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Abdelilah Jebbari (Morocco)

HUMAN RESOURCES PRACTICES
AS A MECHANISM FOR IMPROVING
PERFORMANCE WITHIN

PUBLIC INSTITUTIONS

AND STATE-OWNED ENTERPRISES
IN MOROCCO

Abstract

In an economic environment marked by rapid change, characterized by factors such
as globalization and increasing demands from stakeholders and clients, public institu-
tions and state-owned enterprises have become significant players through their mul-
tiple interventions in providing public services to citizens and businesses, in imple-
menting structuring projects for economic and social development, and in promoting
investment. This paper aims to examine the correlation between human resource man-
agement and employee performance within Moroccan public institutions and state-
owned enterprises to understand how these organizations should manage their hu-
man capital to enhance their performance. The sample consists of 67 top executives of
Moroccan entities operating in various sectors. Data were collected through a self-ad-
ministered questionnaire completed by the participants. Partial least squares (PLS) was
used to estimate structural equation models and analyze causal relationships between
variables. SmartPLS 4 software was employed for model analysis. The findings reveal
a positive and significant impact of training, selective recruitment, digital transforma-
tion, and performance-based compensation on employee performance improvement.
The results indicate that the T-values are 3.126, 2.870, 2.178, and 2.406, respectively.
Regarding the Q” value, it stands at 0.899, confirming the model’s predictive capability.
The GoF coefficient is 0.851, affirming the overall validity of the model. However, it was
observed that there is no significant link between job security and performance, as the
T-values did not exceed the threshold of 1.64. This study suggests adopting changes in
HRM practices to enhance the organizational performance of public institutions and
state-owned enterprises.

Keywords human resources, organizational performance, public
institutions and state-owned enterprises, discriminant
validity, convergent validity, structural models

JEL Classification C51, L32, M12, 015, 24

INTRODUCTION

Morocco has achieved numerous accomplishments over the past two
decades with a focus on establishing good governance and transpar-
ency. The new concept of authority has marked a significant turning
point in the evolution of state administrations, making them more
capable of serving the public interest and providing high-quality ser-
vices to citizens. Despite these significant achievements, which have
addressed major challenges by improving public services through its
political institutions, the development model adopted in 2021, chart-
ing the path for the country’s development by 2035, faces difficulties
hindering the desired human and social development. Public institu-
tions and state-owned enterprises are among these challenges due to
structural dysfunctions that make it difficult to keep pace with the
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changes in Moroccan society. These dysfunctions were highlighted by the Parliament and the Court of
Auditors in 2016 and by the Special Commission on the Development Model in 2021.

In this context, His Majesty King MOHAMMED VT has issued high-level instructions for launching
a comprehensive public sector reform to address the structural dysfunctions of public institutions and
state-owned enterprises. Managerial transformation is a crucial aspect of this reform. This transforma-
tion aims to revise human resource management (HRM) methods and approaches to reconsider the
role of human capital within public institutions and state-owned enterprises. While the human factor
was traditionally seen as a support activity to other organizational functions, HRM now represents the
function that enables a structure to provide high-quality services to users. Consequently, HRM encom-
passes many practices that must be considered to achieve the desired outcomes (Tiwari & Saxena, 2012).
Al-Lawama et al. (2021) have emphasized the importance of better understanding the factors influenc-
ing employee performance while considering various HRM practices. Therefore, there is a need to as-
sess the extent to which HRM practices (training, selective recruitment, digital transformation, perfor-
mance-based compensation, and job security) can influence the performance of Moroccan employees

of public institutions and state-owned enterprises.

1. LITERATURE REVIEW

AND HYPOTHESES

Human resource management (HRM) is of stra-
tegic importance for organizations. Numerous
theories aim to elucidate the causal relationship
between HRM practices and performance results
within various business entities. Bourguignon
(1995) defined performance as a system of com-
plementary parameters that determine the results
produced by the studied individual and the pro-
cess through which these results are achieved. In
the modern era, HRM has become an urgent ne-
cessity. Several studies have shown that effective
HRM enhances workers’ productivity and an or-
ganization’s competitive advantages (Quresh et
al., 2016; Wright et al., 2003; Balochi et al., 2010).
Guest (2002) demonstrated that the interrelation-
ship between employees and HRM practices is a
crucial factor in determining the impact of HRM
on organizational performance. In other words,
when employees perceive these approaches posi-
tively, it can lead to good organizational perfor-
mance, while a negative perception can result in
mediocre performance.

Quresh et al. (2016) found that all the tested vari-
ables (selection, training, performance evaluation
system, compensation system, and employee par-
ticipation) correlate with banks’ financial perfor-
mance. This underscores the importance of the
HR department in optimizing employee perfor-
mance by providing qualified professionals whose
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impact is felt throughout the organization (Amir
et al., 2022). Therefore, it is imperative for com-
panies to continually improve their HR strategies
to remain competitive in the market, especially in
highly competitive industries (Hee & Jing, 2018).

Furthermore, Osman et al. (2011) argue that de-
ficient HRM can lead to multiple adverse conse-
quences, including employee demotivation, re-
duced effectiveness, and disinterest in the organi-
zation, ultimately resulting in a decline in overall
performance. DeNisi and Griffin (2001) defined
training as the set of approaches implemented
to equip workers with all the necessary skills to
perform their tasks effectively. Lyons (2009a) em-
phasized that employee training improves perfor-
mance by influencing the prevailing culture and
employee behavior within the organization.

The study by Barzegar and Farjad (2011) on the
influence of worker training on the Organization
of Martyrs’ Affairs revealed a positive impact.
However, the results fell below expectations, em-
phasizing the need to tailor training to individ-
ual employee needs and the importance of prior
course information to encourage participation.
Lyons (2009b) highlights the positive impact of
team training in constructing and maintaining
templates for individual and team performance
in the field. It underscores that employee training
is crucial for improving organizational efficiency
and aligning employee culture and behavior with
the company’s objectives.

http://dx.doi.org/10.21511/ppm.22(1).2024.05



According to Collins and Smith (2006), perfor-
mance-based compensation encompasses all the
financial benefits an executive, manager, or em-
ployee can receive in addition to their base salary.
As an HRM practice, compensation is crucial in
achieving a company’s success. Islami (2015) spec-
ified that performance-based individual compen-
sation encourages employees to consistently exert
effort to improve their results, enhancing their
motivation and engagement. Takeuchi et al. (2003)
note that employees’ professional development en-
ables them to enhance their skills to strategically
achieve the organization’s objectives.

Godard and Khemir (2023) examine the link be-
tween incorporating corporate social responsibil-
ity (CSR) criteria into executive compensation and
companies’ social and financial performance in the
SBF 120. The results highlight that considering CSR
approaches to compensate executives has a positive
impact on the social and financial performance of
companies. Ali (2016) described employee perfor-
mance evaluation as a process aimed at assessing
their work performance by examining their task
execution and behavior. The goal is to measure their
ability to perform tasks successfully and efficiently
while contributing to their personal development
and that of the organization (Sweis et al., 2020).

According to the World Bank report (Patrinos et
al.,, 2013), countries implementing performance-
based compensation for teachers achieve outstand-
ing performance in the Program for International
Student Assessment (PISA). Furthermore, per-
formance-based remuneration, which aligns em-
ployees” motivations with the organization’s objec-
tives, positively impacts organizational outcomes
(Subramony et al., 2008). This approach fosters a
favorable professional environment, increasing
employee engagement (Kwon et al., 2010), enhanc-
ing profitability and reducing workforce turnover
(Shaw et al., 1998). It can also encourage employ-
ees to adopt behaviors and mindsets that align
with the organization’s strategic directions (Keizer,
2011; Kim & Sung-Choon, 2013).

Selective recruitment involves precisely targeting
an organization’s needs and selecting the most
competent candidates to ensure the smooth oper-
ation of the organization’s activities. This process
includes finding qualified professionals to fill va-
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cant positions and searching for potential candi-
dates (Noe et al., 2019). Schuster (2004) asserted
the importance of selective recruitment as a cru-
cial technique for increasing profits. On the other
hand, Aguinis et al. (2011) studied HRM practices
within government-established and managed en-
tities. They argued that recruiting and attracting
competent employees improves performance and
increases organizational performance while re-
ducing employee turnover.

Vlachos’ (2008) analysis of HRM approaches es-
tablished that selective recruitment is widely rec-
ognized as a critical practice that enhances orga-
nizational performance. Additionally, it was de-
termined that information sharing, compensation
policy, comprehensive training, and decentral-
ization of decision-making are fundamental ele-
ments that positively anticipate all performance
indicators.

Job security is workers’ confidence in maintain-
ing their employment over the medium and long
term without fear of arbitrary or frequent layofts.
Previous research on the impact of job insecurity
on worker performance has yielded mixed con-
clusions. James (2012) considers job security to
be crucial for overall performance because when
job security is lacking, personnel will lack confi-
dence in their professional future, negatively af-
fecting performance. It is noted that the greater
an employee’s job security, the more likely they
are to perform their tasks effectively, which pos-
itively influences overall organizational results
and performance (Society for Human Resource
Management, 2011).

Without stable employment, employees will likely
experience workplace stress and negative emo-
tional reactions that can affect their professional ef-
forts (Jordan et al., 2002). Cheng and Chan (2008)
reported that job insecurity, one of the most signif-
icant stressors, is negatively associated with pro-
ductivity, work engagement, and employee health.
Furthermore, gender does not significantly affect
the relationship between job insecurity and the
studied variables.

However, other empirical studies have shown that

job security and organizational performance are
not necessarily linked. Vlachos (2009) indicated
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that job security is not essential in predicting orga-
nizational performance. Sverke et al. (2002) found
that job security had no significant or measurable
effect on performance. In other words, there was
no clear and statistically significant link between
the degree of job security and the quality of work
performed by employees. The explanation for the
weak negative correlation between performance
and job security offered to employees is that ra-
tional employees experiencing job insecurity can
make efforts and maintain their professional per-
formance to be perceived as applicable to the orga-
nization (Greenhalgh & Rosenblatt, 1984; Sverke
etal., 2002).

The first definition of the digital transformation
concept appeared in a book by Stolterman and
Fors (2004), which defined it as “changes that digi-
tal technology brings or influences in all aspects
of human life.” Digital transformation refers to
the integration of digital technologies into all ar-
eas of an organization or society, resulting in fun-
damental changes in how activities are conducted,
services are provided, and people interact (Verina
& Titko, 2019). It has been shown that digital tech-
nologies increase productivity, reduce costs, and
stimulate innovation. In the context of the health
crisis, digital transformation has played a cru-
cial role in enabling economic development and
growth (Soto-Acosta, 2020).

Digital transformation improves customer under-
standing to deliver tailored products and services
(Lahchame & Djilali, 2021) by using data collection
for enhanced customer interaction. It enhances
business management and optimizes internal pro-
cesses, improving performance and simplifying
decision-making (Cabinet Etude Mille-Alliance,
2015). Furthermore, the use of digital technologies

Professional
Training

Performance-

Organizational
Performance

helps companies accomplish tasks more quickly,
cost-effectively, and potentially with better quality
(Setia et al., 2013) and provides better service to
customers and employees, as well as risk manage-
ment and cost control (Lahchame & Djilali, 2021).
Digital transformation in public service is critical
for developing public enterprises and improving
their management practices in most Eurozone
countries (Clay et al., 2019).

The UN’s 2016 e-Government report highlights a
positive global innovation and digital transforma-
tion trend. Many governments are adopting infor-
mation and communication technologies to offer
quality services to citizens and involve them in
decisions. This study confirms the role of online
administration in achieving the 2030 Agenda and
its 17 Sustainable Development Goals.

It is worth noting that several authors have sought
to address emerging issues in this field, encourag-
ing new studies to provide innovative perspectives
and research implications while filling gaps in ex-
isting research (Devi, 2018).

As a result, this work aims to analyze human re-
source management’s influence on employee per-
formance, focusing on Moroccan companies and
public establishments. Given the diversity of HRM
practices, this study focuses on training, selective
recruitment, digital transformation, performance-
based compensation, and job security (Figure 1).
The research hypotheses are formulated as follows:

HI: Employee training is positively linked to or-
ganizational performance.
H2: Performance-based compensation is posi-

tively linked to organizational performance.

Digital
Transformation

Selective
Recruitment

Based
Compensation

Figure 1. Research framework
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H3:  Selective recruitment is positively linked to
organizational performance.

H4:  Job security is positively linked to organiza-
tional performance.

H5:  Digital transformation is positively linked to
organizational performance.

2. METHODOLOGY

2.1. Data collection

An investigation was conducted between January
and March 2023 using a randomly selected sample
from 10 public institutions and state-owned en-
terprises providing public services in the capital
of the kingdom. Seven of them agreed to partici-
pate in the survey. The target population consisted
of personnel working in the HR departments of
these organizations, totaling 67 individuals. This
approach aimed to shed light on the research ques-
tions of the survey. Data collection was carried out
through a questionnaire completed by the respon-
dents themselves. This questionnaire includes
items inspired by the literature review and empiri-
cal studies, where respondents assess the degree
of implementation of HR practices using a Likert
scale ranging from 1 to 7. Table Al (Appendix A)
defines the measurement items.

2.2. Data analysis techniques and
model measurement

The study adopted the partial least squares struc-
tural equation modeling (PLS-SEM) for the analy-
sis. Using structural equation models, this statisti-
cal analysis technique examines complex relation-
ships between a set of latent and manifest vari-
ables. This technique can estimate models with
small samples since its various algorithms pro-
duce results with a high degree of statistical power
(Rigdon, 2014). The software used in this study is
Smart PLS 4.

This technique is based on two types of models:
the measurement model and the structural model.
The measurement model is designed to assess the
validity and reliability of the indicators of latent
constructs. In contrast, the structural model ex-
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plores the relationships between these latent con-
structs, examining their interconnectedness. It
helps understand how latent variables influence
and are influenced by other latent variables in the
conceptual model. The paper used three essential
techniques to validate the measurement model:
Cronbach’s alpha, convergent validity, and dis-
criminant validity.

First, Cronbach’s alpha coefficient was used to
measure the reliability of the questions posed to
the respondents. This coeflicient is the mathemati-
cal equivalent of estimating the average of all cor-
relations between two equal parts of the scale and
ranges from 0 to 1. The closer the alpha value is to
1, the more homogeneous the set of items is con-
sidered. According to Cronbach (1951), values ex-
ceeding 0.7 are considered appropriate (Hair et al.,
2017). This threshold indicates that the measure-
ment error is equal to more than half of the stan-
dard deviation of the total score distribution. The
calculation formula is:

N 1—2

N -1

L)
(o2

i=1 ¢

a =
2
O-T

’ O

where a represents Cronbach’s alpha; N is the total
number of items associated with the latent vari-
able; k is the sum of variances of the items; aiz is
the variance of each item or manifest variable (i),
and ¢ is the total variance of the scale.

Next, the study examined convergent validity to
analyze if the survey components that are theoret-
ically expected to be interconnected demonstrate
this interconnection in reality (Hair et al., 2011).
To this end, the study checked three important
criteria: composite reliability, individual indica-
tor reliabilities (loadings), and average variance
extracted (AVE).

Composite reliability (CR) assesses the internal
consistency of a latent concept. Adequate internal
consistency in a model should have a value greater
than 0.70 (Nunnally, 1978).

The reliability of individual indicators, measured
by their factor loadings, is a crucial measure of the
quality and robustness of the relationship between
the questions in a questionnaire and the latent fac-
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tor they are supposed to measure. In other words,
it determines how much each indicator reliably
contributes to measuring the underlying concept.
High factor loading indicates a strong correlation
between the indicator and the underlying concept,
ensuring the indicator’s reliability. In contrast, low
factor loading questions its relevance in measur-
ing the concept, which is essential in confirmatory
factor analyses and the validation of measurement
scales.

The Average Variance Extracted index evaluates
the proportion of variance in a latent concept ex-
plained by its indicators compared to the variance
attributable to measurement errors. An AVE value
of at least 0.50 indicates that the underlying con-
cept explains over half of the variance in the indi-
cators (Hair et al., 2011). The formula for AVE is
as follows:
ka2

Zi:l !

k k0
zzelﬂ'iz + Zi:lei

where k is the number of items in the measure-
ment scale; Ai represents the factor contribution
of item i, meaning the correlation between item
i and the latent construct. In other words, it mea-
sures the strength of the relationship between the
item and the concept to be measured, and e, is the
residual variance of item i, which represents the
portion of the item’s variance not explained by the
latent construct. This is the measurement error or
noise associated with the item.

AVE = )]

Finally, discriminant validity was assessed to mea-
sure the degree of differentiation of a construct
from others through two aspects: the Fornell and
Larcker criterion and cross-loadings of different
items. Regarding the first aspect, the square root
of the AVE (Average Variance Extracted) of each
latent construct should exceed the correlation co-
efficients with other latent constructs (Chin, 1998;
Abraouz & Chakir, 2020); as for the second as-
pect, the loading of an item should not be higher
for another construct than the one to which it is
attached.

As for the structural validity, which is essential to
test the hypotheses of the model, the evaluation
criteria adopted in this study are the Bootstrap
procedure, determination coefficients, Cohen’s f
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effect size index, the Stone-Geisser coefficient, and
the GoF index (Chin, 1998; Hair et al., 2017).

The study used standardized correlation coeffi-
cients (path coefficients) to measure the direction
of links between different latent or observed vari-
ables in the model and the impact of one variable
on another (Bennaceur & Chafik, 2020). The clos-
er the coeflicient is to 1 (or -1 in the case of a nega-
tive relationship), the stronger the relationship. A
coefficient close to zero indicates a weak relation-
ship (Hair et al., 2017).

Bootstrap analyses were employed to evaluate
T-values, as the PLS-SEM method is more flexible
and can be applied to data that do not require spe-
cific distribution assumptions and do not allow for
significance determination by traditional para-
metric methods (Hair et al., 2014). Bootstrapping
assesses the significance of correlations based on
the Student’s T-value or the p-value. A hypothesis
is considered significant if the T-value meets cer-
tain conditions.

T >1.96 withanerrorrateof 0.05
T >2.58 withanerrorrateof 0.01
T >3.29 withanerrorrateof 0.001

©)

The determination coefficient assesses the qual-
ity of structural models by quantifying the pro-
portion of variance in a dependent variable ex-
plained by the associated independent variables.
This choice is because this coefficient is consid-
ered the most appropriate criterion (Henseler et
al., 2009; Hair et al., 2017). It ranges from 0 to
1, and the closer it is to 1, the higher the mod-
el’s predictive capability. Researchers generally
aim for high values like 0.75 or above, but Chin
(1998) suggests that values exceeding 0.67 indi-
cate strong consistency; those between 0.19 and
0.33 are considered moderate, while values be-
low 0.19 are weak.

After assessing the determination coefficient for
each endogenous latent variable, it is crucial to
study the change in this coefficient following
the removal of exogenous latent variables, which
amounts to determining the intensity of the im-
pact of the latter. Values exceeding 0.35 are as-
sociated with a large effect size; those ranging
from 0.15 to 0.35 indicate a moderate effect size,
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while values below 0.02 indicate a small effect
size. The formula for f? is as follows:

—R?

excluded

2
f2 — Rincluded

2
1 - Rincluded
where Rzmdu og 18 the determination coefficient R?

of the model that includes the explanatory vari-
able in question. It represents the proportion of
variance in the dependent variable explained by
the model that includes the variable. R* , is
the R? of the model that excludes the explanatory
variable. It represents the proportion of variance in
the dependent variable explained by the reduced

model without the variable.

@

>

The Stone-Geisser coefficient (g°) is used to
measure the impact of each variable. If ka >0, it
is said that the model exhibits predictive validity
(Fernandes, 2012). The formula is as follows:

" AN2

XL (x-1)
X7

with N being the number of observations, Y, rep-

resenting the observed values of the dependent

variable, Y, being the values predicted by the re-

gression model, and Y being the average of the ob-
served values of the dependent variable.

O =1- )

A

(n -7

i=l1

It is important to note that the PLS-SEM method
cannot optimize a global scalar function. As a re-
sult, the study must use the Goodness of Fit (GoF)
as an additional indicator to assess the robustness
of this method (Tenenhaus et al., 2004). The GoF
represents an operational solution to this problem
as it can be conceptualized as a global validation
index for the PLS model. This criterion varies be-
tween 0 and 1, where values greater than 0.36 are
large, those between 0.36 and 0.25 are medium,
and those below 0.19 are small (Tenenhaus et al.,
2005). The GoF is calculated as follows:

GoF =\[R> - AVE.

3. RESULTS

6)

3.1. Respondents’ demographics

The demographic results of this survey are present-
ed in Table 1. Demographically, most participants
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Problems and Perspectives in Management, Volume 22, Issue 1, 2024

were women, accounting for 57%, while men con-
stituted 43% of the sample. Most participants were
under 40 years old, representing 73% of the total.

Table 1. Demographic sample

Variables Frequency Percentage Cumulative
; ; i percentage
Gender
Male 29 ‘ 43% 43%
Female 38 . STH. . 100%
Total
observations 67
Age
26530 A0S A%
BU3S i i 25B A0%
36-40 22 33% 73%
485 A8 2% 100%
Total
observations 67

3.2. Hypotheses testing

Using the smartPLS software for data analysis, the
study developed the measurement and structural
models. Figure 1 visualizes the AVE values and
loadings, while Table A2 in Appendix A succinctly
summarizes the values of Cronbach’s alpha, CR,
AVE, and loadings.

According to Table A2 in Appendix A, the explor-
atory factor analysis revealed that the Cronbach’s
alpha values for the variables of training, selec-
tive recruitment, digital transformation, perfor-
mance-based compensation, and job security
are all above 0.7, representing 0.973, 0.882, 0.906,
0.857, 0.906, and 0.898, respectively. Furthermore,
the composite reliability values for these variables
exceed 0.70, representing 0.980, 0.919, 0.934, 0.903,
0.935, and 0.929, confirming the presence of satis-
factory internal consistency among the questions
of each variable. The estimates of factor contribu-
tions (loadings) are significant at a 1% level and
range from 0.752 to 0.932, suggesting the reliabil-
ity of the measures. Finally, all AVE values exceed
0.50, indicating convergent validity. Since the
study confirmed both internal consistency reli-
ability and convergent validity, it proceeds to as-
sess the discriminant validity of the constructs.

Discriminant validity for all constructs has been

confirmed in this study as both conditions have
been met. Firstly, referring to Table 2, it can be ob-
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Organiz-Perfol Organiz-Perfo2

Organiz-Perfo3 Organiz-Perfo4

0.784 0.792 0.853 0.771
Prof-Trainl 0.932 0.870 Digit-Tranl
Prof-Train2 0.930 0.824 Digit-Tran2
0.807
Prof-Train3 0.890 0.811 Digit-Tran3
Prof-Train4 0.880 Digit-Tran4
Professional Organizational Digital
Training Performance Transformation
Perf-Com1 0.811 0.82 Job-Secl
Perf-Com2 0.780 0.804 Job-Sec2
Perf-Com3 0.80 0.772 Job-Sec3
0.752 - 0.786
Perf-Com4 Performance-Based Sefective Job . Job-Sec4
Compensatio Récruitmant Security
0.891 0.791 0.820 0.880
| Selec-Recl | | Selec-Rec2 | | Selec-Rec3 | | Selec-Rec4 |

Figure 2. Presentation in SMART PLS 4 of the AVE and loading values

served that the square root of the AVE values ex-
ceeds the correlations with other latent concepts
(Chin, 1998), indicating that the latent constructs
exhibit substantial variance with the measures
that compose them compared to other latent con-
structs. Thus, it can be affirmed that the Fornell-
Larcker criterion is met. Secondly, as shown in
Table A3 in Appendix A, the indicators in the
model exhibit significant cross-loadings with the
latent constructs they belong to compared to other
latent constructs. Therefore, the confirmation of
discriminant validity for the measurement instru-
ments is achieved.

The psychometric results of the model are satisfac-
tory, allowing the analysis of the structural relation-

ships between constructs and testing five research
hypotheses. The results from the bootstrapping
analysis are summarized in Table 3. The tests based
on T-statistics confirm that training, selective re-
cruitment, digital transformation, and performance-
based compensation significantly and positively in-
fluence the productivity of public institutions and
state-owned enterprises, thus validating H1, H2, H3,
and H4. The T-statistics are 3.126, 2.870, 2.178, and
2.406, respectively, all exceeding 1.64. However, job
security has no impact on performance within these
organizations since the T-statistic is equal to 0.338.
As aresult, H5 is rejected.

According to Table 4, the coefficient of determina-
tion (R*) stands at 0.926, indicating that the de-

Table 2. The discriminant validity of the model (Fornell-Larker Criterion)

Construct Prof-Train Perf-Com Selec-Rec Job-Sec Digit-Tran Organiz-Perfo
Prof-Train 0.961 )
0.860
) 0.709 .
0.594 0‘88'(‘)' """""" 0837 ¢
. 0.730 0.744 """"""" 0.633 0834 .
Organiz-Perfo 0.250 0.755 0.881 0.835 0.755 : 0.875
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Table 3. Results of model validation
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. The relationship between

Standardized correlation coefficient

Hypotheses the variables (Path coefficients) § Statistic-T P-value Decision
LML Profrain > Organiz-Perfo L0077 L..3126 0002 Supported
H2 erf-Com —» Organiz-Perfo 0.137 2.870 0.004 Supported
..H3_ Selec-Rec > OrganizPerfo L0387 ..2478 0029 supported
_Ha . JobSec>OrganizPerfo LOMI9 2406 . 0016 Supported
H5 : Digit-Tran—> Organiz-Perfo 0.097 0.338 0.735 : Not Supported

terminants examined in this study explain 93%
of the organizational performance of public insti-
tutions and state-owned enterprises. In line with
Chin (1998), this result is statistically significant.
Additionally, Table 4 presents the effects of the ex-
planatory variable organizational performance on
the explained variables professional training, se-
lective recruitment, performance-based compen-
sation, job security, and digital transformation;
it can be observed that the > values for HI and
H2, respectively, indicate a substantial effect of
0.477 and 0.382, while the f* values for H3 and H4
are 0.240 and 0.212, signifying a moderate effect.
Conversely, H5 has no effect as its f* is 0.004.

Table 4. Evaluation of R? and F?

Construct Conclusion

Significant effect

Significant effect

Moderate effect

Prof-Train '

Organiz-Perfo 0.926 High coefficient

The Q* value obtained from the software is 0.899,
which means that the model developed in this
study is predictive. As for the GOF, by applying
the previously mentioned formula, the study ob-
tains a value of 0.851, which is considered signif-
icant according to Wetzels et al. (2009). The re-
sults conclude that the reliability and validity of
the proposed model are confirmed and widely
acceptable.

4. DISCUSSION

The present study examines the effect of HRM
practices (training, selective recruitment, digital
transformation, performance-based compensa-
tion, and job security) on employee performance
in public institutions and state-owned enterprises.
After examining the results, it was found that train-

http://dx.doi.org/10.21511/ppm.22(1).2024.05

ing, selective recruitment, digital transformation,
and performance-based compensation have a sig-
nificant and positive effect on the performance of
employees, thus confirming H1, H2, H3, and H4.
Notably, training and selective recruitment were
the top factors contributing to the modernization
of public institution and state-owned enterprise
services, followed by performance-based compen-
sation. However, job security had no impact on
the model, potentially because employees facing
job insecurity may be more motivated to maintain
good performance to demonstrate their value to
the organization.

This study complements and reinforces other
studies that have demonstrated the effectiveness
of HRM policies in enhancing organizational
performance (Vlachos, 2009; Caliskan, 2010;
Arumugam & Rouhollah, 2011; Gbolahan, 2012;
Katou, 2008; Katou & Budhwar, 2010). While
these studies found significant relationships be-
tween employee training, selective hiring, and or-
ganizational performance, they also indicated a
weak association between job security and organi-
zational performance.

The empirical studies by Vlachos (2009) and
Sverke et al. (2002) on shared vision, innovation
mechanisms, and product innovation in China
yield a similar result. There is no direct positive
relationship between job security and organiza-
tional performance. Furthermore, there may be
a curvilinear relationship between job insecurity
and increased work effort, such that the greatest
increase occurred at moderate levels of job inse-
curity (Brockner et al., 1992). Notably, Arcand et
al. (2004) and Patterson et al. (1997) did not find
significant effects on selection, training practices,
and performance-based compensation.

In light of these mixed results, it is crucial to con-

sider that employee reactions to job security are
not solely determined by individual factors but
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also depend on how organizations treat their em-
ployees (Sverke & Hellgren, 2002). In summary;,
the way HRM is implemented has a direct im-
pact on employee performance in various orga-
nizations. These findings will help address ques-
tions about the role of HRM as a lever for perfor-
mance within public institutions and state-owned
enterprises.

As a recommendation, it is advisable to imple-
ment tailored training programs for staff and in-
volve them in decisions regarding their profes-
sional development to enhance the performance
of public institutions and state-owned enterprises.
Compensation should be linked to performance,
moving from a seniority-based to experience-based
logic, with performance evaluations based on clear
and transparent criteria. In terms of recruitment, it
is recommended to select candidates based on their
skills, knowledge, attitude, and qualifications, us-
ing appropriate selection methods.

Although job security has no direct effect on or-
ganizational performance, public institutions
and state-owned enterprises are advised to act on
three key aspects: developing employee employ-
ability, providing better support during organi-
zational changes, and establishing a clear agree-
ment between top management and employees.
Job security and performance within an organi-
zation are interdependent, but their influence may
vary depending on the context and management.

Concerning digital transformation in the public
sector, while public administrations do not seek
a competitive advantage over each other due to
the state’s monopoly, they aim to improve ser-
vices to citizens while maintaining sustainable ef-
ficiency despite the costs involved. To succeed in
this transformation, it is necessary to modernize
administrative services by digitizing procedures,
enhancing cybersecurity, ensuring digital sover-
eignty, expanding access to high-speed and very
high-speed Internet for the entire population, and
guaranteeing service quality. However, it is essen-
tial to note that digital transformation presents
challenges regarding cybersecurity, data protec-
tion, and equity in access to digital services, re-
quiring careful planning, effective change man-
agement, and stakeholder collaboration.

Despite the significant contributions made by this
study, it has several limitations. Firstly, the sample
size is relatively small, limiting the generalizabil-
ity of the results. Future research should consid-
er including more public institutions and state-
owned enterprises for more robust conclusions.
Additionally, it would be beneficial to explore
moderating variables such as organizational cli-
mate, labor market conditions, and the legal and
regulatory framework for a more in-depth un-
derstanding. Lastly, the use of self-reported data,
rather than verifiable and objective data, may limit
the reliability of the reported figures and, conse-
quently, the conclusions drawn from these data.

CONCLUSION

This study aims to examine the impact of HRM practices on the performance of employees in public

institutions and state-owned enterprises in Morocco.

The results have confirmed that training, selective

recruitment, digital transformation, and performance-based compensation positively impact organiza-
tional performance within Moroccan public institutions and state-owned enterprises. This supports the

Moroccan government’s vision to introduce HRM as

an essential pillar for reforming public institutions

and state-owned enterprises. However, this study could not confirm a positive relationship between job

security and organizational performance.

The results provide general recommendations for the

public sector in general and public institutions and

state-owned enterprises to enhance employee performance. Therefore, HRM practices should be reviewed
and rethought to be more effective and influential in achieving favorable organizational outcomes.

The recommendations formulated in this study aim to strengthen the performance of public institutions

and state-owned enterprises in Morocco. Firstly, it

is suggested that skills in training and organiza-

tional learning be developed. Secondly, these entities should adopt performance-linked compensation,

50

http://dx.doi.org/10.21511/ppm.22(1).2024.05



Problems and Perspectives in Management, Volume 22, Issue 1, 2024

rewarding employees based on their achievements and goals attained. Thirdly, a skills-based recruit-
ment process should be established to select the best candidates objectively, thus avoiding nepotism and
favoritism. Fourthly, it is recommended to balance job security and performance, as excessive job secu-
rity can lead to complacency and decreased performance. Finally, new technologies should be enhanced
to optimize processes, improve operational efficiency, and facilitate citizens’ access to public services.

However, the study acknowledges limitations related to the sample size and composition. Future re-
search could include larger and more diverse samples. Furthermore, it is recommended that the mod-
erating effect of certain organizational variables in the relationship between innovation and organiza-
tional learning be analyzed, as well as that the antecedents and consequences of organizational learning

be identified more comprehensively.
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APPENDIX A

Table Al. Study survey instrument

Construct Abbrewatlons Items
of items

Pltisi ssional traini

tant for you that your yer supports or funds y

Professional ntIy participate intr

Training

{Incentive compensation (bonuses, incentives, commissions, etc ) posmvely |mpacts
: employee motivation.

Performance-Based

Compensation i How do you assess the overall effectiveness of the |ncent|ve compensatlon system W|th|n
i the organization?

i Selective recruitment, i.e., the careful selection of candldates contnbutes favorably to
i enhancing the overall quahty of employees.

Selectively recruited employees tend to be more competent and quallﬁed than those
Selective i recruited less selectively.

Recruitment

i Selective recruitment promotes a stronger corporate cuIture and shared values among
; employees

i per ce.

ty positively influenc

who feel secure in th

Job Security

i Job security should be emphasized as a key element of the organlzatlon s human resource
i management strategy.

| Digital transformation has improved internal process efﬁmency and talent retentron by
: offering new professional development opportunities.

i You have noticed an increase in employee productivity foIIowmg the |mp|ementat|on of

Digital Digit-Tran 2 i digital transformation.

Transformation

Dlgltal transformation has improved customer or user satlsfactlon W|th your products or
iser

rma

You bserved a reduction rational costs due to d

i Are you sansﬁed with the key performance indicators (KPIs) currently used to evaluate your
i organization’s effectiveness?

! Internal communication within the organization regarding performance and goals is smooth
Organizational
Performance

Your |nst|tut|on promotes the profe55|onal development of its employees to enhance their
i performance.

§ How do you assess the organization’s responsiveness to market chaIIenges and changes in

Organiz-Perfo 4 ‘ terms of performance?
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Table A2. Representation of the variables used in the study to measure convergent validity
and discriminant validity

, Composite Average variance Factor loading
Construct Cronbach’s alpha Reliability (CR) extracted (AVE) estimation
Professional Training 0.973 0.980 0.924
Prof-Train(1) 0.932
(2) 0.930
B) 0.890
Prof-Train (4) 0.880
Performance-based Compensation 0.882 0.919 0.739
Perf-Com(1) 0.811
,,,,,, 0780
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,, 0.802
Perf-Com (4) 0.752
Selective Recruitment 0.906 0.934 0.779
Selec-Rec1) 0.891
2C () 0.791
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,, 0.820
Selec-Rec (4) 0.880
Job Security 0.857 0.903 0.700
Job-Sec(1) 0.825
(O L F 0.804
N F N R S 0772
) 0.786
Digital Transformation 0.906 0.935 0.781
Digit-Tran (1) 0.870
I 0.824
(31 e e 0.807
Digit-Tran (4) 0.811
Organizational Performance 0.898 0.929 0.766
Organiz-Perfo(1) 0.784
Perfo(2) 0.792
OTBANIZIPEITO UB) | 0.853
Organiz-Perfo (4) 0.771
Table A3. Discriminant validity-cross loading
Items Prof-Train Perf-Com Selec-Rec Job-Sec Digit-Tran Organiz-Perfo
Prof-Train (1) 0866 0.141 0491
Prof-Train (2) 0818 0.088 0544
Prof-Train (3) 0.839 0.084
Prof-Train (4) 0.859 0.133
Perf-Com (1) 0194 0.781
Perf-Com (2) 0.064 0.637
Perf-Com (3) 0.033 0.727
Perf-Com (4) 0.087 0.840
Selec-Rec (1) 0.768 0.083
Selec-Rec (2) 0.749 0.069
Selec-Rec (3) 0.644 0.147
Selec-Rec (4) 0.671 0.084
Job-Sec (1) 0.708 0.226
Job-Sec (2) 0.615 0.209
Job-Sec (3) 0.689 0.204
Job-Sec (4) 0.622 0.161
Digit-Tran (1) 0.480 0.129
Digit-Tran (2) 0.598 -0.010
Digit-Tran (3) 0.758 0.123
Digit-Tran (4) 0.611 0.094
Organiz-Perfo (1) 0.505 0.309
Organiz-Perfo (2) 0.620 0.185
Organiz-Perfo(3) 0.664 0.200
Organiz-Perfo (4) 0.632 0.286
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