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enhance employee performance indirectly through establishing and maintaining 

organisational commitment. However, the stronger direct relationship between 

HRl\1 practices and employee performance indicates that HRM practices are more 

important than organisational commitment in enhancing employee performance. 

llis study makes a significant contribution to the Hruv1 literature as it hi�blights 

t.'le import..ance of HRM practices as an effective tool for enhancing employee 

performance in co-operatives, directly as well as indirectly. This is because no such 

study has been conducted on employees in co-operatives. As this study was carried 

out among a sample of clerical employees in co-operatives, there is a possibility 

that some of the :findings may be unique to the context of this study. 

The significant positive relationship between organisational commitment and 

employee performance indicates that when employees perceive a higher level of 

organisational commitment, they tend to perceive a higher level of performance 

on their part. Further, the evidence of a significant positive relationship between 

supervisory commitment and employee performance which is also stronger than the 

significant positive relationship between organisational commitment and employee 

performance is in tandem with those of prior studies (Becker 1992; Becker, et al., 

1996; Chen et al., 2002; Cheng et al., 2003) and justifies that commitment to a more 

proximal target, the supervisor, has greater influence on employee performance 

than commitment to the organisation. 

Though supervisory commitment did not mediate the relationship between 
human resource management practices and employee performance, nevertheless 

the supervisor is an important entity whose role in the organisation cannot be 

underestimatednor overlooked.A plausible explanation for this is that the supervisor's 

role in implementing human resource management practices or functions may have 

been underutilised and this may have contributed to the :finding that supervisory 

commitment did not mediate the relationship between HRM practices and employee 

performance. In the present study, there was a significant and positive relationship 

between human resource management practices and supervisory commitment. There 

was also a significant positive relationship between supervisory commitment and 

employee performance and the magnitude of the relationship between supervisory 

commitment and employee performance was slightly stronger than the magnitude 

of the relationship between organisational commitment and employee performance. 
Since supervisory commitment is an important tool in enhancing performance it is 

important faat the supervisor be given the prominence that he or she deserves in the 

organisation. 
















