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Abstract 

The cut-throat competitive world has made the importance of human resource more crucial than any other resource and thus 

development of human resource (HR) is key to competitive advantage for any organization. 

human resource management/ development (HRM/D) practices like performance appraisal (PA), training and development 

(TD), knowledge management (KM), employee empowerment, employee motivation, career management, etc. applied by 

human resource department (HRD) are visible i

organizational objectives (OO) like employee skill development, employee competence, enhanced performance, organization 

innovativeness, organization commitment, competitive advantage (CA), 

from financial profits and enhanced brand image. 

tools in practice and the competitive advantage, one of the organizational 

also discusses few HRM/D tools as a factor of CA.

 

Keywords: Human Resource Management/ Development, Human Resource Department, Human Resource, Organizational 

Objectives, Performance Appraisal, Training and
 

Introduction 

Aim of the Study: Recent reports suggest that India is doing 

well on industry sector. When it is said that the industry is doing 

well then it may derived that the organizational objectives are 

achieved. Here three components namely, HRD, HRM/ D tools 

and OO need to be discussed. When a relationship is to be 

established among these components then it can presented like:

 

HRD 
Applies 

 

HRM/D Tools 

On HR 

 

To achieve OO (employee skill development, employee 

competence, enhanced performance, organization 

innovativeness, organization commitment, CA, higher 

productivity, organizational growth etc.) apart from financial 

profits and enhanced brand image, HR are developed by using 

various HRM/D tools (PA, TD, KM, employee empowerment, 

employee motivation, career management, etc.

used by the HRD for development of HR. Apart from other 

HRM/D tools PA, TD and KM plays very important and direct 

role in developing competence in HR as an individual and in a 

team. PA provides information regarding the training needs of 

any HR and then KM supplies appropriate content and 

procedure for the training of that HR. The applicabl

managerial and behavioral knowledge, skills, and abilities 

acquired through KM are provided to the individuals or to the 

groups under training programme. 
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throat competitive world has made the importance of human resource more crucial than any other resource and thus 

development of human resource (HR) is key to competitive advantage for any organization. 

management/ development (HRM/D) practices like performance appraisal (PA), training and development 

(TD), knowledge management (KM), employee empowerment, employee motivation, career management, etc. applied by 

human resource department (HRD) are visible in organizations and are also resulting into achievement of various 

organizational objectives (OO) like employee skill development, employee competence, enhanced performance, organization 

innovativeness, organization commitment, competitive advantage (CA), higher productivity, organizational growth etc. apart 

from financial profits and enhanced brand image. The reason behind the study is to find association between various HRM/D 

tools in practice and the competitive advantage, one of the organizational objectives, gained by the organization. The paper 

also discusses few HRM/D tools as a factor of CA. 

Human Resource Management/ Development, Human Resource Department, Human Resource, Organizational 

Objectives, Performance Appraisal, Training and Development, Knowledge Management, Competitive Advantage.

Recent reports suggest that India is doing 

well on industry sector. When it is said that the industry is doing 

then it may derived that the organizational objectives are 

achieved. Here three components namely, HRD, HRM/ D tools 

and OO need to be discussed. When a relationship is to be 

established among these components then it can presented like: 

Achieves 

 
OO 

employee skill development, employee 

competence, enhanced performance, organization 

innovativeness, organization commitment, CA, higher 

productivity, organizational growth etc.) apart from financial 

, HR are developed by using 

PA, TD, KM, employee empowerment, 

employee motivation, career management, etc.). These tools are 

used by the HRD for development of HR. Apart from other 

s very important and direct 

role in developing competence in HR as an individual and in a 

team. PA provides information regarding the training needs of 

any HR and then KM supplies appropriate content and 

procedure for the training of that HR. The applicable technical, 

managerial and behavioral knowledge, skills, and abilities 

acquired through KM are provided to the individuals or to the 

Question here arises is whether this relationships really so 

directly exists. To find the same, the researcher has thoroughly 

read many journal papers and categorically done the analysis. 

The researcher has confined the OO only to CA. Thus, the 

current aim of this study is to find association of various 

HRM/D tools applied on HR and the CA gai

organization due to application these HRM/D tools. Here it is 

imperative to define term competitive advantage. Bobillo et al. 

defined “competitive advantage” as a “set of capabilities that 

permanently enable the business to demonstrate better 

performance than its competitors

 

The Ultimate (Hidden) Aim 

improving employability skills in graduates is considered to be 

an important objective of Higher Education. Industries' common 

complaint is that the graduates are 

NASSCOM report, industry thinks that up to 75% technical 

graduates and 85-90% of non

employable. Recently CareerBuilder India conducted a national 

online survey on more than 400 employers and found that recent

graduates lack in skills like Interpersonal, Problem

Creative thinking, Teamwork, Leadership, Oral communication, 

Research and analysis, Project management, Written 

communication, Computer and Technical knowledge, 

Mathematics
2
. Un-employability i

There is mismatch between industry needs and university 

output. 

 

______________E-ISSN 2319–1171 

             Res. J. Management Sci. 

   1 

Human Resource Management/ Development Practices and Organization’s 

Chhattisgarh Swami Vivekananda Technical University, Bhilai, C.G., India 

Chhattisgarh Swami Vivekananda Technical University, Bhilai, C.G., India 

 2016 

throat competitive world has made the importance of human resource more crucial than any other resource and thus 

development of human resource (HR) is key to competitive advantage for any organization. Various surveys highlight that 

management/ development (HRM/D) practices like performance appraisal (PA), training and development 

(TD), knowledge management (KM), employee empowerment, employee motivation, career management, etc. applied by 

n organizations and are also resulting into achievement of various 

organizational objectives (OO) like employee skill development, employee competence, enhanced performance, organization 

higher productivity, organizational growth etc. apart 

The reason behind the study is to find association between various HRM/D 

objectives, gained by the organization. The paper 

Human Resource Management/ Development, Human Resource Department, Human Resource, Organizational 

Development, Knowledge Management, Competitive Advantage. 

Question here arises is whether this relationships really so 

same, the researcher has thoroughly 

read many journal papers and categorically done the analysis. 

The researcher has confined the OO only to CA. Thus, the 

current aim of this study is to find association of various 

HRM/D tools applied on HR and the CA gained by the 

organization due to application these HRM/D tools. Here it is 

imperative to define term competitive advantage. Bobillo et al. 

defined “competitive advantage” as a “set of capabilities that 

permanently enable the business to demonstrate better 

rformance than its competitors
1
.” 

The Ultimate (Hidden) Aim of this Study: Developing and 

improving employability skills in graduates is considered to be 

an important objective of Higher Education. Industries' common 

complaint is that the graduates are unemployable. As per a 

NASSCOM report, industry thinks that up to 75% technical 

90% of non-technical graduates are 

employable. Recently CareerBuilder India conducted a national 

online survey on more than 400 employers and found that recent 

graduates lack in skills like Interpersonal, Problem-solving, 

Creative thinking, Teamwork, Leadership, Oral communication, 

Research and analysis, Project management, Written 

communication, Computer and Technical knowledge, 

employability is a greater problem now. 

There is mismatch between industry needs and university 
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Now take the two sectors i.e. industry and education in 

comparison. Industry and educational institution are same on 

process but differ in output. First take the case of industry. HRD 

works on development of the HR who produces the quality 

output. In case of industry the output is either materialistic 

product and/ or any kind of services. The process including 

components like HRD, HR and Output remains same in 

educational institution but the output in case of later is human 

and not any material. Due to this the characteristics of HR also 

differs.  

 

Table-1 

Relationship Presented for Industry  

HRD 

Apply 

HRM/D 

tools 

 

 to 

develop 

Knowledgeable  

HR 

(employees) 

Uses 

knowledge 

 

to produce 

Quality  

Products  

or 

Services 

For educational institutions the presentation is like: 

HRD 

Apply 

HRM/D 

tools 

 

 to 

develop 

Knowledgeable  

HR (Teachers) 

Uses 

knowledge 

 

to develop 

Studen

ts i.e. 

Future 

HR 

 

The ultimate aim behind this study is to use the outcome of the 

study as base for primary research in educational institutions to 

establish the above mentioned relationship for educational 

institutions. We can check whether Human Resource 

Department exists in educational institutions. If it’s existing 

then why the benefit of the department is not visual and if not 

existing then how the department can be formed in institutions 

for benefit of human resource i.e. the teachers. 

 

Human Resource Management: For better understanding of 

the study little background of the main topics are discussed one 

by one. Human Resource Management (HRM) is a crucial 

function in any organization which utilizes the employees in 

best possible ways so as to achieve the business goals. Now a 

day the organizations on globe are confronted with decisive 

situations where existence and growth depends upon the 

development of new capabilities. Human resource management 

integrates and maintains employees in an organization so that 

purpose can be achieved and goals be met
3
. HRM is entire 

system of values, policies and practices which focuses on 

maximizing the performance of people in organizations, with a 

view to achieving a dynamic balance between the personal 

interests and concerns of people and their economic added 

value. 

 

The following five functional areas have been described under 

HRM which are staffing, reward, employee development, 

maintenance, and relations
4
. In other words, acquisition, 

development, motivation and maintenance of human resources 

are basic functions around which HRM revolves. Tichy et al. 

stated that selection, appraisal, rewards and development are 

core to HRM system
5
. Based on these functions the prime 

components of HRM are human resource planning, recruitment 

and selection, training and development, performance 

management, compensation and benefits, labour relations. 

 

Human Resource Development: This human resource 

development is sub part of Human Resource Management. The 

components of HRD includes all the HR development functions 

like performance/ potential appraisals, training and 

development, career development, knowledge management 

succession planning etc. Bhattacharyya mentioned that the term 

Human Resource Development first time was used by Len 

Nadler including training, education, and development
6
. A HRD 

is used for assessing, selectively upgrading and appropriately 

deploying human potentialities for achievement of envisioned 

goals, which foster human dignity
6
. Werner and DeSimone 

defined Human Resource Development (HRD) as: “A set of 

systematic and planned activities designed by an organization to 

provide its members with the opportunities to learn necessary 

skills to meet current and future job demands
7
.” 

 

Performance Appraisal: Rudrabasavaraj took performance 

appraisal as a systematic, orderly, and objective method of 

evaluating the current and future usefulness of the workers
8
. 

Behavior connected to work should be base for the performance. 

Maximizing the performance of firm is the major concern for an 

organization. Performance are appraised which is “comparing 

the employee’s present and past performance to his/her 

performance standards
9
.” Grubb pointed that PA is a method of 

evaluating individual performance and thus finding the way to 

improve their performance contributing largely to organizational 

performance
10

. Delery and Doty concluded that there is a good 

relation between various training and development practices and 

various measures of firm’s performance
11

. HR Department’s 

first HRD tool is performance appraisal which needs to be 

Potential Appraisal from development point of view. This gives 

the base for the rest of the two tools namely the training and 

development and knowledge management. 

 

Training and Development: Peteraf defined training and 

development as a procedure for acquiring or transferring 

knowledge, skills and abilities required to do a particular 

activity or job. A widespread TD plan helps in disseminating the 

knowledge, skills and attitudes essential to attain aim and also to 

gain CA
12

. Training need to be proactive i.e. organization focus 

is on developing competencies as per the present and future 

needs. Training anyhow enhances the organization 

effectiveness. Apospori et al. concluded that training has 

substantial influence on organizational performance
13

. Training 

seems to develop a positive orientation on the part of employees 

towards their work role and the organization and it seems to 

improve performance by enhancing employee’s skills
14

 

Performance appraisal is prerequisite for training as it takes 
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input from performance appraisal, finds the need and prepares 

training programme. 

 

Knowledge Management: Knowledge management is 

acquiring and dissemination of knowledge and is a component 

of training and development and largely of HRD. Knowledge 

exists within institutions with individuals and through Research 

and Development activity, comes with new entrants. Soliman 

and Spooner stated that knowledge is the capability to uphold 

the synchronized use of assets and competence and helps the 

organization accomplish its objectives
15

. Knowledge is of two 

types namely explicit (objective) knowledge which is clearly 

prepared or defined effortlessly, expressed with no ambiguity, 

and written and stored in book or database and tacit (subjective) 

knowledge that is the unexpressed knowledge in a person’s 

mind, which is often hard to explain and transfer. Harman and 

Brelade defined knowledge management as a process of 

acquiring and using various resources, generating an atmosphere 

where information is in reach of individuals and can acquire, 

share, and use to widen their own knowledge and utilizing the 

knowledge for the advantage of the firm
16

. 

 

Competitive Advantage: When a distinctive competence is 

utilized and carried in an industry or to a market then it is called 

competitive advantage. When customers are offered greater 

value either in terms of prices or extra benefits, competitive 

advantage is gained over other players. Adams and Lamont 

recommended in their study that knowledge management, 

organizational resources, innovation and differentiation of 

products, and organization learning improve competitive 

advantages of businesses
17

. Ma H. has also argued that 

differentiation on attribute and features which permits any firm 

to have better customer value that others give rise to competitive 

advantage
18

. Barney suggested that if any firm’s resource is 

having value, is rare, can’t be copied and substituted then it 

generated continued competitive advantage
19

. Prahalad and 

Hamel suggested that competitiveness based on resources and 

capability is more significant than if it is based on market and 

products aspects
20

. Hofer and Schendel put forward that 

competitive advantage is a distinctive position that an 

organization develops over its competitors by employing its 

resources
21

. Amit and Shoemaker suggested that capabilities 

provide a firm its continued CA and not its resources
22

. Wright 

et al. established that when human resource behaviour and 

firm’s goal are in a line then it leads to sustained CA
23

. 

 

After having brief knowledge of Human Resource Management, 

Human Resource Development, Performance Appraisal, 

Training and Development, Knowledge Management, 

Competitive Advantage which are the main ingredient of this 

paper, let’s recall the purpose of carrying out this study. 

 

The hidden aim of this study is to apply the result of the study in 

educational sector i.e. educational institution while the current 

purpose of study is to establish the relationship between 

application of various Human Resource Management/ 

Development tools on Human Resource and the Competitive 

Advantage gained by the organization due to application these 

HRM/D tools in Industry. 

 

Literature Review 

This section first of all discusses on competitive advantage and 

then talks about the factors which generate the competitive 

advantage. Various literatures put forward various concepts of 

competitive advantage. 

 

Competitive Advantage: “A distinctive capability becomes a 

competitive advantage when it is applied in an industry or 

brought to a market.” Besanko et al. stated that a firm’s 

competitive advantage is visualized in terms of economic profit 

i.e. firms in same market with higher rate than the average, has a 

CA there24. Saloner et al. pointed that “most forms of 

competitive advantage mean either that a firm can produce some 

service or product that its customers value than those produced 

by competitors or that it can produce its service or product at a 

lower cost than its competitors
25

.” There are other factors also 

apart from products’ or services’ characteristics of competitive 

advantage. Hofer and Schendel stated that the distinctive place 

an organization reaches over other firms in competition is 

through deploying its resources
21

. It is a point of discussion that 

whether product or services are key factors for competitive 

advantage or the resources. 

 

Among various resources the important resource is the human 

resource. Other researchers treated human resources as the most 

precious category of resource
26,21

. Firms must develop 

capabilities through its resources. Grant argued that resource 

generates capabilities and it turn capabilities provide 

competitive advantage to any firm
27

. 

 

Human Resource Management/ Development and 

Competitive Advantage: Competitive advantage is gained by 

various resources. Wernerfelt found the factors of sustaining CA 

position which are brand, technology, trained workers, business 

relations, machine, processes and fund
28

. Among these, skilled 

personnel are the most important source as it provides special 

benefit. Human resource does what other resources don’t which 

make them distinctive. Development of the primary source of 

competitive advantage must be the prime activity. Ulrich and 

Lake pointed out regarding organizational capability that the 

people not the organizations, think, make decisions, or allocate 

resources and further found that organizational capability is a 

critical source of competitive advantage
29

. Tyndall found 

Human Resource as a source of competitive advantage for an 

organization while HR Department benefits a company in trying 

to achieve competitive advantage
30

. The matter related to human 

resource management and development is crucial. Wang et al. 

stated that human resource policies and practices may be an 

especially important source of sustained competitive advantage 

if the human resources generate sustainable competitive 

advantage
31

. 
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Human resource management addresses the matter related to 

competitive advantage of a firm. HRM/ D aims at developing 

competitive advantage by applying its various tools in 

development of its HR. Jassim concluded that the organizations 

putting emphasis on human resources have made a difference in 

the performance and these human resources provide essential 

ingredient for organizational competitive advantage
32

. Durkovic 

opined that high quality workers i.e. human resources are the 

carrier of sustained competitive advantage thus human resource 

development is the most important process requirement
33

. Due 

to the importance of human resource they must be maintained 

systematically. Mugera concluded that human resource 

management system is a prospective source of continued CA
34

. 

 

HRM tools if results competencies then competitive advantage 

is achieved. Minbaeva stated that continued CA can also be 

gained if human resource management applications can develop 

firm specific competencies and create firm’s knowledge
35

. 

Competitive advantage no doubt can be achieved through 

application of various HRM tools. Werbel and DeMarie argued 

that practices of PA, compensation, selection, training and 

development etc collectively can be used to communicate 

workers about different skills and behaviours necessary for 

creating and sustaining a competitive advantage
36

. Human 

resource being the most important factor for organizational 

performance so must get proper financial support. Teo et al. 

Investment in human resources with an approach of enhancing 

human capital is optimistically related to organizational 

performance
37

. Bhattacharjee and Bhattacharjee derived that 

competitive advantage emanates from the present workforce and 

the way they are managed and thus investment in human capital 

is worth for competitive advantage
38

. Human resource has 

distinct characteristic which make them important factor of 

competitive advantage of organization. Rahnam and Mamun 

opined that competent and innovative human resource are 

unimitable and thus are a unique resource of competitive 

advantage
39

. Among all resources human resource posses 

special characteristic which separate them from others. 

Kazlauskaite opined that pool of unique, valuable, and 

inimitable human resource in any organization in combination 

with effective people management practices is base for 

acquiring and sustaining of competitive advantage
40

. 

 

HR practices need to be around firm’s objectives. Wright 

concluded that firms utilizing HR practices which draw out 

behaviour in line with firms goals creates human capital pool 

advantage more than their competitors
41

. Further, Strategies 

being crucial becomes base for selecting HRM tools. Schuler 

and MacMillan showed that HRM practices developed as per 

the strategies help the firm and also others like suppliers, 

customers etc leading to competitive advantage
42

. HR practices 

need to be distinctive to retain the human resource. Chopra and 

Chopra highlighted that for sustainable competitive advantage, 

companies need to offer their human resource, a bundle of 

unique HR practices with specific benefits which can check 

both the push and pull factors
43

. The aim of organization should 

be to motivate the human resource. Mathur stated that employee 

behavior, employee engagement and employee commitment 

creates highly motivated human resource which in turn results 

into sustainable competitive advantage for any organization
44

. 

 

Performance Management, Training and Development and 

Competitive Advantage: Many HRM practices along with 

performance appraisal result into betterment of organization. 

Velmurugan and Akhilesh argued that learning and 

development, performance appraisal along with other HRM 

practices when linked with other factors bring organizational 

success and sustainability
45

. Among many HR Management 

tools, performance appraisal is important as is done with various 

objectives like promotion, transfer, training etc. Lately, this 

performance appraisal or management results into 

organizational competitive advantage. Mathapati opined that 

HR strategies and practices stimulating organizational capability 

to manage and stimulate creative and innovative thoughts which 

lead to performance management generate competitive 

advantage
46

. Various literatures have shown the relationship 

between two HRM practices i.e. performance appraisal and 

training with competitive advantage. Talukder and Khan 

concluded that apart from other factors, training and 

performance management were significantly positively related 

to competitive advantage
47

. Performance appraisal serves a 

special purpose with respect to training. Obisi suggested that 

continuous evaluation and audit of the performance of 

employees gives idea regarding the training needs and lately 

help organizations to win competitive advantage
48

. Beh and Loo 

found that HRM best practices like performance appraisal, 

training and development along with other enhance firm 

performance and highly committed and capable human resource 

leads to competitive advantage
49

. Berber confirmed that human 

resources are important and critical factor for gaining 

competitive advantage and thus a human capital pool should be 

developed by various HR practices like appraisal, training
50

. 

 

Training is key HRM practice for sustainable competitiveness. 

Commey recommended that recruiting, training and developing 

the right caliber human resource will become more loyal to the 

company and thus will be vital to sustainable competitive 

advantage
51

. To make human resource competitive its 

enhancement is very critical. Vucetic found that for 

maintenance of competitive advantage high quality training to 

employees is very much required
52

. Training needs to be 

purposeful. Sum in his study found that when training and 

firm’s business strategies are integrated then the impact of 

training on the firm’s competitiveness increases
53

. Training has 

its relation with chief ingredient i.e. knowledge which is 

required for all activities in organization. Saha and Gregar 

concluded that formal training practices lead to development of 

explicit knowledge leading to new tacit knowledge which 

becomes the source of sustained competitive advantage
54

. 

Learning organization uses training for enhancing knowledge in 

organization. Vemic concluded that learning organization with 

knowledge management a function of training and development, 
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directly determines the competitive advantage of any firms. In 

learning organization flow of knowledge must be continuous
55

. 

 

Knowledge Management and Competitive Advantage: Wong 

and Aspinwall stated that the base of firm’s competitiveness has 

moved from its tangible resources to knowledge
56

. Nonaka and 

Tauekechi classified knowledge as tacit and explicit 

knowledge
57

. Zack argued that ability for learning and creating 

new knowledge give rise to competitive advantage
58

.  

 

Training leads to enhance knowledge and use of this knowledge 

makes any organization sustainable. Chuang found positive 

relationship among various knowledge management resources 

and organizational competitive advantage
59

. Rahimli  

maintained that association of knowledge management and 

firm’s competitive advantage is highly positive
60

. Meihami and 

Meihami found a significant association of knowledge 

management and competitive advantage
61

. If such relationship 

exists so then a systematic approach is required. Englis found 

overall impact of knowledge management systems in creating 

sustainable competitive advantage in firms
62

. 

 

Nguyen opined that the two critical knowledge management i.e. 

of cultural and technological plays a distinctive and important 

role in gaining a firm’s competitive advantage
63

. Any 

organization to be competitive needs continuous effort on 

knowledge management. Gilani et al. stated that generation and 

sharing of new knowledge and later merging this into the 

organizational knowledge for crisis and problem solving results 

into competitive advantage
64

. Continuous knowledge 

management means people collectively are learning. Chikati and 

Mpofu opined that knowledge management in organization 

means that organization is learning organization and this type of 

organization strategically gain competitive advantage over 

rivals
65

. 

 

Kamya et at. Verified that firms will achieve higher levels of 

competitive advantageif acquisition, dissemination and 

responsiveness to knowledge is collectively practiced
66

. Hana 

concluded that innovations are a important source of a 

competitive advantage while during innovation process 

innovation, knowledge is an essential element
67

. 

 

Tacit knowledge and human resource are synonyms. F-Jardon 

and Gonzalez  stated that along with structural capital, human 

capital a knowledge-based element is the key strategic resource 

and source of sustainable competitive advantage
68

. To be 

competitive something is required which can’t be copied. Alwis 

and Hartmann found that tacit knowledge leads to innovative 

practice and are difficult for competitors to imitate thus through 

this, companies gain competitive advantage
69

. 

 

Knowledge management if get inculcated in any organization 

then it takes cultural form. Lubit suggested that through the 

cultural and organizational capabilities development required 

for exceptional KM, continued competitive advantage is 

gained
70

. Management of knowledge must reach and confine to 

the staff of the organization. Argote and Ingram stated that the 

firm gain competitive advantage by knowledge management in 

two ways: facilitating internal knowledge transfer and blocking 

external knowledge spillover
71

. Overall effort of all the staff 

contributes to knowledge management. Farrukh and Waheed 

concluded that learning organization learns through its members 

individually and collectively i.e. knowledge management, to 

create competitive advantage
72

. 

 

Other HRM/ D Tools and Competitive Advantage: Better 

resource should be procured which serves two purposes – others 

don’t get and organization gets benefit of it. Shrimali found that 

competitive advantage can be obtained when companies can 

attract and hire top talent
73

. Human resource works better when 

their morale is high. Al-Rfou and Trawneh demonstrated that 

there is considerable association of job motivation and 

competitive advantage; thus, human resources need to be 

motivated
74

. In a long run human resource must be saved from 

pull or push factor which leads to staff turnover. Greenwood put 

forward that there is a association of organizational career 

management and productivity in Jamaican financial 

organizations
75

. 

 

Review enabled the researcher in developing the following 

understanding:  i. The HRM/ D practices in industry to gain 

CA is visible but still holistic approach is required. ii. 

Competitive advantage will be gained only when the right 

combination of HRM/ D practices is applied practices is 

achieved. iii. The right combination of HRM/ D practices to 

gain CA will vary from organizational to organization. iv. There 

can’t be a universal best HR practices to gain CA. Even so 

much of empirical work has not been able to define such set. v. 

The way HR is treated is heart of gaining CA. vi. There is 

increasing trend of aligning HRM/ D practices with organization 

goals and strategies to gain CA. 

 

Methodology 

In this study various research papers published in well-known 

journals were categorically analyzed. Papers related to the area 

of HRM/D and its various tools more specifically performance 

appraisal, training and development, knowledge management 

were categorized and studied in detail. Those papers were 

selected which were establishing relationship between or among 

the HRM/ D practices and competitive advantage in any ways. 

The contents are presented in a systematic way maintaining the 

relationship between/ among the HRM/ D and its various 

practices or tools. This paper is adequately reflecting purpose of 

the study. 

 

Results 

A profound study of existing literature available facilitated the 

investigator to discover latest elements and genuine input to the 

academic body. The finding is that Human Resource 
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Management/ Development practices in industry are increasing 

to gain CA using HR as key ingredient. 

 

Some reasons of gaining CA by the organizations include: i. 

Organizations are focusing on CA and trying to find ways to 

gain it. ii. Organizations are finding importance of HRD in 

developing human as human capital. iii. Organizations are 

finding positive relationship between HRM/ D practices and 

CA. iv. Organizations are thinking performance appraisal as 

ingredient for CA and prerequisite for training. v. Organizations 

are applying training and development as a tool for CA. vi. 

Organizations started believing in knowledge management 

especially of tacit knowledge. vii. Organizations are also 

utilizing motivation, talent management, career management 

etc. for gaining CA. 

 

Additional important results are: i. Previous findings shows 

the influence of various HR practices if applied in conjunction 

will positively contribute towards CA. ii. The application of 

HRM/ D practices is impactful when firm core believes is in 

resource-based view. iii. The better impact of HR practices can 

be seen when organizations start thinking HR as key ingredient 

to CA as the human resource can’t be imitated. iv. 

Organizations when focus not just on human as resource but the 

capabilities through HR then better results are achieved in terms 

of CA. v. HRM/ D practices bring CA more when 

organizational goals and strategies are in a line. vi. Human 

resource responsible for CA needs to be offered a unique set of 

bundle of benefits.  

 

Conclusion 

In this challenging world to gain competitive advantage, among 

the various resources, organizations are considering human 

resource as prime resource as the same can’t be imitated. 

Organizations are financing and must finance to develop human 

capital keeping resource based view as central theme. To 

develop and secure the human resource, A systematic human 

resource department in organization is developing and securing 

the human resource This department by applying various tools 

especially performance appraisal, training and development and 

knowledge management achieves competitive advantage 

provided the practices are aligned with organization objectives 

and strategies. A affirmative association between performance 

appraisal, training and development and knowledge 

management with competitive advantage of organization is 

found. Performance appraisal provides input for training and 

development and the content required for training and 

development is managed by the knowledge management. Apart 

from this human resource need to be compensated with unique 

set of bundle of benefits so that this valuable resource stay in 

organization. In connection to the hidden aim of this study, the 

application of the above mentioned HRM/ D tools can be 

verified in educational sector and by application, CA can be 

achieved there.  

 

Suggestions: In this study an endeavour has been made to find 

or verify the benefit of HRM/ D practices here competitive 

advantage of the organization. The results assist managers 

working in various sectors/ areas in believing the application of 

HRM/ D practices in gaining Competitive advantage. i. 

Employees ought to be utilized as resource of sustainable 

competitive advantage. ii. Human resource department must be 

a separately entity as specialized, continuous and dynamic effort 

is required for sustainable competitive advantage. iii. HRM/ D 

practices must be aligned with organization objectives while 

developing human resource. iv. Bundling of HR practices 

namely performance appraisal, training and development along 

with knowledge management will facilitate the attainment of 

one of the organizational objectives i.e. competitive advantage.  

v. Organization must focus on tacit knowledge as a factor for 

competitive advantage. 

 

References 

1. Bobillo A., Iturriaga F. and Gaite T. (2010). Firm 

Performance and International Diversification: The 

Internal and External Competitive Advantages. 

International Business Review. 19, 607–618. 

2. Tandon A. (2015). Press Release: University graduates 

not prepared for the workplace, a CareerBuilder India 

survey Reveals”, http://www.thecareermuse.co.in/press-

release-graduate-not-prepared-workplace/. 28/07/2015. 

3. Bratton J. and Gold J. (1999). Human Resource 

Management Theory and practice. London, Macmillan 

Press Ltd. ISBN: 978-0-805-83862-6.  

4. Robbins S. (1991). Organizational Behaviour: Concepts, 

controversies, and applications. London, Prentice Hall. 

ISBN-13: 978-0136406990. 

5. Tichy N., Fombrun C. and Devanna M.A. (1982). 

Strategic Human Resource. Sloane Management Review, 

23(2), 47-61. 

6. Bhattacharyya D.K. (2012). Human Resource 

Development, Mumbai. Himalaya Publishing House, 

Mumbai, India, 369. 

7. Werner J. M. and DeSimone R.L. (2006). Human 

Resource Development 4e. Thomson South Western-

Indian Edition, Akash Press, Delhi, India. ISBN: 978-0-

538-48099-4. 

8. Rudrabasavaraj M.N. (1998). Dynamic Personnel 

Administration, Management of Human Resources. 

Himalaya Publishing House, pp 88. 

9. Dessler G. (2005). Human Resource Management. 10th 

Ed. Pearson Prentice Hall. . Upper Saddle River, New 

Jersey, ISBN: 978-01-31440-97-5. 

10. Grubb T. (2007). Performance Appraisal Reappraised: 

It’s Not All Positive. Journal of Human Resource 

Education, 1(1), 1-22. 



Research Journal of Management Sciences _______________________________________________________E-ISSN 2319–1171 

Vol. 5(6), 1-9, June (2016)                      Res. J. Management Sci. 

 

 International Science Community Association            7 

11. Delery J. E. and Doty H. D. (1996). Modes of Theorizing 

in Strategic Human Resource Management: Types of 

Universalistic, Contingency, and Configurational 

Performance Predictions. Academy of Management 

Journal, 39 (4), 802-835. 

12. Peteraf M.A. (1993). The Cornerstones of Competitive 

Advantage: A Resource-Based View. Strategic 

Management Journal, 14 (3), 179-192. 

13. Apospori E., Nikandrou I., Brewster C. and 

Papalexandris N. (2008). HRM and Organizational 

Performance in Northern and Southern Europe. 

International Journal of Human Resource Management, 

19 (7), 1187-1207. 

14. Cooney, R. et al. (2002). Employee Training, Quality 

Management and the Performance of Australian and New 

Zealand Manufacturers. Working Paper, 3402, 1–8. 

15. Soliman F. and Spooner K. (2000). Strategies for 

Implementing Knowledge Management: Role of Human 

Resources Management. Journal of Knowledge 

Management, 4 (4), 337-345. 

16. Harman C. and Brelade S. (2007). Managing Human 

Resources in the Knowledge Economy. United Nations 

7th Global Forum on Re-inventing Government. Vienna, 

Austria, 26th-29th Jun. pp 1-8. 

17. Adams G.L. and Lamont B.T. (2003). Knowledge 

Management System and Development Sustainable 

Competitive Advantage. Journal of Knowledge 

Management, 7(2), 142-154. 

18. Ma H. (1999). Creation and Preemption for Competitive 

Advantage. Management Decision, 37 (3), 259-267. 

19. Barney J.B. (1991). Firm Resources and Sustained 

Competitive Advantage. Journal of Management, 17 (1), 

99-120. 

20. Prahalad C.K. and Hamel G. (1990). The Core 

Competence of The Corporation. Harvard Business 

Review, 68 (3), 79-91. 

21. Hofer C.W. and Schendel D. (1978). Strategy 

Formulation: Analytical Concepts. St. Paul, MN: West 

Publishing Co. 

22. Amit, R. and Shoemaker, P. (1993). Strategic Assets and 

Organizational Rent. Strategic Management Journal, 14 

(1), 33-46. 

23. Wright P.M., McMahan G.C. and McWilliams A. (1993). 

Human Resources and Sustained Competitive Advantage: 

A Resource-Based Perspective. Centre for Effective 

Organizations, 1-34. 

24. Besanko D., Dranove D. and Shanley M. (2000). 

Economics of Strategy. 2
nd

 Edition. New York: John 

Wiley and Sons. ISBN: 978-0-470-37360-6. 

25. Saloner G., Shepard A. and Podolny J. (2001). Strategic 

Management. John Wiley and Sons, New York. ISBM: 

978-0-471-75526-5. 

26. Barney J. and Wright P. (1998). On Becoming a Strategic 

Partner: The Role of Human Resource in Gaining 

Competitive Advantage. Human Resource Management, 

37 (1), 31– 46. 

27. Grant R. (1991). The Resource-Based Theory of 

Competitive Advantage: Implications for Strategy 

Formulation. California Management Review, 33 (3), 

114-135. 

28. Wernerfelt B. (1984). A Resource-based View of the 

Firm. Strategic Management Journal, 5(2), 171-180. 

29. Ulrich D. and Lake D. (1991). Organizational Capability: 

Creating Competitive Advantage. The Executive, 5(1), 7-

92. 

30. Tyndall Erica (2012). Can Human Resource Management 

Be a Source of Sustainable Competitive Advantage for an 

Organization During a Recessionary Period?. 

Dissertation, National College of Ireland, Ireland, 1-106. 

31. Wang W., Lin C. and Chu Y. (2011). Types of 

Competitive Advantage and Analysis. International 

Journal of Business Management, 6 (5), 100-104. 

32. Jassim R.K. (1998). Competitive Advantage through the 

Employees. Research paper- University of Auckland 

New Zealand, 387-413 http://down.cenet.org.cn/upfile 

/47/2005718144813114.pdf. 

33. Durkovic J.V. (2009). Development of Human Resources 

as Strategic Factors of the Companies' Competitive 

Advantage. Economics and Organization, 6 (1), 59-67. 

34. Mugera A.W. (2012). Sustained Competitive Advantage 

in Agribusiness: Applying the Resource-Based Theory to 

Human Resources. International Food and Agribusiness 

Management Review, 15(4), 27-48. 

35. Minbaeva D. (2008). HRM Practices Affecting Extrinsic 

and Intrinsic Motivation of Knowledge Receivers and 

Their Effect on Intra-MNC Knowledge Transfer. 

International Business Review, 17, 703-713. 

36. Werbel J. D. and Demarie S.M. (2005). Aligning 

Strategic Human Resource Management and Person–

Environment Fit. Human Resource Management Review, 

15, 247–262. 

37. Teo S.T.T., Clerc M.L. and Carmen-Galang M.G. (2011). 

Human Capital Enhancing HRM Systems and Frontline 

Employees in Australian Manufacturing SMEs. The 

International Journal of Human Resource Management, 

22 (12), 2522-2538. 

38. Bhattacharjee S.B. and Bhattacharjee B. (2015). 

Competitive Advantage through HRM Practices in 



Research Journal of Management Sciences _______________________________________________________E-ISSN 2319–1171 

Vol. 5(6), 1-9, June (2016)                      Res. J. Management Sci. 

 

 International Science Community Association            8 

MSMEs. International Journal of Management and 

Humanities, 1(1), 15-22.  

39. Rahman M. H. and Al-Mamun M.A. (2013). HRM Focus 

on Distinctive Human Capital and Strategy of Building-

Retaining Competitive Advantage. Global Journal of 

Management and Business Research, 13 (11), 12-18. 

40. Kazlauskaite R. and Buciuniene I. (2008). The Role of 

Human Resources and Their Management in the 

Establishment of Sustainable Competitive Advantage. 

Engineering Economics, 5(60), 78-84. 

41. Wright P.M., McMahan G.C. and McWilliams A. (1993). 

Human Resources and Sustained Competitive 

Advantage:A Resource-Based Perspective. Centre for 

Effective Organizattion, 1- 34 

42. Schuler R.S. and MacMillan I.C. (1984). Gaining 

Competitive Advantage through Human Resource 

Practices. Human Resource Managmenet, 23, 241-256. 

43. Chopra R. and Chopra A. (2012). Innovative HR 

Practices for Competitive Advantage: A Strategic 

Perspective. Journal of Organisation and Human 

Behaviour, 1 (2), 32-38. 

44. Mathur P. (2015). Achieving Competitive Advantage 

through Employees. International Journal of Arts, 

Humanities and Management Studies. 1 (9), 66-71 

45. Velmurugan S. and Akhilesh K.B. (2013). Sustained 

Competitive Advantage: Strategic HRM Initiatives and 

Consequences in Indian Context. International Journal of 

Social, Behavioral, Educational, Economic and 

Management Engineering, 7(8), 1078-1086. 

46. Mathapati C.M. (2015). Leveraging Competitive 

Advantage though HRM Strategies and Practices in 

Globalized Era. Journal in Management and Social 

Science, 3(2), 439-444. 

47. Talukder A.K.M.M. H. and Khan M.I. (2013). Human 

Resource Planning and Competitive Advantage: 

Investigating the Relationship. KASBIT Business Journal, 

6, 29-37. 

48. Obisi C. (2011). Employee Performance Appraisal and 

Its Implication for Individual and Organizational Growth. 

Australian Journal of Business and Management 

Research, 1(9), 92-97. 

49. Beha L.S. and Looa L.H. (2013). Human Resource 

Management Best Practices and Firm Performance: A 

Universalistic Perspective Approach. Serbian Journal of 

Management, 8(2), 155-167. 

50. MA N.B. (2011). Human Resource Management in 

Function of Creating the Strategic Competitive 

Advantages. International Symposium Engineering 

Management and Competitiveness, 93-96. 

51. Commey V., Howard E.K. and Turkson J. K. (2014). 

Assessment of Sustainable Competitive Advantage of 

Selected Hotels in Kumasi Using the Generic Functions 

of Human Resource Management Model. The 

International Journal of Business and Management, 2 

(11), 34-44. 

52. Vucetic A. (2012). Human Resources as a Competitive 

Advantage of Travel Agencies in Montenegro. Turizam. 

16 (2), 78-87. 

53. Sum V. (2011). Integrating Training in Business 

Strategies Means Greater Impact of Training on The 

Firm’s Competitiveness. Research in Business and 

Economics Journal, 4, 1-19. 

54. Saha N. and Gregar A. (2012). Human Resource 

Management: As a Source of Sustained Competitive 

Advantage of the Firms. 10.7763/IPEDR. 46 (1), 1-5. 

55. Vemic J. (2007). Employee Training and Development 

and The Learning Organization. Economics and 

Organization, 4(2), 209-216. 

56. Wong K.Y. and Aspinwall E. (2005). An Empirical 

Study of the Important Factors for Knowledge 

Management Adoption in The SME Sector. Journal of 

Knowledge Management, 12 (3), 64-82. 

57. Nonaka I. and Takeuchi H. (1995). The Knowledge-

Creating Company. How Japanese Companies Create the 

Dynamic of Innovation. Oxford University Press. New 

York, USA, ISBN: 0-19-509259-4. 

58. Zack M. (1999). Developing a Knowledge Strategy. 

California Management Review, 41 (3), 125-145. 

59. Chuang S.H. (2004). A Resource-Based Perspective on 

Knowledge Management Capability and Competitive 

Advantage: An Empirical Investigation. Expert Systems 

with Applications, 27, 459-465. 

60. Rahimli A. (2012). Knowledge Management and 

Competitive Advantage. Knowledge Management and 

Competitive Advantage, 2 (7), 37-43. 

61. Meihami B. and Meihami H. (2014). Knowledge 

Management a Way to Gain a Competitive Advantage in 

Firms (Evidence of Manufacturing Companies). 

International Letters of Social and Humanistic Sciences, 

14, 80-91. 

62. Englis P.D., Englis B.G., Solomon M.R., Valentine L., 

Bieak N. and Turner S. (2006). Using Knowledge 

Management to Gain Competitive Advantage in The 

Textile and Apparel Value Chain: A Comparison Small 

And Large. Firms: The 14th Annual High Technology 

Small Firms Conference. Enschede, The Netherlands, 

11
th

-13
th

 May. pp 1 -14. 

63. Nguyen Q.T.N., Neck P.A. and Nguyen T.H. (2009). The 

Critical Role of Knowledge Management in Achieving 



Research Journal of Management Sciences _______________________________________________________E-ISSN 2319–1171 

Vol. 5(6), 1-9, June (2016)                      Res. J. Management Sci. 

 

 International Science Community Association            9 

and Sustaining Organisational Competitive Advantage. 

International Business Research, 2 (3), 3-16. 

64. Gilani M.H.N., Zadeh M.S. and Saderi H.R. (2012). The 

Role of Strategic Human Resource Management in 

Creation of Competitive Advantages (Case Study: A 

Commercial Organization in Malaysia). International 

Journal of Business and Social Science, 3(16), 225-238. 

65. Chikati R. and Mpofu N. (2013). Developing Sustainable 

Competitive Advantage through Knowledge 

Management. International Journal of Scientific and 

Technology Research, 2 (10), 77-81. 

66. Kamya M.T., Ntayi J.M. and Ahiauzu A. (2010). 

Knowledge Management and Competitive Advantage: 

The Interaction Effect of Market Orientation. African 

Journal of Business Management, 4 (14), 2971-2980. 

67. Hana U. (2013). Competitive Advantage Achievement 

through Innovation and Knowledge. Journal of 

Competitiveness, 5 (1), 82-96. 

68. F-Jardon C.M. and Gonzalez-Loureiro M. (2013). Human 

Capital as Source for Sustained Competitive Advantages 

in SMEs: A Core Competencies Approach. Economia- 

Seria Management, 16 (2), 255-268. 

69. Alwis R.S. and Hartmann E. (2008). The Use of Tacit 

Knowledge Within Innovative Companies: Knowledge 

Management in Innovative Enterprises. Journal of 

Knowledge Management, 12 (1), 133-147. 

70. Lubit R. (2001). The Keys to Sustainable Competitive 

Advantage. Organizational Dynamics, 29(4), 164–178. 

71. Argote L. and Ingram P. (2000). Knowledge Transfer: A 

Basis for Competitive Advantage in Firms. 

Organizational Behavior and Human Decision 

Processes, 82 (1), 150-169. 

72. Farrukh M. and Waheed A. (2015). Learning 

Organization and Competitive Advantage-An integrated 

Approach. Journal of Asian Business Strategy, 5 (4), 73-

79. 

73. Shrimali H. and Gidwani B. (2012). Role of Talent 

Management in Sustainable Competitive Advantage: 

Rising to Meet Business Challenge. Pacific Business 

Review International, 4 (3), 29-33. 

74. Al-Rfou A. and Trawneh K. (2009). Achieve 

Competitive Advantage through Job Motivation. Journal 

of Social Sciences, 20 (2), 105-107. 

75. Greenwood W., Will F., Wood N. and Zelano J. (2013). 

Human Capital As a Contributor to Organization 

Competitive Advantage. E-Leader Slovenia, 1-21. 

 


