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ABSTRACT

The aim of this research is to examine the mediating role of organizational commitment in the relationship between strategic
human resource management and individual performance. For this purpose, data were collected from SME businesses operating in
Aksaray through convenience sampling method in the period covering February-March 2019. The questionnaire prepared to
collect data consists of four parts. The first part of the questionnaire includes questions about the demographic characteristics of
the survey participants. The second part of the questionnaire is about the strategic human resources management scale. In the
second part of the questionnaire, a scale consisting of 9 statements, which was developed by Huselid (1995) and rearranged by
Batram et al. (2007), was used. For the organizational commitment scale in the third part of the questionnaire, the scale consisting
of 7 statements developed by Katsikea et al. (2011) was used. For the individual performance scale in the last part of the
questionnaire, a scale consisting of 6 statements developed by Green et al. (2006) was used. The collected data were analyzed
with the help of SPSS and SmartPLS statistics program, and the data were analyzed by frequency, reliability analysis,
confirmatory factor analysis and structural equation modeling. According to the results of this study, it was determined that
organizational commitment has a full mediating role in the relationship between strategic human resources management and
individual performance. As strategic human resources management increases the organizational commitment of the employees, it
has been concluded that it also positively affects their individual performance.
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Introduction and strategic human resources management that

In the information age we are in, it is seen that the
key factor in the survival of enterprises and
providing sustainable competitive advantage is
human resources when we consider the point
where globalization has reached and the speed of
development of technology. The strategic
importance  of individuals with different
expectations, sources of motivation and needs for
businesses has never been at such a key point.
Businesses have started to approach human
resources with a strategic thinking method in this
way they work to achieve their goals and
objectives. Traditional  human  resources
management approaches that support the business
in  matters such as recruitment, training,
development, personal affairs, and wages started
to be insufficient towards the end of the 1970s,
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will ensure optimum use of human resources has
emerged. Strategic human resources management
has undertaken important tasks in increasing the
performance of enterprises and providing
competitive advantage by raising people who are
open to innovations, have high motivation, and
will enable them to reflect their knowledge, skills,
creative intelligence and abilities with a
participatory understanding. The most obvious
difference between strategic human resources
management and traditional human resources
management is performance criteria.

In this context, the aim of the study is to examine
the mediating role of organizational commitment
in the relationship between Strategic Human
Resource Management and individual

performance. The work consists of three parts. In
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the conceptual framework of the first part of the
study, Strategic Human Resource Management,
individual  performance and organizational
commitment were examined. In the second part of
the study, the results of the survey and analysis
were included to reveal the role of organizational
commitment as a mediator in the relationship
between Strategic Human Resource Management
and individual performance. In the last part of the
study, the results achieved were evaluated.

Literature Review

1.1.Strategic Human Resources Management
The perspective of the concept of human, which is
the basic point of management science, has
evolved over time and has come to the stage of
accepting human as a resource. The "personnel
management" approach constitutes the
management models of the personnel working in
public institutions and private enterprises in the
1950s. By the 1970s, the human resource
perspective has been developed and human
management actions have taken the form of
“Human Resource Management” (Truss and
Gratton, 1994). In the 1980s, a strategic
perspective on Human Resource Management was
developed and Human Resource Management
began to be considered as ‘“Strategic Human
Resource Management” in the literature (Devanna
et al., 1981). The basic idea of the transformation
of human resources management into strategic
human resources management lies in the necessity
of addressing the human element that needs to be
managed as a resource at a strategic level
(Lengnick-Hall and Lengnick-Hall, 1988).

In strategic human resources management, two
different approaches related to the human element
are adopted. The first approach is to treat the
human element as an output, and the second
approach is to treat the human element as an input
(Huselid et al., 1997). The goal of evaluating the
human factor as output is the use of human as a
strategic resource in order to maintain the ability
of businesses to compete at a strategic level. The
understanding of utilizing human resources in
determining strategies at strategic level in order
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not to lose the competitive power of companies
underlies the situation of accepting the human
factor as input. Armstrong (2008) explains
strategic human resources management as
aligning and implementing human resources
strategies with business strategies in the long
term.
Baker (1999) explains that successful strategic
human resource management practices will
provide benefits in terms of reducing absenteeism,
increasing business performance, improving
problem-solving skills, decreasing workforce
turnover, reducing costs, and reducing resistance
to change. Schuler (1992) proposed the 5P model
in order to achieve successful results from
strategic human resource management practices.
With the 5P model, it is recommended that
companies turn to human resources policies,
human resources psychology, human resources
programs, human resources practices and human
resources processes, and to develop solutions in
this direction. Barutcugil (2004) emphasized the
need for companies to act in strategic human
resources practices with a future-oriented, market-
oriented, talent-oriented and diverse focus.
Market-oriented approach is to prefer human
resources that can determine the changing
demands and needs of the customers and establish
close ties with the customers in the selection of
human resources. Future-oriented approach is the
orientation of companies to human resources in
accordance with the company mission and vision.
The talent-focused approach explains the
preference of competent individuals who are
capable of fulfilling the workload of companies.
In the management of diversity, human resources
suitable for managing individuals from different
cultural backgrounds are created.
1.2. Individual Performance
Businesses have to use production factors to meet
people's needs and expectations. The factors of
production are classified as natural resources;
labor, capital, entrepreneurs and technology. The
most valuable resource that every organization
needs in the production process is human
resources (Garih, 2004). Meeting the qualified
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manpower required by the organization is
extremely important for production activities. This
situation raises the need to determine the talents of
human resources and their contribution to the
organization. For this reason, the concept of
performance has an important place for
organizations.

Performance is expressed as a concept that affects
the results of activities carried out in order to
reach pre-planned goals and is explained in
absolute or relative ways in accordance with the
determined criteria (Akal, 1996). Performance
measurement studies are related to human
activities, which are the most basic resource of the
organization. In every organization, it is aimed to
get the highest efficiency from human resources
and performances are evaluated accordingly.
Individual performance refers to the fact that the
outputs of the employees as a result of their efforts
in line with the goals of the organization are in
harmony with the goals of the organization
(Katerberg and Blau, 1983). Individual
performance may vary depending on the
employees' abilities, education levels,
motivations, personal goals, and personalities.
(Marchant, 1999). Therefore, it is possible to
increase the individual performance of employees.
1.3. Organizational Commitment

The transformation of human resources
approaches to strategic human resources
approaches in the literature and application areas
has led to the treatment of human resources at a
strategic level. The strategic level has led to the
effective and efficient use of human resources, the
concentration of enterprises and academics on the
relationship between the individual and the
organization, and the work in this field. At this
point, the level of commitment of individuals to
businesses has an important place in order to
maximize the benefits that businesses gain from
their employees and to manage their human
resources at a strategic level (Shore and Martin,
1989: 633). The concept of organizational
commitment is discussed in the literature as giving
up the benefits that individuals have for the
business (Becker, 1960), individuals' acceptance
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of the norms and values of businesses (Sheldon,
1971) and individuals to form alliances by
adapting to their organizational identities
(Northcraft and Neale, 1990). In order to talk
about the concept of organizational commitment
in businesses, the primary requirement is that
individuals are willing to adopt the mission,
vision, purpose and values determined by the
organization (Morrow, 1983). Porter et al. (1974)
explains the preconditions of the concept of
organizational commitment as believing in the
goals determined by the organization and
accepting the goals determined by the
organization, the individual's willingness to strive
for the organization, and the individual's desire to
take part in the organization continuously. The
process of employee commitment to organizations
is based psychologically (Allen and Meyer, 1991).
In order for individuals to develop a sense of
commitment to organizations, norms, which are
indicators of necessity, and requests, which are
indicators of volunteering, must be accepted and
internalized  simultaneously  (Meyer  and
Herscovitch, 2001: 317). In order to talk about the
commitment of individuals to the organization, it
is expected that the outputs of high employee
performance and productivity, sense of belonging,
low employee turnover and low job absenteeism
are expected to be observed as a result of this
commitment (Dawley et al., 2005).

In the literature, there are studies that try to
explain the concept of organizational commitment
by treating it differently according to the types of
commitment. Kanter (1968: 499-517) suggests
that three basic allegiances can be mentioned
within organizational commitment, indicating that
individuals are connected to organizations. These
are the continuity commitment that ensures the
permanent stay of the individual in the
organization, the interlocking commitment that
requlates the sense of belonging to the
organization with social relations, and the control
commitment that enables individuals to act in
accordance with the organizational norms and
values. O'Reilly and Chatman (1986) explain the
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types of commitment that enable individuals to
reach the level of psychological competence that
constitute their organizational commitment as
compliance commitment in which reward and
punishment sanctions play an active role,
commitment to identification based on intra-
organizational relations, and internalization
commitment, which shows the full acceptance of
organizational values by individuals. In the
organizational commitment model introduced into
the literature by Etzioni (1961), the types of
commitment are explained as moral commitment
that enables employees to identify with the norms,
values and goals of the organization, calculative
commitment based on intra-organizational
relations and alienating commitment that enables
the individual to move away from the
organization. Penley and Gould (1988), on the
other hand, discuss the types of commitment put
forward by Etzioni and present the types of
commitment of organizational commitment as
moral commitment, self-seeking commitment and
alienating commitment (Zangaro, 2001). Allen
and Meyer (1990) classify the sub-commitment
dimensions that enable the formation of
organizational ~ commitment as  affective
commitment that enables individuals to feel
emotionally belonging to the organization, the
continuance commitment that the individual
creates to make the gains from the organization
continuous, and the normative commitment that
individuals feel obliged to take part in the
organization (Meyer and Allen, 1991).

Wiener (1982) suggests that individuals should
switch from instrumental commitment states
based on their own interests to normative
commitment states where organizational interests
are prioritized in order to achieve organizational
commitment. Becker (1960) explains that
although individuals are not emotionally attached
to the organization, they will act behaviorally in
order to gain various benefits and that
organizational commitment will occur in the
behavioral dimension. Salancik (1977), on the
other hand, argues that in order for behavioral
commitment to be realized, both the organization
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and the individuals should intend to maintain this
behavioral relationship pattern, but organizational
commitment can occur as long as this mutual
intention continues. Mowday et al. (1982), on the
other hand, emphasizes the necessity of
establishing an attitudinal commitment that
implies that individuals adopt organizational goals
in order to realize behavioral commitment based
on the relationship between individual and
organizational attitudes and behaviors.
Organizations are expected to build structures that
strengthen organizational commitment within the
organizational culture in order to use human
resources effectively (Yumusak, Ozafsarlioglu,
and Yildiz, 2013) and to maintain these structures
with proactive and reactive attitudes. These
attitudes contribute to the formation of
organizational commitment by directly playing an
active role on the degree of organizational
commitment. Manetje ~ (2009)  discusses
organizational commitment levels at three levels
as low, medium and high. Low level of
organizational commitment means that individuals
maintain their level of commitment to the
organization until they are met with a better
option. Cognitive attitudes towards staying in
individuals are formed by providing attitudinal
commitment with moderate  organizational
commitment. With the high level of organizational
commitment, individuals' intention to stay in the
organization is increased to the level of behavioral
commitment.

Methods
2.1.Purpose, Scope And Limitations
The aim of this research is to examine the
mediating role of organizational commitment in
the relationship between strategic human resource
management and individual performance. For this
purpose, data were collected from SME
businesses operating in Aksaray by convenience
sampling in the period covering February-March
2019. The questionnaire prepared to collect data
consists of four parts, and the first part includes
questions about the demographic characteristics of
the survey participants. The second part of the
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questionnaire is about the strategic human
resources management scale. In this section, a
scale consisting of 9 statements developed by
Huselid (1995) and rearranged by Batram et al
(2007) was used. For the organizational
commitment scale in the third part of the
questionnaire, the scale consisting of 7 statements
and developed by Katsikea et al. (2011) was used.
For the individual performance scale in the last
part of the questionnaire, the scale developed by
Green et al. (2006) and consisting of 6 statements
was used. The scales in the research are arranged
according to the 5-point Likert scale as follows:
“l strongly disagree; 2 disagree; 3 neutral; 4
agree; 5 strongly agree”. This research is limited
to SME employees operating in Aksaray and
scales prepared for the variables to be measured.
Other constraints of the study are time and cost
constraints. In the study, it was assumed that the
sample represented the main population
sufficiently, that the scales were sufficient to
measure the variables and that the participants
answered the statements in the questionnaire
honestly and sincerely. The Smart PLS method
was used in this study, and the studies of Kaya et
al. (2020) were based on the tabulation of the
research findings.

2.2. Relationships between Variables

In the study of Cankir (2019) examining the
relationship between the job performance of
public personnel and organizational commitment,
it was determined that a one-unit increase in
organizational commitment causes an increase of
0.63 units in workplace performance and that
employee performance is largely dependent on the
level of organizational commitment. Ozdemir and
Yaylali (2014) found that there is a positive and
high  relationship  between  organizational
commitment and performance in their study, in
which they examined the relationships between
organizational commitment, performance, and the
intention to quit. In the study in which Uygur A
(2007) investigated the relationship between
organizational commitment and performance
levels of employees in the banking sector, it was
found that there was a moderate relationship.
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In the research conducted by Erkog (2009), it was
determined that there is a positive relationship
between strategic human resources management
practices and employee performance. Huselid,
Jackson, and Schuler (1997) concluded that there
is a positive relationship between performance
and strategic human resources management,
according to the results of their study, which
investigated the effect of strategic human
resources management on company performance.
Karakaya and Bayraktar found in their study that
human resources practices have no effect on
individual performance. Kiligcarslan and Marsap
(2018) found in their study that there is a positive
and strong relationship between strategic human
resources management and  organizational
commitment. In the research conducted by
Sultanli (2020) in Azerbaijan, it was determined
that there is a moderate relationship between
strategic human resources management and

organizational commitment.

Organizational
Commitment

Model and Hypotheses
Individual

Performance

Strategic Human

Resources Applications >

Figure 1: Research Model
The following hypotheses have been established
based on the research model and literature:
H1: Strategic human resources management
affects organizational commitment
H2: Organizational commitment positively affects
individual performance
H3: Strategic human resources management
positively affects individual performance
H4: Organizational commitment has a mediating
role in the relationship between strategic human
resources management and individual
performance.
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Data Analysis

Demographic Findings
Information on the demographic characteristics of
the participants is shown in Table 1.

Table 1. Demographic characteristics of the
participants
Gender N % Educatio N %
Female 37 37,8 Primary 8 82
Male 61 62,2 Secondary 26 26,5
Total 98 100 University 42 429
Marital N % Master/ 21 214
Married 58 59,2 Total 98 1,0
Single 40 40,8
Age N % Monthly N %
18-25 18 184 2200- 54 551
26-33 41 41,8 3001- 18 18,4
34-41 28 28,6 4001- 9 92
42-49 9 972 5001- 13 13,3
50 + 2 20 6001 and 4 41
Total 98 100 Total 98 100

When the demographic characteristics of the
participants are examined, 62.2% are male
participants and 37.8% are female participants.
According to the marital status of the participants,
59.2% are married and 40.8% are single.
According to their education levels, 64.3% of the
participants are people with higher education.
26.5% of the participants are secondary education
graduates and 8.2% of the participants are primary
education graduates. When the age of the
participants is examined, it is seen that 88.8% of
the participants are 41 years and younger and
11.2% of the participants are 42 and above. When
the monthly income of the participants is
examined, it is seen that 55.1% of them earn an
income between 2200-3000 TL, and 4.1% of the
participants have an income of 6000 TL or more.
Other participants earn 3001-6000 TL.

3.2. Measurement Model (Confirmatory Factor
Analysis) Results
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It is observed that the use of covariance-based
structural equation modeling (CB-SEM) was more
preferred in many of the articles published until
recently, but the use of PLS-SEM in articles in
social sciences increased after 2010 (Hair et al.
2011: 139; Yildiz and Develi, 2019).

The necessity of analyzing the data with the
bootstrapping method due to the relatively small
amount of data obtained despite the large
population has led to the use of variance-based
PLS-SEM programs instead of programs such as
covariance-based AMOS and Lisrel. For structure
validity and reliability, analyzes were made taking
into account indicators such as t-statistics,
composite reliability (CR) and Average Variance
Extracted (AVE). Hair et al (2017) recommend
using the CR (composite reliability) coefficient
instead of Cronbach alpha (a). "Outer Loading"
factor loads and "Average Variance Extracted
(AVE)" coefficients were taken into account for
convergence validity (Kaya et al., 2020). “Fornell
and Larcker Criterion” was taken into
consideration for the discrimination validity.
According to Fornell and Larcker (1981), the
square root of the AVE coefficients should be
greater than the correlation coefficients between
other structures in the study. The results regarding
reliability and validity in the study are shown in
the table below. AVE value must be greater than
or equal to 0.50 and less than 5 (Chin, 1998).

Table 2: Reliability, association and dissociation

Variables ALFA CR AVE 1 2 3

F-L

STRIKY ,86 90 65 .80

OB ,92 94 61 64 78

BP ,90 92 61 73 70 ,78

The results of the measurement model analysis for
reliability and validity of merger and dissociation
are given in Table 2. When Table 2 is examined, it
is seen that the CR values are 90-, 94-, 92,
respectively, and the AVE coefficients are higher
than 0.05. According to Hair et al (2019) in the
examination of the indicator loads, it is suggested

that the external indicator load of a reflective type
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structure should take a value of 0.708 and above
in order to explain more than 50 percent of the
variance in the models based on partial least
squares. Hair et al (2017) states that external
indicator loads should be higher than 0.70 in order
to ensure indicator reliability. At the same time,
Hair et al (2017) states that the indicators in the
range of 0.40-0.70 should be excluded from the
model and observed whether there is an
improvement in the combined reliability and
explained average variance (AVE) coefficients,
and if there is no improvement, the indicators
should be preserved. According to Fornell-
Larcker criteria, the square root of the explained
mean variance (AVE) value of a variable must be
greater than the correlation coefficient (AVE> r)
with other variables (Fornell and Larcker, 1981,
Yildiz and Develi, 2019). It is seen that this
condition is also met according to what is given in
Table 2.
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Figure 2: Measurement model results

Note: The values between the indicators and the
latent variable are factor loadings. Values between
latent variables are standardized Beta coefficients.
Figure 2 shows the factor loadings and
standardized Beta coefficients for the variables.
Factor loadings are expected to be > ,708 and
factor loadings for factors are expected to be p
<.05 (Hair et al, 2013). The variables used in the
study fulfill this condition.
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3.3.Results of Structural Model
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Figure 3: Results of Structural Equation Model
Note: Values between indicators and latent
variables are t values. The variables between
latent variables are standardized Beta coefficients.
The values in parentheses are p (significance)
value.

Since the results obtained from the measurement
model analysis were sufficient, structural model
analysis was applied to the variables. In the
structural model analysis, the derivative sampling
(bootstrapping) method was used. In the
derivative sampling method, the 5000 derivative
sample number recommended by Hair et al (2017)
and Henseler et al (2016) was preferred. The
structural model is shown in Figure 3.

According to the measurement model in Figure 2
and the data shown in the structural equation
model in Figure 3, strategic human resources
management has a positive effect on
organizational commitment (B = 0,704, p =
0,000). Organizational commitment variable also
has a positive effect on individual performance (8
= 0,560, p = 0,000). Therefore, the H1 and H2
hypotheses were supported. Strategic human
resources management does not have a positive
effect on individual performance (f=0,243,
p=0,064). Since p > 0.05, the H3 hypothesis was
not supported. However, according to the results
of the analysis, strategic human resources
management has a significant effect on individual
performance ( = 0,394, p = 0,001). The data set

collected by the Bootstrapping analysis method
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was analyzed by simulating 5000 samples, and it
was determined that organizational commitment
had a full mediating role in the relationship
between strategic human resources management
and individual performance (Bias = 0,020; 2,5% =
0,203; 97,5% = 0,664). H4 hypothesis is
supported (Zhao et al., 2010; Kaya et al., 2020).
Conclusion

Strategic human resources management is the
human resources activities that organizations
implement in a planned way in order to achieve
their targeted results. The main subject of human
resources activities is the human factor.
Organizations that want to survive in competitive
conditions must evaluate the human factor as a
strategic resource. It is desirable that the
performance of the employees in the organization
is at the highest level. High-performing employees
make valuable contributions to the organization's
mission and vision, while also playing a key role
in achieving sustainable profits. As a result of
performance evaluation from human resources
practices, extremely important results are obtained
in terms of employees such as promotions, awards
and penalties. High employee performance is a
desired goal for every organization. By ensuring
and increasing the organizational commitment of
human resources, an important step has been
taken in achieving the success and goals of the
organization and achieving high employee
performance.

The results of this study show that strategic
human resources management affects
organizational commitment. This result shows that
strategic human resources management has an
important contribution to the employees' sense of
commitment to the organization. In addition,
organizational commitment affects employee
performance. Employees' feeling connected to the
organization will reflect positively on their
performance and it will be easier for the
organization to reach its goals. The increase in
employee performance means a great value for the
organization. In every organization, managers
make an effort to maximize the performance of
employees. This goal, which is tried to be reached
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by gaining a sense of commitment, can be
achieved. Strategic Human Resources
Management also has a positive impact on
employee performance. Employees ' performance
is not affected by a single variable. There can be
hundreds of different variables that affect
performance. Of the variables discussed in this
study, Strategic Human Resource Management is
also one of the variables that has an impact on
performance. Another of the results obtained in
the study is that organizational commitment has a
full mediating effect on the impact of Strategic
Human Resource Management on employee
performance. In other words, the impact of
Strategic Human Resources Management on
employee performance can only be realized
through ensuring organizational commitment.

Our recommendation for the next researchers is to
investigate other variables that are or may affect
employee performance, which is extremely
important for organizations. Also, it is also
suggested to add some moderator (e.g.,
personality traits and organizational culture) and
mediator variables (e.g., job satisfaction and
motivation) and negative outcome variables (such
as counter-productive workplace behaviors) to the
research model (Yildiz, 2019). It is important to
determine whether the study gives similar results
for white-collar workers because the career plan
for them is determined more clearly.
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