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In the present context of economic turbulence, organizational performance is a 

priority. This turbulence sounds the death knell for many companies, which until then 

were well established in their environment. It challenges human resources “HR” 

practices. HR practices are likely to protect the sustainability of the organization. The 

objective of this study is to identify the main HR practices in force in Canadian 

companies and understand their respective importance. The study was completed in 

2021. 
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Human resources “HR” practices must have two fundamental characteristics in the 

new competitive environment of the firm: on the one hand, they must be 

complementary or linked to each other and on the other hand, they must contribute 

to the sustainability of the company, that is influenced by elements such as customer 

growth or productivity. These two characteristics contribute directly to 

organizational performance. HR practices must be convergent or complementary and 

centered on the sustainability of the business project. Otherwise, they cannot prove 

to be strategic in the medium and long term. 

 

Hypotheses 

The configuration of HR practices is an essential element of their shaping. Clearly, 

they must be complementary to each other. This is a guarantee of their efficiency in 

the company. Indeed, HR practices built without sufficient link between them, cannot 

ultimately benefit the company. It is therefore imperative that they be configured on 

a basis of complementarity. 

Hypothesis 1: HR practices configured with a concern for complementarity or 

convergence between them will produce more positive effects on organizational 

performance than practices built without this concern. 

A priori , the mere fact that HR practices are configured in a complementary way is 

not enough to attribute to them their full effect on organizational performance. They 

must also be built in the light of the business project, that is to say, according to the 

growth of the clientele and the firm's productivity. It is, in this perspective, that they 

become a source of the development of organizational skills1. 

Hypothesis 2: HR practices built taking into account the requirements of the business 

project, especially customer growth and productivity, will be more related to 

organizational performance than HR practices built in another way. 

 

Methodology 

Canada had 24,000 businesses with 100 or more employees in 2020 2. 102 

respondents participated in the study for a margin of error equal to or less than 10%. 

A survey by written or verbal questionnaires was conducted with the persons 
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concerned. The measuring instrument was finalized by inferring in particular 

previously validated models. 

The validity of the questionnaire was assessed in two ways. On the one hand, its 

construction attempted to ensure maximum overlap between the variables of the 

conceptual model and the questions selected. On the other hand, the “Pearson” 

correlation coefficients were calculated between each of the parts and the overall 

score on the questionnaire. The rule is that the validity is all the higher when the 

correlation between each of the parts of the questionnaire is low and when the 

correlation between these parts and the total is high 3. In the case below, the rule in 

question has been respected. It is correct to conclude that the measuring instrument 

is valid, particularly with regard to the pre-tests, having been respected in the 

circumstances.  

 

Review of the writings 

The recent evolution of the product market exerts strong internal pressure on the 

organization4. Previous human resource models are now being reassessed. The 

updating of new HR strategies is essential. Because social achievements are 

threatened. Habits and anchor points are strongly shaken. Human potential is now 

ranked among competitive advantages 5. Therefore, human resources are at the 

forefront of business success. Nevertheless, work performance management does not 

always take into account the company's business project. 

An organizational dashboard 

It is imperative to find a rational way to measure the state of HR practices in the 

enterprise 6. Achieving complementary HR practices centered on the business project 

postulates the development of an organizational dashboard 7. This is a privileged way 

to move towards human resources strategies adapted to the current socio-economic 

context and to effectively seek innovation 8. It is an imperative for change in the 

current competitive perspective. 

 

Consistent practices 

The complementarity of HR practices depends on a certain number of fundamental 

conditions. Practices must first be situated in a learning structure 9, which tends to 

empower human resources 10. Such a structure, juxtaposed with accountability, then 

proves to be the prerequisite for self-learning, a source of continuous improvement 
11. HR practices must therefore place employees in a situation of continuous learning, 

hence the strategic importance of their internal consistency or their complementarity. 
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The work organization then undergoes the beneficial effects, whether in terms of 

teamwork or decentralized decision-making 12. 

 

The number of HR practices needed in an organization is a false issue. It is their 

relevance that matters above all, as well as the logical links that unite them 13. It is 

better to adopt a limited number of HR practices and pay attention to their 

complementary nature 14. Therefore, it is in the systemic assembly of HR practices 

that we must invest 15. And it is the quest for horizontal consistency in HR practices 

that matters above all 16. 

Appropriate compensation 

Remuneration is likely to promote the complementarity of HR practices insofar as it 

implicitly has a cross-cutting nature 17. For example, variable compensation, if 

managed well, encourages productivity 18. Remuneration is also a powerful tool for 

developing the customer approach and orienting the employee towards the business 

project. 

 

Evaluate performance without forgetting potential 

Assessing performance and potential is also an essential HR practice insofar as it 

generates values19 and allows the implementation of a rewards system. It can then 

create an internal synergy and show the optimal way to integrate the business project 

into daily work. Clearly, the success of HR practices in terms of complementarity 

lies in their ability to generate productive behavior at work which will ultimately be 

taken into account by an overall context 20. 

 

Performance values are increasingly the basis of HR practices21. They represent the 

infrastructure of practices relating to the work patterns, human resources planning 

and organizational development22. The development of competence is a prerequisite 

for the success of a restructuring or a major chang 23. 

HR development, hiring incentives, performance appraisals, and competitive 

compensation affect customer growth and firm performance24. 

Changing practices 

In addition, HR practices are expected to reduce traditional HR issues such as 

attrition, by creating a strong corporate culture 25, in the context of growing cultural 

differences 26. Moreover, if the company operates in a rapidly changing technological 

environment, its HR practices must take this into account. From this stems the need 
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to adapt HR practices by refocusing them on customer development and 

productivity27. Thus several categories of HR practices are challenged, especially 

those related to the empowerment of human resources and organizational 

development28. It is imperative that HR practices are in a context of continuous 

renewal because the external context of the company is constantly changing29. 

 

A new HR practice: teleworking 

Teleworking is an emerging HR practice. In 2020, the National Institute of Public 

Health (INSPQ) conducted research with 1,000 Quebecers on telework 30. The 

following emerges. As of May 31, 2020, i.e. during the pandemic: 

• More than half of the citizens in employment were engaged in teleworking; 

• 60% of teleworkers wanted their experience to continue post-pandemic. 

 

There would therefore be a strong demand for access to telework among workers. 

However, not all jobs lend themselves to telecommuting. Consequently, a 

precautionary principle is essential in the implementation of a telework policy. 

Certainly, telework is a component of a technologically developed society. However, 

it can be a source of loneliness for those who practice it and frustration for those who 

hold jobs that do not allow it. 

 

Research on adaptation to remote work in the context of a pandemic was conducted 

in Canada from April 4 to 17, 2020 31with a sample of 1,614 respondents. This study 

notes a renewed interest in working from home in Canada. 47% of respondents 

expressed the wish to continue working from home after the end of the pandemic. In 

addition, 37% of them say they are productive by working from home. On the other 

hand, respondents who feel isolated and far from decision-making centers admitted 

to being less productive in teleworking mode. A decrease in productivity has also 

been observed among those whose tasks to be performed are closely linked to 

teamwork, that is to say to interaction with colleagues. 

 

The US Government passed the Telework Enhancement Act in 2010 32. Following 

the aforementioned law, the United States Office of Personnel Management (OPM) 

produced a progress report in 2016 on telework in all US public service agencies, 

which included a total of 2,175,317 employees33. According to the criteria 

established in the implementation of telework in 2010, 896,563 employees, or a 

proportion of 41%, are eligible for telework. About half of the eligible people 

(477,084 employees), or 22% of all civil servants, are teleworkers. Clearly, about 

half of eligible people participate in a telework experience. Consequently, the need 

for face-to-face socialization within the company remains a value supported by 

employees since only half of eligible people finally place themselves in telework. 
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Overall, the aforementioned American experience reveals the following: 

• Since 2010, the teleworking participation rate has steadily increased; 

• The OPM has intensified its guiding role by seeking a balance between the 

demands of employees' jobs and taking care of their family needs; 

• Employees working from home, compared to those who are not, would reveal 

a higher sense of responsibility, a level of commitment and a propensity for 

innovation. 

 

Terms of reference and results 

 

Essentially, the study attempts to explain how HR practices, being the independent 

variables, influence organizational performance, which is then considered as a 

dependent variable. Among a set of categories of HR practices, four of them turned 

out to be particularly significant. The following diagram indicates the positive 

influence of such practices on firm performance. 
 

Diagram 1: Human resource practices and organizational performance 
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Organizational performance is evaluated by the combination of two indicators, 

namely customer growth and productivity. Table 1 presents the ranking of 

organizational performance indicators following a discriminant analysis. 

Table 1: Ranking of organizational performance indicators (dependent 

variable) 

Factor % of variance explained 

1 Customer Growth 48.25 

2 Productivity 16.90 

 

The two (2) organizational performance indicators are in descending order: customer 

growth and productivity. Productivity is defined as the ratio, in volume, between 

production and the resources used. These indicators were established by the 

interviewer and the respondents from data available in the company. Customer 

growth represents a level of customers for the company's main product as identified 

for a period of three (3) consecutive years. Productivity is the ratio between the value 

of goods produced divided by the amount of human labor required to obtain it. For 

example, the value of all the goods produced is divided by the number of working 

hours needed to generate said value. 

Table 2 presents a descending ranking of the relevance of HR practices according to 

organizational performance. The concept of performance here is formed by the 

juxtaposition of customer growth and productivity. The ranking is carried out by 

means of a discriminant analysis. 

Table 2: Ranking of independent variables, i.e. HR practices in relation to 

organizational performance 

“Independent Variables” HR Practices Organizational performance 

No Decreasing ranking of HRM practices following a 

discriminant analysis 

Customer growth and 

“composite index” 

productivity 

1 Organizational development .830 

2 Human Resources Accountability .450 

3 Remuneration-Compensation .380 

4 Human resource staffing .281 

5 Telework .185 

5 Human resources planning .092 

6 Work organization .086 

7 Quality of life at work .074 

8 Health and security at work .052 
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Five (5) categories of HR practices support organizational performance. These are, 

in descending order: organizational development, human resource accountability, 

compensation, human resource staffing and telework. As for the other practices, 

namely those concerning HR planning, work organization, quality of life at work and 

occupational health and safety, they are less important than the other practices 

mentioned above. 

• Practices related to organizational development are the most important. 

Among all HR practices, they directly connected to the development of the 

employee's life skills and know-how. They therefore determine competence, 

taking into account the internal and external requirements in which the 

company operates. These practices have the highest correlation coefficient; 

• Immediately following are practices related to accountability. Their cross-

cutting nature weighs heavily on many dimensions of life at work such as 

presenteeism, task performance or quality control. These practices contribute 

to making the employee autonomous with regard to his present and future 

work; 

• Compensation-related practices rank third. Remuneration, fixed or variable, 

individual or collective, if well managed, induces a culture of performance; 

• HR practices related to staffing rank fourth. They concern as much the 

practices related to the acquisition as to the evaluation of human resources in 

a present or future perspective; 

• Finally, telework has gained momentum in organizations since the start of the 

covid 19 pandemic i.e. in 2020. Telework supports the productivity of job 

holders with intellectualized content. But employees whose work requires 

updating physical site operations are obviously excluded. 

Table 3 identifies the effect of HR practices on the retained indicators of 

organizational performance, namely customer growth and productivity. This effect 

is identified using multiple regression. The “beta” type coefficients then express the 

covariance. This involves evaluating the meaning of the aforementioned variables, 

which makes it possible to obtain the degree of independence or dependence, as the 

case may be, of the variables in question. As for the variance, it is an arbitrary 

measurement used to characterize the dispersion of the sample or of a population. 
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Table 3: Relationship between human resource management practices and 

organizational performance indicators. 

HRM practice Organizational performance 

  Growth Productivity 

1 Organizational development .24*** .19*** 

2 Human Resources Accountability .25*** 22*** 

3 Remuneration-Compensation  .21*** 

4 Human resource staffing .19** .18** 

5 Telework  .20** 

* = < .05 margin of error; ** = < .01 margin of error; *** = < .001 margin of error. 

 

In Canadian companies, HR practices related to organizational development are 

essentially thought out by seeking an increase in labor productivity. They also target 

the growth of the clientele, which benefits in a way from the secondary effect of the 

efforts made to increase labor productivity. 

Practices related to the empowerment of human resources essentially consist of 

making employees aware of the customer approach by highlighting the concept of 

“customer is a king”. They are linked to both customer growth and the productivity 

of human resources. Moreover, compensation produces its effects only on 

productivity. Finally, staffing generates positive effects on two dimensions of 

performance. This is self-evident because the staffing of human resources stems 

directly from management's vision of the company's internal and external challenges. 

Finally, telework influences a single dimension of performance, namely productivity, 

on the condition, however, that the content of the work authorizes it. Consequently, 

the positive effect of telework does not apply to all job categories. 

Table 4 presents the degree of link between HR practices using multiple regression. 

Practices related to human resources planning, work organization, quality of work 

life and occupational health and safety, in the context of the study, did not reveal any 

significant complementarity. They are therefore omitted from the analysis. 
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Table 4: Complementarity or links between human resources practices. 

 1 = 

“OD” 

2 = 

“AHR” 

3 = “ 

“REM” 

4 = 

“HRS” 

5 = " 

“TW" 

1. Organizational development “OD”  .22***  .16**  
2. Accountability of human resources 

“AHR ” 
.21***  .26*** .12* .18** 

3- Remuneration "REM"  .28***    
4. Human Resources Staffing “HRS”  .26*** .20**   
5. Telework “TW”  .21***    

 

Organizational development is strongly linked to human resource accountability and 

to a lesser extent, human resource staffing. In organizations, developing the 

employee sometimes consists in empowering him following a previous situation of 

"downsizing" or the opposite, a shortage of jobs . We must therefore do better or 

more than before with equivalent resources. 

Human resource accountability requires staffing that is tailored to the business 

contract. It requires competitive remuneration in order to retain human resources. 

This in turn influences the recruitment potential of the company. In addition, the 

ability to determine future workforce requirements involves intervening in workforce 

selection both externally to acquire new skills and internally to optimize existing 

skills. during staff changes. Accountability practices optimize the use of 

telecommuting. 

Compensation practices determine the success of the company in its efforts to attract 

the best talent. They logically contribute to optimal staff accountability. Indeed, 

remuneration is one of the most powerful tools to induce a corporate culture. The use 

of compensation strategies is also essential when it comes to recruiting a competent 

workforce capable of giving the company competitive leadership in the product 

market. 

Staffing human resources makes it possible to acquire competent and empowered 

personnel. Competence and accountability then become two combined necessities in 

the company. Finally, the selection of staff is linked to the sustainability of the 

company, hence its link with remuneration. Indeed, it is notably through its 

remuneration practices that a company manages to attract the skills necessary for its 

development. 

Finally, telework is especially suitable for jobs with a high intellectual content or 

where the provision of work does not require the provision of proximal services, such 
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as the profession of mechanic, for example. Telecommuting helps to empower staff 

more. 

 

Conclusion 

The reflection surrounding organizational performance is a must in the current 

context of globalization and disruption of supply chains. Linking HR practices to this 

new performance requirement represents a major challenge because these human 

management practices can stemme from various needs that are not necessarily linked 

to the performance of the company. This is particularly the case for certain 

managerial methods such as the reengineering of processes or positive discrimination 

policies. Clearly, the rational at the base of an HR practice can be socially necessary 

without contributing to organizational performance. 

Society is undergoing major transformations and companies are subsystems of it. 

Organizational development “OD” represents the infrastructure of other HR 

practices. Empowering employees is a preferred way to create an environment that 

supports OD. But both of the above practices require compensation and staffing 

programs tied to business challenges. 

This research has shown that HR practices influence business performance. 

However, this influence is not self-evident. It's not the number of HR practices that 

counts, it's their relevance. On the one hand, HR practices must be complementary 

or united with each other. On the other hand, they must meet productive 

requirements. In the future, attention will have to be paid on the one hand to telework 

and on the other hand to the necessary adjustment of HR practices to the rise of 

artificial intelligence in organizations. 

The notion of convergence or complementarity is therefore essential in the 

implementation of HR practices. This convergence postulates an inter-practice link. 

Convergence must also take into account the organization's business project. To a 

certain extent, this calls into question the need for the “humanitarian” nature of HR 

practices. Indeed, there is no point in always focusing HR practices on a 

“humanitarian” dimension if these contribute to a reduction in productivity which 

will subsequently endanger the sustainability of the company and the stability of 

human resources. 

HR practices must therefore contribute to the sustainability of the company. They 

must also ensure that the work is as humanized as possible, but not to the detriment 
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of the firm's performance. This is a paradox specific to a converging human resources 

management model in a promising, stimulating and demanding industrial world. 



International Labour and Society Review, 2022, Volume 20, Number 11, April          [ 13] 

 

 

1 Katz, HC (1997). Telecommunications: Restructuring work and employment relations worldwide. 

Ithaca: ILR Press. 
2Government of Canada, Key Business Statistics, 

https://www.ic.gc.ca/eic/site/061.nsf/eng/h_03126.html#sme-canada 
3Dowdy SM, (2004) Statistics for Research , Wiley, 627p. 
4Pfeffer, J. & Veiga, JF (1999). Putting people first for organizational success , Academy of 

Management Executive, 13 (2), 37-48. 
5Becker, BE, Huselid, MA, Pickus, PS, & Spratt, MF (1999). HR as a source of shareholder value: 

Research and recommendations. In RS Schuler & SE Jackson (Eds.), Strategic human 

resource management (pp. 231241). Maiden, MA: Blackwell Publishers Inc. 
6Wood, S. (1999). Getting the measure of the transformed high performance organization. British 

Journal of Industrial Relations, 37 (3), 391-417. 
7 Kaplan, Robert S., and David, P.Norton, The balanced scorecard: strategic management, Éditions 

d'Organisation, 1997. 
8Laursen, K. & Foss, NJ (2003). New human resource management practices, complementarities 

and the impact on innovation performance, Cambridge Journal of Economics, 27 (2), 243-

263. 
9Argyris, C. & Schön, DA (1996). Organizational learning IJ: Theory, method, and practice, 

Toronto: Addison Wesley, OD Series. 
10Senge, PM (1990). The fifth discipline, New York: Currency Doubleday. 
11Pascale, Richard, T., Changing the way we change, Harvard Business Review, Nov-Dec 1997 
12Bennett, N., Ketchen, DJ, & Schultz, EB (1998). An examination of factors associated with the 

integration of human resource management and strategic decision making, Human 

Resource Management, 37 (1), 3-16. 
13Becker, B. & Gerhart, B. (1996) The impact of human resource management on organizational 

performance: Progress and prospects, Academy of Management Journal, 39 (4), 779-801. 
14 Lahteenmaki, S., Storey, J., & Sinikke, V. (1998). HRM and organizational performance: The 

use of measurement and the influence of economic cycles . Human Resource Management 

Journal, 8(2), 51-65. 
15 Delery, JE & Doty, DH (1996). Modes of theorizing in strategic human resource management: 

Tests of universalistic, contingency, and configurational performance predictions , 

Academy of Management Journal, 39 (4), 802835. 
16Baron, JN & Kreps, DM (1999). Strategic human resources: Frameworks for general managers 

, Toronto: John Wiley & Sons. 
17Ichniowski, C., Shaw, K., & Prennuslie, G. (1995). The effects of human resource management 

practices on productivity. Working Paper Series, National Bureau of Economic Research, 

Inc., Washington, DC. 

 
18Levine, D. & Tyson, LD (1990). Participation, productivity and the firm's environment . In AS 

Blinder (Ed.), Paying for productivity (pp. 183-235). Washington, DC: Brookings 

Institution. 
19Carrière J and Barrette J, (2005) Human resources management and performance of the firm with 

high intellectual capital, Canadian Journal of Administrative Sciences, December, 22, 4, p 

302. 

                                                 



International Labour and Society Review, 2022, Volume 20, Number 11, April          [ 14] 

 

                                                                                                                                                              
20Borman, WC (1991). Job behaviour, performance and effectiveness, . In MD Dunnette & LM 

Hough (Eds.), Handbook of industrial and organizational psychology, vol. . (pp. 271-326). 

Palo Alto, CA: Consulting Psychologists Press. 
21 Godard, J. & Delaney, JT (2000). Reflections on the "high performance" paradigm's implications 

for industrial relations as a field , Industrial and Labor Relations Review, 53 (3), 482-503. 
22Ansoff Igo & Antoniou Peter (2006) The Secrets of Strategic Management, 
23Gagnon Olivier (2017) Les conditions de succès des restructurations, Thèse de doctorat,     

Université de Paris Panthéon-Sorbonne, 380 p. 
24Carlson, DS, Upton, N., and Seeman, S., (2006) The Impact of Human Resource Practices and 

Compensation Design on Performance, Journal of Small Business Management, Vol. 44, 

Iss. 4., 531, 12 p. 
25Thévenet, M, (2003) Corporate culture, Paris, PUF, 127 p. 
26Moran, PP, (2007) Managing Cultural Differences: Global Leadership Strategies for the 21st 

Century, Elsevier/Butterworth-Heinemann, 708p. 
27Bloofield, CT, (2006) The Search for Empowerment: Social Capital: Idea and Practice at the 

World Bank, Kumarian Press, 301p. 
28Clifford J., (2007) Workplace Learning and Development: Delivering Competitive Advantage for 

your Organization, Philadelphia, Kogan P Ltd, 178p. 
29Benioff Marc (2020) Trailblaser: the company, an essential platform for change, Paperback.  
30https://www.inspq.qc.ca/covid-19/sondages-attitudes-behaviours-quebecois/emploi-juillet-2020 

https://nouvelles.umontreal.ca/article/2020/05/08/le-teletravail-favoriserait-la-

productivite-et-l-innovation-according-to-a-study/(Tania (Tania Saba and Gaelle Cachat-

Rosset ) 
32https://www.congress.gov/111/plaws/publ292/PLAW-111publ292.pdf 
33https://www.telework.gov/reports-studies/reports-to-congress/2017-report-to-congress.pdf 

https://nouvelles.umontreal.ca/article/2020/05/08/le-teletravail-favoriserait-la-productivite-et-l-innovation-according-to-a-study/(Tania
https://nouvelles.umontreal.ca/article/2020/05/08/le-teletravail-favoriserait-la-productivite-et-l-innovation-according-to-a-study/(Tania

