PAQ2 .824 

 PAQ3 .785 

Religiosity REL1 .653  

 

0.502 

 

 

0 .821 
 REL2 .762 

 REL3 .737 

 REL4 .689 

 REL5 .697 

Spirituality SPI1 .750  

 

 

0.632 

 

 

 

0.923 

 SPI2 .734 

 SPI3 .803 

 SPI4 .793 
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 SPI5 .837 

 SPI6 .816 

 SPI7 .827 

HRM System 

Strength 

SS1 .703  

 

 

 

 

 

 

 

 

0.528 

 

 

 

 

 

 

 

 

 

0.947 

 SS1 .760 

 SS2 .724 

 SS3 .720 

 SS4 .713 

 SS5 .702 

 SS6 .703 

 SS7 .777 

 SS8 .748 

 SS9 .744 

 SS10 .745 

 SS12 .697 

 SS13 .706 

 SS14 .721 

 SS15 .744 

 SS16 .742 

 SS17 .703 

Employee 

performance 

EP1 .761  

 

 

 

0.610 

 

 

 

 

0.925 

 EP2 .750 

 EP3 .784 

 EP4 .788 

 EP5 .778 

 EP6 .727 

 EP7 .812 

 EP8 .842 

 EP9 .787 

Notes: N=734. Values of the AVEs of the relevant constructs are greater than .50, hence 

establishing the convergent validity of the constructs. 

 

 

 

4.6.2b) Convergent validity 

 

Convergent validity pertains to the degree to which a measurement correlates 

with other measurements of the same construct (Sekaran, 2003). To assess convergent 
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validity, both the Average Variance Extracted (AVE) of the measurement and the 

outer loadings of the indicators are analyzed (Hair et al., 2014). Indicators with higher 

loading values exceeding 0.708 confirm their reliability. The average value extracted 

(AVE) is calculated as the square of this number, which amounts to 0.50, indicating 

that the construct accounts for 50% of the variation in that particular indicator. Using 

this cutoff, the relevant construct must account for at least 50% of the variation. The 

fact that all of the HRM System Strength indicators are still in use and 

showed reasonably high levels of indicator loadings—higher than 0.628—proves the 

reliability of these indicators. As recommended by Hair et al., (2014) the average 

variance extracted (AVE) for all constructs is more than the cutoff value of AVE = 

0.50. Hence, the composite reliability of all the constructs is established (please see 

Table 4.8). 

 

4.6.3 Descriptive statistics  

 

Descriptive statistics were computed after conducting CFA, as presented in 

Table 4.9. The skewness and kurtosis were computed to check the normality of the 

data.  According to Bai and Ng, (2005), the range lies between, +1 o -1 for skewness 

and +3 to -3 for kurtosis. According to the findings, all of the variables were 

distributed normally, as their skewness and kurtosis values were below the absolute 

threshold values of 1 and 3, respectively (Sekaran, 2003). 
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Table 4.9: Descriptive statistics 

 N Min Max Mean SD 

Variable Skewness 

Statistic 

Kurtosis 

Statistic 

PAQ 734 1 6 2.7 1.3 .752 -.70 

HRM SS 734 1 6 3.2 0.8 1.04 .570 

Spirituality 734 1 6 2.8 1.8 .293 -1.71 

Religiosity 734 1 6 3.0 0.9 .064 -.031 

FS 734 0 1 0.4 0.4 .393 -1.85 

EP 116 1 6 3.3 1.1 .392 -1.36 

Notes: Employees N=734, PAQ: Performance Appraisal Quality, HRM SS: HRM System 

Strength, REL: Religiosity, SPI: Spirituality, FS: Family structure (dummy coded as 

0=nuclear FS and1=Joint FS) and EP:  Employee Performance  

 

4.6.4 Demographic characteristics 

 

The demographic characteristics were computed separately for managers and 

their employees.  Respondents were asked to indicate their age, gender, experience, 

and qualification. A total of 116 company’s managing directors, senior managers, 

line managers, and 734 employees participated in this study. Out of the participating 

company managers, 54% were from Pakistan and 46% were from China. Among the 

managers, 71% of the participants were male, with an average experience of 5.3 years 

and an average age of 33 years. The most frequently reported education level was of 

master’s degree as 49%, followed by a graduate degree 37%, and a higher degree 

13%. Whereas among the sample of employees, 63% were male, with an average 

experience of 4.9 years and an average age of 32. Participants with graduate degrees 

were 60% and those with a master’s degree were 32% while some 8% have a higher 

degree. Summaries of sample profiles and descriptive characteristics were presented 

in Table 4.10. 
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Table 4.10: Demographic characteristics 

 

 (Employees N=734) (Managers N=116) 

 Frequency Percentage 

(%) 

Frequency Percentage 

(%) 

Gender Male 462 63 83 71 

Female 271  37 33 29 

 

Age 

18-30  295 40.3  35 30.1 

31-40  222 30.2  46 39.3 

41-50  174  23.7 26 22.2 

51-60 and 

above 

43  5.8 11  8.4 

 

Experience 

(Years) 

0-1  123  16.7  13  10.5 

2-5  227  30.9  71 61.2  

6-10  265  36.7 25  22.2  

Over 10  119  16.3  7 6.1  

 

Education 

Graduate  421 57.3 43 37.1 

Masters 236 32.1 57 49.2 

Highest 

degree 

77  10.4 16 13.7 

Country Pakistan 401 54.6 60 53.4 

China 333  45.4 56 46.6 

 

 

4.6.5 Multi-Collinearity Diagnostics  

 

Table 4.11 presents the results of the multicollinearity diagnostics conducted 

to identify any issues with multicollinearity. The values of VIF for all the independent 

variables in the employee performance model were found to be within the acceptable 

range, which is below the threshold value of 5.00, as recommended by various 

researchers (Shrestha, 2020; Duxbury, 2021; Pallant, 2010; Peng, 2012; Aiken and 

West, 1991). This indicates that the independent variables for employee performance 

did not have issues with multicollinearity. The VIF values for the IV ‘performance 
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appraisal quality (PAQ VIF = 1.538), spirituality (SPI VIF=1.107 with tolerance level 

.903), religiosity (REL VIF=1.003 with tolerance level .997) HRM System Strength 

(HRM SS VIF = 1.457 with tolerance level .686), and family structures’ (FS VIF = 

1.034 with tolerance level= .967) were below 5.00, hence there was no issue of multi-

collinearity in the data. 

Table 4.11: Multi-Collinearity VIF values of the Independent Variables 

Independent variables            Dependent variable 

                                                                    Collinearity Statistics  

 Tolerance level VIF 

Performance appraisal 

quality 

.650 1.538 

Spirituality .903 1.107 

Religiosity .997 1.003 

HRM System Strength .686 1.457 

Family structures .967 1.034 

Note. N= 734 

 

 

4.6.6 Identification of control variables 

 

For this study, to identify control variables, correlational analysis was carried 

out using demographical variables for employee and manager level data (Lam et al., 

2017; Becker, 2005). To find out the effect of demographic variables on the employee 

performance (i.e., dependent variable), controlling for employee characteristics, level 

of education, gender, age in years, and experience were included in a similar vein to 

Ng and Feldman (2009, 2010), and Guan (2017).  using correlational analysis. To 

account for the potential impact of slight demographic changes on the model, control 

variables were included when analyzing perception. This was done in an exploratory 
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sense. Dummy variables were used to control for country effects, specifically for 

Pakistan and China. In addition, the managerial level data included control variables 

such as the managers' gender, age, education, and experience. Similarly, the 

employee-level data included control variables such as employees' gender, age, 

education, and experience, which were examined using correlational analysis. 

4.6.7 Correlation and Reliability 

 

Before conducting moderation analysis, reliability and correlations were 

computed. Table 4.12 presented the correlations and internal reliabilities (i.e., 

Cronbach alpha) among all the variables of the study. The assessment of internal 

consistency for the variables was carried out by examining the values of Cronbach's 

alpha, which can range from 0 to 1, with higher values indicating stronger internal 

consistency (Gliem and Gliem, 2003). Table 4.12 shows the Cronbach’s alpha values 

for each variable in parentheses, with all values above .80, except religiosity (i.e., 

.78), which is still considered acceptable according to George and Mallery (2003). 

The Pearson correlation analysis in Table 4.11 provides information about the 

direction and strength of the relationships among the variables. As shown, 

performance appraisal quality (r = .49, p < .01) the HRM System Strength (r = .31, p 

< .01), spirituality (r= .24, p < .05), religiosity (r= .07, p < .10) and family structure 

(r= .05, p < .10) were positively correlated with outcome variable of employee 

performance. 

 Moreover, among all demographic variables, only subordinates age showed 

a positive correlation (r= .08, p < .01) with performance of employees, that means 

age increases, performance of employees consistently increases (Heenkam, 2016). 
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Furthermore, HRM System Strength showed positive relationship with the PAQ (r= 

.56, p < .05), spirituality of employee’s (r= .13, p < .01) religiosity (r= .09, p < .01), 

and family structures (r= .09, p < .10). Performance appraisal quality was positively 

related to spirituality (r= .27, p < .01), religiosity (r= .07, p < .05) and family 

structures (r= .08, p < .05). It was also positively related to age of employee (r= .08, 

p < .01). Spirituality had positive correlation with religiosity (r= .10, p < .10), that 

means those employees who are spiritual are also considered religious. It also had a 

positively significant relationship with family structures (r= .17, p < .05), age (r= .22, 

p < .01) and gender (r= .10, p < .01) of the employee. Further details and support 

regarding how these variables were statistically linked to each other was provided in 

the regression analysis section 4.2.8 of this chapter. 



 

196 
 

  Mean  SD 1 2 3 4 5 6 7 8 9 10 11  12 13 14 15 

1. Manager age 35 8.6                

2. Manager 

gender  

0.7 0.5 .13**               

3. Manager 

experience 

4.9 3.3 .67** .23**              

4.     Manager 

education 

3.0 1.5 .05 -.021 .10**             

5. Employee age 32 9.2 .33** -.08* .37** .037            

6. Employee 

gender 

1.3 .48 -.05 .05 .06 .01 .06           

7. Employee 

experience 

3.3 1.1 .15** -.10** .12** .06 .20** .07*          

8. Employee 

education 

2.9 1.3 -.02 -.01 .01 .04 .03 .039 .06         

9. PAQ 3.1 1.7  .01* -.02 .03* .09* .07* .01 .03 .03 (.80)       

10 HRM SS 2.6 .82 .021 -.08* .16** .04* .04* -.04 .01 -.04 .56** (.74)      

11 Spirituality 2.7 1.8 .03 .05 .03 .01* 09* .22** .04 -.06 .26** .13** (.79)     

12 FS 0.7 .58 -.15** .08* -.13** .07* -.13** .01 -.06 -.06 .08* .07* .17* (-)    

13 Religiosity .30 1.0 .10** -.05 .11** .06 .22** -.04 .14** .08* .07* .023* .10* .08* (.70)   

14 EP (Time 1) 2.6 .97 -.13** .09** -.13** .05 -.12** .02 -.03 -.02 .08* .03* .14* .08* .12 (.79)  

15 EP (Time 2) 3.2 1.3 .08* .06 .06* -.00 .07* .02* .06 .02 .49** .31** .24* .07* .05* .11* (.78) 

** Correlation is significant at the 0.01 level (2-tailed). *Correlation is significant at the 0.05 level (2-tailed).  

Notes: Employees N=734 and managers N=116. PAQ: Performance appraisal quality, HRM SS: HR strength, REL: Religiosity, SPI: Spirituality, FS: Family 

structures, and EP:  Employee performance. In diagonal, parenthesis showing the square root of AVE’s. These AVE values are greater than intercorrelations, that 

is why the discriminant validity is established. 

All variables are measured at Time 1, and employee performance was again rated by managers at Time 2. 

Dummy coded variables as: Gender: female = 0, male = 1; Family structures: nuclear family structures = 0, Joint family structures =1 

 

Table 4.12: Correlation and Reliability Table 
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4.6.8 Test of hypotheses 

 

To investigate the effect of HRM System Strength and non-work domain 

factors on the relationship between performance appraisal quality and employee 

performance, this study employed a hypothesized model based on multilevel data. 

The individual-level data comprised the independent variable of performance 

appraisal quality, moderators such as HRM System Strength, non-work domain 

factors, ten interaction terms, and a dependent variable of employee performance. 

The level 2 variables consisted of individual managers' characteristics like age, 

gender, education, and experience in years. Because of the nested data structure, 

Hierarchical Linear Modelling (HLM) was used to estimate multi-level hypotheses 

(Bryk and Raudenbush, 1992; Raudenbush and Bryk, 2002; Snijders and Bosker, 

2012). 

 To estimate the hypothesized relationships, mean values were calculated. For 

better accuracy, the maximum likelihood technique, as recommended by Boedeker 

(2017), was used to estimate the hypothesis results. The outcomes are presented in 

Table 4.13. The findings revealed that the dependent variable (i.e., employee 

performance, Time 2) had between-managers variance of approximately 19%, 

indicating the need for using HLM to investigate the study's proposed cross-level 

relationships. The intra-company variance (τ00/τ00+ σ2) was measured using the null 

model. 

Following Zhang, Zyphur, and Preacher’s (2009) recommendations, for the 

estimation of the moderation hypothesis, a 1-1-1 model was employed. This model 
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included both individual and manager-level predictors (i.e., both Level 1 and Level 2 

predictors at the individual level). In this model, measures of aggregated employee 

performance, as well as managers’ age, gender, education, and experience as Level 2 

predictors, were included to control for potential method effects. I centered the Level 

1 predictors at group means (i.e., group-mean centering) to isolate Level 1 effects 

within (within-workgroup variance) and between (between-group variance) 

components (Raudenbush and Bryk, 2002; Shin and Raudenbush, 2010; Snijdervs 

and Bosker, 2012). 

The reason for utilizing group-mean centering is to avoid confounding raw or 

grand-mean-centered lower-level scores, which may include both individual- and 

group-level variances (Zhang et al., 2009). The application of group-mean centering 

can help to distinguish between individual- and group-level effects. Table 4.13 

summarizes the analysis testing of the hypothesized influence of managerial rating 

style (level 2) on employee performance (level 1). Furthermore, on the 

recommendations of previous literature (Gang and Ravichandran, 2015), a 

significance level of less than 10% was used for supporting or rejecting the 

hypothesis.  

Specifically, employees’ and managers’ age, gender, education, and 

experience were centered around the group mean, employee performance (Time 1), 

and the country variable was centered around the grand means as recommended by 

(Raudenbush et al., 2011; Snijder:s and Bosker, 2012). Employee performance (Time 

2) was regressed on all control variables to the empty model, results are presented in 

model 1 of Table 4.13. Results showed that, employee gender (β= .18, p < .01), 
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country (β= 0.07, p < .05), employee performance (Time 1) (β= 0.09, p < .01) and 

manager’s experience (β= 0.10, p < .01) was positively related to employee 

performance (Time 2). Whereas the manager’s gender, employee and manager’s age, 

and education level were not significantly related to employee performance (Time 2). 

Thus, it shows that male managers have a higher perception of job performance than 

female managers (Kotur and Anbazhagan, 2014), along with that, the effect of 

country controlling for Pakistani employees and managers (β= .07, p < .05) 

influenced employees’ performance. Manager’s experience also showed a significant 

and positive influence on employees’ performance. 

 Hypothesis 1 presented the positive relationship between performance 

appraisal quality and employee performance. As shown in model 2 of Table 4.13, 

performance appraisal quality was positively related (β= .43, p < .01) to employee 

performance. Hence, Hypothesis 1 was supported. 

Model 2 evaluates the direct effect model, which examines the direct effects 

and moderators. The results indicate that HRM System Strength is a significant 

predictor of employee performance (β= .10, p < .01, as shown in model 2). 

Hypothesis 2 proposed that the positive relationship between PAQ and employee 

performance is moderated by HRM System Strength. Model 3 (presented in Table 

4.13) shows that the two-way interaction (i.e., HRM SS* PAQ) is positively 

significant (β= .18, p < .05), supporting Hypothesis 2. The findings reveal that the 

positive association between performance appraisal quality and employee 

performance is significant when HRM System Strength is highly distinctive, 

consistent, and consensual. The graph is presented in Figure 4.1.  
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The interaction graph results revealed that a positive association exists 

between PAQ and employee performance for both high and low HRM System 

Strength. However, the positive slope was more pronounced for high HRM SS (β= 

.48**) as compared to low HRM SS, as shown in Figure 4.1. To illustrate the 

moderation graphs of the significant interactions, graphs were created using the excel 

sheets developed by Jamie DeCoster and Anne-Marie Iselinsheets. Graphs for the 

significant interactions with HRM SS, family structures, and spirituality were 

presented in Figures 4.1 to 4.5.  

 

 

FIGURE 4.1: Two-way interaction between performance appraisal quality and HRM 

SS with employee performance as a DV.  

 

In Hypothesis 3a, I hypothesized spirituality will strengthen the positive 

relationship between performance appraisal quality and employee performance. The 

findings suggested that spirituality was a significant predictor of employee 
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performance (β= .18, p < .01, see model 2). Hence, model 3 in Table 4.13 indicates, 

that two-way interaction (i.e., PAQ* SPI) was positively significant (β= .11, p < .05), 

thus Hypothesis 3a was supported. Findings showed the positive association between 

performance appraisal quality and employee performance is significant when 

spirituality is high. The graph is presented in Figure 4.2. The results of the interaction 

graph demonstrated a positive correlation between performance appraisal quality 

(PAQ) and employee performance for both high and low levels of spirituality. The 

positive slope was stronger for employees who have a high spirituality (β= .09*) than 

low spirituality, as presented in Figure 4.2.  

    

FIGURE 4.2: Two-way interaction between performance appraisal quality and 

spirituality with employee performance as a DV. 

 

In Hypothesis 3b, I hypothesized family structures will dampen the positive 

relationship between performance appraisal quality and employee performance. The 

findings suggested that family structure was a significant predictor of employee 
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performance (β= .07, p < .01, see model 2). Hence, model 3 in Table 4.13 indicates, 

two-way interaction (i.e., PAQ* FS) was significant (β= .11, p < .05), thus Hypothesis 

3b was supported. Findings showed the positive association between performance 

appraisal quality and employee performance is significant when family structure is 

low. The graph is presented in Figure 4.3. The results of the interaction graph revealed 

a positive association between performance appraisal quality (PAQ) and employee 

performance for individuals with both high (joint) and low (nuclear) family 

structures. The positive slope was stronger for employees who have a low (nuclear) 

family structure (β= .08*), rather than a high (joint) family structure, as presented in 

Figure 4.3.  These findings are deliberated further in the discussion chapter. 

 

 

 

 

 

 

 

 

 

 

 

 

 Table 4.13: Hierarchiral regression analysis 
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In Hypothesis 3c, I hypothesized religiosity will strengthen the positive 

 

                                                                                     Employee Performance Time 2 

Variables                             Model 1 Model 2        Model 3       Model 4 

Control variables (Level 1)                                    

Employee gender; 1 if male                             0.18***  0.16*                 0.15**             0.15** 

Employee age                            -0.01 -0.00                 -0.02                -0.02 

Employee education                            -0.01   -0.03                 -0.03                -0.03 

Country; 1 if Pakistan                             0.07***  0.11*                 0.07                 0.10* 

Employee performance (Time 1)                             0.09***          0.08***             0.09**             0.09** 

Control variables (Level 2)   

Manager gender                             0.02  0.03                  0.02                   0.04 

Manager age; 1 if male                             0.02  0.04                  0.05                   0.04 

Manager experience                             0.10*   0.09*                0.08*                 0.09* 

Manager education                             0.02  0.04                  0.05                   0.04 

Main effects   

HRM SS   0.10***          0.12***            0.16*** 

Performance appraisal quality (H1)   0.40***          0.43***            0.38*** 

Spirituality    0.18***          0.19***            0.18*** 

Family structure                               0.07*              0.06*                0.04*** 

Religiosity                               0.08*              0.07*                0.06* 

Two-way interactions   

PAQ*HRM SS (H2)                            0.18**               0.15* 

PAQ* Spirituality (H3a)                            0.11**               0.12* 

PAQ* Family structure (H3b)                            0.13**               0.11* 

PAQ* Religiosity (H3c)                           -0.09                  -0.03 

HRM SS*Spirituality (H4a)                             0.06                   0.04 

HRM SS*Family structure (H4b)                            -0.07                  -0.03 

HRM SS*Religiosity (H4c)                                                        0.09*                 0.06* 

Three-way Interactions           

PAQ X Spirituality X HRM SS (H5a)                                                      0.04 

PAQ X Family structure X HRMSS (H5b)                                                      0.19** 

PAQ X Religiosity X HRMSS (H5c)                                                      0.09 

Model fit   

Deviance in model fit                           2085.13 1809.522          1799.28          1796.76 

R2                               0.51 0.55                    0.58                    0.60 

HLM = Hierarchical linear modeling. *p<.10, **p < .05; ***p < .01 

 

 Notes: Employee N=734 and Manager N=116. Manager age and experience in years; employee age in years; 

gender: female = 0, male = 1, Country=0 for China and 1 for Pakistan. PAQ: Performance appraisal quality, 

HRM SS: HRM System Strength, FS: Family structure, REL: Religiosity, SPI: Spirituality, and EP:  Employee 

performance  
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relationship between performance appraisal quality and employee performance. The 

findings suggested that religiosity was a significant predictor of employee 

performance (β= .08, p < .05, see model 2). But model 3 in Table 4.13 indicates, that 

two-way interaction (i.e., PAQ* REL) was not significant (β= -.07, n.s), thus 

Hypothesis 3c was not supported. The findings suggested that religiosity (PAQ*REL) 

did not explain any change in the relationship between PAQ and employee 

performance. 

 

Figure 4.3: Two-way interaction between performance appraisal quality and 

family structure with employee performance as a DV.  

 

In Hypothesis 4a, I hypothesized spirituality will strengthen the positive 

relationship between HRM System Strength and employee performance. The 

findings suggested that spirituality was a significant predictor of employee 

performance (β= .18, p < .01, see model 2). But model 3 in Table 4.13 indicates, that 

two-way interaction (i.e., SPI* HRM SS) was not significant (β= .04, n.s), thus 

Hypothesis 4a was not supported. The findings suggested that spirituality (SPI*HRM 

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

2.45

3.49

2.79

3.27

1

3

5

Low Performance appraisal quality High Performance appraisal quality

Em
p

lo
ye

e
p

er
fo

rm
an

ce

Low Family structures

High Family structures



 

205 
 

SS) did not explain any change in the relationship between HRM SS and employee 

performance. 

In Hypothesis 4b, I hypothesized family structure will strengthen the positive 

relationship between HRM System Strength and employee performance. The 

findings suggested that family structure was a significant predictor of employee 

performance (β= .08, p < .01, see model 2). But model 3 in Table 4.13 indicates, that 

two-way interaction (i.e., FS* HRM SS) was not significant (β= -.07, n.s), thus 

Hypothesis 4b was not supported. The findings suggested that family structures 

(FS*HRM SS) did not explain any change in the relationship between HRM SS and 

employee performance. 

In Hypothesis 4c, I hypothesized religiosity will strengthen the positive 

relationship between HRM System Strength and employee performance. The 

findings suggested that religiosity was a significant predictor of employee 

performance (β= .08, p < .01, see model 2). Whereas model 3 in Table 4.13 indicates, 

that two-way interaction (i.e., REL* HRM SS) was significant (β= .09, p<.10), thus 

Hypothesis 4c was supported. Findings showed the positive association between 

HRM SS, and employee performance is significant when religiosity is high. The 

graph is presented in Figure 4.4. The findings of the interaction graph indicated a 

positive relationship between HRM SS and employee performance for both high and 

low religiosity. The positive slope was stronger for employees who have a high 

religiosity (β= .13*) than low religiosity, as presented in Figure 4. 4.    
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Figure 4.4: Two-way interaction between HRM SS and religiosity with employee 

performance as a DV.  

 

Hypothesis 5a predicts a three-way interactive relationship, such that 

performance appraisal quality, HRM SS and spirituality would jointly strengthen 

employee performance. Results in Table 4.13 show the three-way interactive 

relationship of PAQ, HRM SS, and SPI was not significant with employee 

performance, after taking into consideration all main effects and two-way interactions 

(see Model 4, β= 0.04, n.s). Therefore, hypothesis 5a was not supported. 

           Hypothesis 5b predicts a three-way interactive relationship, such that 

performance appraisal quality, HRM SS, and family structures jointly relate to 

employee performance. Table 4.13 shows the three-way interactive relationship of 

PAQ, HRM SS, and FS was significant with employee performance, after taking into 

consideration all main effects and two-way interactions to Model 3 (see Model 4, β= 

0.19, p < .05). Therefore, Hypothesis 5b was supported.  To see the 3-way interaction 
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effect of these variables, the interactions were drawn graphically and presented in 

Figure-4.5. For example, for hypothesis 5b, the effect of PAQ on performance is 

highest when the HRM SS is high and the family structure is nuclear (i.e., for nuclear 

FS). Similarly, the effect of the PAQ on the performance is lowest when the HRM 

SS is low, and family structure is joint.       

Our Hypothesis 5c predicts a three-way interactive relationship, such that 

performance appraisal quality, HRM SS, and religiosity jointly relate to employee 

performance. Results in Table 4.13 show that the three-way interactive relationship 

was not significant with employee performance, after taking into consideration all 

main effects and two-way interactions to Model 3 (see Model 4, β= 0.09, n.s). 

Therefore, Hypothesis 5c was not supported. 

                                                  

 

FIGURE 4.5: Three-way interaction between performance appraisal quality, HRM 

SS, and family structure with Employee performance as a DV. 
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         Table 4.14: Summary of hypotheses  

Hypothesis Paths Results 

H1: Performance appraisal quality is positively 

related to employee performance.  

PAQ→EP Supported  

H2: HRM System Strength moderates the 

relationship between performance appraisal quality 

and employee performance, such that the 

relationship is stronger when HRM System Strength 

is high rather than low. 

PAQ* HRMSS→EP Supported  

H3a: Spirituality moderates the positive 

relationship between performance appraisal quality 

and employee performance, such that the 

relationship is stronger when spirituality is high 

rather than low. 

PAQ *SPI→EP Supported  

H3b: Family structure moderates the positive 

relationship between performance appraisal quality 

and employee performance, such that the 

relationship is stronger when family structure is 

nuclear rather than joint. 

PAQ *FS→EP Supported  

H3c: Religiosity moderates the positive relationship 

between performance appraisal quality and 

employee performance, such that the relationship is 

stronger when religiosity is high rather than low. 

PAQ *REL→EP Not 

Supported 

 H4a: Spirituality moderates the positive 

relationship between HRM System Strength and 

employee performance, such that the relationship is 

stronger when spirituality is high rather than low. 

HRMSS*SPI→EP Not 

Supported  

H4b: Family structure moderates the positive 

relationship between HRM System Strength and 

employee performance, such that the relationship is 

stronger when family structure is nuclear rather 

than joint. 

HRMSS*FS→EP Not 

Supported  

H4c: Religiosity moderates the positive relationship 

between HRM System Strength and employee 

performance, such that the relationship is stronger 

when religiosity is high rather than low. 

HRMSS*REL→EP Supported`  

H5a: There is a three‐ way interactive relationship 

between performance appraisal quality, HRM 

System Strength, and spirituality, on the one hand, 

and employee performance, on the other. The 

positive relationship between performance 

appraisal quality and employee performance will be 

stronger when both spirituality and HRM System 

Strength are high. 

PAQ* SPI *HRM SS 

→EP 

Not 

Supported 
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H5b: There is a three‐ way interactive relationship 

between performance appraisal quality, HRM 

System Strength, and family structure, on the one 

hand, and employee performance, on the other. The 

positive relationship between performance 

appraisal quality and employee performance will be 

strengthen when family structure is nuclear and 

HRM System Strength are high. 

PAQ* FS *HRM SS 

→EP 
Supported 

H5c:  There is a three‐ way interactive relationship 

between performance appraisal quality, HRM 

System Strength, and religiosity, on the one hand, 

and employee performance, on the other. The 

positive relationship between performance 

appraisal quality and employee performance will be 

stronger when both religiosity and HRM System 

Strength are high. 

PAQ* REL *H       

RM SS→EP 

Not 

Supported 

Note: Compiled by Author, 2023 

 

4.7 Additional analysis 

 

Additional analyses were also performed on both country data sets 

independently using hierarchical linear regression. Results in Table 4.15 showed a 

comparative analysis of both counties. The effects of HRM System Strength, PAQ, 

religiosity, spirituality, and family structures were examined on employee 

performance in order to see how these results were reported in both countries 

separately. First, the main effects were examined, and it was witnessed that the HRM 

System Strength effect was statistically stronger in China (β= 0.33, p < .01) as 

compared to Pakistan (β= 0.26, p < .05), which means that both countries’ employees 

had clear perceptions of HRM System Strength when there is distinctiveness, 

consistency, and consensus (Kelley, 1973). Furthermore, the effect of performance 

appraisal quality was examined on employee performance, and the effect was shown 

more or less the same in both countries, reported as (β= 0.46, p < .01) in Pakistan and 
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in China (β= 0.52, p < .01), which explains that PAQ was perceived as the same by 

both countries’ employees and had a significant positive impact in both countries, no 

significant and statistical differences were observed regarding performance appraisal 

quality impact on employee performance. 

 Further, the effect of family structures was examined on the PAQ-

performance relationship which showed a striking difference in its values, as for 

China (β= 0.14, p < .05) the value was positively significant, and for Pakistan (β= -

0.09, p < .10) it was negatively significant. A possible explanation is that due to the 

predominance of nuclear family structures in China employees experience fewer 

family pressures which positively impacted their performance, as compared to 

Pakistan where due to the predominance of joint family structures, it acted as a 

pressurizing effect and a demand and negatively impacted performance of 

employees.  

Further, the effect of spirituality was examined, which showed no striking 

differences in beta values, as the effect for China (β= 0.36, p < .05) and for Pakistan 

(β= 0.12, p < .01) was positively significant for both countries’ employees. It explains 

that employees from China and from Pakistan were both considered spiritual and had 

a positive impact on their performances. Further, the effect of religiosity was 

examined, which showed a difference in beta values, reported as for China (β= 0.06, 

n.s) the beta value was insignificant, and for Pakistan (β= 0.18, p < .10) it was 

positively significant. It explains that employees from China do not consider 

themselves as religious, whereas employees from Pakistan had firm religious 

obligations to follow which positively impacted their performance.  



 

211 
 

Furthermore, two-way interaction effects between all variables were 

examined. The results showed that performance appraisal quality and HRM System 

Strength two-way interaction effect had positive significant effects in both countries, 

Pakistani employees’ results showed (β= 0.23, p < .10), and the Chinese employee’s 

results showed (β= 0.16, p < .05). No significant differences were reported between 

both countries. Whereas for the interaction of performance appraisal quality with 

family structures, positive interaction was found for both countries as results showed 

in Pakistan (β= 0.12, p< 0.10) and results showed in China (β= 0.08, p< 0.05). It 

shows that in both countries’ family structure and performance appraisal quality had 

a positive impact on employee performance. Then the further two-way impact of 

performance appraisal quality on spirituality and religiosity was analyzed, and 

positive interactions were reported for employees of Pakistan as shown in Table 4.15 

(β= 0.11 and 0.09, p < .10), but no significant results were found in China (β= 0.02 

and 0.03, n.s). It shows that religiosity and spirituality were not seen as significant 

factors in improving employee performance in China. 

 Whereas two-way interaction effects of HRM System Strength with family 

structures and religiosity were not significant in both countries. But HRM System 

Strength with spirituality had a positive effect in Pakistan (β= 0.08, p < .10), and no 

effect in China (β= 0.08, p < .10) was reported, which shows that HRM System 

Strength and spirituality jointly impacted the performance of Pakistani employees 

positively as compared to Chinese employees where this effect was not significant.  

Thirdly, the three-way interactive effects for performance appraisal quality, 

HRM System Strength, and family structures were examined. No three-way 



 

212 
 

interactive effects in Pakistan (β= 0.05, n.s) and China as well (β= 0.08, n.s) were 

reported as significant predictors for improving the performance of employees. 

Further, by examining the performance appraisal quality, HRM System Strength, and 

spirituality, a significant positive interaction was found in Pakistan (β= 0.11, p < .10), 

but no significant interaction in China was found (β= -0.12, n.s). Lastly, the three-

way interaction effect of performance appraisal quality, HRM System Strength, and 

religiosity was examined, results showed a positive effect was found in Pakistan (β= 

0.15, p < .05), and no effect was found in China (β= 0.07, n.s). Graphs of these 

interactions are plotted in Figures from 4.6 to 4.15 below. 
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4.7.1 Additional analysis graphs for Pakistani employees 

 

The findings of the interaction graph presented in Figure 4.6 indicated a 

positive relationship between PAQ and employee performance for both high and low 

HRM System Strength. The positive slope was stronger for employees who have a 

high HRM SS than low HRM SS. 

Table 4.15: Hierarchical Linear Modeling (Comparative results of Pakistan and China) 

             Employee performance (Time 2) 

Variables Main Model Main model 

 Pakistan China 

Main effects    

HRM System Strength  0.26** 0.33*** 

Performance appraisal quality 0.46*** 0.52*** 

Family Structures -0.09* 0.14* 

Spirituality 0.12** 0.36** 

Religiosity 0.18* 0.06 

Two-way interactions   

PAQ*HRMSS 0.23* 0.16** 

PAQ* Family Structures 0.12* 0.08** 

PAQ*Religiosity 0.11* 0.02 

PAQ* Spirituality 0.09* 0.03 

HRM SS* Spirituality 0.08* 0.13 

HRMSS* Family Structures -0.07 0.08 

HRM SS* Religiosity 0.06 0.03 

Three-way interactions   

PAQ * Family Structures * 

HRM SS  

0.05 0.08 

PAQ * Spirituality * HRM SS  0.11* -0.12 

PAQ * Religiosity * HRM SS 0.15** 0.07 

Model fit   

Deviance in model fit  1073.20 1246.76 

R2   0.48 0.53                                     

Total 401 333 

Notes: Managers (N= 116), employees (N=734). *p<.10, **p < .05; ***p < .01 

PAQ: Performance appraisal quality, HRM SS: HRM System Strength, REL: Religiosity, 

SPI: Spirituality, FS: Family structures (dummy coded as o and 1), and EP:  Employee 

performance 
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Figure 4.6: Two-way interaction between performance appraisal quality and HRM 

System Strength with employee performance as a DV. 

 

The findings of the interaction graph presented in Figure 4.7 indicated a 

positive relationship between PAQ and employee performance for both high and low 

spirituality. The positive slope was stronger for employees who have a high 

spirituality than low spirituality. 

 

Figure 4.7: Two-way interaction between performance appraisal quality and 

spirituality with employee performance as a DV 
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The findings of the interaction graph presented in Figure 4.8 indicated a 

positive relationship between PAQ and employee performance for both high and low 

religiosity. The positive slope was stronger for employees who have a high religiosity 

than low religiosity. 

 

 

Figure 4.8: Two-way interaction between performance appraisal quality and 

religiosity with employee performance as a DV. 

 

The findings of the interaction graph presented in Figure 4.9 indicated a 

positive relationship between PAQ and employee performance for both high and low 

family structures. The positive slope was stronger for employees who belonged to 

nuclear family structures than joint family structures. 
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Figure 4.9: Two-way interaction between performance appraisal quality and family 

structures with employee performance as a DV 

 

The findings of the interaction graph presented in Figure 4.10 indicated a 

positive relationship between HRM SS and employee performance for both high and 

low spirituality. The positive slope was stronger for employees who have a high 

spirituality than low spirituality. 

 

Figure 4.10: Two-way interaction between HRM System Strength and spirituality 

with employee performance as a DV 
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The findings of the 3-way interaction graph presented in Figure 4.11 indicated 

the effect of PAQ on performance is highest when the HRM SS is high, and the 

religiosity is high. Similarly, the effect of the PAQ on performance is lowest when 

the HRM SS is low, and religiosity is low.       

 

 

Figure 4.11: Three-way interaction between performance appraisal quality, HRM 

SS, and religiosity with Employee performance as a DV. 

 

The findings of the 3-way interaction graph presented in Figure 4.12 indicated 

the effect of PAQ on performance is highest when the HRM SS is high, and the 

spirituality is high. Similarly, the effect of the PAQ on performance is lowest when 

the HRM SS is low, and spirituality is low.   
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Figure 4.12: Three-way interaction between performance appraisal quality, HRM 

SS, and spirituality with Employee performance as a DV. 

 

4.7.2 Graphs for Chinese employees 

 

The findings of the interaction graph presented in Figure 4.13 indicated a 

positive relationship between PAQ and employee performance for both high and low 

HRM System Strength. The positive slope was stronger for employees who have a 

high HRM SS than low HRM SS. 
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Figure 4.13: Two-way interaction between performance appraisal quality and HRM 

System Strength with employee performance as a DV 

 

The findings of the interaction graph presented in Figure 4.14 indicated a 

positive relationship between PAQ and employee performance for both high and low 

family structures. The positive slope was stronger for employees who belonged to 

nuclear family structures than joint family structures. 

 

Figure 4.14: Two-way interaction between performance appraisal quality and family 
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structures with employee performance as a DV 

 

The findings of the 3-way interaction graph presented in Figure 4.15 indicated 

the effect of PAQ on performance is highest when the HRM SS is high, and the family 

structure is nuclear. Similarly, the effect of the PAQ on performance is lowest when 

the HRM SS is low, and the family structure is joint.   

 

 

Figure 4.15: Three-way interaction between performance appraisal quality, HRM 

SS, and family structure with Employee performance as a DV. 
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4.8 Summary of the quantitative analysis 
 

This chapter starts with the descriptive statistics of the respondents of the 

study. The evaluation of the measurement model is provided which established the 

reliability and validity of the constructs of the study. It also highlighted the 

convergent validity and reliability of the constructs through different statistics. Multi-

collinearity diagnostics were also conducted to ensure that there were no multi-

collinearity problems.  These diagnostics showed good results and there were no 

problems of multicollinearity, therefore hierarchical regression analysis was 

performed. 

Moderation analyses were performed to test the relevant moderation 

hypotheses of the study. The results of the hypotheses testing are provided in Table 

4.13. This table shows that out of five total hypotheses, two hypotheses were 

supported fully, however, out of the remaining three hypotheses 3,4, and 5, sub-

hypotheses 3a, 3b, 4c, and 4b were supported, and all the other hypothesized 

relationships were not supported. 

The performance appraisal quality had a strong positive impact on the 

employee performance (H1) accepted, which shows that the employees performed 

well as a result of the clear perception of performance appraisal quality. Moreover, 

HRM System Strength moderated this relationship positively (H2) accepted. This 

shows that the HRM System Strength has strengthened this relationship when 



 

222 
 

employees perceive distinctive, consistent, and consensual HR practices. Two-way 

interactive relationships of non-work domain factor of spirituality also had a positive 

significant impact on the employee performance, (H3a) supported. The employee’s 

spirituality makes their work more meaningful, which enhances their performance. 

Another non-work domain factor of family structure had a significant positive impact 

on the employee’s performance, (H3b) accepted. That shows that employees who 

belongs to joint/nuclear family structure face more responsibilities and pressures 

from their family, makes employees more motivated which impacts their 

performance positively. But religiosity as a non-work domain factor did not establish 

this proposed relationship (H3c) and hence, not supported. 

Moreover, it was expected in Hypothesis 4, to have a two-way interaction 

effect of non-work domain factors with HRM System Strength, but only two-way 

interaction was significant with religiosity, (H4c) was supported, and the other two 

H4a and H4b were not supported. Furthermore, it was expected in Hypothesis 5, that 

there will be a three-way interactive relationship between the PAQ, HRM System 

Strength, and non-work domain factors, but only three-way interaction with family 

structures was significant, (H5b) supported and the other two (H5a) and (H5c) were 

not supported. Additional analysis was also conducted for both country data sets 

separately and results are reported. 
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CHAPTER 5: DISCUSSION AND CONCLUSION 
 

The previous chapters presented a detailed analysis and findings of both the 

qualitative and quantitative analyses of the study. This chapter presents the discussion 

and conclusion of this thesis, summarizing the research objectives, findings, 

contributions, limitations of this research, and providing future research suggestions 

for this avenue of HRM. 

This mixed-method study examined and investigated how particular HR 

practice and processes contribute to employee performance, acknowledging the 

importance of their non-work domain factors within Pakistani and Chinese 

organizations. This research adopted a convergent parallel research design to develop 

a comprehensive picture of the study. The effect of merging data sets occurs through 

the results and discussion sections (Clark and Creswell, 2011).  

5.1 HRM System Strength: Culture-bound or culture-free perspective 

 

The first-dimension distinctiveness comprises of understandability, visibility, 

relevance, and legitimacy of authority. Findings indicated that terminology was used 

differently depending on how employees perceived its meaning in the context of 

China and Pakistan. In the Chinese cultural context, understandability was perceived 

as clarity of HR practices which provided them profound insights to perform 

proficiently. One possible explanation for seeking clarity is the strong influence of 

Chinese work culture, which keeps them motivated to seek clarity to perform well 

(Chapel, 2002: pp. 169). At the same time, in the Pakistani cultural context, 

understandability was perceived as comprehension of HR practices because 
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employees were keen to have a detailed and elaborate understanding of HR practices.  

It is emphasized that differences in understanding could be the contextual 

perception of Chinese and Pakistani managers in prioritizing clarity over 

comprehensiveness. The empirical evidence was found in Bari et al. (2019), in which 

Chinese employees were keen to seek clarity about practices and procedures of 

mergers and acquisitions (M&A), while Pakistani employees were interested in the 

comprehension of (M&A) practices and policies. Thus, our study findings conform 

to the Bari et al. (2019) study findings. In contrast, based on evidence provided by 

Riaz et al. (2020), Pakistani employees primarily focused on having clarity in the 

HRM messages that positively influenced their perceptions, because participants of 

their study belong to a younger age group.   

Thus, it is highlighted that Pakistani employees also focused on clarity as well 

as comprehension of HR practices. However, Bednall et al. (2014) suggested 

employees are more likely to perform well if there is a clear and comprehensive 

understanding of HR practices (such as PAQ, rewards, bonuses, etc.). The finding is 

also supported by Fu et al. (2018), who discussed that clarity in work and managing 

practices in a timely manner make employees work efficiently. Thus, we conclude 

that both clarity and comprehension of HR practices are important, as proposed by 

Bowen and Ostroff (2004), but due to differences in the context of the country, the 

terminology was perceived differently.  

Further, employees of both cultures perceived the visibility feature to be the 

same in meaning, i.e., observability and transparency of HR practices as also shown 

in Table 5.1. It is interpreted that employees in both cultures are more likely to have 
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visibility of HR practices because stronger signals were observed, and 

communication mechanisms tended to be stronger and more visible in both cultures, 

making HR practices transparently observable to employees. Especially for Chinese 

employees, the focus on communication competence seems to be a crucial component 

of success in Chinese workplaces (Chapel, 2002, pp. 181). It aligns with the literature 

on signaling theory (Connelly et al., 2011), which suggests that organizations with a 

strong HR system strength produce high-quality signals, which improves employee's 

understanding of the performance expectations and the HR practices in their 

organizations (Ehrnrooth and Björkman, 2012; Farndale et al., 2019).  

At the same time, in the Pakistani cultural context, employees demand to have 

transparency in delivering HR practices. The Pakistani employees illustrate that 

clarity in HR messages improves employee performance because transparency in HR 

practices makes information easily accessible. For example, Sciriha and Debono 

(2017) explained that clarity of communication by all stakeholders makes successful 

integration and implementation of the HR system, which enhances performance. 

These findings are consistent with the researchers (Bowen and Ostroff, 2004; 

Sumelius, 2014; Cafferky et al., 2018; Sanders et al., 2016), who have perceived 

visibility as the observance of HR practices. 

Furthermore, findings revealed that relevance was perceived to be the same 

in meaning and terminology, as originally operationalized by Bowen and Ostroff 

(2004). Interestingly the finding indicated that the clarity of goal alignment was 

perceived necessary in both country contexts. In the Chinese cultural context, goal 

alignment was ensured because employees do task-related discussions, arrange goal-
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setting sessions, and involve members with conflicting organizational information 

(Manata,  Garcia,  Mollaoglu and Miller, 2021; Alin, Taylor, and Smeds, 2011). 

These findings were consistent with the researchers (Fu et al., 2018; Sanders et al., 

2008; Cafferky et al., 2021), who perceived that clear goal alignment establishes a 

sense of achievement.  

Contrarily in the Pakistani cultural context, employees directly attached the 

alignment of goals to rewards and bonuses, which keep them motivated to understand 

the goal alignment. The findings revealed that a larger percentage of Pakistani 

participants shared that they had issues in achieving goal alignment. I contend that 

the reason behind this finding appears to be the willingness of employees to exert 

extra efforts because if they set goals according to management expectations, they 

would have to work harder. Thus, our findings support the evidence from the previous 

literature (Mukhtar et al., 2022), which state that Chinese employees were observed 

as higher goal setters and workaholics than Pakistani employees. In line with these 

differences, it is interpreted that Pakistani employees showed reluctance in doing 

work on their own to achieve goal alignment. However, it has been observed that 

work goals and commitment are the major priorities in China (Mumtaz and Nadeem, 

2020; Xiao and Cooke, 2012). The findings indicate that employees are considered 

more workaholic in the management field than in other areas.  

 

 

 

 

 

https://www.sciencedirect.com/science/article/pii/S0263786320301265?casa_token=Hzq-GywzC8AAAAAA:yQIwIWW2fLvZR_uhU63n22hmDKsX_x73rNiL12BwcyljJNg19q3x3TmYuVlEFKZ6PuSaNwYW_Q#!
https://www.sciencedirect.com/science/article/pii/S0263786320301265?casa_token=Hzq-GywzC8AAAAAA:yQIwIWW2fLvZR_uhU63n22hmDKsX_x73rNiL12BwcyljJNg19q3x3TmYuVlEFKZ6PuSaNwYW_Q#bib0001
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Table 5.1: Terminology and meaning of HRM System Strength features 

No Features Original 

meaning and 

terminology  

Terminology and meaning 

used in both countries 

Pakistan China 

1. Understandability  Lack of 

ambiguity  

Clarity/Comprehension × √ 

2 Visibility Salience and 

observance 

Observance/Transparency √ √ 

3. Relevance Goal alignment Goal alignment √ √ 

4. Legitimacy of 

authority 

Submitting to 

formally 

sanctioned 

behavior 

High-status authority/ 

Credible authority 
× × 

5. Validity  Managers intend 

to do what they 

purport to do. 

Followed the same as they 

implemented, follow their 

leaders/ communicate rightly 

and clearly, walk the talk and 

talk the walk 

√ √ 

6. Instrumentality  Timely 

communication 

about rewards 

Cause and effect 

relationship/ timely 

informing about benefits 

√ × 

7. Consistent HR 

messages 

Compatible and 

stable HR 

messages 

Stability in HR 

messages/coordination and 

communication 

× √ 

8. Fairness  Adhering to the 

principles of 

justice 

Fairness in policies and 

practices/ fair evaluations 
√ √ 

9. Agreement  Stakeholders 

agreeing upon 

HR-related 

messages 

Supporting decisions/ 

unanimity in decision-

making 

√ √ 

Note: Compiled by Author (2023). (√) depicts that HRM System Strength features are observed in 

particular culture and (×) depicts that feature is not observed in that culture. 

 

Furthermore, the findings revealed that the legitimacy of authority was 

understood as the same in meaning in both China and Pakistan as operationalized by 

Bowen and Ostroff (2004). However, there was a difference observed in the 

terminology used from managers of both countries as shown in Table 5.1. In the 

Pakistani cultural context, the term high-status authority was used because when HR 

messages are communicated from higher authorities, that task is completed on 

priority. Evidence was found in the literature by Kousar, Rehman, Zafar, Ali and 
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Nasir (2018) that the culture of giving strict orders to push employees to do work was 

prevalent in Pakistan. Due to the authoritative influence of top management, it is 

interpreted that employees try to complete their tasks quickly. In contrast, in the 

Chinese cultural context, the focus was on strengthening the communication lines 

between managers and employees because legitimacy meant the credible authority of 

a manager. It is highlighted that the Chinese employees prioritized their work 

assignments and completed their work without getting strict orders. 

 A possible explanation is that people have to accept the authority's decisions 

and behaviors in the Chinese cultural context, no matter whether they are right or 

wrong and where they are coming from. Hence, employees submit to authority 

unconditionally due to powerlessness in the external environment (e.g., authorities, 

social hierarchies). Evidence was found in the literature by Wang,  Hackett, Cui 

and Zhang (2012) and Yang et al. (1989)  that the Chinese people tend to keep 

themselves away from incurring troubles. In line with these differences, it is 

interpreted that Pakistanis follow a personality-oriented approach, i.e., following the 

supervisory orders, and comparatively, the Chinese employees follow their work 

ethics (Mukhtar et al., 2022). These findings support the contention of Nadeem and 

Mumtaz (2018), who discussed that Pakistani HCNs were observed as authoritative 

leaders and command givers, and Chinese were observed as controlling behaviors 

due to their unique management styles (Wang and Varma, 2017; Effin and Hopper, 

2007).  

The second dimension is consistency, which is comprised of validity, 

instrumentality and consistent HR messages. The findings indicated that the meaning 

https://www.emerald.com/insight/search?q=Qingjuan%20Wang
https://www.emerald.com/insight/search?q=Qingjuan%20Wang
https://www.emerald.com/insight/search?q=Xun%20Cui
https://www.emerald.com/insight/search?q=Xun%20Cui
https://www.emerald.com/insight/search?q=Yiming%20Zhang
https://www.emerald.com/insight/content/doi/10.1108/17506141211236785/full/html?casa_token=_OsDEF9YoRsAAAAA:I6f9qPXEJ0LddQK1DPIuqoin9IvSec_GEQsOteBOkCJL3B9yzHlnYpziVo79etzOXKsgrh8Wko162BWL56E5IBthGCVFLi8_ESwuSpGv310jS-0CELA#b56
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of validity was perceived to be the same in both countries, but the terminology used 

was different. The Pakistani employees used the term communicating rightly and 

clearly because employees preferred a direct communication style in the Pakistani 

cultural context. While in the Chinese cultural context, employees prefer an indirect 

style of communication and their actions subtly manifest in everyday behaviors rather 

than explicit words (Xiao and Cooke, 2018). In line with these differences, it is 

interpreted that Pakistanis employees were more focused on walking the talk, while 

the Chinese employees believed in following their leaders, which validated their 

communication process. In other words, individual employees might not perform up 

to expectations if an HRM system is not implemented as intended or if the manager 

does not practice it themselves (García et al., 2013). These findings align with the 

researchers (Fu et al., 2018; Hauf et al., 2016) who discussed in their studies that 

message recipients attempt to determine the validity of a message if it is clearly 

communicated and acted on the same by the managers (senders) as well.  

The feature of instrumentality was perceived as the same in meaning as 

operationalized by Bowen and Ostrof (2004). From the findings, it is highlighted that 

the terminology used by the Chinese employees was cause and effect relationship 

because monetary benefits are quite important for them. Especially, Chinese people 

consider work and money related attitudes as a virtue in their Chinese value system 

(Randy, Chiu, Luk, and Tang, 2002; Redding, 1990). Particularly, cash‐ related 

compensation was important in retaining and motivating employees. Jesca (2014) 

found that workers valued different rewards as they positively impact their 

performance outcomes. At the same time, the term timely informing about benefits 

https://www.emerald.com/insight/content/doi/10.1108/EJMBE-01-2019-0018/full/html#ref036
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was used in the Pakistani country context because Pakistani employees ultimately 

focused on timely communication of rewards and bonuses, which was linked with 

efficient performance. Based on some evidence from previous literature by (Fu et al., 

2018; Eisenberger and Armeli, 1997), researchers identified that employees remain 

motivated when they are acknowledged and rewarded for their achieved outcomes in 

a timely manner.  

Furthermore, the findings revealed that the feature of consistent HR messages 

was perceived as the same in meaning, but the terminology used was different in both 

cultures. In the Chinese cultural context, stability in HR messages, over time, was 

considered very important because it builds trust among employees, which is possible 

with strong sharing mechanisms. Li, Sanders and Frenkel (2012) found that when 

employees perceived consistent messages concerning the purpose of HR practices 

(HRM consistency), the stronger LMX (leader member exchange) influences on 

work engagement and employee job performance were observed. In the Pakistani 

cultural setting, employees aim to convey clear messages, leading to effective 

signaling due to reduced information asymmetry through open communication 

between the sender and receiver (Connelly et al., 2011).  

To illustrate, Nadeem and Rahat's (2021) investigation uncovered that HR 

practices in opportunity enhancing bundles (OEB), such as information sharing and 

increased employee engagement, can translate some unique signals from motivation 

enhancing bundles (MEB) into favorable signals by providing a clear organizational 

viewpoint (Bello-Pintado and Garces-Galdeano, 2019; Vermeeren, 2017). Thus, HR 

messages will automatically remain stable over time and are perceived clearly if 
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messages remain consistent over time (Ostroff and Bowen, 2016). These findings are 

interpreted given the cultural differences observed among both countries' employees. 

Thus, our findings conform to the prior literature by (Sanders et al., 2008; Van 

Waeyenberg, Peccei, and Decramer, 2020) which observed that strong 

communication will lead to a positive impact on employees' job performance. It is 

also interpreted that in both cultural contexts if signals are not communicated 

properly, it will lead to miscommunication among senders and receivers (Vertinsky 

and Zhang, 2004). 

The third and last dimension studied was consensus which comprised of the 

features of fairness and agreement. Results indicated that the terminology used was 

different, but both county employees understood the meaning on common grounds 

for these features. The findings revealed that in the Chinese country context, 

employees adhered to principles of justice, promoted a sense of dignity, and treated 

employees fairly. The data provided support to form fairness perceptions among 

Chinese employees because managers practiced values of equality, fairness, freedom, 

independence and self-orientation in Chinese society. Consistent with past literature 

by Jia, Yan, Cai, and Liu (2018), which discussed in their study that Chinese leaders' 

communication was reported to be sincere and open, with high distributive, 

procedural and interactional fairness towards their employees. Moorman and Byrne, 

p. 361 (2005 ) said that "if employees believe they are treated fairly, they will feel 

that their interests will generally be supported, without legal protection". 

Moreover, reciprocity norms suggest that employees tend to reciprocate when 

they perceive fair treatment. Therefore, when employees are treated with respect, 

https://www.emerald.com/insight/content/doi/10.1108/PR-07-2017-0217/full/html?casa_token=DLg8m5adwDEAAAAA:pd6UYZuyad1Jdi9BucwcViVthtdo2AttEw00BUr-N-BT9sVzxOVrI35vidXUL8MO7SNfB8zVTw1q0sd8S6TN3e6Xz7xxSl6gKnBTCqlK2cDo3odBc8A#ref083
https://www.emerald.com/insight/content/doi/10.1108/PR-07-2017-0217/full/html?casa_token=DLg8m5adwDEAAAAA:pd6UYZuyad1Jdi9BucwcViVthtdo2AttEw00BUr-N-BT9sVzxOVrI35vidXUL8MO7SNfB8zVTw1q0sd8S6TN3e6Xz7xxSl6gKnBTCqlK2cDo3odBc8A#ref083
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fairness, and dignity, it fosters mutual trust and a sense of ownership. In comparison, 

in the Pakistani cultural context, managers emphasized that the process of evaluation 

should be fair because it would lead to demotivation among employees if HR 

practices were not implemented fairly. Data indicated that Pakistani managers tried 

to evaluate and implement HR policies and practices fairly. As previous research 

noted, when individuals get fair treatment from their supervisors, they repaid the 

organization as an obligation (Hameed, Khan, Sheikh, Islam,  Rasheed,  Naeem, 

2019). These inferences were also supported and aligned with interactional justice 

(Bowen and Ostroff, 2004). Consistent with the study by Hassan, Ahmad, Ali, 

Khan and Zafar (2020), participants from their study revealed that a non-favourable 

rating gets negative reactions from applicants in job knowledge tests, which observed 

the unfairness in procedure's followed. Thus, it could be concluded that the fairness 

feature has vital importance, as suggested by (Bowen and Ostroff, 2004), especially 

when it is interpreted rightly, it has a significant and positive influence on employee 

performance. 

The last feature discussed was agreement, which was perceived as the same 

in meaning, but the terminology used was different by managers from both countries. 

The findings suggest that in the Pakistani country context, the agreement was 

perceived as unanimity in decisions, but it was very challenging in the Pakistani 

context to make decision-making smooth. The findings highlighted that higher 

authorities faced many difficulties in reaching unanimous decisions due to reported 

conflicts among stakeholders. A similar finding was reported by Khilji and Wang 

(2006), where a lack of consensus was reported regarding HR policy implementation 

https://www.emerald.com/insight/search?q=Zahid%20Hameed
https://www.emerald.com/insight/search?q=Zahid%20Hameed
https://www.emerald.com/insight/search?q=Zaryab%20Sheikh
https://www.emerald.com/insight/search?q=Zaryab%20Sheikh
https://www.emerald.com/insight/search?q=Muhammad%20Imran%20Rasheed
https://www.emerald.com/insight/search?q=Muhammad%20Imran%20Rasheed
https://www.tandfonline.com/author/Hassan%2C+Qandeel
https://www.tandfonline.com/author/Ahmad%2C+Jamil
https://www.tandfonline.com/author/Ali%2C+Muhammad
https://www.tandfonline.com/author/Zafar%2C+Rabbia
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due to the identified gap between the intended and actual implementation of HR 

practices. Contrarily, the findings revealed that the Chinese employees perceived the 

agreement as supporting decisions because smooth decision-making among higher 

authorities was promoted in their cultural context. 

In Chinese work environments where power distance is relatively high, it is 

of particular significance. Chinese employees exhibit a strong sense of loyalty 

towards their senior managers (Farh, Hackett, and Liang, 2007; Xiao and Cooke, 

2020). Burt (1992) suggested that agreement among key leaders and HR 

professionals encourages managers to convey consistent messages regarding HR 

practices, which ensures uniform implementation of such practices across units (Xiao 

and Cooke, 2020). In line with Kelley's attribution theory (1967, 1973), uniform 

implementation of HR practices makes them visible, comprehensible, legitimate, and 

applicable to all employees. Thus, based on the above findings, it is interpreted that 

differences exist in employee’s perceptions due to cultural differences among both 

country participants, and our findings conforms the prior study findings by (Xiao and 

Cooke, 2020; Farh et al., 2007; Burt, 1992).  

5.2 Performance appraisal quality (The HR content)  

 

In Chinese workplaces where power distance is relatively high, this holds 

particular importance. The second research objective of this investigation was to 

examine the moderating effect of HRM System Strength on the relationship between 

PAQ and employee performance. Our results suggested that both the content 

(performance appraisal quality) and process of HRM (HRM System Strength) 

influenced employee willingness to perform well. Concerning content, our study 
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concentrated on performance appraisal as a primary HR practice because high-quality 

performance appraisal (i.e., clear, regular, and open) appeared to enhance employee 

performance. The favorable impact of high-quality PA on employee performance was 

in line with prior research indicating that informative feedback enhances performance 

(Bednall et al., 2014; Kluger and DeNisi, 1996). The findings suggested that 

employees felt more confident in doing work proactively and efficiently when they 

received accurate information about their performance. This finding was supported 

by previous research by Baird et al. (2017), which reported that managers give quality 

feedback, provide suggestions in work, and clarify goals, resulting in more efficient 

employee performance. Therefore, the quantitative results of this study emphasized 

the importance of delivering high-quality performance appraisals by supervisor/ 

managers (Macneil, 2001) in encouraging employees to perform well.  

To gain an in-depth understanding, the researcher also conducted a qualitative 

strand to explore the HR content (i.e., perceptions of performance appraisal quality) 

to investigate how clarity, openness, and regularity in communication were important 

in enhancing employee performance. The findings highlighted that when the 

procedure employed was clear and adequately communicated (i.e., clarity), 

discussions were open (i.e., openness), and HR messages were delivered at regular 

intervals (i.e., regularity), it enhanced employee performance. Consequently, these 

findings imply that in evaluating the effectiveness of employee performance, PAQ 

played an important role. Moreover, the findings from the quantitative strand 

appeared to support the general findings derived from the qualitative interviews, 

particularly the effectiveness of the quality provided in the appraisal process, 
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supported by the interview quotes from Chapter 4 (please see section 4.2). 

 In addition, findings from the qualitative and quantitative strands indicated 

that the performance appraisal quality was essential in delivering clear performance 

matrices among employees. It was further supported by quantitative results from 

survey questionnaires, in which the majority of the employees were fully satisfied 

with the quality of performance appraisal provided by their managers, wherein the 

mean scores were 3.47 (±1.019) and 3.47 (±0.997) for Chinese and Pakistani 

employees respectively. These findings are consistent with previous studies by 

Brown et al. (2010) and Baird et al. (2020), who discussed that clear performance 

expectations and adequate communication were important between employees and 

their managers.  

5.3 The moderating role of HRM System Strength (The HR process) 

 

Kelley's attribution theory (1967, 1973) proposes that observers attribute an 

event to an entity when all three characteristics (distinctiveness, consistency, and 

consensus) are present. Previous research has found that the HR process strengthens 

the relationship between HR practices and job performance (Li et al., 2011; Pereira 

and Gomes, 2012; Sanders et al., 2008; Sridhar, 2015). Regarding the HRM process 

(i.e., HRM System Strength), this study examined its moderating effect on the 

relationship between PAQ and employee performance, which can be explained by 

the findings. The combination of high-quality performance appraisal and a robust 

HRM system sends a signal to employees that the organization highly values ongoing 

improvement, resulting in proactive, adaptable, and efficient employee performance. 

Moreover, a strong and closely integrated HRM system provides complementary 
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employee development services to enhance employee performance (Evers, Van der 

Heijden, Kreijns, and Gerrichhauzen, 2011). 

In addition, the research's quantitative results are in line with previous studies 

by Bednall and Sanders (2017), Bednall, Sanders, and Runhaar (2014), Li, Frenkel, 

and Sanders (2011), and Sanders and Yang (2016), who discovered that perceived 

HR strength had a moderating influence on the relationship between HR practices 

and employee outcomes. Furthermore, Hu, Stein, Mao, and Yan (2021) provided 

additional support for the more significant moderating effect of HRM System 

Strength between implemented and perceived HRM systems in the Chinese cultural 

context. Thus, the study's quantitative findings underscore the importance of 

moderating the effect of HRM System Strength (Kelley, 1973) in encouraging 

employees to perform well. 

The findings suggested that the moderation effect of HRM System Strength 

(i.e., distinctiveness, consistency and consensus) enhances employee performance in 

both countries. In support of this hypothesis, this research offered the following 

possible explanations. Firstly, the perceived HR strength signified employees' 

awareness of the availability of HR practices and their intended purpose. It means if 

HR practices (such as rewards, bonuses, or promotions) were well communicated, 

employees were likely to take more advantage of them. Secondly, findings suggested 

that stronger HR strength reflects how effectively HR practices work together to 

achieve a common purpose. Finally, it is believed that the strength of HR practices 

reflects the clarity of managerial intentions, enabling employees and managers to 

implement them more effectively. This is supported by previous studies such as 
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Bednall et al. (2014), Li et al. (2011), and Sanders et al. (2008), who examined the 

three meta-features (distinctiveness, consistency, and consensus), and is consistent 

with the findings of our study. Therefore, this study provides additional empirical 

evidence on the implementation of HR practices (specifically performance appraisal 

quality) with the moderating effect of HRM System Strength in improving employee 

performance in both country contexts. 

5.4 The moderating role of non-work domain factors 

 

The third research objective of the study was based on examining the effect 

of work domain factors of spirituality, family structures and religiosity on the 

relationship between PAQ and employee performance. The job demand resource 

theory (JD-R) was conceptualized to answer the above research objective and test 

how non-work domain factors impacted this relationship. As per previous research, 

an individual's performance at work is affected by their non-work life, including their 

cultural values, beliefs, and norms, as well as indirectly influencing organizational 

HRM practices (Delaney and Hussield, 1996). In the context of this study, both China 

and Pakistan are considered collectivist societies with conservative cultures and high 

power distance (Hofstede, 2011). Aligned with this study's findings, the behavior of 

employees in Pakistan and China was different since Pakistanis focused on work-life 

balance, family prioritization, and followed religious norms (Nadeem and De Luque, 

2018; Khilji, 2002). Contrastingly, in Chinese culture, work goals and commitments 

were a priority at work. They (Chinese employees) tend to loosely-knit social 

framework in which employees are expected to take care of themselves and their 

immediate families only (Xiao and Cooke, 2012; Mumtaz, 2022). Therefore, in an 
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increasingly global context, our finding highlighted that manager need to recognize 

and understand the impact of non-work domain factors which impacts employee 

outcomes (Mullins, 2010). One of the purposes of this study was to examine the 

impact of non-work domain factors of spirituality, family structures, and religiosity 

in strengthening the relationship between PAQ and employee performance. It was 

hypothesized that non-work domain factors would enhance this relationship, as 

discussed below.  

Now I will discuss the non-work domain factor of a spirituality, findings from 

the research suggested that perceptions of PAQ impacted employee performance 

positively when the employee's spirituality was stronger. The positive effect of the 

spirituality from the findings is interpreted in the light of JD-R theory. Employees 

who considered their spirituality a personal resource remain motivated and perceived 

PAQ as meaningful which enhanced their performance (Abu Bakar et al., 2018). 

Results from the quantitative strand of the study supported this relationship and 

suggested that employee's spirituality strengthened this relationship because it was 

considered a motivational factor (i.e., motivational calling at work makes individuals 

spiritually fresh and confident) which improved their performance. 

Further, this study found a statistically positive and significant effect of 

spirituality in the Pakistani cultural context on the PAQ-performance relationship. 

Findings confirm those from prior studies by Adeel et al. (2019) confirmed this 

study's findings, who discussed that spirituality motivated line managers to integrate 

their values into organizational values and served as a base for improving employee 

performance. Findings from the study by Milliman, Gatling, and Kim (2018) also 
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supports our study results, who highlighted in their research that spirituality amongst 

individuals inculcates performance motivation and minimizes negative perceptions 

developed during work. Overall, from the findings of this research, it is concluded 

that spirituality positively affects employee's performance in both cultural contexts. 

Now I will discuss another non-work domain factor as a family structure, the 

findings suggested that PAQ led to improved performance of employees in the 

presence of family structures (i.e., there was a positive relationship between PAQ and 

employee performance), considering the relationship weaker when family structures 

were joint. The significant effect is interpreted based on several differences in the 

values of both countries. More precisely, family structure was identified as a job 

resource based on the individual employee's self-reported status and perceptions. It 

is highlighted that Pakistani employees who resided in joint family structures mostly 

had a lot of responsibilities. But at the same time, these responsibilities and 

psychological challenges become a motivation, which positively impacted their 

performance. These differences interpreted in light of the JD-R theory. The JD-R 

theory posits that personal factors affect individuals and organizations (Bakker and 

Demerouti, 2018). It explains how job demands can impact job health, well-being, 

organizational behavior, and job performance (Bakker et al., 2017). Research shows 

that contextual job factors affect an employee's psychological state level, which is a 

personality attribute that can be shaped. As such, it is reasonable to assume that JD-

R has an indirect effect on all types of family-work outcomes. Also aligned with 

literature by (Menges, Tussing, Wihler, Grant, 2016; Morrison and Phelps, 1999; 

Weiner, 1985), who reported that when the beneficiary is the family, then spouses 
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and children are dependent on employees, which makes them feel fulfilling their 

personal responsibilities as a motivational effort. Pearce and Gregersen (1991) 

reported that when family members are dependent on employees, they consider it an 

honor to work, which makes them satisfied to perform well. Thus, I assert that a joint 

family structure can be regarded as a motivational resource. At the same time, our 

findings contradicts with the research by Poelmans et al. (2005), which reported that 

it is likely to perceive a negative spillover between work and family.  

In another study, Khan, Khan, Shoukat, and Naz (2011) reported that in 

traditional Pakistani society, the sole male breadwinner has to take care of the 

extended family, which causes employees to get under pressure while performing 

work. Sumera et al. (2012) reported that Pakistani females living in a joint family 

system which posed many challenges, making their work performance less efficient. 

Contrastingly, the findings from China revealed that most employees resided in a 

nuclear family structure, and they reported that they had to take care of themselves 

and their immediate family, which motivated them to perform well. Motowidlo 

(2003) suggested that family member roles can influence job performance as it 

pertains to the effectiveness of employee contributions towards organizational goals. 

This aligns with the idea that job performance is not solely based on personal 

experiences, but also involves fulfilling the important responsibility of supporting 

dependents. Consequently, there may be varied relationships between work 

performance and work-family interference. I will now discuss non-work domain 

factor as a religiosity, this study hypothesized that there would be a positive 

relationship between PAQ and employee performance, with a stronger effect of 

https://onlinelibrary.wiley.com/doi/full/10.1002/joe.21625?casa_token=Ci3Ad7sULiwAAAAA%3AlJEZWm0T-VSRWdFPES1TZNwMcUoxBWry1rHJTsGxNUPxZOkwNPc-02d8lu7gWDu63tAPYjzTRqDu12o#joe21625-bib-0052
https://onlinelibrary.wiley.com/doi/full/10.1002/joe.21625?casa_token=Ci3Ad7sULiwAAAAA%3AlJEZWm0T-VSRWdFPES1TZNwMcUoxBWry1rHJTsGxNUPxZOkwNPc-02d8lu7gWDu63tAPYjzTRqDu12o#joe21625-bib-0039
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religiosity. However, the findings suggested that PAQ did not lead to improved 

employee performance in the presence of religiosity. The results revealed that the 

moderating effect of religiosity was not significant. This finding was striking and 

opposed to the hypothesized relationship of the study. A possible explanation is that, 

in the Pakistani cultural context, religiosity was considered a fundamental attribute 

for every employee (Gani et al., 2013) but findings of the study revealed that religious 

employees in their daily lives did not find religiosity to influence their performance 

practically because employees considered religiosity to be an innate dispositional 

factor.  

This finding is inconsistent with previous studies by Hassan et al. (2016) and 

Kashif et al. (2016), who reported that the participants in their study had reported that 

religious activities increase employee morale and productivity and decrease 

employee turnover. One possible reason can be that Pakistan is an Islamic country, 

and religiosity is considered to be important, but when it comes to the integration of 

work and personal resources, employees intentionally maneuver the impact of 

religiosity in real life and hide its impact on their performance, because they consider 

religion their personal matter. 

 In contrast, religion was not commonly recognized and understood in China, 

and the majority of the population did not follow any religion, which was reported in 

the results. In general, Chinese employees did not believe in religiosity. Evidence was 

found from this study results that religiosity had no impact on the PAQ-performance 

relationship as expected in overall and additional results. Contrarily, evidence from 

previous research showed that this study finding was inconsistent with studies 



 

242 
 

conducted in China by Lu and Wu (2020), who found that entrepreneurs with 

religious beliefs showed higher accounting performance and reported that the impact 

of religiosity complements the political and social status of the entrepreneurs. 

5.5 The three-way impact of PAQ, HRM System Strength and non-work domain 

factors 

 

The fourth research objective examined the three-way impact of PAQ, HRM 

System Strength and non-work domain factors on employee performance. 

Additionally, the first research objective also explored how non-work domain factors 

influenced HRM System Strength in China and Pakistan. The mixed methods 

research strengthened this study’s findings by answering the above-mentioned 

objectives, which justified undertaking a pragmatist approach. For examining the 

three-way impact, this study included ten interaction terms i.e., PAQ x HRM SS, 

PAQ x SPI, PAQ x FS, PAQ x REL, HRM SS x SPI, HRM SS x FS and HRM SS x 

REL, PAQ x HRM SS x SPI, PAQ x HRM SS x FS, and PAQ x HRM SS x REL. 

Results indicated that out of ten interactions, five interaction terms were significant. 

In the following paragraphs I will discuss these interactions one by one as follows.  

In terms of three-way impact of PAQ, HRM SS and spirituality, this study 

hypothesized that there would be a three-way positive relationship between PAQ, 

HRM SS, and spirituality on employee performance. However, the findings revealed 

that the three-way interaction effect of PAQ, HRM SS and spirituality was reported 

as insignificant on employee performance. Results suggest that PAQ and HRM SS 

jointly provide unambiguous communication, but their interaction with employee’s 

spirituality did not make any difference to this joint effect on employee performance. 
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It can be interpreted that employee's spirituality positively impacted the perception 

of PAQ (i.e., PAQ x SPI), but it did not provide meaningful insight on the perception 

of distinctiveness, consistency and consensus in improving employee performance 

(HRM SS* SPI, n.s). However, perceived quality with clarity, regularity and 

openness in feedback positively impacted employees with high spirituality. It is 

aligned with the basic assumptions of Kelley's attribution theory (1967, 1973), which 

explained that spiritual employees find their work more meaningful when HRM 

System Strength is perceived to be high on distinctiveness, consistency and 

consensus. But overall, the three-way interactive effect of PAQ, HRM SS and 

spirituality was reported as insignificant. Thus, it is interpreted that when quality in 

performance is perceived to be high and HRM System Strength provides clarity of 

communication, the employee's spirituality does not impact this relationship in any 

way.  

 Additionally, qualitative strand of the study was conducted to explore the 

influence of spirituality on HRM System Strength. The mixed findings were reported 

in contrast to quantitative results for both country employees. Findings from the 

interview quotes revealed that only a few employees believed in spirituality, which 

was the influence of honesty and righteousness in terms of work ethics in turn 

positively influencing their work performance. A possible explanation is that when 

Chinese employees seek more fairness and validation of HR practices to fulfill their 

performance requirements, they relate these (fairness perceptions) with the goals they 

set to accomplish. Resultantly, it became important to set goals first, based on the 

principles of ethics, which provides clarity in guiding work behavior and positively 
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impacts employee performance. However, these qualitative findings contradicted 

with quantitative strand of the study results, in which no effect of spirituality on HRM 

System Strength was found because the Chinese employees relates their spirituality 

in following work ethics.  

On the other hand, in the Pakistani cultural context, spirituality was found as 

an intrinsic motivational influence on the performance of employees. It can be 

interpreted that in Pakistani culture, employees live their religion and consider 

themselves intrinsically oriented individuals who fully embrace and internalizes a 

spiritual creed. Prior literature by Baloch et al. (2021) also supported our study 

finding, who highlighted that spirituality is the inner spring of wisdom that is 

mirrored in human-oriented ethics and performance-oriented behaviors. Another 

study by Hassan, Nadeem, and Akhter (2016) conforms our study findings, who 

reported that spirituality striving was dominant in all words and actions for Muslim 

employees, providing them job satisfaction. Thus, our findings diverged (i.e., 

quantitative and qualitative results contradicted) in examining and investigating 

three-way interaction effect of PAQ, spirituality and HRM System Strength on 

employee performance. 

In terms of three-way impact of PAQ, HRM SS and family structures, this 

study hypothesized that there would be a positive three-way interactive relationship 

between PAQ, HRM SS, and family structures on employee performance. Moreover, 

the results highlighted that the three-way interaction effect of PAQ, HRM SS and 

family structures was supported. It is interpreted that the positive interaction between 

PAQ and HRM System Strength provides an unambiguous communication towards 
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employees who belonged to a nuclear family structure. Accordingly, employees who 

belonged to nuclear FS tended to perform better because they had to support fewer 

family members.  

Further from the findings it is interpreted that the quality (i.e., clarity, 

regularity and openness) of feedback was stronger for highly distinctive, consistent 

and consensual HRM system (Bowen and Ostroff, 2016; Sander et al., 2019). These 

findings supported Schwartz et al., (2012) who urged that employees who belonged 

to joint FS were more sensitive to the feedback they received than those who 

belonged to nuclear FS. In addition, the present research findings aligned with the 

basic assumptions of Kelley's attribution theory (1967, 1973) which postulates that 

the perceptions of HRM System Strength appeared to encourage employees to 

perform well when quality of feedback was present. Therefore, combinations of a 

strong HRM system, quality of feedback, and employees who belonged to nuclear 

family structures positively impacted their performance.  

Additionally, qualitative strand of study was conducted to explore the 

influence of family structure’s on HRM System Strength. In Chinese cultural context 

employees reported that they had to fulfil fewer responsibilities of their family 

members and belonged to nuclear family structures, which made them focus on 

clarity of HR practices with a high distinctiveness, consistent and consensual system. 

These findings are also supported by prior literature by (Wanting, 2021), who 

discussed that Chinese employees mostly resided in nuclear family systems faced less 

work demands. Contrarily, Pakistani employees highlighted that there was a salient 

need to meet greater responsibility of the immediate and extended families as they 
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resided in joint family structures, and they (employees) posed they had to sought 

more clarity in the performance requirements. 

 Particularly joint family structures influenced their perceptions to seek more 

clarity in HR communication because they greatly relied on the rewards and bonuses, 

and these rewards would fulfill their family needs. I contend, when there is a clarity 

of HR practices with a highly distinct, consistent and consensual system, employees 

deliver well, which make employees psychologically less under pressure and perform 

better. However, these findings are opposed to our quantitative findings of the FS* 

HRM SS relationship, which was reported insignificant and does not support 

Hypothesis 4b. Thus, it is highlighted that our findings from both strands diverged 

(i.e., quantitative and qualitative results contradicted) in examining and investigating 

the three-way interaction effect of PAQ, family structures and HRM System Strength 

on employee performance. 

Lastly, in terms of three-way impact of PAQ, HRM SS and religiosity, this 

study hypothesized that there would be a three-way interactive relationship between 

PAQ, HRM SS, and religiosity on employee performance. However, the findings 

revealed that the three-way interaction effect of PAQ, HRM SS and religiosity was 

found to be insignificant on employee performance. It is interpreted that although the 

interaction of PAQ and HRM SS was significant which provides unambiguous 

communication among employees, but the effect of religiosity does not make any 

difference to this joint effect in enhancing performance of employees. The two-way 

interactive effect of religiosity and HRM SS was positive and significant suggesting 

that high religiosity makes employees motivated and clarifies communication and 



 

247 
 

positively enhances their performance. It supports Hypothesis 4c. However, 

perceived quality with clarity, regularity and openness in feedback did not affect 

employees with high religiosity. It can be interpreted that religious employees feel 

more motivated to perform well when HRM System Strength was perceived to be 

high on distinctiveness, consistency and consensus, which is aligned with the basic 

assumptions of Kelley's attribution theory (1967, 1973). But the three-way interactive 

effect of PAQ, HRM SS and religiosity was reported as insignificant. Thus, it is 

interpreted that when quality in performance is perceived to be high and HRM System 

Strength provides clarity of communication, the employee's religiosity does not 

impact this relationship in any way. Hence, Hypothesis 5a was not supported. 

 Additionally, a qualitative strand of study was conducted to explore the 

influence of religiosity on HRM System Strength. Mixed findings were reported in 

contrast to quantitative results for both country employees. Employees from China 

straightforwardly revealed that they do not follow any religious perspectives. Also, 

few employees responded that they do not understand the concept of religiosity, 

possible explanation is that due to the upsurgence of religion in China in most parts 

and because of the suppression of religion by the government by imposing 

Communist ideology (Yang, 2010), employees in Chinese culture does not 

understand the concept of religion. Prior literature also supported these findings 

(Madsen, 2010; Li, Tang, Zhang Li, 2014), who responded that no effect of religiosity 

was observed on performance and customer loyalty. 

 In contrast, Pakistani employees revealed that religiosity was very important 

because they considered the religiosity factor as a motivation to do work. They 
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asserted that clarity in performance appraisal feedback and (distinctive, consistent 

and consensual) information has a positive relationship with religiosity on employee's 

performance. In fact, they reported that religiosity was regarded as a meaningfulness 

factor which enhances clarity in communication and feedback. These findings are 

also supported by prior literature by Hassan et al. (2016) who discussed that religious 

activities increase employee morale and productivity and decrease employee 

turnover. Thus, it is highlighted that our findings from both strands diverged (i.e., 

quantitative and qualitative results contradicted) in examining and investigating the 

three-way interaction effect of PAQ, religiosity and HRM System Strength on 

employee performance. 

5.6 Theoretical contributions 

 

This study is expected to provide theoretical and practical contributions. It 

contributes to the expanding theoretical and empirical research on employee 

performance by examining the effects of performance appraisal, HRM System 

Strength, and non-work domain factors. The findings can have implications for 

practitioners in improving the design and implementation of HRM practices to 

enhance employee performance. This study distinguishes itself in several ways and 

makes significant contributions to knowledge in the following ways: Firstly, 

understanding the importance of the specific HR practice of performance appraisal 

quality fills a gap in the literature on the importance to examine and explore quality 

dimensions of clarity, regularity and openness in assessing the performance of 

employees (Babar et al., 2022; Sanders et al., 2008; Bednall et al., 2014).  

Previous research has primarily examined the direct impact of performance 
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appraisal quality, with limited understanding of the boundary conditions that may 

moderate its effects on employee outcomes. However, it is crucial to investigate these 

boundary conditions as high-quality performance appraisals offer greater potential 

for enhancing employee performance and efficiency. Secondly, this research 

contributes conceptually to the holistic understanding of HRM System Strength 

features in the context of Pakistan and China. It suggests the applicability of features 

explored in meaning and terminologies used by both country managers within the 

unique context of their countries. HRM System Strength construct needs to be 

unfolded with its culture-bound or culture free perspective in Eastern world. The idea 

that language and its classification into descriptive terminologies and meanings can 

impose limited and exclusive definitions of HRM System Strength aspects served as 

the motivation for this study and served as a theoretical contribution of this research. 

Thirdly, this research contributes theoretically by identifying three important 

non-work domain factors of spirituality, family structures, and religiosity, which are 

considered a personal resource for an employee and can impact their performance. 

The perceptions of employees related to spirituality and religiosity, are important to 

study as they are believed to  enhance the employee’s commitment with work and 

hence their performance.  In terms of family structure, for employees who belonged 

to nuclear as well as joint family structure it becomes a source of motivation to 

perform better to earn well for fulfilling family responsibilities. Thus, this study 

contributes to the existing knowledge of research by identifying an additional set of 

unique personal resources of religiosity, spirituality and family structures in Eastern 

context that contribute to the positive performance at work.  
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Prior research has commonly grouped religious and spiritual employees with 

other HR-related factors when exploring the relationships between contexts and 

outcomes (Cooke, 2017). However, this study aims to extend the literature by 

investigating the importance of religiosity, spirituality, and family structure as 

valuable resources, and by expanding the JD-R theory to assess their impact on 

employee performance. This approach can account for various job and personal 

characteristics that can explain work performance and support the extension of the 

JD-R model. The results suggest that spiritual resources are a unique set of individual 

differences, distinct from personality traits, and contribute significantly to the 

motivation process within the JD-R model among religious workers. This theoretical 

finding proposes that spiritual resources should be considered a significant 

subcategory of personal resources within the JD-R model, especially for religious 

workers. 

Fourthly, this study was conducted with rigorous methodology. Data was 

collected from multiple sources, including employees and managers, at different time 

points using a multi-wave approach. This research provides a methodological 

contribution by utilizing a mixed-method approach, which is a novel approach in the 

area of HRM System Strength research in China and Pakistan. Previous research has 

primarily relied on surveys and quantitative data, whereas this study also incorporates 

a qualitative aspect. The researcher conducted in-depth semi-structured interviews 

with multiple stakeholders, providing unique insights into HRM System Strength, 

employee perceptions of HRM System Strength, performance appraisal quality, and 

non-work domain variables. 
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Lastly, another contribution of the present research was being able to design 

and test a multilevel theoretical model. The multilevel theory has been identified as 

an important because it often results in "a deeper, richer portrait of organizational 

life" (Klein, Tosi, and Cannella, 1999, p. 243). Advancements in data analytic 

techniques allowed researcher to test a multilevel model, and the use of such 

techniques (HLM, CFA) represents another strength of this dissertation. The 

researcher specifically used HLM to assess the hierarchical moderated moderation 

hypotheses proposed in the dissertation research model. HLM has been identified as 

one that can be superior to multiple linear regression when using clustered data, such 

as when employees were nested within managers and managers were nested within 

companies (Raudenbush and Bryk, 2002). To analyze qualitative data, NVivo 

software was used to do thematic coding and analysis. Thus, it was another strength 

of this dissertation to use advanced techniques and software. 

5.7 Practical Implications 

 

Findings of this study offer several practical implications for practitioners and 

policy makers. Firstly, the findings highlight the importance of delivering high-

quality performance appraisals. Managers should primarily focus on providing 

quality feedback, which previous studies have ignored. In the Pakistani and Chinese 

contexts, dimensions of clarity, regularity and openness need to be set by top 

managers and policymakers and followed by line managers to make the performance 

appraisal process effective. More importantly, line managers must be adequately 

trained in technical and people management skills, essential for delivering feedback.  

Secondly, HRM cannot be viewed in isolation, and must be integrated with 
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other internal processes to ensure consistency and distinctiveness in the HRM system. 

Therefore, local authorities and managers are advised to prioritize employees' 

understanding of management processes, especially within the context of their own 

country. When employees have a deeper understanding of HRM practices and 

procedures in their country, it can have a positive impact on their job performance. 

Understanding the native terminologies and meanings of HRM System Strength 

features has important implications. It can assist HRM practitioners in making 

informed decisions when developing theories and conducting research, by taking into 

account cultural and contextual factors that may impact employee perceptions. 

Moreover, this knowledge can benefit policy makers and managers when their 

employees collaborate on cross-cultural projects, by facilitating effective 

communication, minimizing misunderstandings, and increasing the chances of 

successful outcomes. 

The Bowen and Ostroff (2004) framework for the HRM system, which the 

findings support, should be given considerable attention by management in order to 

ensure a clear, distinct, and consensus-driven message. It is important to note that 

variations in HRM signaling might cause employee interpretations to divergence of 

opinion and may adversely affect performance. Instead of concentrating on the 

administration and content of HRM, management would be better served by shifting 

their attention to the system's overarching message and intended purpose. It would 

make sure that managerial intentions are not mistranslated when HR practices are 

applied. 

Thirdly, managers should pay particular attention to non-work domain factors 
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(i.e., personal human resources) because these factors make them motivated in 

pursuing their work when they have to fulfill greater responsibilities as well as 

spiritual/ religious employees consider it as a personal faith commitment which make 

their work-related responsibilities more meaningful to enhance their performance. 

PAQ and HRM systems strength should not be the only reason why employees work 

harder at their jobs. Based on the findings of moderating role of the non-work domain 

factors between PAQ-performance relationships, immediate motivation and 

meaningfulness comes from these factors which enhances employee’s performance. 

Therefore, organizations importantly consider personal resources of spirituality, 

religiosity and family structure an important motivational indicator to ensure PAQ, 

which positively influence performance of employees. 

Lastly, the workforce in Pakistan is multireligious, and China is deemed as 

multicultural, making it crucial to acknowledge diversity in the workplace and respect 

individual differences. Furthermore, it would be useful for organizational managers 

to consider which job resources are beneficial for an employee's perception of 

meaningfulness at work and to create conditions that foster an individual's 

performance. Based on our study results, managers may wish to ensure that 

employees perceive the value of their work. In particular, job resources imply 

meaningfulness at work when examined as a moderator between PAQ and employee 

performance. 

5.8 Limitations and Future Research Directions 

 

Like any research, this study has potential limitations that should be treated 

with caution (Katou and Budhwar, 2007; Takeuchi et al., 2007). Firstly, the study's 
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sample was limited to the telecom industry, despite employing the mixed methods 

approach for more in-depth results, which may restrict the generalizability of the 

findings. Hence, future research should focus on other sectors or collect data from 

manufacturing industries to enhance the study's external validity.. 

The study has a second limitation related to the use of convenience sampling. 

In the quantitative portion of the study, HR managers and employees who were 

available to complete the surveys were approached to fill out questionnaires. Despite 

the fact that respondents represented a broad range of departments across both 

countries and multiple organizations, it cannot be guaranteed that employees from all 

departments were equally represented. 

The third limitation of this study is related to the sample sizes used to 

aggregate data from managers and employees, which were relatively small. 

Therefore, future research should consider using larger sample sizes for this purpose. 

Additionally, the study's findings may not be generalizable to countries that do not 

have an Islamic or socialist context. This highlights the importance of conducting 

similar research in other cultural contexts to determine the generalizability of the 

findings. Future research should consider including other countries such as Malaysia, 

Indonesia etc., in other Asia regions. It is recommended that future research explore 

a broader range of contextual characteristics that could account for variance in HR 

perceptions of HRM System Strength across different countries and sectors. This 

could include factors such as cultural values, legal and regulatory frameworks, 

industry-specific norms, and organizational structures, among others. A more 

comprehensive understanding of these contextual factors could provide valuable 
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insights into the factors that contribute to HR perceptions and could inform the 

development of effective HRM strategies across different settings. 

An additional area of investigation that could be explored in our study is the 

content of performance appraisals and how employees and managers follow up on 

them. While I asked employees to evaluate the quality of their performance appraisals 

based on factors such as clarity, frequency, and transparency, there may be other 

aspects of the appraisal process that could contribute to improving employee 

performance. For example, features of trust and fairness may be included in 

performance appraisal practice where they are designed, in impacting performance at 

various levels. Thus, managers should also look to enhance their level of fairness and 

trustworthiness, to focus on enhancing employees' opinion of their ability and 

integrity (Davis et al. 2000; Baird et al., 2020). Teckchandani and Pichler (2015) 

recommend that managers should enhance employees' trust in them by emphasizing 

common ground and attempting to better understand their employees. 

Additionally, by examining the combined impacts of performance appraisal 

quality and HRM system strength on employee performance, it is suggested that 

further exploration is necessary to uncover the mechanisms linking specific HR 

practices to organizational performance (Bowen and Ostroff, 2004). The quality of 

performance appraisals may promote individual performance by encouraging task 

interdependence and practice, which can eventually contribute to increased 

organizational performance. Although the outcomes of this study may apply to other 

telecom sectors, industries, and professions, conducting a replication study in other 

settings could enhance the credibility of the findings. 
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Although one of the most obvious contingencies can be the national context 

that plays a role in influencing employees' perceptions of situations (Sanders et al. 

2014; Farndale and Sanders, 2017), only a few studies include the effect of the 

context in their research. Social norms, as defined by Cialdini and Goldstein (2004), 

can play a vital role in shaping how employees perceive communication, information, 

and messages regarding HR within their work environment. These contextual factors 

can greatly influence the interpretation of such aspects in the workplace. Future 

research on HR strength should add a cross-cultural lens and demonstrate how the 

function of HR strength may differ across cultures (see also Farndale and Sanders, 

2017; see also Wang et al., 2020; Sanders chapter, 2021). In order to better understand 

the differences in HR perceptions across countries, it is recommended that future 

research investigate the influence of contextual factors. Additionally, there is a need 

for continued exploration of effective methods for motivating employees to enhance 

both the quantity and quality of their performance. Furthermore, I encourage 

employees of both countries who will work together on various projects in future to 

use these features terminologies and meanings explored (in this research) which could 

assist in understanding the HRM System Strength dimensions for practitioners and 

management in implementing HR practices within each country contextual settings. 

Finally, the three-way interactive effects of PAQ, HRM System Strength, and 

non-work domain factors can also be examined on other attitudinal and behavioral 

outcomes, such as innovative work behavior, organizational citizenship behavior, 

work engagement, job satisfaction and turnover. 
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5.9 Conclusion 

 

This study analyzed the qualitative and the quantitative data sets within the 

Pakistani and Chinese organizations through the guiding principles of Kelley's 

attribution theory, signaling theory, JD-R model, and Bowen and Ostroff's (2004) 

framework. The data were compared and integrated using a convergent parallel 

mixed-method approach. This research identified that PAQ practice is very important 

in improving employees' proficiency, adaptiveness, and proactiveness. As a result, 

the performance appraisal process is considered incomplete when it does not offer 

clarity, openness, and regularity given to employees in improving employee 

performance. Furthermore, findings showed that the PAQ-performance relationship 

was strengthened by the moderating role of HRM System Strength. HRM System 

Strength plays a vital role in the PAQ-performance relationship, as observed in the 

extant literature. The findings for each feature of the HRM System Strength construct 

ascertained that the meaning and terminologies of some features varied due to unique 

contextual differences within Pakistan and China. This study identified that non-work 

domain factors acted as an important personal job resource, along with a key 

moderating variable that strengthened the performance of employees. This study also 

explored the three-way interactive relationship between PAQ, HRM System Strength 

and non-work domain factors on employee performance. This unique interplay offers 

valuable insights to foster performance of employees that will help new researchers 

and HR consultants explore more on linking personal and work-related factors to 

enhance employee performance. Based on the findings, insights are offered to guide 

policymakers to adequately train managers in technical skills (clarity, regularity, and 
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openness) essential for delivering feedback to make the performance appraisal 

process effective and practically help HR managers by shifting their attention to the 

system's overarching message and intended purpose, instead of concentrating on the 

content of HRM.  
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APPENDIX A. CONSENT FORM FOR AN INTERVIEW 

 

CONSENT FORM FOR AN INTERVIEW 

NUST Business School (NBS) 

PH. D Thesis Research 

Dear participant, 
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Appendix B (INTERVIEW GUIDE) 

INTERVIEW GUIDE 

HR MANAGERS 

I would like to ask questions related to Features of a Strong HRM system, as it will provide 

understanding of how features of HRM System Strength (distinctiveness, consistency and 

consensus) matter in different country contexts. 

 

1. Is it important in an organization for employees to be able to observe or have visibility of 

HR practices? (Visibility) 

Prompt: Can you give me some examples that what observability or visibility means to 

you with regards to HR practice of performance appraisal? 

Prompt: In our context how important is it that HR practices are visible and observable to 

employees? (V) Any example related to PA. 

2. Does informing employees about HR practices influence their performance? How? (V) 

Prompt: Is it important for employees to have clarity about the HR practices? Why? 

(Understandability) 

Prompt: What mechanisms do you use to ensure this clarity? 

3. Does communication about HR practices from people who are sitting in a position of 

authority have any influence on how employees perceive their importance? Why? Why 

not? Any example? (Legitimacy of authority)  

Prompt: Do you think that there is any religious/ spiritual perspective to why employees 

may perceive a communication from a person sitting in a position of authority to be more 

important?   

Prompt: Do you think there is any role of family structure that is prevalent in our country 

on the way people perceive messages coming from a person in a position of authority? 

4. How often do you think there is alignment in the goals the management expects employees 

to achieve and the goals they are aiming to achieve? Why? Why not? (Relevance) 

5. In our cultural context to what extent employees consider the attainment of defined goals 

to be important and why? (R) 

Prompt: Do you think that there is any bearing of an individual’s religious values or 

beliefs, on the level of importance they assign to goal achievement? 

6.  Does establishing a clear relationship between performance and its reward on a timely and 

consistent schedule influence employee performance? How? (Instrumentality) 

Prompt: Do you think there could be any religious or cultural factors that could influence 

this relationship in any way? If so, how? (I) 
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7. How does consistency between what managers purport to do and what they actually do 

influence employee performance? Why? 

Prompt: How important is it for the message to remain consistent across the sender and 

receiver?  

Prompt: Can you share any mechanisms how this can be managed? (Validity) 

8. How important do you think it is that messages pertaining to HR policies and practices 

remain consistent over a period of time? (Consistent HRM messages) 

Prompt: Do you think in our cultural context it is possible to achieve consistency over a 

period of time? 

Prompt: How does consistency in HRM messages influence employee performance? 

(CHM) 

9. When and how do the employees get to know the basis for grant of increment and bonus? 

Why? (Principles of equality, equity or both?) (Fairness-Distributive) 

Prompt: Are the principles on which your performance practice is designed, influenced by 

the culture of Pakistan or by any religious norms? If so, how? 

10. What is the process of conducting performance appraisal in your organization, and how 

and when is it communicated to employees? (Fairness-Procedural)   

11. Do you think that if the process is changed or not followed, there can any implication on 

employee perceptions of fairness? Why? How? 

12. How is the final rating approval communicated to employees and ensure quality feedback? 

13. Do you think if any other process was followed, employees could develop a stronger 

perception of fairness in the PA system and why? (Fairness-Interactional) 

14.  Do you think management unanimously supports HR policy in this organization? 

(Agreement) 
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Appendix C 
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Considering the above HR practice, how much do you agree with the following statements?  
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Appendix E (CHINESE VERSION INTERVIEW GUIDE) 
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Appendix F (CHINESE VERSION QUESTIONNAIRE) 
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Appendix F 

CFA FOR CHINA 

 

 

 

 

 

 

        Model   Variables χ2/df   IFI                          TLI  CFI  RMSEA   

One-factor model EP; 

PAQ+REL+SPI+HRM SS 

6.12 0.622 0.611 0.621   0.102  

Two-factor model EP; PAQ; 

REL+SPI+HRM SS 

4.13 0.738 0.762 0.788   0.092  

Three-Factor model EP; PAQ; REL, SPI; HRM 

SS 

2.89 0.803 0.814 0.822   0.076  

Four-factor model  EP; 

PAQ+REL+SPI+HRM SS 

1.56 0.910                     0.901 0.912   0.060   Baseline model 

Notes: Employee n=333.  Tucker-Lewis’s index (TLI), Incremental fit index (IFI), Comparative fit Index PAQ: Performance 

appraisal quality, HRM SS: HR strength, REL: Religiosity, SPI: Spirituality and EP:  Employee performance. Family structure 

variable was not included as it was dichotomous variable, dummy codded (0 and 1). 
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CFA FOR PAKISTAN 

 

 

 

 

 

 

 

        Model   Variables χ2/df   IFI                          TLI  CFI  RMSEA   

One-factor model EP; 

PAQ+REL+SPI+HRM SS 

4.45 0.713 0.701 0.704   0.092  

Two-factor model EP; PAQ; 

REL+SPI+HRM SS 

3.88 0.767 0.745 0.780   0.081  

Three-Factor model EP; PAQ; REL, SPI; HRM 

SS 

2.78 0.831 0.834 0.841   0.069  

Four-factor model  EP; 

PAQ+REL+SPI+HRM SS 

1.32 0.920                     0.916 0.909   0.051   Baseline model 

Notes: Employee n=401.  Tucker-Lewis’s index (TLI), Incremental fit index (IFI), Comparative fit Index PAQ: Performance 

appraisal quality, HRM SS: HR strength, REL: Religiosity, SPI: Spirituality and EP:  Employee performance. Family structure 

variable was not included as it was dichotomous variable, dummy codded (0 and 1). 
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Appendix G 

MODEL VALIDITY MEASURES 

 CR AVE MSV MaxR(H) PAQ REL SPI HRM 

SS 

EP 

PAQ 0.845 0.642 0.313 0.904 0.801     

REL 0.821 0.502 0.051 0.782  0.07** 0.7    

SPI 0.923 0.632 0.057 0.966 0.26** 0.10** 0.798   

HRM 

SS 

0.947 0.528 0.096 0.955 0.51*** 0.23*** 0.13** 0.749  

EP 0.925 0.612 0.147 0.946 0.49** 0.05* 0.24*** 0.31*** 0.781 

Validity Concerns 

 

 

 


