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ABSTRACT 
 
The lack of synergy between the HRM functions and the ambiguity of human 
resources business partnering (HRBP) role are significantly blocking the way of 
HR professionals to become business partners. The study proposed a theoretical 
framework, based on Ibrahim (2015) model focusing on the antecedents of HRBP 
performance and further link HRBP performance to Organizational Performance 
and effectiveness. We proposed that factors such as having HR business 
knowledge by management, top management and line manager support to HRBP, 
Management understanding of HRBP’s role, and synergy between HRM practices, 
positively affect the performance of HRBP, and better performance would lead to 
increased Organizational Performance and effectiveness. To establish the 
empirical validity, we conducted a self-administered study, from 250 employees 
belonging to HR top management, line managers and professionals working in the 
banking sector. Data were analyzed using confirmatory factor analysis and 
structured equation modeling. The results showed that among other factors, 
Synergy between HRM practices has a positive and significant influence on HRBP 
performance. However, HRBP performance positively and significantly affects 
both Organizational Performance and effectiveness. The findings revealed that 
HRBP would play an important and positive role to achieve goals, implement HR 
strategy and also increased Synergy between HRM functions makes HRBP 
performance more effective. 
 
Key words: HRBP, HRBP performance, HRM role understanding, business 
knowledge, synergy between HR practices. 

 
 
INTRODUCTION 
 
Background to the study  
 
Many firms introduced and formalized the HR strategic 
business partner role builds on the popularity of Ulrich’s 
(1977a) book that defines HR strategic partners as HR 
experts who work to ensure the achievement of the 
business by aligning HR practices and policies to business 
goals (Phasathane 2014). The word “business partner” that 
is used by HR specialists in developed countries has been 
reduced from strategic business partners according to 
(Armstrong 2012). This change has developed due to the 
need of partnering the service support departments such as 
HRM with the business purposes for better business results 

through a specialized and business-centered method in 
employee management (Dalziel et al., 2006; Hope et.al, 
1997). HR business partners are HR professionals who 
work closely with an organization’s senior leaders to grow 
an HR plan that closely supports the overall goals of the 
organization. The procedure of alignment is known as HR 
business partnering and may include the HR business 
partner meeting on the board of directors or C-suit (HR 
Zone, 2015). HRBP is one of several proficiency models 
aimed to increase the development of HRM through 
stratifying its roles with the business goals (Ulrich et al., 
1995). HR business partnering might be applied through 
converting   the   HRPs   into   human   resources   business  
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partners (HRBPs) by joining among the HRM strategies and 
the business objectives. Ulrich's (1997) HRBP model 
includes four directions to move from being simply a 
service provider to being a strategic business partner. 
According to Ulrich (1997), HRM should produce four 
consequences to attain the purpose of business partnering: 
associate with the business managers for the better 
business strategy execution, excellent delivery of the 
administrative task and HRM system, emphasis employee’s 
engagement and contribution and finally serves as a change 
agent. However for HR departments to transfer from an 
operational to a strategic role is quite a challenge as it is 
more than just a change in job title and job description. A 
new set of skills is required from HR professionals to be 
able to align with the business strategies and add real 
values to the business (Du, 2015a). HR practitioners must 
determine a balance between their efforts of self-
development and strategic business partners. As strategic 
enterprises continue to develop in the competitive 
advantage space for business so will the need to invent 
HRBPs with process recovery and organizational growth 
vision (Almada and Borges, 2018). 

Additionally, HR specialized must reformat organiza-
tional opportunities of the HR role by spending time in 
increasing the core abilities and skills of the function (Allen 
et al, 2018). Armstrong (2011) highlighted that HR 
practitioners need to admit the organizational role of 
supporting value through the plan and execution of human 
resources strategies to include the capacity to clear their 
purpose and value. This has verified execution alone is not 
enough and requires whole confidence from HR 
practitioners surrounding their presence and location 
within the organizational structure. The capacity to 
effectively communicate strategic efforts has proven to be 
an isolated blockade regarding the overall effectiveness of 
human resources within business operations. Rees and 
Smith (2017) initiate organizational leaders and HR 
practitioners both had very different views of what 
strategic efforts for the role of human resources should 
include within the organization. According to Wright 
(2008), the authentication of the HRBP role in an 
organization will require mutual support and 
communication among HRBPs and line managers which 
requires in return HRPs to grow their business knowledge. 
This knowledge will ensure their capability for better 
implementation of the business strategies and for their 
validity to be business partners. Hence the victory of the HR 
business partnering depends on its capability to satisfy the 
top management and line managers of their skill to make a 
change in the business over the implementation of qualified 
business center strategies in addition to the other effective 
HRM roles. According to Ulrich (1998), the implementation 
of an effective HRBP demands a mutual understanding from 
both line managers and HRBPs involvement in the business 
strategies. Additionally HR Information Systems (HRIS) 
have amplified the exposure of HR data throughout 

organizations (Phudaphad et al., 2017). This experience 
gives HR practitioners the tools to recover dimensions of 
effectiveness, efficiency and organizational impact. This 
volume of access to HR information is supposed to be an 
integral contributor to high-performance businesses. 
Barrick et al. (2015) stated that strategic HR practice is 
used by organizations to unite the organization to 
cooperate on progressive initiatives, rather than singular 
reactive projects. 

Through strategic vision, organizational-wide teamwork 
can contribute to improved organizational performance 
(Szierbowski and Kabst, 2018). In an attempt to found a 
viable competitive edge, organizations have focused their 
attention toward the HR function as a means of continuing 
both short and long term performance (Delery and Roumpi, 
2017). In studying the relationship between the HR 
practices and organizational performance, the idea of high-
performance human resource management (HRM) 
practices emerged as an important area of the HR field 
(Evans and Davis, 2005; Hughes and Rog, 2008; Long et al., 
2017). A critical role for HRM could be observed as a task 
for HR strategic partners to bear organizations' competitive 
advantage (Grant et al, 2014). The experiments for HR 
partners are to accept a more strategic HRM perspective in 
direction to form the thought of managing and authorize 
line managers and even modification of their performance 
to a more positive and supportive relationship (Plessis, 
2015a). Business analysts over some years have assessed 
that intangible resources within organizations can 
interpretation for as much as 85% contribution to viable 
competitive advantage (Becker et al., 2001; Davis, 2017; 
Prajogo and Oke, 2016). In this time of development 
competitive advantage creativities mandate the level of 
proficiency from HR practitioners that display a level of 
skill and capability that are related and effectively align 
with strategic business efforts (Albrecht et al., 2015). 
 
 
Problem statement  
 
HRM is perceived for a long time as one of the support 
service departments. It has been established through some 
stages over the past few years starting from being only 
employees and support services departments getting to be 
an effective business partner. Whereas, addition to the 
business strategy rather than concentrating on the 
operation of the rule is the main concern of the HRBP 
concept through knowing the business and applying this 
knowledge to transform the culture and increase the 
manpower (Ulrich and Beatty, 2001). The main reason 
could be absence of skills which leads to a small adding of 
value and to sort performance. This might be clarification 
for why HR manager’s emphasis on the administrative task 
rather than new challenges as Capelli states in the Harvard 
Business Review (2015). Much has been written on HR 
Business Partnering, but the idea of including HR Business  
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Partners and Line Managers equally as well as seeing them 
as social personalities who influence the partnering area 
has not been appropriately discussed. The partnering 
capacity is not controlled and measured so far. As a result, 
the issues that builds partnering between HR Business 
Partners, HR Partners, and Line Managers on an informal 
level are not interconnected, not clear so far. Thus, 
additionally, the organizations do not deliver any directions 
and strategies for Line Managers on how to do people 
administration and how to contribute to HR Business 
Partnering. In times of the reorganization, people 
management is the responsibility of Line Managers and to 
some extent linked to HR management. So far, the challenge 
of how these two features can connect effectively and 
efficiently is not clearly discussed and evaluated by the 
organization. 
 
 
Gap analysis 
 
Aldrich (2014), based on 47 interviews inside 21 
institutions, found HR’s modest influence is contingent on 
the pre-dispositions and convictions of key stakeholders, 
notably the CEO, but also depends on the decision being 
taken. Another qualitative study by Muhammad (2015) 
found that the quality of the strategic partner and change 
agent role is the lowest, the quality of the employee 
champion role is the highest and the quality of the 
administrative role of HR is modest. However, this was 
done on not-for-profit health sector organizations in 
Pakistan using four roles of the HR Champions Model 
presented by Ulrich (2016) based on interviews, 
recommended a more holistic approach to the problem 
(including business and top management) is needed to 
facilitate a strategic partnership with the HR function. 
Another qualitative narrative study by Dora 
(2019) investigated the effects of the growth of the role of 
HR practitioners in current business operations. 
Specifically, through the research of this study, the current 
skills and knowledge gap within current HR practitioners 
and how they align with organizational expectations and 
expansion initiatives were explored. Heizmann and Fox 
(2014) shows the impact of line management’s resistance 
to HRM and the concomitant need for HR managers to 
legitimate their position in a new way. However, this study 
examined HR Business Partnering relations in one 
organization and mainly from the perspective of HR 
managers. Most of the studies done on the subject are 
qualitative focusing on few cases. Hence confirmatory 
research was needed on large and diverse data set to 
establish the validity of the theory. In an empirical study, 
Ibrahim (2015) found a lack of relationship between HRBP 
and employees; however, this paper only focused on the 
antecedents of HRBP performance. In this study, we further 
link HRBP performance to Organizational Performance and 
effectiveness. Hence it is a novel attempt to bridge the 

antecedents of HRPB as well as its proceeding effect in a 
single structural framework. Moreover, no such work has 
been conducted from a Pakistani perspective. 
 
 
Research objectives 
 
The purpose of this research is to find out the main blocks 
and challenges towards HR to convert a business partner. 
The lack of collaboration between the HRM roles and the 
uncertainty of human resources business partnering 
(HRBP) role understanding are significantly blocking the 
system of HR professionals (HRPs) to be business partners. 
Moreover, the deficiency of business knowledge among 
HRPs and the absence of support from supervision hinder 
the effectiveness of the HRBP performance. The main object 
of this thesis is to understand how the HRBP line 
partnership is designed with an exact focus on the observed 
value of the cross-functional partnership as well as 
requirements and limitations to its success. In support of 
the main purpose, a second purpose is to understand the 
implications of the HRBP role. This research is to learn how 
HR business partnering is built from a social constructionist 
perception by creating a study of different expectations and 
descriptions from the perspective of HR business partners, 
HR partners and Line managers.  
 
 
Research question 
  
1. What leads to HR becoming more of a strategic partner? 
2. How do HR Business Partners, HR Partners, and Line 
Managers define HR Business Partnering?  
3. What are the effects of HR strategic partnerships with the 
business? 
 
 
Significance 
 
The purpose of this quantitative research study was to 
examine the effects of the growth of the role of HR 
practitioners in current business operations. Specifically, 
through the research of this study the current skills and 
knowledge gap within current HR practitioners and how 
they align with organizational expectations and 
development initiatives were explored. The problem 
addressed by this study was the growing gap between the 
knowledge, skills, and abilities of HR professionals in the 
evaluation of organizational expectations. The object of this 
study was to add personal data and viewpoint on how 
current growth in the HR function highlights skills and 
knowledge gaps among HR practitioners. The study was 
outlined to share findings regarding professional 
development from the standpoint of HR professionals 
within business operations. This part provides a broad 
analysis of data gathered in the form of questionnaires. The  
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questionnaires consisted of 20 questions and resulted in 
major themes for the research questions. These themes are 
defined in the results section and assessed against previous 
research. 
 
 
LITERATURE REVIEW 
 
Ibrahim (2015) used a self-administered questionnaire to 
observe the relationship between variables. Gathering data 
from HR professionals, senior managers, line managers and 
medical professionals working in a medical UAE based 
organization. The findings indicate that there is a practical 
proof of the statistical relationship between HRM practices 
synergy and HRBP performance. Andries and Chui (2015) 
discovered whether the existing HR practices are effective 
in the banking sector in Cambodia. If they are effective, the 
study then observes how effective the HR strategic 
partnerships with the business are. The total number of 
four banks, 80 managers and line managers participated 
through online surveys and 10 HR strategic partners’ 
interviews. The findings showed that effective HR strategic 
partnering affects organizational performance. HR strategic 
partners perform the main role to accomplish business 
objectives. A positive sign was HR leaders reached a 
moderate range of HR effectiveness, leaving areas for 
upgrading outlined in this article. Aqeel (2015) inspects the 
human resource (HR) Professionals’ Effectiveness through 
the lens of HR Professionals’ Competencies and HR 
Professionals’ willingness. The survey of the study was 
conducted from the line managers of the largest bank 
among the privatized banks of Pakistan. The finding 
discloses that the HR Professionals’ Competencies have an 
important relationship with HR Professionals’ 
Effectiveness. The positive side of this association is 
stronger for HRSC than HRTC. Aldrich (2015) discovered 
the levels of influence and sources of credibility for senior 
HR professionals and studied the challenges they face in 
founding credibility. The survey conducted two separate 
studies involving 47 interviews inside 21 institutions in the 
capital markets and investment banking sector. Findings 
approve that HR’s uncertain influence depends on the pre-
dispositions and opinions of key stakeholders, notably the 
CEO, but also depends on the decision being taken. The 
negative impact we discover that the foundation for senior 
HR professionals’ credibility is more separate than 
institutional and that HR professionals and senior business 
managers fluctuate in the primaries they assign to 
credibility factors. 

The positive impact shows the continuing inherent 
tension for HR in founding credibility, between checking 
their internal clients’ desires and holding a level of 
individuality (Muhammad, 2015). The main objective of 
this research is to observe the quality of human resources 
(HR) function of a not-for-profit health sector organization 
in Pakistan. A survey conducted Semi-structured interviews 

of 37 HR and line managers. The findings show that the 
quality of the change agent and strategic partner role is the 
lowest; the negative impact is the quality of the employee 
champion role is the top and the quality of the 
administrative role of HR is unsure. The positive part of the 
study highlighted areas for needful consideration of HR 
professionals and scholars to increase the quality of HR 
services (Lischka, 2017). David Ulrich presented a new idea 
examining HR to transfer away from administration and 
routine and to become strategic by consuming new 
technological advances. However, current HR units still 
seem to be controlled by administrative tasks, now 
implemented by new IT systems. The objective of this study 
is working as a consultant in HR, challenged with these 
certainties and the impact of Ulrich’s model on 
relationships between HR and its clients. Surveying line 
managers and employees, the sign shows that the 
relationship between HR and employees faces conflicts, as 
benefits from business partnering are not clear to HR’s 
consumers. The negative impact is in-partnership method 
addresses relationships and helps to overcome the division 
in HR by incoming into a negotiation between HR and 
business. Andreas and Alexander (2016) collected 
experimental evidence involving reflective interviews with 
8 senior HR professionals to plan specific delay and allow 
reasons for HR to try reaching a strategic partnership. A 
finding shows that some organizations in our sample have 
come a long way in the incorporation of strategic HR 
partners. Even though the submission of the strategic 
partnership is different in the different organizations 
studied, we can see that the outline provided mutual 
themes that comprise important, interconnected aspects 
influencing HR in becoming strategic business partners. 

Heizmann and Fox (2019) showed a negative impact of 
line management’s conflict to HRM and the associated need 
for HR managers to legitimate their position in a new way. 
Christopher (2008) explored how HR managers understand 
this new role and whether the internalization of this model 
consequences in a rise in professional identity. Area of 
survey interviews with 33 managers from 27 organizations 
and interviews were focused on the senior Australian HR 
managers. The findings propose that while many gain 
better self-esteem and organizational position from the 
identity and role of business partner/internal advisor, this 
does not compare to a broader identity as a member of an 
HR profession. Gregori et al., 2018) explored the effects of 
knowledge acquisition on innovation performance and the 
regulating effects of human resource management (HRM) 
in terms of employee retention and HRM practices on the 
above-mentioned relationship. A sample of 129 organi-
zations functioning in a wide array of sectors has been used 
to collect data through a questionnaire for testing the 
hypotheses through OLS regression models. Findings 
indicate that knowledge acquisition positively affects 
innovation performance and that HRM moderates the 
relationship      between      knowledge      acquisition      and  
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innovation performance. Raymond (2008) shows that 63% 
of respondents consider that business partner competency 
models are usually effective in selecting business partners, 
46% think they are effective in ‘developing business 
partners and 47% think they are effective in associating HR 
strategy and business strategy. But competency models 
seem to be much less effective in expecting performance in 
a business partner role, only 24% of respondents think they 
are effective in this area. Dora (2019) also indicated shared 
problems in the participants’ professional experiences of 
their HR roles and responsibilities. The examination and 
assessment of the themes was done as they related to 
studying the observations of present HR responsibilities 
and organizational operations as experienced by 22 HR 
professionals. 

Veronica (2013) based 10 semi-structured interviews 
with HRBPs and managers at different stages, showed high 
ranks of trust and lack of claims to authority as factors for 
founding and sustaining successful partnerships, with 
knowledge sharing as a mediating factor. Edward (2003) 
completed a survey by HR leaders who were in a director-
level or above position with corporate-wide visibility to the 
HR function. In 2001, 150 practical surveys were received 
for a response rate of 15.5%. In 1995 we had a slightly 
greater response rate and a sample of 130 firms. The 
responses came from companies from a range of industries. 
82.3% of the companies had some international operations 
on average, 25.6% of employees and 17% of HR 
professionals were located outside of the U.S. These 
findings must be measured as characterizing large firms 
(average number of employees for organizations in the 
sample is 21,023). Mohamed (2015) aims to deliver a 
conceptual review of the past literature in the areas of HR 
roles and line managers and further explains the planned 
conceptual framework that will move this work further. 
Findings showed that HR decentralization to line managers 
will increase line managers’ input and accountability to 
practice HR roles at the workplace. Anzam (2013) stated 
that the capability requirements for human resource (HR) 
practitioners are observed for their supposed relative 
importance to strategic and functional HR roles and 
successful performance in human resources. Concept 
mapping is therefore selected for this study as it delivers a 
means to measure the interrelationships among HR 
competency concepts and associate the observed 
importance of HR competency groupings among strategic 
and functional HR practitioners. The findings show that 
there is a broader range of HR qualities required for HR job 
success than those adopted in the HR literature. The key 
resemblances and differentiators are in competency 
requirements among strategic and functional. 

Dorthe et al., (2013) showed managers involved the 
concept of a business partner and adopted it, but not 
without having it adjusted to their interests. Managers 
strongly sustained the business partner and seemed to be 
the dynamic force in further distributing the accountants’ 

new role. Limit objects assisted in overcoming conflict and 
in supporting the business partner with managers’ 
interests. The business partner itself appeared to be 
recognized as a boundary object. Martin (2016) observed 
how the HRBP model plays out in practice, over time, from 
the perception of HR professionals and their line manager 
partners (LMP).  Data was collected through interviews and 
focus groups with both these stakeholders at three UK 
organizations to realize the dynamics of the individual 
HRBP–LMP relationship. Findings recommend an HRBP 
Lifecycle Model. The model proposes the relationship 
between the parties is vibrant, difficult and dependent upon 
the organizational culture as well as the abilities and 
capabilities of the main stakeholders in the partnership. 
Lize (2009) showed that the organization’s human-
resource task was moving from an operational human-
resource service facility to a more strategic focus. It was 
applied to the 14 principles of Ulrich and Brock bank for the 
calculation of the undertaking of a human resource function 
from its existing development phase to a strategic business 
partner role. A qualitative method used was accepted as the 
research strategy. Data were collected from members of the 
human-resource medium of an organization through a 
semi-structured focus group, individual interviews and 
solicited document reviews.  
 
 
THEORETICAL FRAMEWORK 
 
HRBP 
 
The term partnering covers different concepts and 
practices and is used to define a variation of partnering 
relationship foundations in many positions and situations. 
Tomlinson (2005) argues that most conceptualizations 
indicate a supportively organized relationship between the 
partners. Other researchers argue for the same concept of 
partnering, suggesting supportive organizational associates 
in which the partners are involved in a continuous 
communicative process (Philips and Lawrence, 2003). HR 
business partnering is a rethink of what HR is for and how 
HR worth is used to upsurge the performance of the 
business. The determination of HRBP is to realize the 
purpose of the business by support with their knowledge 
and capability in order to grow proficiency and 
effectiveness (Ulrich, 1997). The important contributors 
doing HR business partnering are HR business partners and 
line managers. The main aim of HRBP is to work fewer with 
management and free up the time first planned work task 
(Boglind et al., 2011). The goal of HRBP is accomplished the 
effectiveness of the firm with the help of line managers. It 
also raises the expertise, efficiency, and effectiveness. 
Ulrich diagnoses the four relationship models which are 
strategic partner, administrative expert, employee 
champion and change agent. It included; strategic partner, 
change    agent,  employee  champion,   and   administrative  

https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=McCracken%2C+Martin


Journal of Business & Economic Management;  Ahmed and Siddiqui.    034 
 
 
 
expert. He argued that employee champions deliver 
competently and committed employees, administrative 
experts deliver efficient HR practices, change agents deliver 
capacity for change in individual behavior and organiza-
tional culture and strategic partners deliver business 
results. 
 
 

Strategic partner  
 

Strategic partner is about the alignment of HR activities and 
initiatives with the global business strategy and it is the 
duty of the HR Management and HR Business Partners. The 
HR business partner is tasked with interacting with internal 
clients or internal customers. That refers to persons 
directly associated with an organization and includes 
employees, creditors, stakeholders, shareholders and more. 
The HR business partner is the HR point of contact for these 
individuals and is therefore, the network that most internal 
members of an organization will use to transfer with a 
Human Resources department. Between other things the 
HR business partner gives a response to internal customers 
about the worth of their experience, categorizes top talents 
within the organization helps fill job openings, shares HR 
objectives with employees to confirm they are executed 
through the organization and helps encourage overall 
efficiency and synchronization in the workplace.  
 
 

Change agent 
  

A change agent is about supporting the change and 
alteration of the business in the area of the human capital in 
the organization. The role of Human Resources is the 
provision for change activities in the change determination 
area and ensuring the volume for the changes. When an 
organization is necessary to increase, progress, or 
otherwise alter its goals or objectives, the change agent is 
the Human Resources role that transfers those 
organizational changes inside. This individual or division 
arranges training opportunities so employees can learn the 
new skills required for changing business goals or job roles 
or changes job descriptions to reflect those transformed 
roles. Basically, the change agent helps adapt the 
organization for its next step of development.  
 
 

Employee champion 
 

Any Human Resources department is accountable for 
staying aware of employee wellbeing and making sure they 
are protected. The employee advocate (also known as the 
employee champion) is the role in the control of assessing 
employee self-esteem and satisfaction and using that 
information to build a positive company where people will 
want to work. This person uses analyses to measure 
employee satisfaction, commercial shortcomings in com-
pany culture and make sure that managers are unbiased 

and rightful to all employees. The employee advocate also 
leads initiatives to improve confidence and employee 
experience helps the change agent with contribution 
training and skills development opportunities and ensures 
that current employees have chances to apply for new jobs 
or promotions within the organization. 
 
 
Administration expert 
 
This administration role within HR is accountable for many 
different types of responsibilities. On one end of the range, 
the administration expert follows modifications in the 
legislation, regulation, work-related health and safety rules 
and other types of employment or trade law and supports 
the organization adapts in order to stay compliant with 
those laws. On the other end of the field, the administration 
expert is accountable for organizing personal employee 
information and making sure that it is up to date. This 
person uses an HRIS (Human Resources Information 
System) to monitor, update and protect that information. In 
other words, the administration expert is the nearby thing 
to a true document management expert within Ulrich’s HR 
Model. By using an HRIS, the administration expert is 
important in helping an organization adopt recent, 
paperless policies for storage information, securing 
personnel files, sharing files within the organization and 
more. Armstong (2006) agrees with Ulrich that the 
relationship between HR practice and the line manager is 
depending on collective responsibility for the success of the 
organization. The main tens city is to develop a trustful 
relationship between the HR participants and line 
managers. 
 
 
HRBP and organizational effectiveness 
 

Strategic HRM effectiveness is usually associated with or-
ganizational performance. However, the term ‘performance’ 
is more precise than ‘effectiveness’; therefore, scholars 
usually refer to the term ‘effectiveness’ when they reflect 
multiple results of performance in their studies. Pivotal to 
human resources effectiveness is the equity between 
strategy implementation and organizational alignment. 
Authors and researchers established the need for HR 
practitioners to align and support business actions, 
specifically performance and making efforts which should 
be designed to meet strategic needs and align with 
organizational initiatives. HR specialists need to admit the 
organizational role of supporting value through the design 
and implementation of human resources strategies, to 
include the capacity to clear their purpose and value. The 
role of HR experts has a strong relationship with organiza-
tional effectiveness, according to previous organizational 
effectiveness (OE) measures that focused on shareholder 
returns and more current measures that consider the 
experiences  of  added  stakeholders,   including   managers, 
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employees, customers, other organizations and the broader 
community. Research supported the involvement of HR 
practitioners as business partners to drive revolution and 
increase organizational performance (Martin et al., 2012). 
Srivastava and Lang (2015) initiate a driver of OE included 
an organizational promise to strategic goals employee 
satisfaction and talent management. 

This also includes the HR practitioner’s requirement to 
find a suitable fit within business operations. Schuler and 
Jackson (2014) offer the role of HR practitioners planning a 
huge role in the efficiency and coordinating the relationship 
between HR performance and organizational effectiveness. 
They also present the vital role of HR in managing 
organizational culture, promote modernization and staff 
development. Other interesting relationships include those 
having to do with increasing organizational skills and 
capabilities and change management. Effective perfor-
mance in these two zones should be helped by HR being a 
strategic partner and should support HR in becoming a 
strategic partner. HR business partnering works into two 
main areas: transactional and strategic. Transactional 
activities are day to day service delivery aspects of human 
resources such as recruitment, training, legal compliance 
and dealing with people issues. HR strategic activities are to 
support the business in accomplishing the organizational 
goals through the development and execution of forward-
thinking HR strategies that are aligned with business 
strategies. 
 
H1: HR strategic partnerships with the business bring 
positive impacts on organizational effectiveness. 
 
 
HRBP and organizational performance 
 
With a long-term viewpoint that creates a sense of 
responsibility between the employees and lead to 
behaviors that positively benefit the team and organization. 
The association between HPHRM and organizational 
performance has covered several factors to include internal 
structure, observed organizational support, financial 
incentives and talent recruitment and retention. On a wider 
scale, showed employment practices like HPHRMs have 
been applied to improve and encourage high-quality 
exchange relationships leading to the agreement of agent-
based perception with the workforce. In summary, despite 
the presence of a single relating definition of HPHRM, there 
were common themes within the literature about this area 
of the HR function. First, HPHRM is an unrestricted strategy 
that encourages increased organizational performance, 
initiatives, and efforts that develop, recognize and capitalize 
on the talents and skills of its workforce. Second, while 
there were variations of activities noted in HPHRM 
literature, it is the mixture of these efforts, in tandem, affect 
performance. Third, a theme of founding a lasting employee 
relationship is a key element to HPHRM, which produces 

shared goals. Finally, the effects of HPHRM resulted in 
shared responsibility and awareness from employees who 
are positive and benefit the organization and work teams. 
Strategic HR responsibilities have become generally 
accepted as an influence on increasing organizational 
performance. The role of HR developed into being used to 
commence change management initiatives, surge financial 
constancy and contribute to the organizational planning 
process (Al-Ayed, 2019). Line managers have a dynamic 
role to play in dealing with poor performance in teamwork 
with HR business partners; however, some line managers 
and the HR business partners themselves tend to avoid 
challenging employees regarding poor performance. 
According to Du Plessis (2015a), poor performance often 
leads to dysfunction when it is not managed appropriately 
and in a timely manner. 

One way to become involved in a business that is 
presented by Rasmussen and Ulrich (2015) who propose 
that HR need deep forecasting analytics integrated with an 
end to end process through the whole business to create 
and sustain a partnership. (Angrave et al., 2015) argue that 
HR needs to have a strategic understanding of how 
organizations human resources can elevate business 
performance then be able to convert it into something 
unique to its organization thus gaining a competitive 
advantage. The association among HRM and organizational 
performance has included several factors to include 
internal structure (Evans and Davis, 2005) observed 
organizational support (Saevaiva and Arrowsmith, 2018) 
financial enticements (Little, 2017) and talent recruitment 
and retention (Sullivan, 2011). On a broader scale, Aktar 
and Pangil (2018) showed employment practices like HRPB 
have been consumed to enhance and encourage high-
quality exchange associations leading to the acceptance of 
an agent-based viewpoint with the workforce. Further 
HRPB has been exposed to have linked with organizational 
performance (Shin and Konrad, 2017) and individual work 
performance (Aryee et al., 2016). HRBPs should be ready to 
overcome the internal factor of challenges by uplifting their 
HR partnering skills and HR capabilities through 
comprehensive training on HR partnering and HR BPs clubs 
should exchange knowledge and share new experiences 
among themselves. It is supposed that for a firm to continue 
and compete in the current-time knowledge-based over-all 
economy, it is important to attain and improve world-class 
human resource management (HRM) skills and practices. 
 
H2: HR strategic partnerships with the business bring 
positive impacts on organizational performance. 
 
 
Independent variables 
 
Synergy between HRM practices 
 
Some   researchers   decided  that   there   is   an  important  



Journal of Business & Economic Management;  Ahmed and Siddiqui.    036 
 
 
 
relationship between HRM practices and business 
performance (Arthur, 1994; Pfeffer, 1994; Huselid, 1995; 
Ulrich, 1997). They recommended that HRM can make a 
difference if it is used to structure the commitment of 
employees. However, they also recommended that HRM 
practices should perform in complete synergy to be able to 
perform the business partner role. Furthermore, Wright 
and McMahan (1992) highlighted that SHRM is not merely a 
procedure of integration between HRM and business 
strategies but requires coordination between HRM 
functions as well. In other words, combined HRM systems 
and practices can bring about greater business results and 
financial profits if integrated with the goals, mission, and 
values of an organization. A survey of HR practitioners from 
200 organizations conducted after the global economic 
crisis found the most mutual responses to the crisis were a 
failure in international travel 70%, staffing 60% and 51% 
training (Presbitero, 2016). Collaborating strategic HR 
practices and strategic HR partnership can be challenging. 
Botter et al., (2018) continued by revealing business 
metrics and benchmarks required to be set to make before 
strategic HR application was initiated. Establishing these 
benchmarks is challenging and requires a wide change 
process (Jain, 2014). These strategic HR practices should be 
used to bond the workforce, policies, and practices to drive 
a cohesive and healthy staff climate. Besides, having a solid 
foundation of message needed to properly implement and 
gain buy-in for strategic HR practice.  
 
H3: Synergy between HRM practices brings positive 
impacts on HRBP performance. 
 
 
HRBP’s role understanding 
 
The ambiguity of the role of HR as a business partner is the 
result of some guidelines that HR is taking by either 
focusing on strategies, support services, operations or 
people management. Even outsourcing HR services could 
make destruction and increase the ambiguity of the HR role 
as a business partner. However, some researches 
summarized that the use of IT self-services could somehow 
decrease the difficulty of HRBPs’ role by reducing the load 
of organizational services. Du (2015) and Armstrong 
(2011) define two main roles of HR practitioners: 
transactional and strategic. While the transactional role of 
HRM includes dealing with administrative aspects of HR 
such as recruitment, training, compensation and benefits 
and legal compliance the strategic role is more concerned 
with articulating and applying forward-thinking HR 
strategies that are in line with organizational purposes and 
that enable HR specialists to drive organizational excellence 
through HR practices and strategies.  With the increasing 
attention on the growth of the HR role in organizational 
growth and development initiatives from leaders and 
stakeholders, a gap calculation is needed to fully evaluate 

the knowledge, skill, and abilities of current HR 
practitioners. As supported by Conger and Lawler (2015) 
these recognized gaps are not exact to any one industry and 
place extreme burden and limelight on the growing fact 
that organizations are ongoing to grow and expand. 
According to Sheehan et al., (2016) the chance to make an 
effective impact during a dynamic period is reduced by the 
inability to manage added strategic role necessities 
alongside traditional organizational expectations. The HR 
specialized can thereby knowledge role conflicts when 
balancing strategic management and employee expecta-
tions or organizational work tasks (Sheehan et al., 2016). As 
noted by Mei and Subramaniam (2014) HR specialists 
cannot just play the role of people specialists in a 
specialized area of providing traditional HR services only. 
They have to widen their impact to be capable in some 
different fields including the strategic decision-making 
process. According to Sarvaiya et al. (2018), HPHRM and 
strategic practices within the HR role can be used to 
partner with organizational leaders to plan and assist 
actions within the business that positively affect the culture 
and support organizational sustainability. 
 
H1: HRBP’s Role understanding brings positive impacts on 
HRBP Performance. 
 
 
HR’s business knowledge  
 
Strategy implementation is the main driver to the 
successfulness of changing HR to be a business partner any 
shortfall in the know-how to execute these strategies shall 
fail to change HR to the business partnering stage. Business 
knowledge and strategic objectives understanding are the 
important requirements for HRPs to be able to manage the 
staff and to play a primary role in the change 
process. Presently more than in the past, the HR role and 
the actions it brings to an organization are required to 
shape and lead the achievement of a business or 
organization. However unfortunately, the role of HR has a 
past of engaging with a lack of effectiveness. The 
submissiveness has been credited to the lack of experience 
among HR practitioners currently in the field and their 
hesitation to accepting newly found benchmark metric 
which will assist growth and comparison (Marchington 
2015) also HR practitioners fail to establish consistency 
between practices or resources available to support the 
role’s growth and development thus disturbing their 
alignment with organizational expectations or objectives 
(Little, 2017). The new skills HR practitioners must arm 
themselves and have to be artistic and forward-thinking to 
drive value and growth. Mcdonnell and Sikander (2017) 
extended on this stating the breadth and depth of the 
recognized skills will result in HR practitioners demanding 
further education in other business fields. Continuing by 
adding   employers  will   place  substantial  value on its HR  
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practitioner as a strategic business partner. To survive in 
today’s world HRBP has to improve its business knowledge 
being part of current research to develop the grate 
understating of the business and cater to their skills with 
the effectiveness of the organization. HR specific knowledge 
and analysis of the track record impact the credibility of the 
administrative expert role (Ulrich, 1997). HR departments 
should deliver refresher sessions on HR strategic 
partnering to ensure that both present and new managers 
are well aware of the system and practices. HRBP helps to 
improve its business knowledge being part of management 
meetings with the business and to be aware of the goals of 
the business.   
 
H5: HR business knowledge has a positive impact on HRBP 
performance  
 
 
Top management and line managers support to HRBP 
 
One more important difficulty towards the revolution of HR 
to be a strategic business partner is the lack of acceptance, 
confidence, and entrance of the new role of HR as a 
business partner from the side of the line managers and top 
management. To make sure they are capable to add value to 
the business and meet HR business partnering existing and 
upcoming challenges, HR professionals need to develop 
sustainable relations with employees from all levels and 
focus on service distribution and business understanding. 
Line managers will always try to keep HR professionals 
away from success inside their comfort zone due to the 
increasing feeling that they are dominant in their 
responsibilities, threatening their authorities and adding 
new tasks to them. A major challenge hurdles the execution 
of the HRBP is the uneasiness that overcomes the line 
managers when they know that they are going to do HRM 
tasks in addition to their business objectives. Therefore, a 
conflict may occur among HR professionals and line 
managers due to the non-acceptance of the new tasks HRBP 
will incorporate to both parties. HR specialists who have 
combined the roles find that there is simply not enough 
time to complete all duties effectively the HR expert 
becomes overloaded. Role overload is an issue raised by 
many other researchers as well some are Lemmergaard 
(2009) and Aldrich et.al (2015); who echoes the concern 
that the urgent and direct nature of the managerial 
compliance and service-oriented activities tends to occupy 
the volume needed for HR experts to attend to more 
unclear and long term strategic activities. Participation and 
teamwork within the HR role is a transformed ideal and 
supports strategic and transformational alignment. 
However, this arrangement and full partnership can only 
occur if HR practitioners fully realize the business strategy 
and its inclusion in its structure. 

According to Almada and Borges (2018), it can struggle 
that if the growth efforts within business actions are 

lacking the true degree of strategic HRM cannot be 
evaluated. Lambert (2009) argues that the main block in 
creating a successful partnership is line managers' lack of 
understanding of how to use their HRBP. Therefore, 
successful partnering depends on line managers 
understanding the benefits and added value of a close 
partnership which contains that the HRBP is fully involved 
in both long and short-term business goals as well as line 
managers accepting duty for HRM within their business 
unit. A finding shows that adding value is reflected as an 
influential cause for the partnerships and is defined on both 
organizational and personal level. The depth that HRM 
achieving needs the active involvement of all managers and 
that their inspiration and capability are important for 
teaching HR tasks such as hiring, people growth, and 
performance evaluation. As a central part of line managers 
contributions in HRM activities can be defined as based on 
an enthusiasm to grow there people management skills 
(Bradie et al., 2009). HRBP sits down with line managers 
and department heads daily to hear their complications and 
to understand their needs. HR BP to involve and authorize 
line managers to take responsibility through regular 
coaching sessions. 
 
H6: Top management and line manager support has a 
positive impact on HRBP performance. 
 
 
MODEL 
  
The model of this study is seen in Figure 1. 
 
 
RESEARCH METHODOLOGY   
 
Sample size 
 
Data collected from the primary source which is 
questionnaire, tells about the relation among what 
opportunities and challenges in HRBP are. The 
questionnaire was answered by those who work at the 
banks. Questionnaire was given to 300 respondents who 
work in different bank branches out of which, 250 
employees replied. 
 
 
Questionnaire design 
 
Data collection instrument used is questionnaire. Two types 
of tool are used for this research.  First is based on 
demographic questionnaire. In this tool researcher collect 
the information of respondent regarding gender, age, 
profession and work place. Second one is depending on the 
some points like strongly agree, disagree. All 
questionnaires were adopted from Ibrahim (2015).We used 
five point Likert scale for each variable: 
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Figure 1: Model of the study. 

 
 
Strongly Disagree= 1 
Disagree= 2 
Neutral= 3 
Agree= 4 
Strongly Agree= 5  
 
 
Variables 
 
There are seven variables in research. Two variables are 
dependent variables which are organizational effectiveness 
and organizational performance while HRBP is the 
mediator of the variable and four are independent variables 
in this study which is HR business knowledge, synergy 
between HRM practices, role understanding and top 
management and line manager support to HRBP. 
 
 
EMPIRICAL ANALYSIS 
 
Results from frequency distribution (Table 1) shows that 
52% male and 48% female respondents participated in the 
survey. While 36% are bachelor’s degree holders, 64% are 
master’s degree holders. On the other hand 76% 
respondents are 25-35 years old, 24% respondents are less 
than 25 years old, The job level of employees 36% of 
respondents are first line manager, 56% are staff, 8% are 
senior manager and the respondents are associated with 
HR Department. It is seen from the descriptive statics done 
in Table 2 that items related to dependent variable HRBP 
have mean scores in range 3.620 to 4.092 while the same 
items deviate in range 0.901 to 0.910. The overall mean 
values are above the average and it posits responses are 
more closely towards “strongly agree” at five point Likert 

scale. Items related to dependent variable organization 
performance have mean scores in range 4.248 to 4.304 
while the same items deviate in range 0.841 to 0.74. The 
overall mean values are above the average and it posits 
responses are more closely towards “strongly agree” at five 
point Likert scale. Items related to dependent variable 
organization effectiveness have mean scores in range 3.808 
to 3.928 while the same items deviate in range 0.827 to 
0.883. The overall mean values are above the average and it 
posits responses are more closely towards “strongly agree” 
at five point Likert scale. Items related to other 
independent variable synergy between HR practices have 
mean scores in range 3.852 to 3.908 while the same items 
deviate in range 0.779 to 0.690. HRPB role and 
understanding have mean 3.892 to 3.928 and deviate 0.743 
to 0.718. HR business knowledge has mean 3.924 to 3.904 
and deviate 0.709 to 0.698. Top management and line 
manager’s support to HRBP have mean 4.040 to 4.084 and 
deviate 0.742 to 0.719. The overall mean values are above 
the average and it posits responses are more closely 
towards “strongly agree” at five point likert scale. 
 
 
Structural equation modeling  
 
To test the study hypothesis we have used the structural 
equation model (SEM) whereas the testing has gone 
through Smart PLS software. Moreover, to evaluate the 
indirect and direct effects of all the constructs the testing 
was done. The use of (SEM) structural equation model has 
been observed to be a foremost procedure that has been 
used below different regression models and methods 
(Barron and Kenny, 1986). It used to evaluate the structural 
relationship between exogenous and endogenous variables.  
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Table 1: Frequency distribution. 
 

Variable Options Percentage 

Gender Male 52% 

 Female 48% 

   

Education Graduated 36% 

 Masters 64% 

   

Age Less than 25 24% 

 25-35 76% 

   

Job Level First Line Manager 36% 

 Senior Manager 8% 

 Staff 56% 

 
 
It includes factor analysis and multivariate analysis. 
Moreover, the equation of regression targets at explaining 
each construct to assess the cause and effect relationship 
while all of the factors in the causal model could 
demonstrate their cause and effect at exact time. Likewise, 
the idea of using this model ensures to apply technique of 
bootstrapping which has been viewed as reasonable for 
both small and large sample size and does not require any 
kind of indirect effect (Hayes and  Scharkow, 2013). In 
order to check the all direct and indirect effects, a technique 
has been implemented which is known as bootstrapping 
(Shrout and Bolger, 2002). 
 
 
Measurement of outer model 
 
The goal of measure to fit in the measurement model is to 
study about the reliability and validity of the instrument 
and to check its reliability and validity we perform test of 
convergent validity and discriminant validity in software 
naming Smart PLS. 
 
 
Composite reliability 
 
Reliability implies stability of questionnaire outcomes. For 
the similar target population, at whatever points the 
questioner reutilize the questionnaire it will give similar 
outcome. It demonstrates inside consistency & repeatability 
of the survey is high. The primary measure for unwavering 
quality is to maintain a strategic distance from unfairness in 
research. In this manner, it tends to be improved by testing 
the pursuit procedure and investigation, as is done utilizing 
diverse research and examination techniques or different 
researchers. This also incorporates the dependability and 
legitimacy of the exploration. Reliability of the 
measurement instruments was evaluated using composite 
reliability. All the values were above the normally used 

threshold value i.e. 0.70. This is the accepted reliability 
value range. Estimation of reliability can be done by degree 
of constancy that lies amongst various variables (Hair, 
2010). Table 3 shows that the outcome of composite 
reliability is significant.The reliability ranges from 0.223 to 
0.449. All the measurements show their reliability values. 
 
 
Factor loadings significant 
 
Construct with the loading of 0.5 are considered as strong 
loading variables whereas the constructs with the loading 
of below 0.5 are considered as less are better to be 
removed from the table. It has been shown in Table 4 that 
there three elements related to independent variable of 
business knowledge, Top and line manger support, synergy 
between HRM and 2 elements of role understanding. Lastly, 
it is shown that all the elements are related to dependent 
variable HRBP, Organizational effectiveness and 
organizational performance. 
 
 
Convergent validity 
 
Convergent validity is the level of agreement in at least two 
measures of a similar construct (Carmines and Zeller, 
1979). Convergent validity was assessed by inspection of 
variance mined for each factor (Fornell and Larcker, 1981). 
Conferring to Fornell and Larcker (1981) if the, variance 
extracted value is greater than 0.5 then convergent validity 
is established and the result is drawn that the loadings are 
good but less than 0.5 are termed as less effective for the 
study. This is shown in Table 5. Table 5 clearly shows that 
cronbach’s Alpha and variance extracted values for all the 
variables including Business knowledge, HRBP, Top 
management, Organizational effectiveness, Organizational 
Performance, Role understanding and Synergy between 
HRM practices. 
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Table 2: Descriptive statistic. 
 

Variables Questions Descriptive stats 

Mean St. Error St. Deviation 

HRBP 1. The HR business partner in my organization work to align HR strategies 
with business strategy. 

3.620 0.056 0.901 

2. HR professionals are open to the HR business partnering roles and 
responsibilities. 

3.772 0.049 0.780 

3. Strategic partnerships from HR department contribute to the 
organizational performance through driving high performance 
organization, leveraging line managers’ capability and accountability, and 
managing change.  

4.092 0.057 0.910 

     

Organizational 
Performance 

1. In my organization compensation is based on performance evaluation. 4.248 0.053 0.841 

2. In my organization succession planning is based on performance 
evaluation. 

3.948 0.053 0.849 

3. The training I receive in my organization helps me perform my job 
description. 

4.304 0.047 0.745 

     

Organizational 
Effectiveness  

1. HR supports and advocates employees in my organization. 3.808 0.052 0.827 

2. In the organization that are yet to have those formal practices, HR 
managers consider themselves as strategic partners though performing 
both administrative and strategic roles.  

4.020 0.060 0.961 

3. The current practices of HR strategic partnering are effective but only to 
a moderate extent due to a number of challenges.  

3.928 0.055 0.883 

     

Synergy between HR 
Practice 

1. I believe there is synergy between HR practices. 3.852 0.049 0.779 

2. HR is more administrative than strategic. 3.812 0.048 0.770 

3. HR has a significant role in the business strategies execution in my 
organization. 

3.908 0.043 0.690 

     

HRPB Role and 
Understand 

1. HR is delivering administrative work efficiently in my organization. 3.892 0.046 0.743 

2. HR administrative work is adding value to the business in my 
organization. 

3.928 0.045 0.718 

     

HR business 
Knowledge 

1. HR professionals in my organization are equipped with the business 
knowledge. 

3.924 0.044 0.709 

2. HR professionals help the organization accomplish business goals. 3.888 0.044 0.729 

3. HR professionals spend time on strategic issues and know how to solve 
them. 

3.904 0.044 0.698 

     

Top management and 
line managers 
support to HRBP 

1. Line managers are supporting the HR business partner role. 4.040 0.046 0.742 

2. Line managers see that HR business partnering role is an added value to 
the organization. 

3.748 0.041 0.655 

3. HR is receiving support from the top management in the application of 
the HR business partnering role. 

4.084 0.045 0.719 

 
 

Table 3: Reliability statistics. 
 

Measures  No of items Cronbach’s Alpha 

HR Business Knowledge 3 0.449 

HRBP 3 0.407 

Top Management &Line Manager support to HRBP 3 0.106 

Organizational Effectiveness 3 0.396 

Organizational Performance 3 0.317 

HRBP’s Role understanding 2 0.374 

Synergy between HRM practices 3 0.223 
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Table 4: Confirmatory factor analysis 
 

Factor 
Loading 

HR’s Business 
Knowledge 

HRBP 
Top management and 
line managers support 

to HRBP 

Organization 
Effectiveness 

Organization 
Performance 

HRPB Role 
and 

Understand 

Synergy 
between HR 

Practice 

BK1 0.859       

BK2 0.434       

BK3 0.617       

BP1  0.660      

BP2  0.703      

BP3  0.656      

LM1   0.701     

LM2   0.645     

LM3   0.403     

OE1    0.577    

OE2    0.910    

OE3    0.347    

OP1     0.837   

OP2     0.519   

OP3     0.558   

RU1      0.751  

RU2      0.816  

SP1       0.573 

SP2       0.364 

SP3       0.840 

 

 
Table 5: Construct reliability and validity. 
 

Matrix  Cronbach’s Alpha Rho_A Composite Reliability Average Variance 

HR Business Knowledge 0.499 0.476 0.683 0.436 

HRBP 0.407 0.399 0.713 0.453 

Top Management &Line Manager support to HRBP 0.106 0.106 0.613 0.356 

Organizational Effectiveness  0.396 0.558 0.662 0.427 

Organizational Performance 0.317 0.382 0.680 0.427 

HRBP’s Role understanding 0.374 0.378 0.761 0.614 

Synergy between HRM practices 0.223 0.256 0.632 0.389 

 
 
Discriminant validity 
 
Discriminate validity can be defined as any single construct 
when differs from other constructs in the model (Carmines 
and Zeller, 1979). Discriminate validity results are 
satisfactory when the constructs are having an AVE loading 
more than 0.5 which means that minimum 50% of variance 
was taken by the construct (Chin, 1998). Discriminate 
validity is established if the elements which are in diagonal 
are significantly higher than those values in off-diagonal in 
the parallel rows and columns. Discriminant validity tests 
are being conducted in order to see whether non-related 
ideas or measurements are in fact unrelated or not. 
Moreover, an effective assessment of discriminant 
legitimacy demonstrates that a trial of an idea isn't 
exceptionally associated with different tests intended to 

quantify hypothetically various ideas. Table 6  shows the 
discriminant validity. 
 
 
Model fit measures  
 
The fitness of the model in SEM-PLS is defined by various 
measures such as standardized root-mean-square residual 
(SRMR) and the exact model fits like d_ULS and d_G, 
Normed Fit Index (NFI), and χ2 (Chi-square). The model fit 
measures consisting the measured value of both saturated 
model as well as the estimated model is reported in Table 7. 
The saturated model assesses the correlation between all 
constructs. The estimated model on the other hand, takes 
model structure into account and is based on total effect 
scheme. 
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Table 6: Discriminant validity  
 

 
Business 

Knowledge 
HRBP 

Line 
Managers 

Organizational 
Effectiveness 

Organizational 
Performance 

Role 
Understanding 

Synergy 
HR 

Business Knowledge 0.660       

HRBP 0.161 0.673      

Line Managers 0.118 0.123 0.597     

Organizational Effectiveness 0.223 0.351 0.091 0.654    

Organizational Performance 0.139 0.340 0.210 0.395 0.653   

Role Understanding 0.224 0.127 0.201 0.195 0.108 0.784  

Synergy HR 0.304 0.214 0.045 0.312 0.298 0.250 0.623 

 
 

Table 7: Fit measures 
 

                               Fit Summary 

  Saturated Model Estimated Model 

SRMR 0.103 0.113 

d_ULS 2.270 2.662 

d_G 0.491 0.541 

Chi-Square 728.922 774.088 

NFI 0.284 0.363 

 
 

Table 8: Specific indirect effects. 
 

 Mean STDEV T-values P-values 

Business knowledge--HRBP--Ogr effectiveness 0.040 0.026 0.065 0.045 

Line manager--HRBP--Org effectiveness 0.044 0.029 0.059 0.048 

Role understanding--HRBP--Org effectiveness 0.024 0.025 0.024 0.022 

Synergy HR--HRBP--Org effectiveness 0.071 0.027 0.080 0.028 

Business knowledge--HRBP--Org performance 0.038 0.026 0.025 0.062 

Line manager--HRBP--Org performance 0.043 0.029 0.009 0.069 

Role understanding--HRBP--Org performance 0.022 0.023 0.061 0.009 

Synergy HR--HRBP--Org performance 0.069 0.029 0.022 0.044 

 
 
Hypothesis testing 
 
In PLS-SEM, bootstrapping is one of the key stride which 
gives the data of constancy of factor guesstimate. Sub-tests 
are drawn everywhere from the first example including 
substitution, in this process (Hair et al., 2017). 
Bootstrapping provides the information of stability of 
coefficient estimate. In this process, a large number of sub-
samples are drawn from the original sample with 
replacement (Hair et al. 2016). After running the bootstrap 
routine, SmartPLS shows the t-values for structural model 
estimates derived from the bootstrapping procedure. The 
results of path coefficients for the entire hypothesis are 
shown in Table 8. The t-value greater than 1.96 (p < 0.005) 
shows that the relationship is significant at 95% confidence 
level (α = 0.05). A path shows whether the relationship 
between measured and latent variables is significant or not. 
The path diagram is showed in Figure 2. The first indirect 

effect of the research that the HR business knowledge will 
impact on HRBP performance and effectiveness is the 
relationship between the HR business knowledge signifying 
the independent variable and HRBP performance and 
effectiveness demonstrating the dependent variable mean 
0.038 and 0.044, st dev 0.029 and 0.026, T value 0.025 and 
0.06,  p value < 0.062 and 0.045. The second indirect effect 
of the research that the Line manager will impact on HRBP 
performance and effectiveness is the relationship between 
the Line manager signifying the independent variable and 
HRBP performance and effectiveness demonstrating the 
dependent variable mean 0.043 and 0.044, st dev 0.029 and 
0.029, T value 0.009 and0.059 ,  p value <0.069  and 0.048. 
The third indirect effect of the research that the Role 
understanding will impact on HRBP performance and 
effectiveness is the relationship between the role 
understanding signifying the independent variable and 
HRBP  performance  and  effectiveness  demonstrating  the  
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Figure 2: The diagram of the path. 

 
 
dependent variable mean 0.022 and 0.024  ,st dev 0.023 
and 0.025, T value  0.061 and0.024 ,  p value <0.044  and 
0.022. 

The fourth indirect effects of the research that the 
Synergy HR will impact on HRBP performance and 
effectiveness is the relationship between the Synergy HR 
signifying the independent variable and HRBP performance 
and effectiveness demonstrating the dependent variable 
mean 0.069 and 0.071, st. dev  0.029 and 0.027, T value  
0.022 and 0.080,  p value <0.044 and 0.028. The first model 
of the research that the HR business knowledge will impact 
on HRBP performance is the coefficient correlation (r) 
among the HR business knowledge signifying the 
independent variable and HRBP performance demon-
strating the dependent variable is 0.087, T value 1.246 and 
p value < 0.214. Therefore, there is a significant correlation 
between HRPs’ business knowledge and HRBP 
performance. The second model of the study that the top 
management and line managers' support will impact on the 
HRBPs will affect HRBP performance. The coefficient 
correlation (r) among the independent variable 
demonstrating the top management and line managers' 
support and the dependent variable signifying HRBP 
performance is 0.96, T value 1.289 and p value < 0.000. 
Therefore, there is a major link among the level of support 
from the top management and line managers to the HRBPs 
new roles and HRBP performance. The third model in this 
research is that understanding the HRBPs' role will impact 
HRBP performance. The coefficient correlation (r) among 

the HRBPs' role understanding expressive the independent 
variable and HRBP performance signifying the dependent 
variable is 0.45, T value 0.713 and p value < 0.477. There is 
a major connection among HRBPs’ role understanding and 
HRBP performance. The fourth independent variable in this 
research that the synergy between HRM practices will 
affect HRBP performance. The coefficient correlation (r) 
among the synergy between HRM practices demonstrating 
the independent variable and HRBP performance signifying 
the dependent variable is 0.171, T value 2.542 and the p 
value < 0.012. There is an important association among 
HRM practices synergy and HRBP performance. This is 
shown in Table 9. 
 
 
DISCUSSION 
 
The outcomes show that there is an important positive 
relationship between the HRM practices synergy and HRBP 
performance. This result verifies the idea that HRM 
practices can assist in performing the HRBP role if it works 
in the whole synergy. In addition, it evidences that the 
HRBP will not only occur by the combination between the 
HRM practices and business strategies but also needs 
internal direction and synergy between the HRM practices 
(Wright and Mcmahan, 1992). In addition to that, the 
statistical results of the research show that there is a 
significant relationship between understanding the HRBPs' 
role and HRBP performance. This suggests that there is 
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Table 9: Significant testing results of structural model path coefficients. 
 

Structural Path  Path Coefficient T-Value P-Value 

HR Business Knowledge HRBP 0.087 1.246 0.214 

HRBP                  Organizational Effectiveness 0.351 5.789 0.000 

HRBP                  Organizational Performance 0.340 5.194 0.000 

Top Management and Line Manager support to HRBPHRBP 0.096 1.289 0.199 

HRBP’s Role                 understanding                  HRBP 0.045 0.713 0.477 

Synergy between HRM practices                  HRBP 0.171 2.542 0.012 

 
 
 
variety in the argument of views about the HRBP actual role 
which builds uncertainty, role destruction, and unbalanced 
performance result. Findings suggest that HR competency 
models are providing disappointing meanings for the actual 
role of the HRBPs and even not expecting their 
performance results (Caldwell, 2008; Caldwell, 2010). 
According to Francis and Keegan (2006), the uncertainty of 
the role of HR as a business partner is the consequence of 
the several guidelines that HR is taking by either directing 
on strategies, support services, operations or people 
management. In addition, Caldwell (2003) argued that the 
uncertainty of the HR role as a business partner is the result 
of the overlap between the organizational and the strategic 
roles which might build a role conflict during the execution 
of the model. 

The same is established by numerous previous 
researches and evidence. Additionally, it holds the study 
hypothesis that the difficulty of categorizing a specific role 
for HR business partners is delaying the execution of HRPB. 
The HRBP role in the studied partnerships reflects 
arguments made in earlier research about the diversity of 
competencies and potentials which are correlated to the 
term business partner (Lambert, 2009; Ulrich, et al. 2009; 
Francis and Keegan, 2006). Mostly, both specialized groups 
consider the requirement to master both the knowledge of 
the business as well as related HR processes central for 
HRBP performance. Results show that this is balanced 
within the role by joining management team conferences 
and confirming efficient excellence in both operative and 
strategic support to line managers. Likewise, the results 
showed that there is a significant relationship between 
HRPs’ business knowledge and HRBP performance. This 
finding approves the idea that business knowledge and 
strategic objectives understanding are necessary 
requirements for HRPs to be able to manage the labor force 
and play a primary role in the change process which in turn 
increases HRBP performance (Clardy, 2008). 

In the same perspective, some research findings and 
theories highlighted that the execution of the role of HRBP 
involves a deep understanding of the business and its 
associations (Lambert, 2009; Clardy, 2008). This means 
that without the appropriate business knowledge, HRPs 
will not be able to contribute in making or performing the 
business strategies. As Caldwell et al. (2011) distinguished 

that the lack of business knowledge from the side of HRPs 
on how to make strategies and how to implement them will 
lead them to fail in accomplishing their roles in the strategy 
execution. Pfeffer (1998) also argued that HRPs are short of 
the desirable skills to implement the new policies and 
systems required to shift HR to be a strategic business 
partner and even not aware of the benefits of executing 
these systems. Here, the causes for the lack of sharing 
information may not be intentional, however. Since the line 
managers totally consider the HR perception a valuable 
involvement, it is likely that the potential holding back of 
information is instead based on a blurred understanding of 
the HRBP role. The fourth finding of this research shows 
that there is a strong relationship between the management 
support to the HRBP and the HRBP performance. It 
approves the idea that the validation of the HRBP role in an 
organization needs mutual collaboration and 
communication between HRBPs and line managers which 
needs HRPs to increase their business knowledge. 

This further indicates that the issue of management 
support to HRBP is correlated somehow to the HRP's 
business knowledge. Previous research findings and 
theories confirmed the same finding. According to Wright 
(2008) the lack of trust, entrance, and acceptance of the 
new role of the HR as a business partner from the side of 
the line managers and top management stand as a difficulty 
towards HRBP performance. In addition, Huselid and 
Becker (2011) assumed that the lack of interest from the 
side of management in HRBP is the result of the unbalanced 
HR quality. The relationship between HRPs’ business 
knowledge and Management support to HRBP could be 
further research of interest. After all, this finding verifies 
the study's fourth hypothesis at a significant level and holds 
the study stated that the lack of business knowledge stands 
as the main reason for the management rejection of HRBP. 
To convert HR from being old-style to be a business 
partner, HR specialists are required to move from the 
attention on what they are undertaking to focus on what 
they are conveying. In other words, it is to straight their 
struggles to add value not to achieve actions. This will not 
occur without the achievement of business knowledge. 
Mostly, the absence of business knowledge is one of the 
great encounters facing HRBP and an object behind other 
sub-challenges fronting it.  



Journal of Business & Economic Management;  Ahmed and Siddiqui.    045 
 
 
 
CONCLUSION 
 

We examined the association between HRBP performance 
and its encounters characterized in the synergy between 
HRM practices, HRPs’ business knowledge, HRBP role 
understanding, and management support. To explore this, a 
survey was distributed in the banking sector Pakistan. 250 
participants responded and data were collected statistically 
analyzed and interpreted. Based on statistical evidence the 
study creates that there is a significant relationship 
between the HRM practices synergy and HRBP 
performance. Organizations should arrange the essentiality 
of business knowledge among HRPs when they are to 
implement HRBP. In addition, top management and line 
managers should support the procedure and work on 
understanding its new roles and consequences. It can also 
be recommended that line up the HRM practices to the 
business strategy will only occur if there will be a synergy 
between the HRM practices. Considering these stages can 
make HRBP a tool for a competitive advantage in any 
organization. In this regard, organizations should study that 
the role understanding should involve all the process 
contributors to decrease any internal rejection for the role 
implication. Likewise, management support and business 
knowledge were originated to be significantly related to 
HRBP performance. According to those findings 
organizations are actually required to train their HRBPs 
with the business knowledge the thing which if happened 
will decrease most of the other challenges facing HRBP 
performance. 
 
 
REFERENCES 
 
Ahmad A, Kausar AR, Azhar SM (2015). HR Professionals’ effectiveness 

And Competencies: A Perceptual Study in The Banking Sector of 
Pakistan. Int. J. Bus. Soc. 16(2). 

Aktar A, Pangil F (2018). High-performance HRM practices and 
organizational commitment: An empirical study of banking employees 
in Bangladesh. In Aktar, A., & Pangil, F.(2017). High-Performance HRM 
Practices and Organizational Commitment: An Empirical Study of 
Banking Employees in Bangladesh. 4th Conference on business 
management (CBM), Penang, Malaysia. 

Al-Ayed SI (2019). The impact of strategic human resource management 
on organizational resilience: An empirical study on hospitals. Verslas: 
teorija ir praktika, 20(1): 179-186. 

Aldrich P, Dietz G, Clark T, Hamilton P (2015). Establishing HR 
professionals’ influence and credibility: Lessons from the capital 
markets and investment banking sector. Hum. Resourc. Manag. 54(1): 
105-130. 

Almada L, Borges R (2018). Sustainable Competitive Advantage Needs 
Green Human Resource Practices: A Framework for Environmental 
Management. Rev. Admin. Contemp. 22(3): 424-442. 

Armstrong M (2006). Strategic Human Resource Management-A Guide to 
Action 3rd Ed. 

Armstrong M (2008). Strategic human resource management: a guide to 
action--4th editions. 

Aryee S, Walumbwa FO, Seidu EY, Otaye LE (2016). Developing and 
leveraging human capital resource to promote service quality: Testing a 
theory of performance. J. Manag. 42(2): 480-499. 

Asadullah MA, Marie PJ, Bourgain M, Najam U (2015). Line Managers’ 
Perception about Quality of HR Function in Pakistan: A Case 
Study. South Asian J. Hum. Resourc. Manag. 2(2): 189-204. 

Barrick MR, Thurgood GR, Smith TA, Courtright SH (2015). Collective 
organizational engagement: Linking motivational antecedents, strategic 
implementation, and firm performance. Acad. Manag.J. 58(1), 111-135. 

Becker BE, Huselid MA (2006). Strategic human resources management: 
where do we go from here?. J. Manag. 32(6): 898-925.  

Boglind A, Hällstén F, Thilander P (2011). HR transformation and shared 
services: Adoption and adaptation in Swedish organisations. Personnel 
Rev. 40(5): 570-588. 

Brockway S (2007). The art of business partnering: Making the move from 
an operational to a strategic role a success. Strategic HR review. 

Caldwell R (2008). HR business partner competency models: 
re‐contextualising effectiveness. Hum. Resourc. Manag. J. 18(3): 275-
294. 

Carmines EG, Zeller RA (1979). Reliability and validity assessment (Vol. 
17). Sage publications. 

Champions HR (1996). The next agenda for adding value and delivering 
results. Harvard Business School Press, Boston. 

Chin WW (1998). “The Partial Least Squares Approach for Structural 
Equation Modeling.” 

Chui C (2015). The effects of HR strategic partnerships with business on 
organisational performance: Experience of the Cambodian banking 
sector (Master's thesis). 

Dai L, Qiu J (2016). Human Resource Business Partner Mode 
Transformation Practice in a Chinese State-Owned Company. J. Hum. 
Resourc. Sustain. Stud. 4(1): 32-38. 

Dalziel S, Strange J, Walters M (2006). HR Business Partnering. Chartered 
Institute of Personnel and Development. 

Delery JE, Roumpi D (2017). Strategic human resource management, 
human capital and competitive advantage: is the field going in 
circles?. Hum. Resourc. Manag. J. 27(1): 1-21. 

Du Plessis A, Chui C (2015). Strategic human resources partnerships with 
business: Cambodian banking sector experience. 

Ejaz SK, Ejaz SA, Rehman KU, Zaheer A (2009). Evaluating effective 
leadership qualities of managers in day-to-day work of banking sector 
in Pakistan. Int. J. Manag. Market. Res. 2(1): 103-111. 

Evans WR, Davis WD (2005). High-performance work systems and 
organizational performance: The mediating role of internal social 
structure. J. Manag. 31(5): 758-775. 

Fornell C, Larcker DF (1981). Structural equation models with 
unobservable variables and measurement error: Algebra and statistics. 

Francis H, Keegan A (2006). The changing face of HRM: in search of 
balance. Hum. Resourc. Manag. J. 16(3): 231-249. 

Gerpott FH (2015). The right strategy? Examining the business partner 
model's functionality for resolving Human Resource Management 
tensions and discussing alternative directions. German J. Hum. Resourc. 
Manag. 29(3-4): 214-234. 

Gidstedt V (2013). Human Resources as a Business Partner− a qualitative 
study of cross-functional exchange in the professional partnership 
between HRBPs and line managers. 

Hassan MA, Manso NNA, Rahman WMZWA, Kelana BWY (2015). Do line 
managers’ have ‘linking pin’in HR roles?. Intangible Capital, 11(1): 1-12. 

Hayes AF,  Scharkow M (2013). The relative trustworthiness of inferential 
tests of the indirect effect in statistical mediation analysis: Does method 
really matter?. Psychol. Sci. 24(10): 1918-1927. 

Heizmann H, Fox S (2019). O Partner, Where Art Thou? A critical 
discursive analysis of HR managers’ struggle for legitimacy. Int. J. Hum. 
Resourc. Manag. 30(13): 2026-2048. 

Ibrahim AELAA (2015). HR as a Strategic Business Partner: Challenges and 
Opportunities (Doctoral dissertation, The British University in Dubai 
(BUiD)). 

Jansson A, Rozenbachs A (2016). HR as strategic partner: How to make it 
happen. 

Kenny BRO (1986). The moderator-mediator variable distinction in social 
psychological research: conceptual, strategic and statistical 
considerations.} Pm Soc. Psychol. 51: 1173-1182. 

Khan MA, Ahmad NSA (2011). Modeling link between internal service 
quality in human resources management and employees retention: A 
case of Pakistani privatized and public sector banks. Afr. J. Business 
Manag. 5(3): 949. 

Lambert A (2009). The effective HR business partner. Work group report 
November. 



Journal of Business & Economic Management;  Ahmed and Siddiqui.    046 
 
 
 
Lawler III, E. E. (2005). From human resource management to 

organizational effectiveness. Human Resource Management: Published in 
Cooperation with the School of Business Administration, The University of 
Michigan and in alliance with the Society of Human Resources 
Management, 44(2): 165-169. 

Lemmergaard J (2009). From administrative expert to strategic 
partner. Employee Relations. 

Lo K, Macky K, Pio E (2015). The HR competency requirements for 
strategic and functional HR practitioners. Int. J. Hum. Resourc. 
Manag. 26(18): 2308-2328. 

Mei WCW, Subramaniam ID (2014). A comparison of the ability level of 
human resource roles and their perceived importance among HR 
professionals in the Malaysian government linked companies 
(GLCs). Asian Soc. Sci. 10(19): 149. 

Mueller-Wilckens S (2013). HR Business Partnering-Partnering 
construction between HR Business Partners, HR Partners and Line 
Managers-A Case Study at SKF. 

Phasathane V (2014). Human resource leaders as strategic business 
partners in state-owned enterprises in Laos (Master's thesis). 

Presbitero A, Roxas B, Chadee D (2016). Looking beyond HRM practices in 
enhancing employee retention in BPOs: focus on employee–
organisation value fit.  Int. J. Hum. Resourc. Manag. 27(6): 635-652. 

Rees G, Smith P (2017). Strategic human resource management: An 
international perspective. Sage. 

Sarvaiya H, Eweje G, Arrowsmith J (2018). The roles of HRM in CSR: 
strategic partnership or operational support?. J. Bus. Ethics. 153(3): 
825-837. 

Schuler R, Jackson SE (2014). Human resource management and 
organizational effectiveness: yesterday and today. J. Organiz. Eff. People 
Perform. 1: 35-55 

Shin D, Konrad AM (2017). Causality between high-performance work 
systems and organizational performance. J. Manag. 43(4): 973-997. 

Shrout PE, Bolger N (2002). Mediation in experimental and 
nonexperimental studies: new procedures and 
recommendations. Psychol. Methods, 7(4): 422. 

Szierbowski-Seibel K, Kabst R (2018). The impact of HR outsourcing and 
strategic HR integration on the HR-to-employee ratio. International 
Journal of Manpower. 

Teal D (2019). Organizational Growth and its Impact on the Role of Human 
Resources: A Qualitative Narrative Study (Doctoral dissertation, 
Northcentral University). 

Truss C, Gratton L, Hope‐Hailey V, McGovern P, Stiles P (1997). Soft and 
hard models of human resource management: a reappraisal. J. Manag. 
Stud. 34(1): 53-73. 

Ulrich D (1997). Human Resource Champions Harvard Business School 
Press. Boston, MA. 

Ulrich D (1997). Measuring human resources: an overview of practice and 
a prescription for results. Human Resource Management: Published in 
Cooperation with the School of Business Administration, The University of 
Michigan and in alliance with the Society of Human Resources 
Management, 36(3): 303-320. 

Ulrich D, Brockbank W (2005). The HR value proposition. Harvard Business 
Press. 

Ulrich D, Brockbank W, Yeung A (1989). HR competencies in the 
1990s. Personnel Admin. 34(11): 91-93. 

Ulrich D, Brockbank W, Yeung AK, Lake DG (1995). Human resource 
competencies: An empirical assessment. Hum. Resourc. Manag. 34(4): 
473-495. 

Wong KL, Tan PSH, Ng YK, Fong CY (2013). The role of HRM in enhancing 
organizational performance. Hum. Resourc. Manag. Res. 3(1): 11-15. 

Wright C (2008). Reinventing human resource management: Business 
partners, internal consultants and the limits to 
professionalization. Hum. Relations, 61(8): 1063-1086. 

Wright PM, McMahan GC (1992). Theoretical perspectives for strategic 
human resource management. J. Manag. 18(2): 295-320. 

Wright PM, McMahan GC, McCormick B, Sherman WS (1998). Strategy, 
core competence, and HR involvement as determinants of HR 
effectiveness and refinery performance. Human Resource Management: 
Published in Cooperation with the School of Business Administration, The 
University of Michigan and in alliance with the Society of Human 
Resources Management, 37(1): 17-29. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 

Cite this article as: 
 

Ahmed SW, Siddiqui DA (2021). Antecedents and effectiveness of 

human resource business partner performance: Evidence from 

banking sector of Pakistan. J. Bus. Econ. Manag. 9(2): 029-046. 

 

Submit your manuscript at 

http://www.academiapublishing.org/journals/jbem    

 


