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ABSTRACT

IMPACT OF MANAGEMENT ON BUSINESS PERFORMANCE OF
MANUFACTURING COMPANIES IN KABUL CITY

Abdullah, Bahlolshah
Master’s Program in Business Administration
Supervisor: Prof. Dr. NILUFER NARLI

January 2023, 88 pages

This study aims to assess the impact of Management on the Business Performance of
manufacturing companies in Kabul, Afghanistan. Currently, the Afghan Chamber of
Commerce and Investment (ACCI) lists fifteen [15] manufacturing companies. A
random sample was adopted for sampling. It is intended to provide a fair reflection of
the entire population—a comprehensive survey of all manufacturing companies in
Kabul. Primary data was used to gather and meet the study's aim. The technique for
collecting data via questionnaire and analyzing the results using SPSS produced
various outcomes defined by figures, descriptive analysis, regression analysis, and
tables. The research finding discovered that the process is well-established,
commencing at different levels of management. This research entails studying and
collecting data on the efficiency of management and the HR management aspects that
impact the business performance and the restrictions of knowing in assessing the
business operations. Employees should involve in enhancing business performance by
allowing them in the decision-making. After examining the literature review to identify
the variables, the significant variables were driven out. The research demonstrated the
impact of HR management and training & development on business performance,
indicating the significant variable effects on business performance. Most respondents
strongly agreed with the questions they were asked, and the variables are helpful for

the management and beneficial to use in decision-making.

Keywords: Decision Making, Business Performance
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AFGHANISTAN'IN KABIL KENTINDEKI IMALAT SIRKETLERININ i$
PERFORMANSI UZERINDE YONETIMIN ETKISI

Abdullah, Bahlolshah
isletem Yiiksek Lisans Programi

Tez Damismani: Prof. Dr. NILUFER NARLI

Ocak 2023, 88 sayfa

Bu caligmada, Afganistan'in baskenti Kabil kentinde bulunan imalat sirketlerinin is
performanst lizerinde yonetimin etkisinin degerlendirilmesi amaglanmaktadir.
Giiniimiizde, Afgan Ticaret ve Yatinm Odasi (ACCI) verilerine gore [15] Kabil
kentinde on bes imalat sirketi bulunmaktadir. Ornekleme ve Kabil'deki tiim imalat
sirketlerinin kapsamli bir sekilde aragtirmasi i¢in bu listeden adil bir sekilde bir sirket
rastgele se¢ilmistir. Calismanin amacina erisabilmek i¢in birincil veriler kullanilmistir.
Anket yoluyla veri toplama ve sonuglarin analizi i¢in SPSS uygulamasinin
kullanilmasi sekiller, tanimlayici analiz, regresyon analizi ve tablolarla tanimlanan
cesitli sonuglar tiretmistir. Aragtimda, siirecin farkli yonetim seviyelerinde baslayarak
iyl kurulmus oldugu kesfedilmistir. Bu arastirma, yonetimin verimliligi ve is
performansini etkileyen insan kaynaklari yonetimi yonleri ve ticcari faaliyetlerin
degerlendirmesinde bilme kisitlamalari hakkinda ¢alisma ve veri toplamay1 gerektirir.
Calisanlar, karar alma siireglerine izin verilerek is performansin artirmasina dahil
olmalidir. Degiskenleri belirlemek i¢in literatiir taramas1 yapildiktan sonra, bir ¢ok
onemli degiskenler ¢ikarilmistir. Arastirma, insan Kaynaklar yénetimi, egitim ve
gelisimin is performansi tizerindeki etkisi gostererek, is performansi iizerindeki 6nemli
degiskenlerin etkilerini ortaya koymaktadir.

Yanit verenlerin ¢ogu, kendilerine sorulan sorularla kesinlikle hemfikirdi ve

degiskenler, yonetime ve karar vermede kullanmak i¢in faydali oldugu belirlenmistir.

Anahtar Kelimeler: karar alma, is performansini
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Chapter 1

Introduction

1.1 Statement of the Problem

The management system is defined as a function to utilize the combination of
consciously designed processes and procedures to guarantee that an organization can

achieve its objectives effectively (Anderson, 2005).

Throughout the decade, different organizations have struggled to enhance the
management process to implement fantastic annual guidelines on management tools
for private and public companies. Nowadays, companies are highly in the look of
detail, solid and perfect laid of management, and the legal process that the higher-level

manager utilizes to distribute responsibility to different departments accordingly.

In every company, management has its consequences and benefits, which are
not far from the company's management, and it has to do a lot with managing
proportions. Management is the key to improving business performance. Responsible
people inside the companies tend to forecast appropriately for better management
performance. There needs to be more than the exact figure and uncertain information
about the companies' future for the management. Companies Management needs

concrete predictions to improve business performance in a company.

Business Performance depends on management, which is the key to the success
of the companies. How to improve a company's management performance is an issue
that concerns every responsible person in a company. Particular studies about the
relationship between management and the business performance of manufacturing
companies are scarce. More research needs to be done throughout the years about
management's impact on manufacturing companies' business performance in Kabul,
Afghanistan. This differs from companies in developed countries where practical

studies have been conducted a lot. To overcome this issue, further research is needed.



1.2 Theoretical Overview

1.2.1 The management. Management is the process of doing the job through
others, with the gratification of the Top Management, board of directors, employees,
and the public. It is necessary to guide, direct, and control the human effort toward the
fulfilment of the goal of the companies. No company can survive without
management; even the company possesses huge money best machinery expert
workforce. With management, it will be clear, and everyone will know what to do.
Management guides and controls workforce activity for maximum utilization of
companies' resources and evaluates the company's overall performance. Moreover,

management provides new ideas and visions for the companies to improve.

1.2.1.1 Top-level management. Top-level managers are accountable to
stakeholders and the general public; their responsibilities are planning and
coordinating the activity. Mostly they are the board of directors, managing directors,
and (C.E.O.) chief executive officers. The ultimate authority is in the hand of top

management.

1.2.1.2 Middle-level management. Executive managers like general managers,
branch managers, and department managers. Finding capability through Analyzing
managerial performance Their prominent role is the directional and administrative
function of the companies and implementation of policies and plans. Review weekly
and monthly reports on sales and production as per the top management's directive.
The Middle-level managers execute the organization's objectives with the

authorization of ultimate management goals and policies.

1.2.1.3 Operative level of management. Section officer, Foreman, Supervisor,
and first-line manager are at this level. Their primary role is to distribute jobs and
responsibilities to a variety of employees and to implement the plan received from the
top management. They are intermediaries between employees and top-level
management. They are directly responsible for the number of products and their

qualities.



1.2.2 Human resource management. Human resources are an organization's
most valuable resource because, without people, daily business operations, including
monitoring cash flow, conducting commercial transactions, communicating via
various forms of media, and dealing with customers, would be impossible to execute.

Human resources and their potential are critical success factors for any company.

Organizations are constantly evolving as a result of globalization and
technological advancements. As a result, organizational change affects the company
and its personnel. Human potential, people’s capabilities, time, and talents must be
controlled and developed to enhance organizational success. As a result, human
resource management and human resource practices seek to guarantee that the staff is
capable of meeting the organization's goals (Abdullah, Haslinda. 2009)

1.2.2.1 Human resource practices. A study by Akhtar et al. (2008) suggested a
possible link between adequate human resource management and increased business
performance. Namely, training and internal career opportunities positively affected
product and service performance (Stavrou et al., 2010). Similarly, the research
(Bjérkman & Xiucheng, 2002) found that company performance positively correlates
with high-performance human resource management. Systems. Human resource
management systems are closely linked with business strategies. Thus it positively
affects business performance (Lee et al., 2010). However, (Apospori et al., 2008)
argued that human resource management might influence company performance
differently in different environments (geographical location, competitors, market.).
The influence of human resource management systems depends on various influential
factors, and it is not always confident how specific human resource actions will affect
business performance (Subramony, 2009). It is not very careful to assume that human
resource management practices could improve company performance (Wall & Wood,
2016). Based on the mentioned findings, there is room for future research in this

domain.

1.2.3 Business performance. Business performance reflects managerial
effectiveness. The capacity of an organization, a department, or a person to achieve its
aims and expected outcomes is referred to as business performance effectiveness.
Business performance, closely related to management effectiveness, is defined by a

business's capacity to execute optimum organization to produce a service or product
3



that fulfills customers' and consumers' demands. Smith and Reece (1999) Analyzing
company success in the present financial context is a crucial problem for practitioners
and academics. In general, business performance is described as "the functional
capacity to meet the expectations of the company's key investors," It must be evaluated

to determine an organization's success.

Developing and implementing solid management systems can be critical to the
company's success. Many companies fail due to ineffective administration. Evaluating
a company's performance may help to rethink objectives and plan efficiently for

business improvement.

Performance evaluation, progress reporting, and standard assurance- An good
management structure offers in-depth information on the impactful methodological
approach and techniques for formulating organizational goals or objectives
management system includes incorporating advancements within business policies
and feedback systems to accomplish productive work collaboration with both

managers and employees.

The authors' detailed investigation of contemporary management design
methods indicated that practically all models focus on four essential tasks.
Specifically, business performance requirements are observed, performance is
measured, progress is reported, and the quality process is improved by finding

performance gaps (Kazmi, Asiya, and Marja Naaranoja 2014).

Performance is a problematic issue. There is a need to research and reconsider
what is meant by business performance and how to quantify it. There have been several
approaches to measuring company performance. For instance, it reveals a bias toward
subjective criteria when evaluating business success due to problems acquiring
accurate financial information. Managers usually refuse to give researchers precise,
objective performance information. Even when actual data is publicly accessible, it is
common for the statistics to understate organizations' actual performance since
managers may falsify the transmission to avoid personal or company taxes (Dess &
Robinson, 1984; Sapienza et al., 1988).

Research on Businesses is particularly vulnerable to these challenges, while

issues might arise when studying business divisions of multi-industry and privately
4



held enterprises (Dess & Robinson, 1984). As a result, managers are frequently urged
to assess a company's performance using broad personal indicators that may represent
more particular goal measurements (Wall et al., 2004). Subjective metrics, which
allow comparison among companies and circumstances such as business type, periods,
cultures, or economic environment, can be a valuable tool to assess company success
(Song et al., 2005). When personal indicators are used, managers might reply by

referencing the relative performance of their industry (Dawes, 1999).

In contrast, objective performance measurements might differ by sector and
conceal the link between independent variables and the company's performance (as a
dependent variable) (Dawes, 1999). Furthermore, objective data may not be consistent
with the planned degree of analysis (Wall et al., 2004); in these circumstances,
subjective data might be a helpful alternative, provided the measurements concentrate

on the company's present position (Kim, 2006a; Kim, 2006b).

Managers of small businesses may alter some statistics and regulate such
modification using subjectively adjustable metrics (Sapienza et al., 1988).
Furthermore, many managers of small and private businesses see objective
performance measurements as secret and protect them from public inspection
(Sapienza et al., 1988; Gruber et al., 2010). Such managers often need to give
researchers precise and trustworthy data and feedback. As a result, researchers are
instructed to construct subjective measures to give more comprehensive data (Covin
& Slevin, 1989).

Another area for improvement in studying smaller companies is understanding
objective performance data. For instance, if the data reveals deficits or a low profit,
the performance may be called "terrible.” Such misconception might arise, for
instance, if a company has a significant dedication to Research & Development,
involving market and product expansion for potential development (Covin & Slevin,
1989). These misunderstandings may be caused by differences in profitability statistics
and may result in the comparability of objective indicators across small businesses in
various sectors (Covin & Slevin, 1989; Dawes, 1999). To overcome such problems,
researchers employed subjective measurements and concentrated on enterprises in the

same industry, like manufacturing.



1.2.3.1 Impact of management on business performance. Without losing
control and accountability mechanisms, modern management can better support
business performance. The word performance is widely used in all fields of
management. In the management control area, terms such as performance management
measurement, evaluation, or appraisal are used (Euske, Lebas, and McNair, 1993).

Often, performance is identified or equated with effectiveness and efficiency.

1.2.3.2 Impact of hr management on business performance. Within the last
few years, the volume of studies studying the link between H.R. practices and
corporate success has risen tremendously. Huselid (1995) researched this area by
investigating the link between H.R. practices and company mobility, productivity, and

fair value.

Two significant plant-level studies have been carried out to investigate the
connection between H.R. practices and business performance. MacDuffie (1995)
discovered that the "packs" of H.R. practices he examined were connected to
productivity and quality on automotive production lines. Intellectual resource-
improving H.R. methods were discovered to be linked to operational success ina group

of manufacturing facilities (Youndt, Snell, Dean, and Lepak 1996).

Human capital improving H.R. methods were discovered to be linked to
operational success in a selection of manufacturing sites (Youndt, Snell, Dean, and
Lepak 1996). While most research into the connection between H.R. practices and
performance has indicated a reasonably constant association, many significant
arguments have surfaced questioning the validity of various techniques for analyzing
this phenomenon. There has been discussion on the best sources for obtaining the most
accurate data on H.R. practice measurements, the appropriate degree of assessment,

the closeness of performance metrics to H.R. practices, and the evaluation time.

1.2.4 History of Industrialization and an overview of manufacturing
companies in Kabul. Kabul's economy relies heavily on commerce, as it has been
during its heritage, and its market stalls are well-known across the area. Throughout
the first of the 20th century, investments were made in various industrial companies,
including garment and automated brick-production factories, as part of a

modernization process. Bagram, east of the city, was established as an industrial region

6



in the 1960s. It was heavily damaged and looted by factional combatants in 1993-94.
Even though decades of violence had rendered many facilities dormant or in ruins, a
soft-drink bottling factory and a 22-acre (9-hectare) industrial park were opened in
2006. The early-twentieth-century development of the construction industry created
some jobs. However, a sizable part of the urban population relies on government
employment or temporary work supplied by the commerce and service industries
(Leslie, J., 2019).

1.3 Purpose of the Study

The purpose of this study is significant because it assisted the Kabul
manufacturing Companies in determining the impact of various factors. Management
contains a strategy in Business entitlements governing how people work, how the
management should allocate tools to the respective units, and which essential part to
concentrate on. Another reason for starting this research is a need for more
understanding among employees about holding themselves responsible while

participating in performance improvement.

1.4 Research Question

How have Human Resource Practices and Training & Development factors
affected the Business Performance of manufacturing companies in Kabul,

Afghanistan?

1.5 Significance of the Study

This research is essential because it helps the Kabul manufacturing companies
determine the effect of different factors on the company's business performance. It is
significantly vital to have the exact data. Furthermore, find the negative impact of
variables that decrease business performance. The management of a company is an

essential aspect of a business.



1.6 Definitions

Management in a business is essential, which allows the business to achieve
many goals of companies. It measures the actual performance and forecasts what will
be needed throughout the year. Management helps the organization control and
monitor the business’s current performance by warning for early deviations. Singh
(2012) clarified the contribution of business process management in achieving the
organization's competitive advantage. He stated that the business processes consist of
management processes, operational processes, and supportive processes in addition to
other functions that describe the basis of the business processes, which are classified
as client strategy, customers relations, employees development and satisfaction,
process development, quality, change management, financial analysis, report All of
these processes, along with preparation, management responsibility, product
development, capital management, product delivery, administrative accounting,
service, and technology management, form the foundation for achieving a competitive

advantage.

Management incorporates a policy in Business welfare controlling how people
should work, how they should distribute resources to the different departments by the
administration, and which critical vital part to focus on. Which helps the companies
achieve their vision and mission and plan and forecast to survive in the long run. In
the management that often organizes companies' performance, plans that explain
performance goals also measure the output and outcomes in different movements
intended to accomplish those goals. This will assist in a way in which yearly strategies
are set in measurable terms and create performance levels for each objective in the

business period.

Kabul's business environment has witnessed many alterations, from the oil
economic boom to welfare cuts and structured adjustment programs. The company
allied matter decree undoubtedly brought in the eighty's opportunities to be exploited
by some companies or the problems that inhibit the survival of so many businesses.
The need for studying the business environment became important because business
organizations do not operate in a vacuum, and effective management in complex and

dynamic societies such as Kabul requires the evaluation of the institution's weaknesses

8



and strengths as well as the risks and opportunities faced, as well as the obstacles of
the surrounding factors. Growth and survival require organizations must adapt to these
changes. This study looks into the impact of management challenges on the business

organization's performance.

1.5 Hypothesis
1. There is a positive relationship between HR Practices and Business
Performance.

2. There is a positive relationship between Training & Development and

Business Performance.



Chapter 2

Literature Review

2.1 Introduction

Chapter two considers the importance and benefit that can emerge from the use
of management and issues related to management, the management theories, and
management process incorporating the sorts of management, empirical studies issues
associated with leadership, management factors impacting business performance, and

at the last literature summary will be discussed.

2.2 Concept and History of Management

The sign of flourishing management is the potential to know and implement new
administrative rules and methods effectively. To manage efficiently and intelligently,
administrators need a deep understanding of past and present standards, theories, and
procedures. Modern management activities are ubiquitous in all areas of human life in
all organizations. The community (Ur), located at the time of Iraq (Three thousand
B.C.), adopted basic management methods. An early Egyptian papyrus interpretation
of (3000 bc) understood the crucial of company management in some countries. For
aged China, Similar records have been found (Daft, 1988).

Moses has appointed his father-in-law, Etro, as his business advisor. Jesse helped
Moses design and build an organization that governed and controlled the Hebrew

community in the wilderness (Robbins, 1991).

Throughout (four hundred B.C.), clarified the ability to manage differs from
professional information and expertise (Higgins, 1991). they also identified
management as a distinct art form. Furthermore, it emphasizes the rule of
standardization (Griffin, 1990).

Plato's Republic clarifies how properly selected new generations should be
educated to acquire the proper attitudes and skills essential to their performance as

executives. The Roman emperor Diocletian, in (284 C.E.), introduced an
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organizational structure when he reorganized the kingdom into territories of (101) and
classified them into parishes. This is noteworthy for opening a chain of authority with

the approval committee (Osigweh, 1985).

Historical Roman administrative records are incomplete, but organizational
complexity has influenced the development of administrative technology. Using scalar
standards and authority committees, the city of Rome was efficiently expanded into an
empire. The oldest and most well-known idea among business owners is the "classical
management movement.” This management process took place between 1885 and
1940 to create a logical and scientific foundation for the management of an
organization. Its origins go back to the Industrial Revolution, where people gathered
for the work of manufacturers, as opposed to the craft networks where people worked
in small shops and apartments. The industrialization has established the need for
effective planning, organization, influence, and management of all work activities.
Sophisticated management activities have two essential cores: scientific Management
and General Management. Scientific management focuses on ways to improve
productivity. Management theory focuses on evaluating an organization as a unit and
making it particularly effective and efficient. The collection of sources commonly used
for sophisticated business activities ranges from 1895 to almost 1940. There is
currently a resurgence of curiosity in classical management theory to reduce costs,
increase productivity, and verify the efficiency and effectiveness of an organization
(Rogers, 1995).

2.2.1 Management process. The goal of management is to deliver needed and
desired outcomes efficiently and desirably. It is performed Through the usage of
reserves in particular requisitions or contexts. There are five management activities in
play In each circumstance. First, planning provides goals and motives for identifying
and deciding what to do and how to do it. Second, Executing consists of the three sub-
activities and managing to decide on the proper organization and relationship of
resources and procedures to accomplish the desired result or outcomes most effectively
and efficiently. Third, sourcing — locating and obtaining all the resources and
procedures required to accomplish the goals. Fourth, Organizing includes
coordinating, symphonizing, directing, and arranging reserves in altering and vibrant

surroundings. Fifth, control is monitoring and measuring the standard performance,
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comparing it to expectations, assessing variations, orchestrating activities, modifying,

classifying differences to the plan, or giving direction for sourcing (Lodato, 2006).

2.2.2 Management goals and objectives. Managers constantly have been
striving to generate outcomes; new managers must develop them in a period of
immediate and fast social and technological transformation. Managers must be
qualified to generate the outputs of their work; the change must be utilized and not be
used or wiped out by it. Both the managers and the companies they organize require
to predict transformation and fix powerful, looking-forward objectives and goals, so
the managers eventually initiate to create alterations arise whenever they want to and,
in that route, earn tremendous discretion of their surroundings and their futures (Jones
& Pfeiffer, 1998).

The most significant equipment the manager has in establishing and
accomplishing ahead-looking objectives and goals is their employees; The manager
needs to: initially, be qualified to infuse in the employees a feeling of crucial obligation
and intention to participate in organizational objectives and goals; after that, control
and organize the struggle of the employees toward objective and goal achievement; at
the end, assist employees dependents in evolving inability so they can make

tremendous collaboration.

In hopes of enhancing personal production and contribution, managers have
exercised many different approaches: they have attempted to get obligations and tough
jobs through economic stress and bonuses; they have strived for enormous production
by educating the employees on the most admirable or most productive ways to do a
job; and they have attempted to press their workers into a feeling of well-being,
wishing that their convenience would generate an intention to participate. All these
techniques had some accomplishments, but only some were partially achieved in
inserting adequate aspects of durability and adaptability into organizational life to
enable it to develop and stay attainable in this period of change and socio-technological

disruption.

Management by Objective method, all managers establish particular goals and
objectives to be accomplished in the future with the perception that it expects and

motivates their teams to repeatedly inquire how and what additional can be done, is
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proposed as some aspect of explanation for this issue of administrative stability and

creativeness.

All companies build and survive for a motive. To accomplish that motive and be
familiar with the whole company, high-level management forms objectives and goals
crucial for the company's long-term survival. Those companies that are not obtaining
management by objective method, planning, and set to accomplish these familiar
organizational goals are organized beneath. Strategies and goals are handed down from
one management level to the next, and employees are trained and notified of what to
do and what they will be held accountable for (Kinga & Olaf, 2016).

The management by objective method inserts an ingredient of discussion in-
depth to the technique of finishing schemes and goals into different levels of
organizational level and from one level to another by the management authority in a
company. Dominant carries particular goals and objective regulation for the associate
dependent on a discussion with this associate, who additionally brings specific targets
and measures that the individual in question considers fitting or adding to better
achievement of the gig. Jointly they formulate an association of a particular target,
measures of accomplishment, and time shapes in which the subordinate submits

oneself to accomplish those objectives(Bieniek, 2004).

Afterward, for the achievement of the company goals, the subordinate is then
held accountable. The subordinate and the dominant will have periodic improvement
assessments and reexamination discussions. However, toward the finish of the bundle
time frame, the subordinate is evaluated on the results the individual in question has
achieved. The individual in question might be granted for accomplishment by
advancement or compensation rises, or the person might be terminated or moved to a
task requiring practice or upkeep. Anything the outcome will be founded on
accomplishing the subordinate's objectives had a few pieces in setting and obliged

oneself to achieve.

2.2.3 Management control. Administrative or management control is an
interaction wherein an association endeavors to accomplish the arranged or, on the
other hand, wanted outcomes or performance. In doing so, companies might make

different moves to limit the adverse consequences of the outside and inside
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surroundings. Management control addresses a strategy for dealing with the

performance of a business.

A connection exists between administrative control and bookkeeping. However,
there are crucial contrasts as well. For instance, the objective of monetary bookkeeping
is the synopsis investigating an organization's performance. The data is planned for
outside partners and is ready by acknowledged norms of monetary announcing. Then
again, the errand of the executive’s monitor is to support directors of associations to
form key vital targets and plans and screen their performance. By and large, the
executive’s control is an inside cycle. The strategies and devices utilized by the
executive’s control are adjusted to the particulars of every association and are not

exposed to any commonly acknowledged norms (Srdjan, Predrag, & Salvoljub, 2015).

The advancement of management control as a hypothetical discipline is
connected to an original paper entitled Arranging and Control Framework, which was
distributed by Robert Anthony in 1965. He characterized administration control as a

capacity that joins essential preparation with operational control (Otley, 1994).

Management control was initially considered an answer for the administrative
issues of huge, decentralized organizations in modern nations. Chiefs had the issue of
facilitating and monitoring crafted by associate employees' authoritative division
inside the partnership. The errand was to consent to the exercises of such division with
the targets of high-level administration. Moreover, it was essential to give data to assist
chiefs with having the option to address any variation from the supported plans.

The traditional hypothesis of the board monitor has offered an answer through
the development of supposed liability habitats. These are cost focuses, income focuses,
benefit, and venture focuses. An exceptional part of the board bookkeeping, called

liability bookkeeping, was made on this premise.

The supposed Organization hypothesis created by financial analysts Meckling
and Jensen in the eighties is truly answerable for developing the old-style management
monitoring and control hypothesis. The organization hypothesis depends on the
possibility of a world wherein works are a few unequivocal and verifiable agreements
between two people, proprietors, and representatives. In this world, the two sides act

objectively and are propelled exclusively by personal responsibility. The organization
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bond is reproduced in the way that the proprietor or head authorizes dynamic power to
the administrator or specialist who enforces orders for the proprietor's benefit. Given
expanding his utility, the supervisor as a specialist will only sometimes, in all cases,
act to the most significant advantage of the proprietor. Subsequently, the proprietor
has required bookkeeping and other control strategies for controlling the way of
behaving of administrators. Notwithstanding personal circumstances, the
organizational connection between proprietors and administrators is likewise affected

by unfavorable determination, mortal danger, and unbalanced data. (Hewege, 2012).

From the makers of the old-style hypothesis of management monitoring and
control during the 1960s until the present time, it has been the more significant part of
a century. During this period, a substantial modification in the surrounding companies
happened. globalization, liberation, the ascent of strong rising economies like Brazil,
China, and India, the dispersion of new advances, and digitization of data are only a
few such changes. It raised questions among scholastics, chiefs, and different partners
that this management control arrangement has become insignificant for carrying on

with work in changed conditions (Nixon & Burns, 2005).

2.2.4 Management techniques. Management procedures have been the subject
of much revenue in administration studies. They cover an enormous scope of insightful
methods, from the vital independent direction, bookkeeping, execution estimation,
project the executives and showcasing to human resource tech-Remarkable. In any
case, most distributions that are middle on administrative procedures adopt an assigned
strategy and give a mechanism to guide zeroing in on specific parts of administrative
jobs and point toward rehearsing supervisors. Scarcely any distributions take an
essential position that would interest a scholarly crowd, and these tend not to address
socio-material parts of administrative methods (Nathalie, Anna, Philippe, & Francois-
Xavier, 2018).

Business books and directory books propose rules for administrators on what
they ought to do. Countless volumes depict numerous such methods. These books
present itemized and orderly insightful techniques for directors to aid navigation and
further develop effectiveness and efficiency. The scenarios cover all sections of the
current administration, encompassing corporate administration, promoting the

executives, activities of the board, financial the executives, human assets of the board,
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data the executives, the board science, arranging, and asset portion (Nathalie, Anna,
Philippe, & Francois-Xavier, 2018).

2.2.5 Management problems solving. An administrator's dynamic process is
characterized by three different styles: Intelligent, spontaneous, or reliable
administration. Intuitive administration expects experience time and grade. Those
managers who follow this style have a specific arrangement of subliminal guidelines
for responding to circumstances, particular propensities, and typical reactions that

empower them to act deftly (Giulioni, 2019).

According to Lussier (2017), intelligent administration alternates with an
essentially postponed dynamic cycle since the individual in question deliberately picks
arrangements for the occasion when the issue emerges. Given that these management
techniques are the extreme edges of the continuum, the stable direction is a hybrid of

both, a style that seeks to mitigate the shortcomings of each and retain both advantages.

Reliable, independent direction is unrivaled in five particular ways. It allows the
estimation of the triumphs and disappointments by Kkilling factors through
dependability. Consistency includes taking accountable courses in everything from
setting goals to creating schedules you can follow, including setting reasonable
assumptions and methods for the work process. When someone can predict as a
manager, they will begin to build a reputation through a proven history of success.
Consistency maintains relevance and modernity when continuously investing in
several opportunities to find answers to problems. Finally, a predictable dynamic style
will work by setting a robust model for the subordinates to emulate the example
(Holtzclaw, 2012).

2.2.6 Knowledge management. The framework encourages information
recovery, capture, capacity, and reuse. This recognition of knowledge management
and its frameworks is that they comprehensively combine organizational and
specialized arrangements to attain the objectives of information maintenance and reuse
in arrange eventually to move forward incorporate and person choice-making. (Jennex,
2005).

Knowledge management permits knowledge management—frameworks to

require anything necessary to accomplish these objectives. For a few companies, this
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may not be kind to knowledge management. The framework essentially may be an
archive administration framework. In a community, knowledge management is not
needed. Administration innovation is perceived basically as a record. Moreover, in a
few companies, knowledge management may oversee unstructured information
(Churchman, 1979).

An essential errand of administration within the created nations will be to make
knowledge productive in the decades ahead. The manual specialist was yesterday—
and all ready to battle on that front may be a rearguard activity. The essential capital
resource, the elemental venture, but too the taken a toll center of a created economy,
is the information specialist who puts to work what he has learned in orderly
instruction, that is, concepts, thoughts, and hypotheses, rather than the man who sets

to work manual expertise (Drucker, 1986).

Taylor put the information to work to create the manual specialist benefit. Within
the fabricating handle, his industrial activity was one of the laborers' primary
information utilized. However, Taylor himself never inquired about the address. What
constitutes "productivity” concerning the automated build? Who applies "scientific
management”? As a result of Taylor's work, we characterize what efficiency is
concerning the manual laborer; we still need to reply to what efficiency relates to the
automated build or another knowledge specialist. The estimations that allow us
efficiency for the manual specialist, such as the number of pieces turned out per hour
or per dollar of wage, are unessential if applied to the information specialist. Few
things are as futile and useless as the engineering office, which turns out the drawings
for an unsellable item with extraordinary expedite, industry, and style. The efficiency
concerning the information specialist is in different name central excellence (F.W.,
1911).

Making information profitable will bring changes in work structure, careers, and
organizations as drastic as those within the manufacturing plant, from applying logical

administration to manual work.

2.2.7 Management style. Some directors are coaches, directors who are fair and
oppressive, and directors who are consensus builders. All types have positives and

negatives. Many bosses use all combinations to move on. Ultimately, the leader with
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the most successful group is the leader who supports all group members to grow.
Personnel can be comfortable and cheerful in media where inclusiveness may be
required. Adaptation within the work environment is essential so that representatives
of all Foundations will almost certainly feel their potential. The greater one's identity,
the better their work. Individuals from various foundations can meet to provide skills

and experience with various skills that may benefit the organization (Frya, 2018).

Administration mode is best described as an administration method used by
administrators. The management works with and hires others to achieve organizational
goals by using accessible assets, as management can be a vast race topic. There are
many studies, distributions, and articles in this field, each with its division and
definition for the management styles used; | have come to the middle of the inquiry.
As a result, many articles related to this topic have branching claims and technical
categories. However, if we could summarize all the works worn on this matter, we
would find the conclusion with seven styles commonly used worldwide, which are

relevant to many scholars and creators creating more.

2.3 Management Review

Management, indeed, is one such over-recognizable idea. We practice, examine,
and show it daily; however, only some do so without scrutinizing the concept. For a
particular something, it is not required, for an instinctive, verifiable methodology
frequently functions admirably. Furthermore, when the need emerges, we could recall
some old illustrations from our understudy days about how administration is the alike
thing as planning, arranging, coordinating, controlling, and directing to accomplish
results with individuals. Even with being exposed to decisive reasoning, this answer
seems sub-par. It is ambiguous, giving little data on how the executives are drilled. It
also has a few apparent defects, similar to its overt repetitiveness with individuals on

the board, for instance, human assets on the board.

At long last, not the slightest bit does it depict the particulars of hierarchical
administration; however, it applies a lot similarly to dealing with a family or playing

a soccer match with companions. "So portrayed, the board is an all-inclusive human
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action in homegrown, community, and political situations, as well as in associations
(Boddy, 2017).

For sure, the phrase for the board is extensively utilized in common terminology
and, surprisingly, in the authoritative world and is assigned to sections as various as

information or outrage the performance.

Koontz (1961) expresses that scholars and specialists name nearly everything
and anything on the board. From an institutional perspective, the phrase alludes to
supervisors, for example, individuals answerable for making due. From a utilitarian
perspective, it alludes to the act of making due. This part targets fostering a special
meaning for the executives, utilized here in the functional feeling of "making due."It
is crucial to audit the current definitions in writing and inspect which of their

viewpoints are valuable and which are not.

The best methodology is exploratory, theoretical, and semi-pretheoretical to
foster another meaning of the board that plainly and completely catches the term's
importance and substance. Before speculations of the board can be created and
precisely testable forecasts can be determined, essential definitory ideas must be laid
out. This advancement interaction might best be portrayed as a type of kidnapping
(Robert & Christopher, 2017).

The reasonable clearness and fittingness of the basic ideas essentially decide the
nature of logical hypothesis and examination. An exhaustive overview of the writing
was led to distinguish however many administration definitions as could reasonably
be expected. These definitions were then broken down subjectively to determine
everyday topics. As a result of the well little, and along these lines, halfway odd,
example, and because numbers are close to insignificant with regards to making
another definition, no quantitative examination was directed. All things being equal,
the whole component bunches are exposed to the essential investigation. Furthermore,
fundamental new definitory components are conceptualized, expanding on reasonable
knowledge, survey research outcome, and a wide determination of best hypothetical
contemplations from many years of the executive's writing. Like any idea, executives

can be characterized in various ways.
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To oversee is to gauge, plan, put together, order, direct, and control. Predicting
and giving implies analyzing the future and drawing up a game plan. To arrange means
developing the endeavor's double design, material, and human. To order, it suggests
keeping up with action among the faculty. To organize implies restricting together,
bringing together, and fitting activity of any kind and exertion. Control implies seeing
that everything happens incongruity with laid out rule and communicated order"”
(Henri, 1916).

Right up to the present time, most meanings of the manager attract to Fayol's
historic tasks "General and Modern Administration™ distributed in this year of study.
In like manner, "To oversee is to gauge and plan, to arrange, to order, to coordinate
and to control” (Henri, 1916).

From the start, this is adequately conceivable. Without a doubt, Fayol's definition
has its benefits, which will be talked about in the following subchapter. Even with this,
the convenience of this undertaking inventory is somewhat restricted regarding
precisely portraying the manager's idea. Above all else, here and there, these
administration errands are perceived to be a circle not exceptionally not the same as
the supposed "Deming circle” of consistent improvement. The manager should be
overseen regardless of whether the assignments are acted in another request, specific
undertakings are not satisfied, and the cycle will never close. For example, monitoring

a task outcome lacks having coordinated with this task by the manager.

Fayol's definition depicts the executives as a need that might arise to be
performed to accomplish any business undertaking. As such, it represents the board as
a cross-over and unrivaled capacity that controls the simple execution of work, for
example directing/performing it. Nearly everybody can settle that not all that occurs
in an association is the executives, just the controlling part. For instance, dealing with
clients/machines or producing/booking financial streams are work activities, not
administration (Erich, 1981).

They concluded which undertakings should be performed by the managers and
motivationally starting and controlling these exercises. Any administration position
also involves enforcing tasks, such as leading/performing and haggling with
significant clients (Peter F, 1916).
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Notwithstanding, the specific idea of the issues guided by the board impact stays
obscure in practically all administration definitions. Those characterizing it as
"arriving at goals through individuals” and so forth focus entirely on human resources.
Does this have neither rhyme nor reason since how might the board vary from human
assets to the executives, for example, individuals on the board? Dealing with an
association is more than overseeing the workforce. Exercises like serving clients or
examining accounts first come into view, yet as framed above, they are only execution
and not administration, so this is not it. Likewise, there are non-individuals for the
board assignments, like characterizing a business system, picking an assessment
model, or selecting a financial plan. In any case, the topic of how to methodically
portray individuals and genuine specialized parts of the board is not at all

inconsequential. Most administration reading material overlooks this issue.

One exemption is Boddy (2017), as indicated, who deals with a business
exclusively crafted by the directorate instead of first-line, center, and chief
administration and working employees. "They lay out an arrangement and have
specific obligation regarding overseeing relations with individuals and establishments
on the planet outside - investors, media or chose delegates.” However, this is a small
arrangement here because not exclusively are authoritative individuals at all
progressive levels possibly associated with these exercises, think client contact or
participative vision articulation. Nevertheless, additionally, chiefs have their

reasonable portion of individuals on the board to do.

The arrangement is to conceptualize functional administration as absolute
individuals on the board. In contrast, constitutive and fundamental administration is
generally authentic specialized administration, containing just installed particles of the
previous, for example, H.R. administration and H.R. technique. Thus, the executives
are more than overseeing individuals; undoubtedly, numerous definitions express that
administration is tied to leading assets overall. While this is right, it still needs to be
completed. For a particular something, the board is additionally about overloading
markets. Purchaser markets are worked by advertising and deals exercises, which must
be made due. For another, the sold items should be created in any case, which includes

subtasks like manufacture and examination/improvement. Non-benefit associations do
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not address shopper markets or production merchandise; however, they face the same

errands of offering and delivering their administrations to their vested parties.

A solitary hierarchical unit, for example, an inward faculty office, probably will
not refer to its business sectors and items. However, it must deal with the same issues,
like compensation frameworks and their acknowledgment inside the labor force. Such
market and creation exercises are not assets in the world's thin or more extensive
feeling. H.R. may generally direct them, yet the last passage shows that the manager
is more than an individual, the executive. For instance, making a promoting and
creation technique is not a group for the executive's task but a specialized real
administration task. Hence, meanings of the board that expressly notice assets ought
unequivocally to specify market and creation tasks.

2.4 Theories Review

The initial portion encompasses the vital examination of the management school
of thought. Beginning with the classical management theory contains essential work
such as scientific management theory. | examined that the substance idea of this school
intensified management as a scientific path to obtain economic growth efficiency by
encouraging workers via financial rewards. it analyzed the problems and sensations in
the current direction. The challenges encountered by modern-day managers are
communicated through complicatedness, connectedness, and context. The objective of
management theories stayed on the effective and efficient management of resources to
conserve reasonable capability and survive in the dynamic environment by using the

method and technique that is in the best of companies interest.

2.4.1 The importance of management theories. Management theories enable
companies to focus, communicate, and evolve. Using management theory in the
workplace enables managers to concentrate on their primary goals. When a
management style or approach is executed, it automatically simplifies the top
preferences of the company. Management theory enables us to enhance
communication with individuals and groups we work, allowing us to operate more

effectively. Understanding management theory allows essential assumptions about
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management styles and goals to be presumed and save time during daily dealing and

meetings within a company.

Theories can only extend so far, and management theories are no exception.
One-size-fits-for-all management theory is no such thing in management. If something
works for one organization, this might apply to another. Therefore, when one theory
does not fit a specific situation, it is significant to examine the choice of evolving a
new theory that would lead to a new, more appropriate path. While some theories can
survive the trial of time, different theories may be unrelated, and new theories will
evolve in their spot (F.W., 1911).

Directing people and supervising tasks and things are the act of management.
So, management theory is the collection of knowledge, belief, and findings that help

managers assist and support their teams and the company's goals.

2.4.2 School of thought. Over the period, management has advanced and
improved extensively. It has continuously obtained modern theories and practices and
rehabilitated those theories to enhance the number of management practices. And the
administration is available anywhere as there is a requirement for making the choices.
Thus, a perception of the behavior of the company management needs to be essential
and requirable to encompass information on the understanding and advancement of

popular Management Theories (Daniel, 2015).

In the book "Management and organizational theory,” numerous theories of
thought are recognized, containing The Economic method, the Political method, the
formal method, the Intuitive method, the Scientific procedure, the Interpersonal
method, the choice method, the situational method, and the Systems method.
Regardless, everything needs to be categorized everything into Classical, Neoclassical,

and systems of thinking that are modern and prescientific (Baridam, 2002).

2.4.3 Scientific management theory. It synthesizes and evaluates workflows.
Its goal is to enhance employees' productivity and economic efficiency particularly. It
was a former struggle to apply science to the engineering of technique and
management. However, there a description is provided. For instance, Scientific
Management is knowing precisely what you want your employees to do and watching

them do it reasonably and cheaply (F.W, 1911).
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2.4.4 Management system theory. In systems theory, a profuse essence of
knowledge has existed. Systems theory in management has different publicized
studies. This fortune of knowledge acquired through theoretical postulations and vital
experimental inquiries has helped coordinate investigators' awareness towards
conceptualizing how it has supported strengthening administrative advancement
through its requisition (Cornell C & Jude, 2015).

2.4.5 Contingency management theory. The contingency theory is an essential
tool for increasing performance in companies. The connections are constantly much
more reasonable, simpler to comprehend, and better sophisticated than those of
numerous different types of theories. They always express issues and elements of a
bigger size, scale, and effect than other theories. This clarity and vast scope provide
contingency theory its tremendous apparent capability, the capability of expanding
easy outcome regulations that has a vast-scale impact on a company's business

performance. However, this capability moves greatly unrealized.

Contingency Theory as Science. Science can be assessed as either a procedure
of investigation or an ordered surface of knowledge. Contingency theory encompasses
both. The problems communicated by the science of organizational theory are variants
of how the productivity of companies can be improved. For the theory of contingency,
the edition of the question is "For the superior performance, What is the mixture of
factors related to? The improvement of contingency theory includes a line of
investigation to find the usefulness of several varieties of elements and factors (Betts,
2003).

2.4.6 The management theory of stakeholders. According to Clarkson (1994)
company is a system of stakeholders. His explanation of this theory describes that
performing within the vast network of the host community gives the essential
legitimate and infrastructure of the market for the company's movements the objective
of the company is to generate dividends, wealth, and credit for its stakeholders by
transforming their share into services and products, therefore, (Blair, 1995) who
assisted this perspective is recommended that the perfect leaders and company
management should be double or maximize entire capital invention by the company
the motive to gripping thus is to strengthen the rights and give privilege authority like

purposes to those parties in the company who participates or monitor meaningful
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technical intake also called company particular workforce assets and to coordinate the
goals of their key stakeholders in consideration of exterior inactive stakeholder. Those
Consistent beliefs by Blair to give a sound sense of possession for the meaningful
shareholders, and a suggestion by (Porter, 1992) to us whom the guideline is made that
they must motivate committee members by significant suppliers, employees,

consumers, monetary adverse, and society representatives.

As Porter (1992) proposed, the company pursues longer time holders and
provides them a straightforward right of authority and collaboration in governance.
These suggestions support organizing the kind of venture associations' with business-
related systems and strategic alliances. In other phrases, porter proposes that
competitiveness can be enhanced by using all four instrumental procedures for
regulating transactions rather than just markets and structure. As proposed by Turnbull
(1994), This will helps the necessity to enhance the theory of the companies. In vast
businesses, the great extent of aspects in management planning also is a crucial

influence.

Kopp and Leyk (2004), it is sad that top management rarely examines the huge
expenses included compared with the manager advantage from such nitty-gritty
instruments. It is then nothing unexpected that items, expenses, and essential control
as often as possible get slight examination in the strategy.

2.4.7 Goal-setting theory. The theory of goal-setting evolved apriority within
industrial psychology institutions over twenty-five years of duration based on the same
four hundred test labs and areas of study. These studies indicated that particular vast
goals guide an extraordinary degree of job achievement than simple goals or silence

summarized goals such as the advice to "do one best” (Latham & Locke, 2018).

Management is a path of forming a company with goals for a particular time.
The main point of goals directs to more outstanding performance than when people
struggle to do their best. The performance help of challenging specific goals has been

indicated in hundreds of laboratories and areas of study (Latham & Locke, 2018).

Such goals entirely influence the performance of company units, individuals,
groups, and entire companies over a long as twenty-plus years. By giving guidance

and essential components through which progress can be controlled, challenging goals
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can allow people to guide and improve their performance. It is adequately documented
in the educational and practitioner literature that goals can improve enthusiasm and
performance by leading people to concentrate their attention on particular goals and
improve their actions to limit these objectives, remain in the complexion of obstacles,
and evolve modern methods to target achievement. Through such motivational
procedures struggling goals guide special bonuses such as improvement, recognition,

promotions, and increased profit from a particular task.

Management must be established, so that team units realize their
accomplishments as challenging parts of the company; its Reasonable to achieve goals.
Some managers have not been seen to encourage their employees to accomplish even
though forming unique goals establish the bench bigger to attain self-achievement;
achieving goals establishes an increased understanding of the positive effect, efficient
self-attainment, efficiency, and a feeling of prosperity explicitly when the objectives
vanquished were viewed as trying by giving constructive outcome, feeling of
prosperity. Self-satisfaction, mainly when the goals conquered were considered
challenging. Creating desirability and providing self-attainment goals also increase
organizational obligation, ultimately impacting the employee's attitude, decreasing

turnover, and improving the connection between intense objectives and execution.

2.4.8 Management cognitive evaluation theory. When observing an activity,
The cognitive theory demonstrates that it adequately evaluates how it fulfills and
confronts the need to sense control and superiority. It will be inherently inspired to
accomplish the activity if we believe we will be able to satisfy the job expecting no
additional outside encouragement, where a powerful inner locus of control some
individuals have as they will realize that they are in the monitor of their activities what
is more, how they will acts where they have a strong external locus of control they will
trust that the encompassing surrounding or others have a tremendous impact over what
they will do. Management builds a perception of commitment for the manager in

charge of an office or department.

The perception of being in charge of the result of the consequences of an office
due to the achievement of management goals can be a basis of courage and hence the
advancement of execution. Groups and individuals may see outside bonuses and

rewards as accomplishing a few extents of the monitor over them or the prize as
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information such as where they enhance their sense of self-determination and
competence. When a group or individual sees the bonuses as primarily for control,
they will get enthusiastic and motivated by achieving the prize but not by improving
the desired attitude.

This theory has two motivation systems: extrinsic and extrinsic, corresponding
to two kinds of motivators; extrinsic motivators contain bonuses, promotions,
paychecks, working conditions, and feedback. Intrinsic motivator encompasses actual
performance and the task, or it comes from the accomplishments of responsibility.
These inspirations are things that come from an individual's surroundings, and these
are monitored by someone else. Influenced persons conduct for their satisfaction and
accomplishment, which is called Intrinsical. In extrinsic motivation, they lose
motivation if they do some task given compensation, functioning conditions, or
extraneous motive. A significant intrinsic motivator is Management accomplishment.
It builds a sense of personal accomplishments and commitment to meeting
management goals. It leads to personal satisfaction and will increase managerial

performance.

2.5 Empirical Review

Empirical proof of the link between management and business performance has
grown into two paths of investigation: First, the literature on understanding processes
and business performance has looked at how activities like knowledge acquisition,
sharing, and use, occur in firms even when no formal managerial involvement is
present, are linked to a variety of company performance results (Chenet, 2010; Lee,
2013).

To place this void inside the literature, the established document technically
evaluates experimental research on management and is publicized in that academic
and peer-reviewed journal. The unique purpose of this research is to expand the
modern conception of how management development that going into depth anlysis
which extract hr practices and managerial performance deep down to training &
development are related to several outcomes of company performance. This
exploration assumes that related data will be collected and categorized into different

focus categories, ultimately selecting how the management development and
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managerial performance further extracted to hr practices and training & development
in various industries and sectors, are related to diverse business performance. This is

the first document to evaluate the prior studies with this technique.

The study is significant due to it strengthens the framework of the literature that
is widely spread on management development and managerial performance. This trail
is familiar to management studies in common, as it coincides with several different
areas, such as the management of human resources and information technology (Ragab
& Arisha, 2013).

The researcher examined a restriction on the management procedure that directs
responsibility-slashing to accomplish usefulness. There is a scarcity of solid-based
enforcement management monitors as an influencer; sum up, earnings were the
significant performance pointer. Management success in the public sector should be
judged against coherent organizational policies. The investigator finalized that
management is ideally obtained in the examination and commonly used to convey

plans, operations, and policies.

Jointly with the rapid development of globalization and altering organizational
hierarchies, the demand for talented managers is increasing in the labor market, and
there is a shortage of competent managers. Therefore, management development has
become one of the most significant management types of tools for attracting and

retaining qualified administrators. (Wiseman & Van Der Pol, 1981).

One of the critical elements of human resources development is Management
development. It is a source of being competitively superior to rivals and defined as a

tool for organizational modification (Clarke, 1991).

Nevertheless, business development theory is still in its infancy despite its
significant function. Phase is frequently clarified as theoretical (Mobey, Mapping,
2002).

Development and Management study needs to catch up with advancements in
the management of human resources practices in other fields, including task network,
high-performance, and particular methods, including job offers, selection, appraisal,

training, and reward systems. This does not suddenly reveal that majority of companies
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need a comprehensive understanding of management development. (Margerison,
1991).

Enhanced to the complication are the grated consequences statement from prior
experimental research. Several surveys illustrate the affective bond between
management development and organizational performance (Gooderham, 2005; Tan
and Lee, Phan, 2003; Mabey & Harold, 2000).

Though, some people are extreme and blame management development as an
event with meaningless consequences (Clarke, 1999). Moreover, recent research has
been positioned in Britain, the United States, and Europe, and therefore more needs to

be understood about how managed development works outside these contexts.

The current study aims to establish the study of Mabey and Gooderham (2005),
a modified management development that assesses the impact of background variables
(location, company size, industry) and training & development sets the management
development process. Recommend and test the model. The organizational strategic
view of management development, the management development system, the
perceived value of the line manager for management development, the strategic
suitability, and the impact on the company's performance.

Management development results include performance outcomes such as
organizational capabilities to attract and retain critical employees, improved company
relationships, product development, product quality, long-term customer relationships,
and satisfaction. To enhance business development studies throughout Afghanistan,

serval manufacturing companies in Kabul were selected as the focus of the study.

The current study manages by first identifying the components of the
management and development process, then identifying their relationship to some
corporate performance indicators, and conducting empirical surveys in many countries
in the Asian region. We analyze development in more detail and more
comprehensively than in previous research. It has been extended to countries already
covered by Europe (Mobey & Gooderham, 2005).

It assesses whether management development contributes entirely and

significantly to the company's success, regardless of its context or discipline. If so,
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which elements of leadership development contribute significantly to the company's

success increase?

Cliff, (1998) and Bates (1990) Therefore, the selection and use of proper
performance are crucial to the success of an entrepreneurial enterprise. The literature
on how a business must function to succeed reveals a solid commitment to survival,
sales and profitability, and scaling of the business. Comprehensive research on
organizational performance indicators has been conducted, but relatively limited
research has investigated the relationship between management performance and
business performance in the corporate world. This research has made various
contributions to management by improving their knowledge of management
involvement and organizational responsibilities that affect managerial performance.
First, according to the survey outcome, this document suggests that the impact of
management development and management performance on the organization's
performance is clear and essential. Next, the study found that increasing the value of
the interaction between business performance and business development improves

performance results.

In short, the high degree of interaction between management development and
management performance provides a situation that can be applied to outstanding
corporate performance. However, according to the literature, improving awareness of
the involvement of high-ranking managers in an organization can lead to improved
performance. In contrast, a sense of involvement of low-ranking managers in an
organization is a sense of their performance. It can lead to a decline. Similarly, this
literature review supported that the value of the interaction between management
development and management performance differs between the low and high
performance of the company. A high relationship between management development
and performance is related to outstanding organizational performance. In contrast, a
poor relationship between management development and performance is related to

poor organizational performance.
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2.6 Management Factors Affecting Performance

Coming up with an analysis of the literature review, the related factors driven by
the literature review that affect business performance are management development
and managerial performance, which are further extracted to sub-variables such as

Huaman Resource Practices and Traning & Development.

2.6.1 Management development. According to Karthikeyan and Nakkiran
(2007), Administration improvement aims to make strides in managers' general
viability in their current positions and plan them for more outstanding obligations
when promoted. They characterize preparing as an organization's endeavor to move
forward the viability of its members. Training helps support and change current

director exercises and work execution.

The development of management is one of the determinants of a company's
prosperity and directly impacts its use in the organization. The Management
Development Program helps employees acquire unidentified or inactive skills. The
entire working environment of the organization turned out to be very difficult as the
manager has become a better leader and is even going to take risks at a better level
(Khan, 2015).

2.6.1.1 Organizational culture. According to Schein (1985), The method of the
essential inferences formulated, observed, or evolved by a specific group that knows
to deal with the issues of internal integration and external adaptation is functioning
tolerably to be considered valid, so remember to wish to be educated because the right

way to recognize, think and feel these issues.

Organizational culture has become essential for what it has attracted and made
possible. Organizations are multifaceted, emphasizing that how an individual
understands and thinks about an organization can often be more important than the
numbers say about the organization. It emphasized the hidden creative potential of
those who transform the organization and the importance of what happens in everyday
relationships, not just in the annual corporate report. It causes a growing interest in the
organization's human side and the "softer" elements and how talented professionals

manage informally with leadership styles, visions, recruitment methods, compensation
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structures, and strategic goals. Provided a platform for discussing the greater alignment
(Linstead, 2001).

2.6.1.2 Human resource management. Although it was often assumed that
human resource management techniques began with the industrial revolution, the truth
is that human resource management has a long history. Humans in ancient cultures
divided labor among themselves in the same way that workers in modern corporations
divided work among themselves. As a result, the division of work can be considered
to have existed since primordial times. Tasks were assigned based on abilities such as
the capacity to find food or plants, monitor animals, or cook (Price, 2007). But the
industrial revolution in the 1800s made the most significant contribution to the creation
of the systems of (H.R.M.).

Human resource management is considered a significant role in any company,
regardless of its activity, according to (Batti, 2014). It creates the most crucial
atmosphere for enhancing business performance. A process that supports businesses
in recruiting, selecting, and developing people inside the organization," according to

human resource management.

H.R.M. can be defined as a person's workforce development that is holistic and
integrated. H.R.M. is a philosophy about managing people based on various beliefs
about human and organizational behavior. It concerns the ethical component - how
people should be treated in line with a set of moral principles — and the contribution it

may make to increasing organizational effectiveness via individuals.

Human resource management is described by O'Brien (2011) as the management
of an effective manager or human capital. It is responsible for attracting, hiring,
developing, evaluating, and promoting staff, supervising company leadership and

culture, and ensuring labor and employment standards are followed.

2.6.1.3 Human resource practices. According to Mensah (2014), Intellectual
resource (human capital) has recently been regarded by most scholars and practitioners
as one of the most significant aspects of any corporation since it may help accomplish
organizational goals. Employees are a company's most important resource for gaining
a competitive advantage. Businesses rely on talented employees to be productive,

creative, and inventive and deliver excellent customer service.
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Companies must acquire, develop, and manage world-class human resource
management capabilities and processes to grow and compete in today's talent-based
global economy. Human resource practices has a significant part in determining a
company's existence, effectiveness, and competitiveness, just as profit does. Human
resource practices methods have aided in implementing any company's business plan
and providing services that customers appreciate. Human resource practices is a
proactive technique to employee relations that emphasizes the importance of

maximizing people's potential to gain a competitive advantage.

2.6.2 Managerial performance. According to Bates and CIiff (1990, 1998),
selecting and using functional managerial performance is crucial to ensure the success
of company businesses. It derived from this literature review of the businesses to how
they should perform to accomplish flourishing revealed influential tasks on the
business's survival, sales expansion, profitability, and enlargement in the institution's
size. Though many studies have been done before on success measures of businesses,
somewhat limited studies have examined the relationships between managerial
performance and business performance in the entrepreneurial world. The outcomes of
this research gave various contributions to management by enhancing knowledge of
management participation and organizational responsibility influencing managerial

performance.

Managerial performance is a critical factor in a company's success, as human
resources are considered one of the essential elements of a company in today's world.
From the beginning of the year, managers need to know what their desired goals and
goals are to be able to direct their efforts in the right direction to reach them as the year
progresses. All managers can review performance at the end of the year by comparing
actual results to desired results and, based on that, determine that they are above-
average, satisfactory, or below-average employees. Employees also need to know that
salaries and packages are performance-based. In addition, employees who perform
well this year will receive a significant salary increase after performance evaluation
(Qureshi & Hassan, 2013).

2.6.2.1 Poor management. The manufacturing companies of Kabul,
Afghanistan, are facing problems related to the need for a management toolbox. From

this study. The leading cause of poor management of the company due to badness of
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Leadership skills and bad quality management. More than half of the businesses wind
up due to poor management and lack of understanding, leading companies to terminate
their employees and shut down, leading to higher unemployment in the city. This
research examines how leadership in management inefficiency plays by managers
delaying the critical task and not developing and coming up with different ideas and
new products to deliver the exact expectation of a business to survive in this
competitive world. This study aims to put management in action to fill those voids
which might come up by the lack of understanding, which causes a relationship
between the management and business and leads to poor performance. The analysis
results show that poor management, coupled with premature deployment and
implementation of the solution, can lead to severe consequences. Not knowing how
the management role can significantly improve the business will affect the lifecycle
process from start to end. The point that can be understood from this research is that
Afghanistan is a country that lacks managers and leaders. This issue may cause poor
management for a company that will cause significant losses in the business
surrounding. This study showed the significant effectiveness of establishing a
proactive management department early in the process to prevent business planning

and management failures.

According to Richardson & Steve (2005), group leaders who did now no longer
have the predicted overall performance they will deal all day with useless matters.
Instead of preventing and identifying what might be precise, they continue the errors
and increase the number constantly, pressure and increasing the burden of their work.
Stressed and harsh, they encounter a form of milled humbleness at matters that are not
carried out as predicted. They soon begin to put off their task. They start postponing

their acts.

The present is the moment of mismanagement contamination that managers
encounter. All people encounter numerous problems in their way. Insufficient control
of time and events is a trouble in itself. This becomes even more trouble when the
supervisor devotes time to unimportant matters. In such situations, everyone could

make incorrect selections which could save time (Lipi & Ilirjan, 2008).

2.6.2.2 Training & development. Development focuses on actions that help

people acquire the new information or skills needed for self-improvement. All-
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encompassing training and development activities enable learners to focus on the
abilities, behaviors, and understandings needed to achieve goals and create a strategic
advantage for a business (Peteraf, 1993). According to Apospori, Nikandrou,
Brewster, and Papalexandris (2008), training has a significant impact on organizational
performance. According to Subramaniam et al. (2011), training and development can
impact an organization's performance as workers' skills, knowledge, and talents can
improve over time. According to AlQudah, Osman, Ab Halim, and AlShatanawi

(2014), there is a strong link between training and development and business outcome.

Investing in training and development can yield significant results for a business.
Various studies have shown that training can boost productivity and benefit individuals
and companies (Conti, 2005). Several studies have also found a significant association

between training/development and organizational performance.

2.7 Review of The Factors

First, according to examination outcomes, this literature suggested that the
impacts of human resource practices and training development by themselves on
business performance are explicit and significant afterward; in this literature review,
we point out that business performance achievements improve as the value of the

interaction between management development and managerial performance increases.

According to the literature review, the interaction and the relationship between
human resource practices and training development give practical situations for
outstanding business performance. Nevertheless, the literature demonstrated that while
enhancing the impressive management affirmation impression of subordinates in
companies can improve their performance, making subordinates feel the involvement
of low management is theirs may lead to a decline in business performance. Similarly,
this literature review supported that the value of the interaction between human
resource practices and training development differs between the low and high
performance of the company. While high dealings between human resource practices
and training development are related to high business performance, a low interaction
score between human resource practices and training development is related to low

business performance.
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2.8 Conceptual Framework
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Figure 1. Shape showing conceptual framework for dependent and independent
variables

(Bahlolshah, 2022)

2.9 Literature Review Summary

The end of the literature review chapter deals with the management and
management control system, which modifies business effectiveness and controls and
evaluates the organization to improve business performance. Management in a
business should develop an advanced management system to control the entire
organization to overcome future problems. The effect of variance should be evaluated
and analyzed, and significant action must be taken. The manager can use variance in a
business to control different tasks and activities. Furthermore, they can also use to
identify the void areas in a business. Managers in a business can divide the
performance among the company's different departments to have an accurate result
and to enhance the responsibility of their employees. The management department can

divide the task into various departments.
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Chapter 3

Methodology

3.1 Introduction

Chapter three describes the research approach. The chapter describes the
research strategy, population sample, and sample strategies that will be used. It also
specifies the study's data-collecting tools and the data-collection processes. It finishes

by outlining the data analysis process and the study’s limitations.

3.2 Research Design.

This study employs the descriptive method. It is a quantitative research
approach to gathering measurable information from a sample group for data analysis.
According to Aliaga and Gunderson (2002), quantitative methodological approaches
describe a phenomenon or problem by collecting data in numerical form and analyzing

it using mathematical methods, mainly statistical data.

Since it is a quantitative study, eight (8) of the questions in this study were
adopted from Gurbuz and Mert (2011), five (5) of the questions from K, S. Abdullah
& Mohammad Noor (2014), and seven (7) of the questions from (Byukusenge et al.,
2016) other questions according to the nature of the survey has been set with the help
of my advisor and study-related research professionals. The (dependent variable),
Business Performance ,and (Independent variable) are Human Resource Practices and
Training & Development. These are the variables that have been considered, and
according to the nature and objective of the study, the essential questions were also
selected. To understand the importance of H.R. Management, we distribute a list of
questionnaires to determine how H.R. Management impacts day-to-day decision-
making. The results were interpreted using a 5 Point Likert scale. Ranking level on the
Likert scale from 1 to 5 points. Where one strongly disagrees, and five strongly agree,
and the expert opinion has been taken from the professionals to determine the essence

of the questionnaire.
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3.3 Setting

Currently, the Afghan Chamber of Commerce and Investment (ACCI) lists
fifteen [15] manufacturing companies, all targeted. Administrative Employees were

chosen since they are in charge of running the business and managing the company.

3.4 Participants

A random sample was adopted for sampling. It is intended to provide a fair
reflection of the entire population. A comprehensive survey was conducted of all

manufacturing companies in Kabul, Afghanistan, and (260) samples were selected.

3.5 Data Collection

In This research, information was gathered from primary and secondary
sources. A questionnaire was used to obtain preliminary data. According to Krosnick
(2018), The most crucial part of the dissertation is the creation of questionnaires to
collect data from various sources. This questionnaire is designed through proper
channels with the assistance of prior studies and literature reviews. It is an essential
part of a thesis, and because of minimal studies, controversies persist. Each
questionnaire requires to validate in a study. So, finding questionnaires from Previous
research, analyses, literature reviews, and thesis is crucial for developing a

questionnaire.

3.5.1 Data collection instruments. To understand the importance of H.R.
Management, we distribute a list of questionnaires to determine how H.R.
Management impacts day-to-day decision-making. The results were interpreted using
a 5 Point Likert scale. Ranking level on the Likert scale from 1 to 5 points. Where one
strongly disagrees, and five strongly agree, and the expert opinion has been taken from

the professionals to determine the essence of the questionnaire.

3.5.2 Data collection procedure. Since it is a quantitative study questionnaire,
this study was adopted, and the results were measured and interpreted using a 5 Point
Likert scale. Ranking level on the Likert scale from 1 to 5 points. Where one strongly
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disagrees, and five strongly agree. For the first independent variable, the level of (H.R.
practices) is measured using an eight-item scale. A five-point Likert scale was used
for each question to measure the level of the items. For the second independent
variable, the level of (Training and Development) is measured by using a five-item
scale. For each of the questions, to measure the level of the item, five points Likert
scale was used, and for the last, which is the dependent variable, the level of business
performance was measured using 7 item scale. For each question, five points Likert
scale was used to measure the level of the items. Secondary data included
manufacturing company data and other sources such as journals, articles, books, and

Google Scholar.

3.5.3 Data analysis procedure. The method of descriptive analysis has been
performed. The respondents' perspectives on H.R. management issues were analyzed
using descriptive analysis. The data analysis collected was quantitative. This quantifies
degree or number and is relevant to processes that may be stated numerically. A
statistical method is required to test and assess the research hypothesis accurately. In
the data analysis, SPSS software was chosen as the research instrument because it is a
critical part of any study. This software is frequently used in the thesis to complete
research utilizing factual data and statistical analysis.

3.5.4 Reliability and validity. The researcher analyzed the questionnaire’s
dependability after ensuring its content was fair. Reliability is a detailed study that
shows how a technique dependably estimates something. We achieved similar results
when we used the same method in a comparable case under similar circumstances in
quantitative research; we achieved identical results; consequently, our data became
reliable. To assess their dependability, this study employed repeated tests until
equivalent findings were obtained. Another researcher (Taber, 2018) thoroughly
explains and infers the significance of the Cronbach Alpha coefficient, stating that the
most nominally insignificant number must be (0.7), while the upper limit might be

(0.9); in this case, the Cronbach Alpha value is (0.75), which is acceptable.

3.6 Limitations

When conducting the research, the researcher encountered a series of obstacles;

due to companies’ policies and employee confidentiality, companies were unwilling
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to provide information. Furthermore, during The Corona Pandemic, which is a highly
stressful scenario since it is challenging to meet some people face to face, results in
distance data collection and hard for the researcher to collect the data. Moreover, the
ongoing war, which resulted in a change in the whole government system, affected the
traveling and economic system, and a new form of government caused problems while

doing the study.
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Chapter 4

Findings

4.1 Introduction

This chapter detailed the scientific data analysis for the study questions and
hypothesis using the previous research context. For the study's questions, a descriptive
analysis utilizing Means and Standard Deviations was used; for the empirical analysis,

Normal Plot, simple and Multiple Linear, and Regression analysis were used.

4.2 General Information

4.2.1 Rate of response. The research aimed to collect data on the impact of
HR Practices and Training & Development on the business performance of
manufacturing companies in Kabul, Afghanistan, from 260 sample respondents. The

survey had 260 replies out of a total of 260, with a response rate of 100%.

Table 1

Response Rate of Respondent of the Sample

Questionnaires Questionnaires Percentage
administered filled & returned Respondents
Response Rate 260 260 100%

4.2.2 Gender distribution. Males accounted for 255 (98.1%) of all responders,
while females accounted for 5 (1.9%). This suggests that the majority of respondent

members are men. As shown in figure 2
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Figure 2. Clustered column shows the gender distribution

(Bahlolshah, 2022)

4.2.2 Age. The respondents ranged from 25 to 45 years; the highest number of
participants were aged between 0-25, 132 (50.8%). From 26 to 34 were 49 (18.8%),
from 35 to 44 were 75 (28.8%), and over 45 accounted for 4 (1.5%). This suggests that
the workforce’s average age ranges from 20 to less than 30 years. as shown in figure
3
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Figure 3. Clustered column shows the Age distribution

(Bahlolshah, 2022)
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4.2.3 Company in operation. For accurate data to be collected, we asked the
respondent how long the company had been in business. This allowed the study to
obtain critical information on the company's operations Management as a business
performance tool. According to the study results explanation, the majority of 132
(50.8%) employees say that their companies have been in activity between 1 to 5 years,
sufficient to provide the study with the requested information. In comparison, 49
(18.8%) implied that they have been in operation between 5-10 years, the other 75
(28.8%) have been in process between 10 to 15 years, and only 4 (1.5%) revealed that

they have been in operation for 15 years. As shown in figure 4.
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Figure 4. Clustered column shows duration of operation by companies
(Bahlolshah, 2022)

4.2.4 Employees’ work duration. The survey intended to identify the length
of time the respondents had worked in their companies. This allowed the study to
create cumulative expertise using management as an instrument of business
performance. According to the study results, the majority which is 119 (45.8%) of
employees, collaborated between 1-5, revealing that most employees had the
knowledge and experience to dissolve their duties efficiently and effectively
concerning management as a tool for the business performance of manufacturing
companies, while 59 (22.7%) worked between 5-10 and other 66 (25.4%) worked
between 10-15 years. The remaining 16 (17.6%) worked for 15 years. Figure 5

illustrates the finding.
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Employee Work Duration
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Figure 5. Clustered column shows work duration of employees
(Bahlolshah, 2022)

4.2.5 Education level of employees. The study also looked into the
employee’s highest academic degree. The majority represent high school diplomas
which are 120 (46.2%). The other 62 (23.8%) have undergraduate degrees and stated
that the professional qualification of a master’s degree holder had been counted
61(23.5%), while just 17(6.5%) identified as Ph.D. qualification capabilities depicts
the analysis of the findings in figure 6.

Education Level
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Figure 6. Clustered column shows education level of employees

(Bahlolshah, 2022)

44



4.3 HR Practices

4.3.1 Participation and empowerment

Respondents were also asked to express their level of agreement with
participation and empowerment in their company. Employees are involved in quality
improvement and problem-solving with a mean of (2.45) and a standard deviation of
(.858). Employees in the firm have a good and fair complaint process with a mean of
(2.36) and a standard deviation of (0.946); this firm has a formal information-sharing
program with a mean of (2.50) and a standard deviation of (0.932), and Managers
empower their subordinates to develop their skills with the mean of (2.45) and standard
deviation of (1.022) and Employees in the firm are involved in the decision-making
process with a mean of (2.50) and a standard deviation of (1.004). As a result, most

respondents strongly agreed on Participation and Empowerment in decision-making.

Table 2 clarifies the findings.

Table 2.
Descriptive Statistic for The Means and Standard Deviation of Participation and
Empowerment
Means Standard
Deviation
P.E 1. Employees are involved in quality improvement 2.45 .858
and problem-solving
P.E 2. Employees in the firm have a reasonable and fair 2.36 946
complaint process
P.E 3. This firm has a formal information-sharing 2.50 932
program
P.E 4. Managers empower their subordinates to develop 2.45 1.022
their skills
P.E 5. Employees in the firm are involved in the 2.50 1.004

decision-making process
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4.3.2 Selection and development

The study also addressed the value of defining selection and development in
company performance improvement by requesting that respondents rate their
agreement level with multiple components on a five-point scale. According to the
findings, much importance is given to teamwork and cooperation had a mean of (2.51)
and a standard deviation of (1.0245). Employee training program effectively enhances
business performance with a mean of (3.12) and a standard deviation of (1.181).
Employees in this job regularly (at least once a year) receive a formal evaluation of
their performance with a mean of (2.55) and a standard deviation of (1.048). The
findings indicate that the company's selection and development impact business

performance, as shown in table 3.

Table 3
Descriptive Statistic for The Means and Standard Deviation of Selection and
Development

Means Standard
Deviation
S.D 1. Much importance is given to teamwork and 2.51 1.045
cooperation
S.D 2. Employee training program effectively enhances 3.12 1.181
business performance
S.D 3. Employees in this job regularly (at least once a year) 2.55 1.048

receive a formal evaluation of their performance

4.4 Training & Development

In terms of training and development, there were five levels of agreement. The
five levels are strongly disagreed 1 point, disagree 2 points, and neutral 3 points.
Furthermore, there was agreement, which received 4 points, and strongly agree, which
received 5 points. For the analysis, a mean and standard deviation were calculated.

The organization organizes detailed training programs for employees in all areas of
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quality with a mean of (2.43) and a standard deviation of (0.986); the organization
identifies training needs through a performance appraisal system with a mean of (2.47)
and a standard deviation of (1.1011). In addition, to those who said the organization
periodically shares new knowledge and skills with employees to improve performance
with a mean of (2.45) and standard deviation of (1.021), thinking on the organization
offers me training opportunities to exercise my range of knowledge, skills, and
abilities, with a mean of (2.47) and a standard deviation of (1.060), and also whether
the organization offers opportunities for employees to discuss their training and
development needs with a mean of (2.48), a standard deviation of (1.041). This
indicates that most companies need to focus on training and development due to a lack

of knowledge. The study's findings are shown in table 4.

Table 4
Descriptive Statistic for The Means and Standard Deviation of Training &

Development

Means Standard
Deviation

1. The organization organizes detailed training programs for 243 .986
employees in all areas of quality.
2. The organization identifies training needs through a 2.47 1.011
performance appraisal system.
3. The organization periodically shares new knowledge and 2.45 1.021
skills with employees to improve performance.
4. The organization offers me training opportunities to 2.47 1.060
exercise my range of knowledge, skills, and abilities.
5. The organization offers opportunities for employees to 2.48 1.041

discuss their training and development needs.
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4.5 Business Performance

4.5.1 Profits

Participants were also asked to express their level of agreement about the
function of profit in business performance. Over the last three years, the net earnings
of our company increased with a mean of (3.74) and a standard deviation of (.819).
Our company is growing due to the net profit reinvested with a mean of (3.86) and a
standard deviation of (0.765). Over the last three years, the sales growth of our
products increased. with a mean of (3.84) and a standard deviation of (0.710). It is
reasonable to conclude that participants agreed that profit is involved in business

performance. Table 5 summarizes the findings.

Table 5

Descriptive Statistic for The Means and Standard Deviation of Profits

Means Standard
Deviation
P 1. Over the last three years, the net profits of our company 3.74 819
increased.
P 2. Our company is growing due to the net profit 3.86 .765
reinvested.
P 3. Over the last three years, the sales growth of our 3.84 710

products increased.

4.5.2 Sales growth

The study also looked into how sales growth impact business performance. The
results revealed that Our customers had increased their purchasing volumes over the
last three years with a mean of (3.85) with a standard deviation of (.850). We can still

achieve our sales expectations with a mean of (3.90) and a standard deviation of
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(0.734). According to the findings, the respondents believed that sales growth impacts
business performance. Table 6 displays the results.
Table 6

Descriptive Statistic for The Means and Standard Deviation of Sales growth

Means Standard
Deviation
S.G 1. Our customers have increased their purchasing 3.85 .850
volumes over the last three years.
S.G 2. We are still able to achieve our sales expectations. 3.90 734

4.5.3 Market share

The participants were then asked if market share building impacted business
performance. According to the findings, those agreed were indicated. The market share
increased in the last three years with a mean of (3.92) and a standard deviation (.754).
Moreover, our company had significant market share growth in the previous three
years, with a mean of (3.90) and a standard deviation of (.789). Table 7 summarizes

the study's findings.

Table 7.

Descriptive Statistic for The Means and Standard Deviation of Market share

Means Standard

Deviation
M.S 1. Our market share increased in the last three years. 3.92 754
M.S 2. Over the last three years, our company had 3.90 .789

significant market share growth.
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4.6 Measurement of the Construct

The outcomes of this study were assessed and analyzed using a 5-point Likert
scale. Ranking level on a Likert scale ranging from 1 to 5. Where one strongly
disagrees and five strongly agree. The first independent variable H.R. Practices, means
Companies have had to adapt to new settings by pursuing innovative solutions and
advocating for healthier environments through investments in human resources. This
has been made possible by changes in the economic environment, people's pursuit of
a better work-life balance, and the growing need to achieve results at the personal and
professional levels. Most scholars and practitioners now regard intellectual capital as
one of the most important aspects of any company because it can help achieve
organizational goals. Employees are a company's most important competitive
advantage resource. Businesses rely on talented workers to be productive, creative,
and inventive while providing excellent customer service (Mensah, 2014). The degree
of HR Practices is measured using an eight-item scale for the first independent
variable. To assess the level of the questions, a five-point Likert scale was employed
for each question. There were eight levels of the H.R. Practices, which affects the
business performance of the Kabul manufacturing companies. Respondents were
asked to express their level of agreement. For the construct, the total value of the mean
is (20) with a standard deviation of (7.7115).

The second variable, Training & Development, focuses on actions that help
people acquire the new information or skills needed for self-improvement. All-
encompassing training and development activities enable learners to focus on the
abilities, behaviors, and understandings needed to achieve goals and create a strategic
advantage for a business (Peteraf, 1993). According to Apospori, Nikandrou,
Brewster, and Papalexandris (2008), training significantly impacts organizational
performance. The level of Training and Development is measured using a five-item
scale. The level of the item was assessed using a five-point Likert scale for each
question. The total construct value has a mean of (12.2885) and a standard deviation
of (5.0645). This indicates that most companies need to focus on training and

development due to a lack of knowledge. The study's findings are shown in table 8.

For the dependent variable Business Performance, according to Smith and

Reece (1999), Analyzing company success in the present financial context is a crucial
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problem for practitioners and academics. In general, business performance is described
as "the functional capacity to meet the expectations of the company's key investors,"
It must be evaluated to determine an organization's success. The level of company
performance was examined using a seven-item scale. To assess the level of the
questions, a five-point Likert scale was employed for each question. The mean for the
total seven items is (27), with a standard deviation of (5.2401). The study's findings

are shown in table 8.

Table 8

Descriptive Statistic for The Means and Standard Deviation of construct

Constructs Means Standard
Deviation
HR Practices 20 7.7115
Training & Development 12.2885 5.0645
Business Performance 27 5.2401

4.6 Reliability of The Data

Lee Cronbach (1951) describes Cronbach's Alpha to quantify reliability or
internal reliability. "Reliability"” refers to how successfully a test measures what it is
supposed to measure—a general guideline for evaluating alpha for the Likert scale.

a > 0.9 (It signifies that the data is highly reliable.)

0.9 > o> 0.8 (It signifies that it has good data reliability)

0.8 > a> 0.7 (It signifies this is reasonable data)

0.7 > a > 0.6 (It denotes that the data is suspicious.)

0.6 > a > 0.5 (It denotes that the data is weak in reliability.)

0.5> a (It denotes that the data is inappropriate.)

A score higher than 0.7 is typically acceptable. As shown in Table 9
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Table 9
Cronbach Alpha for the Reliability of The Data

Variable Cronbach’s Alpha  Cronbach’s Alpha Based on Number
Standardized ltems of Items

Human Resource .987 .988 8

Practices

Training & .994 995 5

Development

4.7 Regression analysis

4.7.1 Model summary

Table 10 indicates that changes in the independent variables explain the

determination coefficient of the proportion variation in the dependent variable. R
squared is (0.539).
In other words, the influence of Human Resource Practices and Training &
Development accounts for (54%) of the observed change in performance as evaluated
by the model summary. The p-value of (0.001) indicates that the regression model is
highly significant with (95%) confidence. As stated in table 10.

Table 10

Model summary for the Regression Analysis

R R Square Sig. F Change

734 .539 .001
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4.8 Normal Plot Regression

Figure 6 displays the data with the slightest variance from their standard mean.

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Business.Performance
1.0

Expected Cum Prob

oo 02 0.4 06 0.8 1.0

Observed Cum Prob

Figure 7. Normal plot figure shows the deviation of the data from its mean
(Bahlolshah, 2022)

4.9 Coefficient of Regression

The obtained equation for linear regression is modified into the following:
Business Performance (=0.737) HR Practices (+0.282) Training & Development
(+0.455). The degree of confidence for the assessment was set at 95%. As a result, the
(P-value is close to 0.05) indicating that the independent variables are significant. The
regression findings suggest that HR Practices (P=0.282) and Training & Development
(P =0.455) impact performance as judged by the model summary. The independent
variables with a positive coefficient in the regression analysis are directly associated
with the dependent variable.

As a result, changes in the variables will cause changes in the Business
Performance, as reflected in the model summary. The degree of the independent
variables' coefficients signified their impact on the dependent variable, Business
Performance, as measured by the model summary. The findings demonstrate that HR
Practices (coefficient 0.231) and Training & Development (coefficient 0.054)

substantially impact business performance and results. As stated in table 11.
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Table 11

Coefficient of Regression of Linear Regression Dependent Variable and Independent

Variable
Model Beta T Sig
Constant 737 25.941 .001
HR Practices .282 1.201 231
Training &Development .455 1.933 .054

4.10 Summary of Findings

The study's main goal was to investigate the impact of H.R Practices and
Training & Development on the Business performance of manufacturing companies
in Kabul, Afghanistan. The data indicated that most companies have been in operation
for 1-5 years, and many respondents were males employed in their companies for 1-5
years. According to the research, the highest professional diploma for companies was
bachelor. Besides that, the study results revealed that most employees strongly agreed
that H.R Practices are used in increasing business performance and that the majority
of individuals were satisfied with HR Practice as a development tool. Regarding
Training & Development, most participants agree that Training & Development
significantly impacts the Business performance of manufacturing companies in Kabul,
Afghanistan. The independent variables with positive coefficients in the regression

analysis demonstrated a positive and significant link to the dependent variable.
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Chapter 5

Discussion and Conclusions

5.1 Discussion of Findings for Research Questions

The primary purpose of the study was to look at the influence of H.R Practices
and Training and Development on the business performance of manufacturing
companies in Kabul, Afghanistan. With the guidance of a literature study, we
discovered the two most significant variables that substantially influence business
performance in this study. According to the statistics, most businesses have existed for
1-5 years, and many respondents were men who have been with their company for 1-
5 years. According to the study, the bachelor's degree was the highest professional
diploma for businesses. The manufacturing companies were mostly in Bagram, east of
the city, and it was established as an industrial region. As a result of the war, the
economy was severely affected. It was heavily damaged and looted by factional
combatants. As a result, most companies could not adopt modern technology and up-
to-date human resource management system and practices, which made the employees
concerned about their work-life balance and their decisions as employees in the
company. Also, a slight emphasis on training and development and a weak
performance evaluation system impacted employees’ creativity. Furthermore, societal
and cultural impacts in the country make female employees concerned about not
having the appropriate right to work. That’s why the majority of the employees in the
company were male. To change the environment in the companies and increase
creativity, the researcher gives information regarding fair rights to female employees,
so the involvement of females in the business will create a pool of opportunities for
the companies to enhance their business performance and also to help employees
work-life balance and way to involve in decision making. Employees’ involvement in
decision-making and having the proper work-life balance increase managerial
performance as well employees pursuit for a better work-life balance, and the growing
need to achieve results at the personal and professional levels because employees are
the company's most important competitive advantage resources. The outcomes of this

research gave various contributions to management by enhancing knowledge of
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management participation and organizational responsibility influencing managerial
performance.

In terms of who was in charge of making final decisions, the study found that
upper management was in charge of making final decisions. Companies are mostly
centralized, which mean the higher authority makes the majority of the decision in
companies, and low-level managers and employees are mostly not involved in the
decision making which decreases the performance level of employees as well as the
companies. The Company's goal will be easily attained if all employees participate
equally in decision making and prioritize long-term planning. The findings suggest
that the company should implement a decentralization system, which will assist the
company in motivating its employees and encouraging them to work toward the
company's goals.

According to the survey findings, most employees strongly agreed that HR
practices are utilized to improve business performance, and most people were satisfied
with HR practices as a development tool. Most participants believe that Training &
Development significantly influences the business performance of manufacturing
companies in Kabul, Afghanistan. In the regression study, the independent variables

with positive coefficients revealed a solid relationship to the dependent variable.

5.2 Conclusion

According to the report's results, most respondents reported less involvement
in decision-making, and the process begins at a different management level. Regarding
the usefulness of HR Practices and Training & Development in the business, the
research studied the importance of decisions making at all department levels.
Researchers have also created other criteria to indicate the influence of these factors
on the business, which greatly agree, demonstrating the importance of these factors on
business performance. In this research, with the help of a literature review, we
identified the two most significant variables that considerably impact business
performance. The study also discovered that determining the usefulness of the two
variables was substantial. Additionally, the study's results indicated that the company's
employees are not seen as a vital factor. Because they are not involved in decision-
making, this affects performance and creates a problem for the business's long-term

56



survival. The studies also state that employees at different levels should be included in
the decision-making and process planning to improve business performance.
Furthermore, in this research, the degree to which employees participate in decision
making by asking participants if they influence the business performance. The majority
of respondents demonstrated that employee involvement significantly impacts the
business performance of their respective companies. It is also discovered that it is
efficient and beneficial to consider employees and focus on their training and
development so they can perform better. This study aims to assess H.R. Management's
impact on manufacturing companies' business performance in Kabul, Afghanistan.

The regression approach was employed to figure out the connection between
factors, and the findings demonstrated business performance as measured. H.R.
Practices (P= 0.282), and Training & Development (P=0.455). The factors with
significant coefficients in the regression analysis demonstrated a direct association
with the dependent variable. As a result, business performance is correspondingly
monitored with H.R. practices and training development.

The research results showed that the H.R. Practices coefficient (0.231) and
training & development coefficient (0.054) considerably impacted business

performance.

5.2 Recommendation

The research suggests that Kabul, Afghanistan, manufacturing companies
develop formal performance evaluations and reward employees for their achievement,
motivating employees to optimize their commitment to the company's success.
According to the report, manufacturing companies in Kabul must have processes,
rules, and practical administration strategies to address employee commitment
challenges. The manufacturing company needs to train its employees on the planning
process and critical issues to consider when making suggestions for the company to
implement its goals successfully.

A specific action plan must be created, and the skills training to be
implemented for the employees. Training structure should be used and sent to
departmental executives in charge of individual departments functions. The

manufacturing companies in Kabul must make sure that no one feels excluded,
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particularly those who are directly accountable for their performance. To accomplish
the undertaking, self-improvement, competitive positioning, increased market share,
shared purpose employee engagement, and control of long-term and short-term
objectives. Involving well-conceived and implemented employees can drive the
company to accomplish better results and eliminate challenges.

According to the research, there must be multiple information flows and other
elements of an adequately planned HR Practice system to aid in establishing a
combination of commitment and developing positivity. Training, solid processes and
procedures, scheduling, and continuous performance evaluation must all contribute to
effective HR Practices execution at the management level. This analysis reveals a
significant influence of HR Practice and Training & Development on business
performance, demonstrating that manufacturing companies in Kabul should prioritize
these two factors. To change the environment in the companies and increase creativity,
they should also give fair rights to female employees so the involvement of females in
business will create a pool of opportunities for the companies to enhance business
performance.

All staff should be included in management decisions to improve overall
business performance. HR management mechanisms must be strengthened to
guarantee effective management. Manufacturing companies in Kabul must build a
solid relationship between employees and management. Businesses must create a

moderate strategy to determine responsibilities for their everyday work.
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