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ABSTRACT 

Until recently human resource management was not considered to play much of a role in

contributing to goal achievement and successful implementation of plans. However, this has

now changed and it has been recognized that human resource management play a major role

in helping organizations gain a competitive advantage.

It has been realized that the most successful organizations today rely not on technology or

strategic position for their sustained competitive advantage but on how they manage their

workforce.

The purpose of this study is to emphasize the importance of human resource management

practices for any organizations, and to illustrate in particular how the practices of training and

development make major contributions to organization performance. Two organizations from

the TRNC ( Turkcell and Telsim) were selected for analysis. The analysis was based on their

human resource management activities, especially training and development, and the

elationship to organization performance.
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L INTRODUCTION 

1.1. Human Resöurce Management 

1.1.1. Why Human Resource Management? 

The traditional way to think about gaining competitive advantage has been to focus on a

company's financial, strategic, and technological capabilities.1 However Dave Ulrich and

Dale Lake argue that for contemporary businesses these traditional means of gaining

competitive advantage must" be supplement by organizational capability-the firm's ability to

manage -peo-p\e to gam com-petitive a<ıvantage." A.s we\\ as com-peting ~ust on prıce t'nrougb

financial capability, or product quality and innovation, high performing companies engage in

a competition for the most capable employees. This competition is more that just simply

hiring the best people. Organizational capability relates to hiring and retaining component
I 

employees and " developing those competencies through effective human resource

practices. "2 

Human resource management (HRM) involves the policies and practices involved in carrying

out the "people" or human resource aspects of a management position. This includes

acquiring, training, appraising, and compensating employees, and attending to their labor

relations, health and safety, and fairness concerns.

The importance of human resource management can also be seen from the statement made by

a company president: "For many years it has been said that capital is the bottleneck for

developing industry. I do not think this any longer holds true. I think it's the workforce and

the company's ability to recruit and maintain a good workforce that does constitute the

bottleneck for production. I do not know of any major project backed by good ideas, vigor,

and enthusiasm that has been stopped by a shortage of cash. I do know of industries whose

1 D. Ulrich and D. Lake, Organizational capability (New York: John Wiley & Sons, 1990). 
2 Ulrich and Lake, "Organizational Capability: Creating Competitive Advantage", p.77.
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growth has been partly stopped or hampered because they can not maintain an efficient and

enthusiastic labor force, and I think this will hold true even more in the future ... "3

The term "human resource" refers to the people in an organization. Thus, when managers

engage in HR activities as part of their jobs, they seek to facilitate the contribution people

make to achieving an organization's strategies and plans. The importance of human resource

efforts comes from the realization that people are the common element in every organization

and that they create the strategies and innovations for which organizations are known.

Although human resource activities contribute to an organization's success in a variety of

ways, ultimately they must support the company's strategies. This "strategic management of

human resource" view requires that managers use human resource efforts to further the firm's

competitive advantage through plans and actions focused on contributing to the economic, or

"bottom line", success of the organization.

In other words, linking HRM with the strategic goals and objectives of an organization in

order to improve organizational performance. Therefore, HR managers and the HRM

departments and top management should design the organization's business strategy together.

The strategy then provides the framework that guides the design of specific HR activities,

such as recruiting and training. This should then produce the employee competencies and

behaviors that in turn should help the organization implement the business strategy and

achieve its goals and objectives.

3 Quoted in Fred K. Foulkes, "The Expanding Role of the Personnel Function", Harvard Business Review(
March-April 1975), p.71-84.
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1.1.4. Human Resource Management Activities and Practices

To achieve their purpose and objectives, HR departments help managers obtain, develop,

utilize, evaluate, maintain, and retain the right numbers and types of workers. As already

mentioned, HR activities are actions that are taken to provide and maintain an appropriate

work force for the organization.

Small companies may not have an HR department, and small employers with HR departments

may lack large budgets and adequate numbers of staff members. These departments simply

focus on the activities that are most important for the organizations. Large departments

usually are "full-service" ones; they do all of the HRM activities.

Other
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Figure 1.1. The response of Human Resource Management to Societal Needs and Challenges
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As an organization becomes large, attempts are made to estimate ıts future human resource

needs through an activity called human resource planning. With an eye toward future needs,•..
recruitment seeks to secure job applicants to fill those needs. The result is a pool of applicants

who are screened through a selection process. This process selects those people who meet the

needs uncovered through HR planning.

New workers seldom meet the organization's needs exactly and so they must be oriented and

training to perform effectively. As demand change, placement activities transfer, promote,

demote, lay off, and even terminate workers. Subsequent HR plans reveal new staffing needs.

These openings are filled through the recruitment of additional workers and the development 

of present employees.

Then individual performance is appraised. Not only does this activity evaluate how well

people perform, it also indicates how well human resource activities have been done.

Employees also must receive compensation in the form of wages, salaries, or incentives,

along with employee benefits such as insurance and vacations.

HR departments also play an important role in employee relations, usually by establishing

policies and assisting manager. When employees are dissatisfied, they may band together and

take collective action. Then management is confronted with a new situation: union- 

management relation. To respond to collective demands by employees, HR specialist may

have to negotiate and administer a labor agreement.

The responsibility for HR management activities rests with each manager.

If managers throughout the organization do not accept this responsibility, HR activities may

be done only partially or not at all. Even when a human resource department is created within

the organization, both operating managers and HR experts have dual responsibility for

employee performance. Individual managers remain involved with planning, selection,

5



orientation, training, development, evaluation, compensation and other HR activities, even

though they may be assisted by experts in the human resource department.
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Figure 1.3. The hierarchy of jobs within a Large Human Resource Department

The numbers may reflect the more "strategic" role played by this division today. Within the

HR department there is hierarchy of jobs as shown in figure 1-3. The top job varies in

importance and title in different organizations. When the department first is formed, the head

of the department is often called a personnel or human resource manager, director or

administrator.

Large human resource departments have a variety of positions. The manager of employment

help other managers with recruiting and selection. The compensation manager establishes fair

play system . The training and development manager provides guidance and programs who

want to improve their human resource skills.
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1.2. The Obiective of the Study 

The human resource management activities of employee training and development has been

selected to be studied in more detail in the study because it is felt that they are of major

importance to any organizations and have a great impact on performance.

Employee training and development was researched by studying what effects are a on

organization performance whether training and development influence competitive advantage,

whether training and development influence employee-employer relationship, and what the

purpose of training and development is.

Through this study the importance and effects of human resource management on

organizations performance is emphasized.

Organizations from the TRNC were selected for examination in study. The organizations

selected were Turkcell and Telsim. The reason for this selection was because both

organizations originate from Turkey thus will produce better results in the study and also the

organizations are from the same industry allowing for sound comparison.

Each organization's HRM activities, especially training and development were studied,

information being collected through interviews with the HR managers.
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1.3. The Hypothesis of the Study 

The hypothesis to be tested will be " Human resource practices, especially training and

development, have a positive effect on organizations performance."

10



Il. EVALUATION OF TRAINING AND DEVELOPMENT 

2.1. The Background of Training and Development 

Traditionally, training and development was not viewed as an activity that could help

companies create "value" and successfully deal with competitive challenges. Today that view

has changed. Companies that use innovative training and development practices are likely to

report better financial performance than their competitors that do not, and also helps it to meet

competitive challenges.

Training and development plays a key role in helping companies meet these challenges!

Training is more inclusive that it used to be. Training used to focus mostly on teaching

technical skills, such as training assemblers to solder wire. However, today this type of

technical training is no longer enough. Organizations have to adapt to technological change,

improve product and service quality, and boost productivity to remain competitive. This

includes such programs as developing employee skills in team building, improving quality,

decision making, communication, technological, computer skills and customer services.

One trainer stated: "we do not just concentrate on the traditional training objectives anymore.

We sit down with management and help them identify strategic goals and objectives and the

skills and knowledge needed to achieve them then we work together to identify whether our

staff has the skills and knowledge, and when they do not, that's when we discuss training

needs.',4

Lack of investment in training is often cited as the reason why many firms are losing market

share to foreign competition. For example, 66% of German workers are involved in training

4 Christine Ellis and Sarah Gale, "A Seat at the Table", "Training, March 2001, p.90-96.

11



programs, and U.S. firms spend about one-third of what Japanese firms spend on worker

training per year. 5

Today, organizations and many others believe that investment in training can help them gain a

competitive advantage because training can;

• Increase employees' knowledge of foreign competitors and cultures, which is critical

for success in foreign markets.

• Help ensure that employees have basic skills to work with new technology, such as

robots and computer-assisted manufacturing processes.

• Help employees understand how to work effectively in teams to contribute to product

and service quality.

• Ensure that the company's culture emphasizes innovation, creativity, and learning.

• Ensure employment security by providing new ways of employees to contribute to the

company with their jobs change, their interest change, or their skills become obsolete. 6

To do so, companies need to train employees to work with persons from different cultures

both in

the United Stated and abroad. New technologies such as web based training and multimedia

reduce the cost associated with bringing employees to a control location for training.

At the same time, these training methods include the necessary conditions for learning to

occur. Due to growth of the Internet, e-commerce has exploded on the business scene.

Companies have recognized that training and development activities can be adopted for the

Internet, reducing cost and increasing their effectiveness, resulting in the development of e-

learning.

5 Chicago Tribune, June 14, 1992, sec.1, p.18.
6 Goldstain and P. Gilliam, "Training Systems Issues in the Year 2000", American Psychologist 45, (1990), p.
134-43.
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