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Abstract: This study is aimed at examining the relationship between human resource management 
practices and organizational performance. Training and development and compensation practices 
were mainly incorporated in our research model. A sample of 181 Education Ministry, boards, 
parastatals and agencies in seven states of North-Western Nigeria was drawn using stratified 
proportionate sampling technique. We employed partial least squares path modeling to test our 
hypothesized model. As expected, we found that training and development had a significant and 
positive relationship with organizational performance. In the same vein, compensation system was 
found to be significantly related to organizational performance. Consequently, policy makers, 
managers and administrators in educational sector are encouraged to provide adequate training to its 
employees as well as appropriate compensation system need to be able to put in place to promote 
high employee performance and in return achieve organizational performance.” 
Keywords: training & development, compensation system, organizational performance, Nigeria 

 
Introduction 
Over the years,“the importance of organizational performance (OP) for efficient management is 
increasing in any given organization. The rapid changes in economic environment is being taken 
over by such phenomena as the globalization and deregulation of markets, changing customer and 
investor demand, and the ever-increasing product-market competition has become the norm for 
most organizations”(Saleh, Zien, & Kaid, 2014). Organizations do not operate in a vacuum but they 
must attract a wide variety of capital, resources, customers and suppliers to create cooperative and 
supportive networks (Schute & Meyer, 2004). Additionally, Chen (2005), “stated that organizations 
both public and private sectors are looking for ways to improve their performance and attain 
competitive advantage over competitors. Nevertheless, how this performance can be improved and 
what approaches should be executed towards that, is still the issue that needs to be investigated 
further. To achieve an enhanced OP, management activities are considered to be one of the most 
important factors and it is also the most studied approach in the organizational behavior 
discipline”(Agami, Saleh, & Rasmy, 2012). 
In related argument, Noe, Hollenbeck, Gerhart and Wright, (2011)“defined Human Resource 
Management as a philosophy, system, policy and practices that can touch the behavior, attitudes and 
performance of employees in an organization. Some of the activities of human resource 
management (HRM) include planning, staffing, performance management, training and 
development, compensation system, employee relations and safety and health. Earlier, the 
management/ administrators of organization have neglected the importance of HRM practices as a 
main predictor of organizational performance (OP) and success. Lately, the vital role of HRM in 
improving OP has been comprehended. HRM practices can improve the performance of 
organizations by contributing to employee and customer satisfaction, innovation, productivity, and 
development of good reputation among firm’s community (Delaney & Huselid, 1996; Noe et al., 
2011). However, the performance of Nigerian educational sector administration (PESA) is low 
performance compared to  others countries in the same continents like, South Africa, Algeria, Egypt 
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and Tunisia with 69.30%, 71.30%, 66.20%, 67.20% respectively with Nigeria PESA sitting at 
47.20% considering Nigeria the most populous country in the continent (World Bank, 2013). 
Despites“the imperative role played by HRM practices towards the realization of OP, many 
organizations do not give emphases to its effective and efficient utilization to ensure OP in 
emerging economy like Nigeria. Several studies have been conducted on HRM practices and OP in 
America, Europe and different parts of Asian countries (Chahal, Jyoti, & Rani, 2016; DeGeest, 
Follmer, & Lanivich, 2016; Fu, Flood, Bosak, Morris, & O’Regan, 2015; Mufti, Parvaiz, Wahab, & 
Durrani, 2015; Obeidat, Mitchell, & Bray, 2016; Ribeiro & Gomes, 2016; Yen, Wang, & Kao, 
2016), but little were conducted in Africa in general and Nigeria in particular. Most of those little 
studies conducted on HRM practices and OP in Nigeria, focus more on individual performance, 
organization strategy in private organizations like banks, manufacturing firms with little in public 
sector (Anakwe, 2002; Ogbonnaya & Valizade, 2016; Tabiu & Nura, 2013; Tabiu, Pangil, & 
Othman, 2016a, 2016b). In addition, studies emphasized on the impacts of HRM practices on 
employees/ job performance not OP. These theoretical flaws and little practical issues motivate the 
researchers on the need for yet another study on the effects of HRM practices on OP in Nigerian 
public educational sector administration (PESA) to fill in the gap. 
Training and Development and OP. A training is the formal and systematic modification of 
behavior through learning which occurs because of education, instruction, development and planned 
experience (Armstrong, 2014) 2001). Training can be on the job or off the job depending on the 
need in question. Appropriate training is required for various needs such as: to solve pertinent 
problems, to boost performance, and for continuous development of human resource. The practice 
is one of the most important aspects of HRM needed to keep organizations ahead of their 
competitors”(Olaniyan & Ojo, 2008). A rigorous study conducted by Koch and Mcgrath (1996) 
demonstrated that firms that engage in systematic training of their workforce are more likely to 
enjoy the rewards of a more productive workforce. In related argument, Resource Based View 
(RBV)“stress that proper utilization of internal resources may leads to competitive advantage and 
OP, considering training and development as vital internal factor and will be best way of utilizing 
internal resources” (Sabiu, Mei, & Joarder, 2016). 
Several empirical studies were conducted to confirm the relationship between training and 
development and OP. For example, study conducted by Saleem and Khurshid (2014) in their 
empirical investigation on the relationship between training and development to performance in 
three banks located in Pakistan, result revealed that training and development positively related to 
individual performance which in turn  can enhance OP. Similarly, Akhtar et al. (2014) carried out 
study in Asian context in higher education institution in Pakistan, 50 sample used for data analysis, 
the result shows significantly related between the training and development and firm performance. 
The statistical result discovered that training and development is the determinant of OP. Again, 
study conducted by Úbeda-García, Marco-Lajara, Sabater-Sempere, and Garcia-Lillo (2013) in 
Spanish hotel industry with 110 sample, the result revealed that a training is positive significantly 
related to OP. Additionally, Islam and Siengthai (2010)“investigates the link between training and 
development in Bangladesh industries DEPZ area with 216 sample, result of the study shows that 
training and development is positively related to OP. Furthermore, study carried out by Abdullah et 
al. (2009). Asian context research in Malaysia using private firms, 153 sample used in the analysis, 
the regression results revealed that training and development regarded as highest predictor of 
performance. Despite the literature reviewed in Asian and Western context, however studies of this 
nature are still lacking in African context more particularly Nigerian PESA. Hence, the following 
hypothesis were developed: 
H1: There is significant relationship between Training and development and OP 
Compensation system and OP. Huselid (1995)“stated that the compensation system is known as 
employee merit and it is commonly linked with organizational outcomes. Compensation can simply 
refer to all economic payments and all commodities used in its place of monetary incentive 
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employees (Islam & Siengthai, 2010). According to The expectancy theory of Vroom (1964)  
suggests that rewards, which can be understood as a form of direct and indirect compensation 
packages, have potential to influence employee work motivation. Thang (2004) Argued that 
compensation and reward can be influential tools for attaining efforts from the personnel to fulfill 
the organizational objectives. In Malaysian context, compensation is an important practice that 
increase job satisfaction” (Jauhar et al., 2015) and in return job satisfaction leads to OP (Joarder & 
Sharif, 2012; Rodrigues & Pinho, 2010).  
Many empirical studies were carried out to establish the relationship between compensation system 
and OP, result found significant relationship. The study by Beh and Loo (2013) in Asian context 
Malaysian insurance firms with 312 sample comprises, the top management, executive, non-
executive and managers. The quantitative result shows that compensation system positively relate to 
OP. Similarly, another study conducted by Ko & Smith-Walter (2013) in USA using 2011 federal 
employees in survey study, result shows that compensation system is significantly related to 
performance. Again, Amin, Ismail, Rasid, & Selemani, (2014) investigates the link between 
compensation system and OP in Asian context, public university in Malaysia were used, 300 
sample of both academicians and administrative staffs. The regression analysis revealed that 
compensation system is positively significant to performance. Further, study conducted by Akhtar 
et al. (2014) in Pakistan in higher education with 50 sample, the regression analysis shows that 
compensation is positive significant to performance. Based on empirical evidences, the researcher 
will have considered compensation as an important variable in predicting performance. Despite the 
literature reviewed in Asian and Western context, however studies of this nature are still lacking in 
African context more particularly Nigerian PESA. Hence, the following hypothesis were developed: 
H2: There is significant relationship between compensation system and OP 
 
Research Methodology 
This study is a survey research and cross sectional in nature and data used for this study were 
collected between April to July 2016 using a questionnaire instrument that was self-administered 
and personal administered to 216 ministries of education, boards, agencies and parastatals in seven 
(7) of Northern Nigeria. From the 216 questionnaires administered 181 questionnaires were usable, 
duly filled and returned, a response rate close to 81% percent. To be able to determine the 
consistency of the study instrument, a content validity was also conducted. All the instruments used 
in the questionnaire were adapted from various sources with suitable internal consistency reliability 
and validity were confirmed in the literature. The internal consistency reliability of the construct 
was evaluated using composite reliability and computed Cronbach’s alphas values. Additional, 
discriminant validity was also assessed to consolidate the authenticity of the study instrument 
scales.” 
The model including training and development, compensation system and organizational 
performance was assessed using two-step approach such as measurement model and structural 
model (Hair, Hult, Ringle, & Sarstedt, 2014). 
 
 
 
 
 
 
 
 
 
Figure i. Research Framework 
 

Organizational 
performance 

Training and Development 

Compensation system 
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Result and Discussion 
The discussed how the data were collected and analyzed using SmartPLS 3.2.6 (Hair, Hult, Ringle, 
& Sarstedt, 2016). Measurement model evaluation was commenced where the composite reliability, 
Average variance extracted (AVE) and item loadings of the study constructs were assessed as well 
as discriminant validity were also examined for all the constructs (training and development, 
compensation system and OP). The structural model assessment was undertaken by testing the path 
coefficient (hypotheses) among the variables under study were decisions on the supported or 
rejected of the hypotheses was also indicated, assessment of R2 square, effect size f2 and predictive 
relevance of the whole model.  
Measurement Model Evaluation. As discussed in previously in methodology section, the study used 
SmartPLS 3.2.6v (Hair et al., 2016) as the tool for analysis. This instrument analyses data for 
measurement models which is filtering the model for all the constructs (TD, COM and OP). The 
measurement model basically determines the reliability of the measurement scales used in the study 
and it also treats the goodness of fit of the model to be able to determine the global applicability 
(Ramayah, Lee, & In, 2011). 
 

Table i. Factor loading, Composite reliability and Convergent validity analysis 
Constructs Items Loadings      Composite reliability AVE 
Organizational OP10 0.74 0.84  0.51 
Performance OP3 0.66    
  OP5 0.67    
  OP6 0.68    
  OP7 0.80    
Training and Development      TD1 0.66 0.89  0.52 

  TD2 0.72    
  TD3 0.76    
  TD4 0.71    
  TD5 0.73    
  TD6 0.73    
  TD7 0.74    

Compensation System                              
COM1 

0.795 
0.85  0.53 

  COM2 0.782    
  COM3 0.692    
  COM4 0.755    
    COM5 0.616       
 
Table 1“above shows the results of the factor loadings, composite reliability and AVE calculations 
of all the constructs (TD, COM and OP). As indicates in the Table 1, the AVE values that range 
from 0.51 to 0.53, with consistent composite reliability values also ranging from 0.84 to 0.89 
interprets that the items used in this study measured the constructs and show an achievement of 
convergent validity. Therefore, CR, Factor loadings and AVE in this study are suitable and attained 
as recommended by Hair et al. (2014).  
 

Table ii. Discriminant Validity (Fornell-lacker criterion) 
Constructs COMP OP TD 

COMP                          0.73   
OP                          0.39 0.71  
TD                          0.53 0.57                           0.72 
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Table 2 above presents the evaluation of discriminant validity was conducted to evaluate the degree 
to which measures of constructs are related. To attained that, the square root of the AVE of each 
construct was taken into consideration. As shown in Table 2, along the sloping are the values of the 
square root of the AVE which are higher than all those values that are off the sloping and that 
confirm suitable discriminant validity. In this respect, this means that loadings above are greater 
than the loadings and cross loadings. 

 
Figure ii. Measurement model (Algorithm) 
 
Structural Model Evaluation. This section discussed the testing of hypotheses, R-square R2, effect 
size f2, and predictive relevance. It was carried out using bootstrapping output and the decision on 
the supported or not supported of the hypotheses was based on t-values at 5% level of significance. 
Hence, all the hypotheses in this study were supported. 
 

Table iii. Hypotheses for direct relationship between TD->OP, COM and OP 
Constructs Beta STD-Error T -values Decision 

TD -> OP              0.50 0.07 7.36               Supported 
COM -> OP              0.13 0.07 1.70               Supported 
***P<0.001, **P<0.01, *P<0.05 
 
As indicates in Table 3 above, all the hypotheses found to be significant thus, training and 
development (TD) and organizational performance (OP) demonstrates significant relationship with 
a β value = 0.50 and a t-value of 7.36. Also, the association between compensation system (COM) 
and organizational performance (OP) revealed significant relationship with a β value = 0.13 and a t-
value of 1.70. respectively. 
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      Figure iii. Structural Model (Bootstrapping) 
 
Coefficient of Determination (R2). Another conditions used for assessing structural model is R-
square determination (R2) of endogenous construct (Hair et al., 2014; Hair et al., 2011, 2012; 
Henseler et al., 2009). According to Chin (1998); Hair et al. (2011); Hair et al. (2014) and Hair et 
al. (2016) R2 values of 0.75, 0.50 and 0.25 shows substantial, medium and small R2 values 
respectively. Similarly, Falk and Miller (1992) suggests 10% as a minimum acceptable level of R2 
value. 
 

Table iv. R-square of endogenous latent constructs 
Constructs   Variance Explained (R2) 

Organizational Performance                                    34%  

 
From Table 4 above, R2 value of all the endogenous construct (OP) is small with (0.34).  
Assessment of Effect Size (f2). After“achieving the coefficient of determination R2 of OP, the next 
assessment is effect size (f2) as recommended by Hair, Ringle, and Sarstedt (2013). Cohen (1988) 
describes f2 values of 0.02, 0.15 and 0.35 as having small, medium, substantial effects respectively. 
However, Chin, Marcolin, and Newted (2003), stress that, smallest strength of f2 of exogenous 
constructs on endogenous variables should be considered with an effect. Henceforth, the effect size 
for exogenous constructs could be assess using the formula below (Cohen, 1988; Selya, Rose, 
Dierker, Hedeker, & Mermelstein, 2012).” 

Effect size: f2= R2 included - R2 Excluded 
1-R2 Included 

 
Table v. Assessment of the Effect Size: F-Square 

Constructs     R2 Included   R2 Excluded  f-squared Effect Size 
TD-OP   0.34  0.16   0.26      Medium 
COM-OP   0.34  0.32   0.02      Small 
 
Table 5 above presents the effect size values of 0.26 and 0.02 considered as medium and small 
having acceptable F-square values. 
Assessment of Predictive Relevance. The researchers assess the predictive capacity of the study 
model. It was conducted through blindfolding method to determine how the values are assembled 
around the model. The result of cross validated redundancy was used because it explains how 
capable the model is to predict the endogenous constructs. It is believed that any model above “0” 
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has predictive relevance, it has the ability to predict relationship and if the value is “0” and below 
means the model has no any predictive power (Geisser, 1974; Stone, 1974). 
 

Table vi. Predictive relevance Q2 
Total       SSO    SSE                 1-SSE/SSO 
OP        905  771.011 0.15 
Note: SSO (sum of square root observations) SSE (sum of square root predictive errors) 
 
From Table 6, column 4, Q2 shown an outstanding relevance of 0.15 for the endogenous construct 
(OP). Therefore, based on  Chin (1998), Geisser (1974), and Stone (1974) the model of this study 
has predictive relevance. (Hair et al., 2014).  

 
Figure iv. Predictive relevance 

 
The study investigates the relationship between training and development, compensation system 
and OP. Statistically, result revealed that all the hypotheses were found positively supported. The 
hypothesis one H1: relationship between training and development and OP is found significant in 
this study. The finding is consistent with some prior studies (Abdullah et al., 2009; Akhtar etal., 
2014; Islam & Siengthai, 2010; Úbeda-García et al., 2013) who in their studies individually 
revealed that inadequate training and development of employees hinders OP. Though, training and 
development considered as internal resources whereby adequate training and development of 
employees may lead to OP, maximum level of OP depends on the higher level of employee training. 
In this regard, organizations need to strategies their plans appropriately in utilizing the available 
internal resources such as training and development. In line with this, it is indicating that if Nigerian 
PESA comprehensively focus on adequate training of employees in return, will massively 
contribute to effective OP. Similarly, hypothesis two H2: relationship between compensation 
system and OP also statistically supported, the result of this study concurred with the findings some 
previous empirical studies (Amin et al., 2014; Beh & Loo, 2013; Ko & Smith-Walter, 2013).”This 
shows that appropriate compensation system leads to superior OP, considering this empirical 
confirmation, organizations need to put their plans appropriately in utilizing the available internal 
resources such as compensation system to attain organizational objectives. So, Nigerian PESA 
needs to focus on appropriate compensation system policy for employees benefit as well as the 
organization in turn will improve organizational performance. 
 
Conclusion 
This study was conducted to understand the relationship between training and development, 
compensation system and organizational performance. The study contributes to the existing 
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knowledge by examining the relationship between training and development, compensation system 
and OP in Nigerian educational sector administration empirically.  Basically, the results of this 
study will help the managers, administrators, policy makers/stakeholders and policy implementation 
committee in Nigerian PESA ministries, parastatals, boards and the agencies are encouraging to 
ensure and provide adequate training to its employees as well as appropriate compensation system 
need to be put in place to promote high employee performance and in return achieve organizational 
performance. Finally, the study recommends the use of large sample, other country educational 
sector administration can also conduct a similar study using other groups of practices to replicate 
the result of the present study. Future research can use smart PLS, Amos or any other second-
generation analysis technique to re-confirm the model.   
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