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Abstract

The objective of this study is to identify the eént strategic human resource management (HRM) ipesct
(strategic recruitment and selection, strategiimimg and development, strategic reward and congiermsand
strategic performance appraisal) and to determiree relationship between strategic HRM practices and
perceived financial performance (measured in faisitig efficiency, financial transparency, prograpr®jects
financial efficiency ) of Non-Governmental Orgartina (NGO) using RDRS Bangladesh as a case. Tl stu
administered 70 questionnaires to all staffs engadogt central office of RDRS Bangladesh. Both dpsee
and inferential statistics were used in the stullye findings revealed that as an NGO RDRS Banglades
embraced strategic HRM practices and it had peséifect on the perceived financial performances Tésults

of the study recommended that appropriate stratel@l®! practices could be useful for enhancing finahc
performance of NGO sector in Bangladesh.
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1. Introduction

Strategic Human Resource Management (SHRM) is dersil as a set of human resource strategies of an
organization concerned with ensuring that the staf skilled, committed and well-motivated force to
accomplish the organization’s goals and to develaff to challenge in the competitive world (Prit2005).
Human resources are the most crucial assets obr@anization ether profit seeking businesses anérgoent

or non-governmental organizations (NGOs) to attmimpetitive advantage. Therefore, crafting and etieg
human resource strategies are necessary to managgniresources of an organization (Lepak & Snel20
Wright & Boswell,2002)). A number of studies hhden conducted on the relationship between stategi
human resource management(HRM) and organizati@rébimance of various sectors in different coiestof
the world (Caliskan ,2010;Dimba & Obonyo ,2009;ldey & Huselid,1996 ; Delery& Doty,1996; Lepak&
Snell, 2002) . Non-governmental organizations, amyanization or agency established voluntarily tithva
view to philanthropic goals rather than commercraitive and free from the operations of the govemmme
structure can be considered NGOs (Lewis,2009).mai@ roles of Non-governmental organizations (NGiDs
Bangladesh are helping deprived rural mass thrdéagitating self -employment generation, educatibealth
care, nutritional status, family planning, finangiand mobilizing private funds for developmentdistribute of
food to community and so on( Siciliano ,1997). Thain sources of NGO funding are membership dumes, t
sale of goods and services, grants from nationalemgonents and international institutions, and peva
donations. Even sometimes, some NGOs operatiornsndegreatly on governments for their funding (Mukas
2006).Most NGOs are operated in complex, risky famahcially uncertain environment. Many NGOs aoawn
facing difficulties in raising fund from donors amgperating NGO programs. The financial performante
NGOs has become the major determinant of evalugtiagperations of NGOs in Bangladesh. By building
enhancing relationships with key donors and pastrzard making collaborations with external orgamizest
strategic human resource management offers coasbidebenefit to NGOs (Balser & McClusky, 2005; Beys
Walker, 2004; Brown, 2010) .Without formulating aimdplementing effective human resource strategies,
organizations can survive smoothly and gain cortipetiess from the market place (Rawashdeh & Al-Adwa
2012; Taylor & Francis, 2008; Allison & Kaye, 200®iciliano (1997) showed that adopting strategimbn
resource management (HRM) NGOs could acceleratindscial and social performance. As Strategic HRM
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ensure efficient and effective use of resourcesgqam and project of NGOs (Mara, 2000; McHattorgdshaw,
Gallagher & Reeves, 2011; Medley & Akan, 2008). rehes no study in the context of strategic HRM and
NGOs’ financial performance in Bangladesh. Thus #tudy is undertaken to determine the effecttiategic
human resource management practices on the pedcénancial performance of Rangpur, Dinajpur Rural
Service (RDRS) Bangladesh as a non-governmentahagtion (NGO) in Bangladesh.

2. Literature Review

Theoretical Review

To examine the relationship between strategic hureaource management and financial performanciereift
theories have been used by scholars: resource basg theory, universalistic theory, contingenbgdry etc
(Njuguna, 2013; Kiiru, 2015; Begum, 2016).

Resource Based Theory

The Resource-Based View (RBV) theory is the contimnaof organizational economics concepts (Penrose,
1959) and strategic management (Barney, 1991). rllaup to Barney (1991) organization gains compeiti
advantage by not only acquiring but also developmgting together, and effectively deploying itisypical,
human, and organizational resources in technichesput in unique value and that are difficult émmpetitors

to imitate. Barney (1991) argues that resourcesdte@valuable, rare, inimitable and non-substiietdead to
competitive advantage. According to Lado and Wilgt®04) HR practices that make up the resourcel¢iaals

to competitive advantage. In this study the reselrased view was also used to identify the SHRMtmas
and to support organization’s human resource cépabiwhich are valuable to take competitive adege.

Universalistic Theory

Pfeffer (1994) argued that some SHRM practices v@tter than others and hence organizations shaeéd
those best practices. Under a universalistic agprostrategic HR practices that lead to higher wizgional
performance include formal training systems, prefiaring, voice mechanisms, and job definition afid
enterprise should assume these practices.

Contingency Theory

The contingency theory spell out that there is ne best way to organize and manage human resoof @s
organization. This theory focuses on the fit betwdrisiness strategy and HRM practices.. According t
Youndt,(2006) , effectiveness of HR practices igaional on how well they match with other aspeuft the
organization and hence situation will determinecliHiR strategy will lead high performance.

Review of Related Variables

Strategic Human Resource Management Practices

SHRM practices are those decisions and actionshndgacern the management of employees at all lévelse
business, and which are related to the implememadf strategies directed towards sustaining coitiyest
advantage (Dimba, 2010). There are four main aireaghich human resources strategies may be dewelope
These include recruitment, training, compensatamd performance management (Armstrong, 2002; Foot &
Hook, 2009). Pfeffer & Sutton (2000) opines thatuenber of HR practices are constantly superiotthers and
that all organizations ought to adopt them. Heheirtargues that increased utilization of managempettices,
for instance selective recruitment, incentive pagployment security, employee participation, perfance
management, training and promotion from within,ufessin increased output across organizations. wige,
Osterman (2004) noted that a number of modern \poaktices, such as job rotation, job design, tqtellity
management, and quality circles, result in efficiein organizations. This study examines the refethip
between four strategic human resource practiceparwived financial performance of RDRS Bangladesh

Financial Performance of NGOs

Measuring the performance of Non-governmental mimgdions (NGOSs) is not as simple as measuring the
performance of for profit organizations. In theertyears some authors have identified performandieators

of NGOs sector. The traditional indicators of fingh performance for profit seeking organizations @eturn on
investment (ROI), return on assets (ROA), ReturnEguity (ROE), Return on sales (ROS), market share,
profitability, liabilities or profitability ratioscannot be applied to NGOs (Herman and Renz, 19%¥re are
few frameworks of evaluating the performance of NG$®ctors. Financial performance of Non-governnhenta
organizations (NGOs) refer to fundraising efficigndinancial transparency and financial efficieno§
NGOs(Andreasen, Kotler, and Parker, 2008) .Thenfifed performance of NGOs can also be identifiedHzy
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indicators including access to funding, budgetiffgtiency, expenses and costs (Ritchie and Kolddir2003).
According to Andreasen and Kotler (2008) fundrajsefficiency is the ability of identifying the saas of
funds, procuring the funds and using these funddlf&8Os survival. The resource generation ratio ésrtteasure
used to evaluate fundraising efficiency (Lewis @2P0Financial transparency means making availgbait
financial information concerning NGOs programs ardvices to ensure honesty, integrity and accoilityato
relevant stakeholders (Keating &Frumkin ,2003). céaing to Kendall, J. , & Knapp, M. (2000). Progs
Projects financial efficiency is the best use af fnds or financial resources to achieve the requor the
planned outputs. The measure of financial efficjeoan also be represented as the relationship batwee
financial inputs and the outputs (Median-Borja, &antis, 2007). In this study financial performarafeRDRS
Bangladesh as a Non-governmental organization (Ni&3)been analyzeddue to strategic HRM practicdgein
perception of RDRS Bangladesh staffs.

Empirical Review

Researchers have shown that the use of strategd HRctices is positively related to both financaid
operational performance (Delaney &Huselid, 1996)e Btudy ofSingh (2004) demonstrated that training and
compensation practices led to employee performamcehence the increment of organizational perfooman
According toWaiganjoet al. (2013), there is a positive relationship betweerRBHand firm performance of
corporate organizations in Kenya. Gray and Sha2R@7), examined the impact of strategic HRM prastion
the performance of state Governments agencies usirtiple regression analysis. The results of gtisdy
showed that when organizations employed such gimatelR practices, it could enhance organizational
performanceRecently, a number of studies have been conduntéhina and found a positive relationship
between SHRM and firm performance (Bjorkman& Fad)2, Law, Tse, & Zhou, 2003).though several studies
are found on the relationship between strategic Hi®l organizational performance in manufacturinggose
business organization and banking sectors in thieegbut a very few literature could be found in N&G&ctor.
From this gap, the present study is undertakensfoguthe relationship between strategic HRM prastiand
perceived financial performance of non-governmeonttganization using RDRS Bangladesh as a case.

Conceptual Framework
A conceptual framework represent pictorial summafryhe variables investigated based on a literatewgew
(Oseno, 2012).

Independent Variable aplent Variable

Strategic Human Resource

management (SHRM)
Strategic recruitment and Financial Performance
selection Of RDRS Bangladesh

2

Strategic  training and
development

¢ Fundraising
/ Efficiency

Strategic reward and + Financial

compensation transparency
\l/ ¢ Financial Efficiency

Strategic performance
appraisal

Figure 1: Conceptual Framework
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The research framework shows that financial perfovte of RDRS Bangladesh is influenced by four (4)nm
strategic HRM practices. The strategic HRM practiaee strategic recruitment and selection, stratigining

and development, and strategic performance appraisase four (4) strategic HRM practices are latias the
independent variables. Perceived financial perfeacaaof RDRS Bangladeshis labeled as the dependent
variable. The main concern of the research is tméme whether strategic HRM practices influenceauricial
performance of RDRS Bangladesh as an NGO andlibhenle a positive impact on the growth and develepm

of the economy of Bangladesh.

3. Resear ch M ethodology

Research Design

This study was conducted in RDRS Bangladesh a memiNGO in the northern region of Bangladesh. An
intense and comprehensive study was conductedeostifitegic HRM practices in the organization iatien to
perceived financial performance. Basically the gtadopted a descriptive research design involvirsgiraey.
This study also used a combination of other resedesigns; descriptive, explanatory, and crosdeseait
research design (Cooper & Schindler, 2008; Saundens®).

The Population of the Study
The target population for this study was all empky employed in different divisions at RDRS Bangdd

central office Rangpur. Therefore the unit of asEywas RDRS Bangladesh and the units of observatere
the different departments of RDRS Bangladesh.

Data Collection

Both primary and secondary data have been usdtkistuidy. The primary data have been obtained frem
employees employed in RDRS Bangladesh using questice. The questionnaires consist of three sextion
Section (A) is intended to gather demographic imfation of respondents; Section (B) of the questiinen
consists of 21 items used to evaluate the extenwhizh four strategic human resource managemertt bes
practices are applied in the operations of RDRSgBatesh as an NGO and rated anonymously by the
respondents on a 5-point Likert scale of 1 = “sgtgrdisagree” to 5 = “strongly agree”. Section (&)the
questionnaire measures the financial performanc@®Ds by the variables namely: fund raising efficig,
financial transparency, and financial efficiencyG@®s’ financial performance was measured using diibei
scale on fundraising efficiency, financial transpary, and program financial efficiency adapted fromavious
studies (Analoui & Samour, 2012; Mosley, Hulse &whgey, 2002.).Secondary data have been colleobea f
published/ unpublished literature on the topic & journal, newspapers, books, magazines, websitieany
other relevant documentaries as well as publicatidrhe questionnaire was evaluated by a panel rekth
arbitrators who have academic and practical expegién NGOs.

Data Analysis and Presentation

After collecting data, Quantitative data was anatiyzsing regression and correlation with the aiGtatistical
Package for Social Sciences and Microsoft excellewdualitative data was analyzed through conteat\ssis.
Pearson’s correlation technique and multiple regioesanalysis were used to establish the relatiprsétween
HR Practices and perceived financial performancROBRS Bangladesh. The research findings were presen
using in tables, charts and diagrams.

Econometric Model Specification

The regression is calculated using the basic regnesnodel as follows:
FP(Y) =0+ Xo+ foXo+ fa Xat fa Xyt €

Where,

FP = Financial Performance of RDRS Bangladesh;

Bo = Model constant;

{Bi; i=1,2,3,4,5} = The coefficients representing #agious independent variables;
X 1= strategic recruitment and selection;

X,= strategic training and development;

Xa= strategic reward and compensation;

X4= Performance Appraisal;
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FP(Y) = Financial performances is the error of prediction.

4, Data Analysis, Results and Discussion
4.1. Respondents Biographic I nformation

Table 1 shows the demographic characteristicsefaispondents. The demographic data consistedkphge,
years of experience, educational level and workdegartment. When descriptive analysis was dong¢hen
demographic characteristics, it was found that ehewere 64.3% male respondents and 35.7% female
respondents. In terms of age, 20 (28.6%) of thpamdents were aged between 21- 30 years while thgse
between 31- 40 years were 22 (31.4%). These twobagekets represented 60 % of the total number of
respondents implying that the most active age gileyees comprised more than half of the populatienlved

in this study. 18(25.7%) respondents were aged Mly&ars while those aged above 50 years were
10representing 14.3 %.

Table 1: Biographic information

Gender Frequency Percentage (%)
Male 45 64.3
Female 25 35.7
Total 70 100
Age

21-30 Years 20 28.6
31-40 Years 22 31.4
41-50 Years 18 25.7
Above 51 Years 10 14.3
Total 70 100
Education level

Bachelor’'s degree 15 21.4
Master’s degree 55 78.6
Doctoral degree 0 0
Total 70 100
Experience

Less than 5 years 15 21.4
5-10 years 15 21.4
11-15 years 20 28.6
Above 15 years 20 28.6
Total 70 100
Department

Social organization 10 14.3
Women rights 7 10
Health 8 114
Education 15 214
Agriculture 10 14.3
Human resource 5 7.1
Finance 3 4.3
Micro finance 7 10
Procurement 2 2.9
Monitoring 3 4.3
Total 70 100
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In the context of the level of education, 21.4%)\&d a bachelor’'s degree while 78.6% (55) had steria
degree. Whereas it is appreciable that majority)efcorporations’ employees have a master's degfteeation,
this implies that organizations have the abilityrtake complex unstructured decisions in a rapidnging and
hypercompetitive business environment. On expeeebs (21.4%) of the respondents had experientassf
than 5 years, 15(21.4%) between 5-10 years, 20¥@8x@tween 11-15 years, and 20 (28.6%) over 15yafar
experience at the organization.

4.2 Strategic Human Resource Management Practices
Strategic Recruitment and Selection
Table 2: Responses on strategic recruitment awedtsah

Strategic recruitment and selection practices N rMe&td. Deviation| Variance
RDRS Bangladesh recruitment process attracts veryfigdatandidates 70 3.70 .953 .909
Valid and standardized tests are used in the smbegtocess 70 3.67 1.018 1.034
Qualification and experience are the main factorssilered during selection 70 3.80 .827 .684
RDRS takes measures to attract good quality employees 70| 3.29 1.038 1.077
Non-performers are encouraged to leave the RDRS Biesrila 70| 3.34 1.089 1.185
Transparency and fairness is followed in recruiing selecting employeesg 70 4.00 1.022 1.043

Table 2 shows the extent to which the respondegrsed on strategic recruitment and selection isgudise
organization. The table presents that a mean &f @n7the statement that the RDRS Bangladesh hamifated

an active recruitment and selection policy thataats very qualified candidates and this indicatspondents
agreed to a moderate extent that the RDRS Bandlduesvalid and standardized tests for the selegtiocess.

A mean of 3.80 was obtained on the statement tmatqualification and experience are the main factor
considered during selection in RDRS. A mean of 3va8 found on the statement that RDRS takes meature
attract good quality employees. A mean of 3.34 whined on the statement that Non-performers are
encouraged to leave the RDRS Bangladesh. A med06fwas found on the statement that transparemdy a
fairness is followed in recruiting and selectingpdoyees. Therefore, the study concluded strategiouitment
and selection practice is a major strategic humesource management practice that leads to improved
organization performance.

Strategic Training and Development
Table 3: Responses on Strategic training and dpuedat

Strategic training and development practices N | Mean| Std. Deviation) Variance
RDRS Bangladesh has a staff development programmes 70| 3.79 815 .664
Employees are trained to take up more responggsilénd other jobs in the future7o | 3.66 1.020 1.040
Training and development has a great effect on RDRfgIBdesh performance | 70 | 3.61 .967 .936
RDRS Bangladesh has a training budget every finapesl 70| 3.57 .986 973
RDRS Bangladesh organizes seminars, workshops femitdoyees 70| 3.49 928 .862
Training employees affects the market share bgdttrg customers 70| 3.70 840 706

Table 3 presents that a mean score of 3.79 whiticates that respondents agreed to a greatertaRedrthe
RDRS had established an active training and dewaop policy formulated for its employees, a mea3.66
indicates that respondents agreed to a moderagatetktat the training and development policy of RBRS
was linked to the RDRS Bangladesh performance, annaé 3.61 indicates that respondents agreed &ss |
extent that the training programs undertaken byRB¥RS had been able to yield positive results imseof
increased productivity from the employees. A me&r8.67 was found on the statement that Training and
development has a great effect on RDRS Bangladestormance. A mean of 3.49 was observed on the
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statement that RDRS Bangladesh organizes semimnarkshops for its employees. A mean of 3.70 indisa
greater degree that Training of RDRS employees&tihe market share by attracting customers.

Table 3 further indicates that a low STD deviatidrbetween 0.84 to 1.02 was obtained on all thmitng and
development issues and this indicated that therdifice between the respondent’s answers was vepmnand
the respondents rated all the training and devedmpiissues affected the organizational performamtee same
way. A variance of.664 to 1.04 was also obtained #ms showed that the variability of the responden
answers was very close and hence the answers gi@enaccurate and reliable and all the stateditigiand
development issues affected organizational perfoomaf RDRS Bangladesh in the same way.

Strategic Reward and Compensation System
Table 4: Responses on strategic reward and comjiamsgstem

Strategic reward and compensation system practices N Mean Std. Variance
Deviation

Incentives given to the employees motivates 70 3.64 1.117 1.247

employees and enhances performance

Job performance is an important factor in detemginj 70 3.97 .851 724

the incentive compensation of employees.

compensation for employees is directly linked to 70 3.49 .928 .862

his/her performance

The rewards offered attract and retain high quality 70 3.70 .840 .706

employees

Table 4 shows that a mean score of 3.64 was @utain the statement that the RDRS has an activarde
policy formulated and is used for staff compensati@nce indicating that respondents agreed to aerata
extent that RDRS had an active reward policy foatad and was used for staff compensation. A meaue sf
3.97 was obtained on the statement that the Jdbrpwnce is an important factor in determining it@entive

& compensation of employees and this indicated riesppondents agreed to a greater extent that rquadiades
were linked to the overall strategy of the RDRS @ladesh. A mean score of 3.49 was obtained ontétensent
that the compensation for employees is directlkdth to his/her performance. A mean score of 3.9% wa
observed on the statement that the rewards offettealct and retain high quality employees and dicate a
greater extent that RDRS had an active reward ypolic

The table further shows that a low STD deviatiometween 0.84 to 1.11 was obtained on all the réwgstem
issues, indicating that the difference betweenrdspondent’s answers was very narrow and the respts
rated all the reward system issues in the same Avagriance of.70 to 1.2 was also obtained sugggdtiat the
variability of the respondents’ answers was venseland hence the answers given were accuratesbaole
and all the stated reward management issues affélste financial performance of RDRS Bangladeshhin t
same way.

Strategic Performance Appraisal
Table 5: Responses on Strategic performance apprais

Strategic performance appraisal practices NI Mean d. St | Variance
Deviation

Performance of employees is reviewed regularly 70 3.66 1.020 1.040

Appraisal system has a strong influence on indizidu 70 3.57 .986 973

and team behavior

Employees are provided performance based feedbackO 3.70 .840 .706

and counseling.

The appraisal data is used for making decisioresjbk 70 3.64 1.050 1.102

rotation, training and compensation.
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Table 5 shows how the respondents agreed on thenterf the effect financial performance of RDRS
Bangladesh. The table demonstrates that a mearm66fv@as obtained on the statement that Performafce
employees is reviewed regularly and this indicateat respondents agreed to a greater extent thaRBRS
carried out periodic performance appraisal of itpkyees. A mean of 3.57 indicates that respondagnise to
any extent that from the results of the periodaffsappraisal carried out there was an indicatiat staffs were
able to meet the set standards and goals set bggearent. A mean score of 3.70 was observed oratearent
that employees are provided performance based de&dind counseling and this implies that this iy vauch
related to organizational performance.

Table 5 further shows that a low STD deviation efween .84 to 1.05 was obtained on all the perfoo@a
appraisal issues and this indicated that the diffee between the respondents’ answers was verywamnd the

respondents gave almost similar responses. A \aiah70 to 1.1 was also obtained and this sholwatlthe

variability of the respondent’s answers was venseland hence the answers given were accuratesbaole

and all the stated performance management isstexdeaf the organizational performance in the same w

4.3. Correlation Analysis between | ndependent Variables and Dependent Variable

Pearson’s product moment correlation technique wsasl to analyze the relationship between Stratdginan
Resource Management Practice and Financial perfarenaf RDRS Bangladesh. The findings are presdnted
table 6. The table shows that all human resouraeagement practices have a strong positive caoelatith
financial performance of RDRS Bangladesh.

Table 6: Correlation Matrix

Correlations
OoP SRS STD SRC SPA
OP | Pearson Correlation 1 636 .052 -701 -.324"
Sig. (2-tailed) .000 .670 .000 .006
N 70 70 70 70 70
SRS | Pearson Correlation 636 1 459 -221 .198
Sig. (2-tailed) .000 .000 .066 .100
N 70 70 70 70 70
STD | Pearson Correlation .052 459 1 517 .904
Sig. (2-tailed) 670 .000 .000 .000
N 70 70 70 70 70
SRC | Pearson Correlation -701| -221 517 1 709
Sig. (2-tailed) .000 .066 .000 .000
N 70 70 70 70 70
SPA | Pearson Correlation -324| 198 .904 709" 1
Sig. (2-tailed) .006 .100 .000 .000
N 70 70 70 70 70
**_Correlation is significant at the 0.01 leveH@iled).

Recruitment and selection was found to have a gtpmsitive correlation with perceived financial fsemance
(r = 0.636, p<0.01). Training and development wamtl to have a positive correlation with perceifiedncial
performance (r = 0.459, p<0.01). Reward and congtemmswas found to have a strong positive corretatiith
perceived financial performance (r = 0.517, p<0.®grformance appraisal was also found to havesdiye
correlation with perceived financial performance=(0.904, p<0.01)). Table 6 demonstrates that teditegic
human resource management practices had a sigriédafluence on the perceived financial perforneaot
RDRS Bangladesh.
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4.4, Regression of Strategic HRM Practices and Financial Performance of RDRS Bangladesh

In order to determine the effects of strategic HRMctices other perceived financial performancdRbBRS
Bangladesh, the researcher conducted a multipgadinegression analysis between financial Perfoceani
RDRS Bangladesh as dependent variable againstgitatecruitment and selection, strategic trainamgl
development, strategic reward and compensatiorsaategic performance appraisal as independerables.
According to Stoodley, Lewis and Stainton, (198Q@iltiple linear regression test was appropriate thies study
because this study had more than one indeperddables .

Table 7: Regression Model Summary

Model Summary

Model R R Square Adjusted R Square Std. Error @Bhtimate

1 .95F .904 .898 .1402

a) Predictors: (Constant), Strategic HRM Practices.
b) Dependent variable: Financial Performance of BEHangladesh.

Regression model demonstrated how well the stzdisthodel was likely to predict future outcomesbl€a7
shows the regression model in measuring the infleaf strategic recruitment and selection, stratégiining
and development, strategic reward and compensatidrstrategic performance appraisal on perceivethéial
performance of RDRS Bangladesh. The overall careglacoefficient (R) is a strong positive corretatiof
0.951 .The coefficient of determination, (R Squiaréhe square of the sample correlation coeffictegtiveen
outcomes and predicted values. It indicates that fur independent variables (strategic recruitmemd
selection, strategic training and development,tetiia reward and compensation and strategic pesgoce
appraisal) in the regression model can explain %00t the variations in perceived financial perforoa of
RDRS Bangladesh holding other factors constanthdtefore implied that a combined unit increasdoinr
independent variables results in 90.4% increageeiceived financial performance of RDRS Bangladasth
vice versa holding other factors constant.

Table 8: ANOVA
The main purpose of ANOVA is to assess whethentbdel is fit for the analysis or not. The findingfshe
results were tabulated as follows:

ANOVAP

Model Sum of df Mean Square F Sig.
Squares
1 Regression 11.977 4 2.994 152.255 ¢00(
Residual 1.278 65 .020
Total 13.255 69
a. Predictors: (Constant), SPA, SRS, SRC, STD
b. Dependent Variable: FP

The ANOVA was used to test the significance of thgression model from which an f-significance vabfigp
less than 0.05 was established .From the studynfisdit was found that the F-statistics value 80.950was
greater than the P value was .000 which was lohen t05 and it indicated independent variable vids @
predict dependent variable. Therefore, it can e et the model is statistically significant inegdicting how
strategic HRM practices affects financial perforemrmof RDRS Bangladesh. This shows that the regnessi
model has a less than 0.05 probability of givingrang prediction.
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Table 9:Regression coefficients-Strategic HRM and PerceRiedncial Performance

Coefficients’®
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 1.905 .316 6.021 .000
SRS .238 .084 .160 2.827 .006
STD 1.543 .145 1.300 10.677 .000
SRC -.426 .054 -.506 -7.859 .00p
SPA -.837 .090 -1.172 -9.338 .00p
a. Dependent Variable: FP

The model in table 9 above with the value of t 828. and with a level of significance of Sig. = @0Adicates a
strong significant relationship between stratebiBM practices as independent variables and perdeive
financial performance of RDRS Bangladesh as thendgnt variable. This is further reinforced at %Xel of
significance, strategic recruitment and selectisraistatistically significant predictor of percalvénancial
performance of RDRS Bangladesh where (p=0.006<0%t&tegic training and development was a sigaific
predictor of perceived financial performance whye0.00<0.05). Strategic reward and compensatios ava
significant predictor of perceived financial perfeance where (p=0.00<0.05). Strategic performangeaigal
was a significant predictor of perceived finang@rformance of RDRS Bangladesh where (p=0.00<0l105).
was further established that strategic recruitngert selection had3€0.160, p=0.006) which was significant
and statistically had significant effect on pereeiviinancial performance of RDRS Bangladesh. Tlreta
indicated that strategic training and developmead la positively and significantly influence on firugal
performance of RDRS Banglade$i+1.300, p=0.000), strategic reward and compensétamhan insignificant
influence on financial performance of RDRS Bang&d@=-0.506, p=0.000), strategic performance appraisal
had a negative effect on financial performance DRS BangladesH€-1.172, p=0.000).

5. Conclusions and Recommendations

Conclusions

The findings from the study revealed that theresteg strong positive correlations between stratétfkiv
Practices (strategic recruitment and selectionategic training and development, strategic rewand a
compensation and strategic performance appraisad) the perceived financial performance of RDRS
Bangladesh. The regression analysis also estadllistz strategic HRM Practices is a predictor afcpeved
financial performance of RDRS Bangladesh accountiog 90.4% of variation in perceived financial
performance. The findings imply that the perceifiedncial performance of RDRS can be greatly impbif
strategic recruitment and selection, strategimingi and development, strategic reward and compiensand
strategic performance appraisal are strengtheneddescribed by SHRM scholars certain HR practi@es c
enhance the performances of organizations (Adeg@dlpruf, 2012). Therefore, the results showed that
strategic HRM Practices had a positive and stetiyi significant effect on financial performancé RDRS
Bangladesh.

Recommendations

The study recommends that the strategic human mesaunanagement practices that not only will improve
financial performance of organization of RDRS Bladesh as an NGOs in Bangladesh but also the other
sectors. For example, employees with high quatifices and effective could improve employee efficigiand it
could lead both financial and organizational perfance and competitiveness of RDRS Bangladesh. Soren
improved financial performance, strategic HRM piaet should have the link with overall strategyRIDRS
Bangladesh. RDRS Bangladesh should also have drarfie implemented the effective strategic HRM pcast

that can ensure sustainable organizational periocema

Areas for Further Research

This study is only concentrated with four stratdgRM practices and perceived financial performanfcBDRS
Bangladesh. Other Strategic HRM practices liketatjia employee relation, strategic motivation ate eould
be undertaken to get more effect and comprehemsistglt. More number of respondents, in-depth siedils
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analysis could be taken and it lacks this studysasy. Moreover, there is a need to undertake éurgudy in
this area by adopting more non-governmental orgdioizs and state-owned organizations as this saalysed
only on one non-governmental organizations (RDRBgBedesh) .
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