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ABSTRACT
This paper reviews how the human resource management practice influences the attitude of employees in the telecommunication industry. The survey research design was employed with a sample of one hundred and thirty-one (131) staffs being drawn using the Yamane (1967) formula on sample size determination, although only one hundred (100) staffs took part in the research. The hypotheses were tested in the SPSS version 20 using correlation coefficient test. The findings indicated that the compensation practice has a significant positive relationship with the job satisfaction; the practice of performance appraisal has an important positive relationship with the organizational commitment; the practice of recruitment and selection has an important positive relationship with the work values; and training and development practice has an important negative relationship with the intention to quit. The paper suggests that the management must apply holistic HRM practices to ensure the attainment of organizational objective; the modification of companies training programs must be extensive and pertinent to new business demands; the management must recognize the importance of employee input and empower staffs to utilize their potentials to the maximum capacity in making effective decisions; managers must ensure there is a clear and rational promotion policies that allocates salaries fairly based on the talent and level of education of the employees.
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1. INTRODUCTION
In the current modern economy, the forces of globalization are transforming organizations across the globe and the national borders are disappearing. Competition is the most significant effect of globalization that has now increased to a significant level (Porter, 2011). Organizations must compete and struggle to keep pace with technological and demographic shifts, product revolution and speeding trends. In order to expand and operate an organization that is globally competitive, an organization must generate and nurture its workforce that can think and act according to the evolving requirements of the organization (John, 2021). The human factor and their input determine the success of the new business ventures across the borders. The mechanism of acclimatizing is people and not the firm, which makes the organization responsive to the competitive environment (Clarke, 2011).
Employee retention and retention length has come to be the most vital challenge among many organizations in this ever-changing business environment (Whitener, 2001). Effective organizations have understood that employees who are highly competent will help them survive in the future, and thus organizations are competing among the top talent employees. Organizational human resource management (HRM) practices must be effective in order to retain talented employees. Human resource management is a combination of policies, practices, and systems that impact behavior, attitudes and the performance of employees (Noe et al., 2018; Albrecht et al., 2015). HRM is the role of an organization that deals with recruitment, management of and gives direction to the people who are employed by the organization.
According to Armstrong (2014), human resource management is described as a strategic and coherent management of the most valuable assets of an organization who singly and together bring about the realization of organizational goals. This is to mean that HRM presupposes the successful exploitation of individuals in order to extract the best out of them in an effort to accomplish the objectives of the organization. HRM can be described as a strategic management of human resources that incorporates all the management decision and actions that influence the relation between the organization and workers.
The telecommunications business of Nigeria is a perfect environment to observe the relationship between HRM and employee attitudes because it is very competitive and is an industry that requires a skilled human resource. As 200 million subscribers and great rivalry among the big players, telecommunications companies have to take care of the high quality of service and innovation which in turn directly relies on the performance and commitment of the employees. 9mobile Nigeria Plc, previously Etisalat Nigeria, works in this competitive environment and is constantly challenged to attract and keep employees of high talent. The discussion of the effect of HRM practices on employee attitudes in this context are important information both to the company and to the telecommunications sector, in general.
Work values, job satisfaction, commitment to organization, and intentions to quit are all components of the employee attitude (Huang et al., 2016). These attitudes play a critical role in determining the performance of an organization as well as employee retention. The role of HRM practices in employee attitudes has gained more significance in the success of an organization especially in a competitive sector like telecommunications (Jiang et al., 2012). Telecommunications industry in Nigeria has been under a tremendous growth and stiff competition and it is crucial that organizations ensure that their employees have positive attitudes towards their organizations by practicing good HRM practices. This paper discusses how human resource management practices affect the attitude of the employees in 9mobile Nigeria Plc.
2. LITERATURE REVIEW
2.1 Conceptual Framework of HRM Practices
Human resource management practices are considered to be the organizational actions aimed at controlling the talent pool of the human resource and making sure that the talent is used to achieve organizational goals (Wright and McMahan, 1992). The primary HRM practices explored within this project are compensations, performance evaluation, recruiting and selection as well as training and development.
Compensation: The compensation is all forms of remuneration that pass to workers and are a result of their employment (Dessler, 2007). It involves wages, salaries, incentives, commissions, bonuses and benefits. Proper compensation systems play an important role in attracting, retaining and motivating the employees. It has been researched that equitable and competitive remuneration practices have a positive effect on job satisfaction and organizational commitment of employees (Danish and Usman, 2010; Vandenberghe and Tremblay, 2008; Hoque et al., 2018).
Performance Appraisal: Performance appraisal is the formal assessment of the employee performance and growth potential within a specific duration of time by the superiors or other HRs who know them well regarding their performance. It can be used in a number of ways such as feedback, development planning, compensation decisions, and promotion considerations. An efficient performance appraisal system boosts the motivation and commitment of the employees (Al-Ahmadi, 2009; Aguinis et al., 2013).
Recruitment and selection: The issue in the present day organizations is how to recruit and retain more performing employees. One of the ways of enhancing organizational outcomes is to have an effective selection system. In recruitment and selection practices, the organization is guaranteed that it has recruited people whose values and attitudes to work do not conflict with the organizational culture and hence affecting the work values and organizational fit among the employees (Breaugh, 2009).
Training and Development: Training is crucial in improving the performance of employees. It provides the employees with the skills and knowledge required to carry out their duties and responsibilities in the most effective way and makes them ready to handle the responsibilities that will come later. By investing in employee development, organizations show their interest in the workforce and, as a result, intention to quit is less likely and organizational loyalty increases (Cheng and Ho, 2001; Dysvik and Kuvaas, 2013).
2.2 Employee Attitude
The form of employee attitude may take a number of manifestations that include work values, job satisfaction, organizational commitment, and quit intentions. These attitudinal dimensions have a great influence on performance and retention of employees.
Work Values: According to Henderson and Thompson (2003), values entail what people consider preferences and priorities of doing things in a particular manner. Work values are a set of beliefs and principles which help determine employee behavior at workplace. They affect the way the employees feel about their working environment and its interest in organizational objectives (Gahan and Abeysekera, 2009; Smollan et al., 2010).
Job Satisfaction: According to Cranny, Smith, and Stone (1992), job satisfaction refers to the emotional response of a person to the job, which is a comparison of the results observed at the work place and the desired results. Job satisfaction is a variable that is multidimensional and depends on a number of variables such as compensation, working conditions, supervisor and colleagues relationship, and advancement opportunities (Ellickson, 2001; Saari and Judge, 2004).
Organizational Commitment: Meyer and Allen (1991) came up with a model of organizational commitment that involved three dimensions namely, affective commitment (emotional commitment), continuance commitment (cost-based commitment), and normative commitment (obligation-based commitment). Organizational commitment directly influences the performance of the employees, hence it is regarded with high concern (Meyer et al., 2012; Jaramillo et al., 2005). Faithful employees will serve a company on an affective level thus; they serve because they want to, continuity commitment makes them serve because they need to and normative commitment makes them serve because they should.




Figure 1: Three-Component Model of Organizational Commitment (Meyer & Allen, 1991)
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Source: Adapted from Meyer & Allen (1991)
Intention to Quit: Questions of employees concerning intentions to leave a job in an organization may help the management gauge the suitability of the organizational structure, human resource administration and management policies. When turnover intentions are high, it means dissatisfaction with the existing state of working conditions and may result in actual turnover, which is a costly event in organizations (Cho, Woods, Jang and Erdem, 2006; Rubenstein et al., 2018).
2.3 Theoretical Framework
Expectancy Theory: Under the expectancy theory, the assumption presented is that the employees will deliver the same level of work and dedication as they anticipate to get in response. According to this theory, the motivation and attitude of employees depend on their expectation of performance-reward relationship, and therefore, HRM practices clarifying and providing these expectations are important in ensuring positive employee attitudes.
Herzberg Two-Factor Theory: Herzberg came to the conclusion that motivation factors are what bring about actual satisfaction. Even though hygiene factors do not motivate, they are a precondition to motivation. This theory offers a paradigm of how various HRM practices may either be motivators or hygienic factors that can bring one to the satisfaction and commitment of employees (Nelson et al., 2003).
2.4 Empirical Review and Hypothesis Development
There are various studies which have considered the connection between HRM practices and employee attitudes. According to Boohene and Asuinura (2010), human resource management practices have a strong influence on the performance of a corporation because they influence the attitude of workers. Khan (2010) has shown that there are considerable impacts of HRM practices on the performance of an organization in the oil and gas sector. The study by Green, Wu, Whitten and Medlin (2006) validated the influence of strategic human resource management on the performance of the firm and work attitude and performance of the HR professionals. The positive correlation of HRM practices with the outcomes of employees in different organizational settings is also confirmed by the recent research by Ahmed et al. (2018) and Bos-Nehles et al. (2017).
It has been revealed that the primary variables of job satisfaction of employees are compensation and rewards (Mudor, 2011). This means that when organizations improve the satisfaction of employees by ensuring they have a flawless reward system, they will add value to the values of individuals. The performance appraisal systems that are fairly and constructively appraised will lead to increased organizational commitment by showing the organization commitment to employee development (Beck and Wilson, 2000). Moreover, proper recruitment and selection habits will guarantee improved person-organization fit, which will result in enhanced work values alignment (Garg and Rastogi, 2006). When the training and development programs make employees more competent and the organisation show its commitment to employee development, employee turnover intentions are lessened (Dysvik and Kuvaas, 2013; Salas-Vallina et al., 2020).
Based on the literature review, the hypotheses have been formulated as below:
H1: a close relationship exists between the compensation practice and job satisfaction.
H2: There is a strong correlation between the performance appraisal practice and organizational commitment.
H3: The work value and recruitment and selection practice are strongly correlated.
H4: Training and development practice has a significant relationship with the intention to quit.

3. METHODOLOGY
3.1 Research Design
The research design utilized in the completion of this study was the survey research design, which was meant to explore the human resource management practices and its effects on the attitude of employees. The reason why this study adopted the survey research design is that it allows the researcher to obtain information of large sample size and perform statistical tests on the sample to verify the hypotheses.
3.2 Population and Sample
The study population was comprised of all workers of the 9mobile Nigeria Plc. Yamane (1967) formula was used in calculating sample size since it used one hundred and thirty-one (131) personnel as a sample. The equation is expressed as n=N/1+N(e) 2 where n= sample size, N= population size and e= level of significance. Only 100 of the 131 questionnaires dispatched were filled and returned and this was a response rate of 76.3. 
3.3 Research Instrument
The research instrument was a structured questionnaire, which was meant to bring out the response of the respondents. The questionnaire was separated into the demographic section, HRM practices (compensation, performance appraisal, recruitment and selection, training and development) and the attitudes of the employees (job satisfaction, organizational commitment, work values, intention to quit). The responses measure was administered on a five-point Likert scale of strongly disagree (1) and strongly agree (5).
3.4 Validity and Reliability
Human resource management experts were involved to scrutinize the questionnaire in order to render it content valid. The test was done on Cronbach Alpha currency that tested the reliability of the research instrument. All the coefficients of reliability were greater than 0.70 and this indicated that there was good internal consistency of measurement scales.
3.5 Data Analysis
The data obtained were assessed with the help of descriptive and inferential statistics. The demographic characteristics of the respondents and the perception of HRM practices and attitude of employees were described using the descriptive statistics of frequencies, percentages, mean and standard deviation. The test options of correlational coefficient were performed to test the hypotheses with the help of Statistical package of social sciences (SPSS) version 20.
4. RESULTS
4.1 Demographic Characteristics of Respondents
The demographic data of the respondents will be presented in 1.
The demographic trend showed the heavy number of male respondents (68%), and a small number of female respondents (32%). Regarding their ages, 60% of the respondents fell within the 25-30 years old, 20% fell within the 31-35 years old, 16% fell within the 36-40 years old, and 4% fell within the 41-45 years old. In terms of educational level, 64 percent possessed Bachelor degrees, 20 percent had Master degrees, 12 percent had Diplomas/NCE and 4 percent had other levels. The time of service revealed that 55 percent had 1-5 years of service, 25 percent had more than 15 years of service, 11 percent had 1115 years of service, and 9 percent had 6- 10 years of service.
Table 1: Gender Distribution
	Gender
	Frequency
	 Percent 
	Cumulative percent

	Male
	68
	68.0
	68.0

	Female
	32
	32.0
	100.0

	Total
	100
	100.0
	100.0


Source: Field Survey, 2022

Table 2: Age Distribution
	Age
	Frequency
	Percent 
	Cumulative percent 

	Below 25 yrs
	16
	16.0
	16.0

	25-30 yrs
	60
	60.0
	76.0

	31-35 yrs
	20
	20.0
	96.0

	36-40 years
	4
	4.0
	100.0

	Total
	100
	100.0
	100.


Source: Field Survey, 2022

Table 3: Educational Qualification
	Educational Qualification
	Frequency
	Percent 
	Cumulative Percent

	Diploma/NCE
	12
	12.0
	12.0

	B.Sc/HND
	64
	64.0
	76.0

	M.Sc
	20
	20.0
	96.0

	Others
	4
	4.0
	100.0

	Total
	100
	100.0
	100.0


Source: Field Survey, 2022:

Table 4: Length of Service
	Length of Service
	Frequency
	Percent 
	Cumulative Percent

	1-5 yrs
	55
	55.0
	55.0

	6-10 yrs
	9
	9.0
	64.0

	11-15 yrs
	11
	11.0
	75.0

	Above 15 yrs
	25
	25.0
	100.0

	Total
	100
	100.
	100.0


Source: Field Survey, 2022

4.2 Test of Hypotheses
The hypotheses were tested using Pearson correlation coefficient. The correlation analysis results are presented below on individual hypotheses.
Hypothesis 1: The correlation analysis of the compensation practice and job satisfaction demonstrated a correlation coefficient (r = 0.742) with the p-value of less than 0.01. This indicates that job satisfaction and compensation practice have close positive significant relationship. The null hypothesis is therefore rejected and the alternative hypothesis which is that job satisfaction is significantly linked with compensation practice accepted.
Hypothesis 2: The correlation value between performance appraisal practice and organization commitment was r = 0.685 and = 0.01. This confirms that there is a positive significant relationship that is strong between the performance appraisal practice and organizational commitment. The null hypothesis is therefore dismissed and the alternate hypothesis is accepted.
Hypothesis 3: The work value generated an r = 0.711 and p < 0.01 correlation coefficient when the practice of recruitment and selection was correlated with the practice. This shows that there is good positive significant relationship between work value and recruiting and selection practice. Consequently, the null hypothesis is rejected and the alternative hypothesis approved.
Hypothesis 4: The analysis of the correlation between the practice of training and development and intention to quit was performed, and the coefficients were determined as having the value r = -0.698, p = 0.01. This means that the significant relationship between training and development practice and intention to quit is highly negative suggesting that highly trained and developed training and development programs reduce the intention to quit among employees. The alternative hypothesis is accepted and the null hypothesis is rejected.
Table 5: Correlation Matrix of Study Variables (N = 100)
	Variable
	Mean
	SD
	1
	2
	3
	4
	5
	6
	7
	8

	1. Compensation Practice
	3.67
	1.12
	1
	
	
	
	
	
	
	

	2. Performance Appraisal Practice
	3.78
	0.98
	.624**
	1
	
	
	
	
	
	

	3. Recruitment & Selection Practice
	3.89
	0.87
	.598**
	.641**
	1
	
	
	
	
	

	4. Training & Development Practice
	3.71
	1.03
	.612**
	.655**
	.633**
	1
	
	
	
	

	5. Job Satisfaction
	3.85
	0.92
	.742**
	.603**
	.621**
	.589**
	1
	
	
	

	6. Organizational Commitment
	3.79
	0.95
	.636**
	.685**
	.648**
	.602**
	.711**
	1
	
	

	7. Work Values
	3.81
	0.89
	.658**
	.644**
	.711**
	.597**
	.689**
	.706**
	1
	

	8. Intention to Quit
	2.34
	1.15
	-.601**
	-.577**
	-.592**
	-.698**
	-.655**
	-.672**
	-.641**
	1


Note: ** Correlation is significant at the 0.01 level (2-tailed).
Source: Field Survey, 2022


The attitude of the employees on the four dimensions was interesting. The level of job satisfaction was relatively high (mean = 3.85, SD = 0.92) and intrinsic variables (work meaning, associations with colleagues) scored better as compared to extrinsic ones (compensation, working conditions). The Organizational commitment was recorded to have a mean of 3.79 (SD = 0.95) with the strongest component being the affective commitment, which indicates that the employees remain because they desire rather than they are obligated to. A mean of 3.81 (SD = 0.89) was the alignment of work values which showed strong alignment between the individual values and the organizational values. The intention to quit was also not very high (mean = 2.34, SD = 1.15) and only 23 percent of the respondents reported having some degree of intention of leaving the organization.
Sixty-eight percent of the respondents had a positive perception of training and development opportunity with a mean of 3.71 (SD = 1.03). Those employees who stated that they had access to frequent training programs were significantly less intent to quit (r = -0.698, p < 0.01). The information indicated that the workers appreciate technical skills training, as well as professional development opportunities. Companies that make the investment in continuous learning improve employee competencies, as well as, employee loyalty and turnover intentions. It is noteworthy that older employees (more than 15 years old) were more satisfied with training opportunities than newer employees were, which indicates that the organization might need to improve the accessibility of training to new employees.
About practices on recruitment and selection, 72 percent of the respondents show that the organization hires people whose values meet organization culture. This percentage is high in accordance with the good correlation existing between the work values and recruitment practices. Those employees who believed that recruitment procedures were strict and value-based expressed greater correspondence to organizational objectives (mean = 3.89, SD = 0.87). This implies that the cultural fit that the organization focuses on in the recruitment process bears positive results in the value congruence.
Performance appraisal performance practices analysis revealed that 65 percent of the respondents concurred that there is a fair and transparent appraisal system in the organization, 20 percent disagreed, and the rest 15 percent were neutral. The employees stated that performance feedback is mostly constructive (mean = 3.78, SD = 0.98), but there were some issues regarding the uniformity of the appraisal criteria used in various departments. The relationship between the perceived fairness of appraisal and organizational commitment was significant especially, and this supports the value of the fairness of evaluation systems.
The descriptive statistics provided significant information about the perceptions of the employees towards the HRM practices and attitude. With reference to compensation practice, 58 percent of the respondents affirmed or strongly affirmed the view that their salary is fair in relation to the effort they put in work, 27 percent disagreed and 15 percent were undecided. This shows that most employees are content with remuneration, but still, a large percentage of employees feels that there is imbalance in the pay frameworks. The compensation satisfaction mean score was 3.67 (SD=1.12) implying moderate to high levels of satisfaction.
4.3 Descriptive Statistics of HRM Practices and Employee Attitudes
Practices and Employee Attitudes.
This section will present the descriptive statistics of the central variables of the study that is the human resource management (HRM) practices and the dimensions of employee attitude. The analysis reveals the mean scores and standard deviation of the compensation practice, performance appraisal practice, recruitment and selection practice, training and development practice, job satisfaction, organizational commitment, work values and intention to quit. The mean values show the overall level of agreement of respondents with each construct whereas the standard deviations demonstrate the measure of variability of responses. Such descriptive statistics provide a general picture of how the employees perceive the HRM practices and their perceptions in the workplace in the organization in terms of their respective workplace attitudes.
Table 6: Descriptive Statistics of Study Variables (N = 100)
	S/N
	Variable
	Mean
	Standard Deviation

	1
	Compensation Practice
	3.67
	1.12

	2
	Performance Appraisal Practice
	3.78
	0.98

	3
	Recruitment and Selection Practice
	3.89
	0.87

	4
	Training and Development Practice
	3.71
	1.03

	5
	Job Satisfaction
	3.85
	0.92

	6
	Organizational Commitment
	3.79
	0.95

	7
	Work Values
	3.81
	0.89

	8
	Intention to Quit
	2.34
	1.15


Source: Field Survey, 2022
5. DISCUSSION
The results of this paper highly confirm the empirical relationship between the human resource management practices and the employee attitudes in the telecommunications sector. All the four hypotheses were accepted proving that the attitude of employees is strongly connected with HRM practices.
The significance of equal and competitive compensation schemes to employee satisfaction is confirmed by the good positive association between compensation practice and job satisfaction (r = 0.742). The finding is not new but rather it is similar to the results of past studies conducted by Danish and Usman (2010) and Vandenberghe and Tremblay (2008) who have discovered that the aspect of compensation plays a significant role in determining both satisfaction and motivation among employees. This relationship is further confirmed in the recent research of Hoque et al., (2018) and Sharma and Dhar (2016) in the path of an organization today. Companies that compensate employees according to their contribution and the market rates have higher chances of having satisfied and motivated employees.
The strong positive correlation between performance appraisal practice and organizational commitment (r = 0.685) is significant as it shows the importance of performance appraisal systems that are fair and transparent. This complements the efforts of Al-Ahmadi (2009) and Aguinis et al. (2013) who established that proper performance appraisal is associated with commitment of employees. Employees who feel that the performance appraisal systems are more developmental than punitive have stronger attachment towards the organization in terms of emotion. This emotional attachment is converted to greater degree of organizational commitment and commitment and better performance.
The significance of person- organization fit is emphasized by the positive correlation of the recruitment and selection practices with the work values (r = 0.711). Proper selection and recruiting brings about the entrance of employees who possess common values with the organization which result in increased integration and conformity to the organizational culture (Breaugh, 2009). This observation implies that organizations must invest in stringent selection procedures which must not only evaluate technical aptitude, but also attach importance to congruency between the candidates and organizational culture.
The correlation between negative results between training and development practice and intention to quit (r = -0.698) proves that employee development can severely decrease turnover intentions. This is in accordance with Cheng and Ho (2001), Dysvik and Kuvaas (2013), and Salas-Vallina et al. (2020) who demonstrated that training and development opportunities increase employee loyalty and turnover. Companies that emphasize employee development are an indication of their interest in employee development, and the reverse is also true since employees are less inclined to quitting the organization.
The implications of these findings are quite significant in the telecommunications industry and other areas of competition. These findings indicate that organizations need to take a holistic view of HRM, wherein it is evident that individual practices put together work synergistically to affect the attitudes of the employees and consequently organizational performance. The paper shows that good HRM practices can be both motivating and hygienic as per the two-factor theory introduced by Herzberg, and that the expectations of employees of fairness and recognition play a vital role, which would be in line with the expectancy theory.
6. CONCLUSION AND RECOMMENDATIONS
6.1 Conclusion
The paper has discussed the influence of human resource management practices on the attitude of employees in telecommunications industry using the 9mobile Nigeria Plc as a case study. It is evidently seen that the HRM practices overwhelmingly impact the attitude of the employees in a wide range of aspects. There is a significant positive correlation between job satisfaction and compensation practice, organizational commitment and job satisfaction, performance appraisal practice, and recruitment and selection practice where the practice has an important role in reducing intention to quit.
The close relationships present amongst all hypotheses indicate the essence of great significance of strategic HRM practices in establishing good employee attitudes. Companies that invest towards well-designed and in depth HRM systems have a high probability of developing a loyal, satisfied, and consistent workforce. In the telecommunications competitive industry where human capital is an important source of competitive advantage, the practice of effective HRM is an administrative necessity but a strategic necessity.
6.2 Recommendations
According to the results of the given research, the following recommendations are provided:
1. The management ought to introduce all-inclusive compensation packages that are competitive in the industry and relative to the contribution of the employees. Performance based bonuses and frequent salary increases must be implemented to ensure that employees are satisfied and motivated.
2. It should be ensured that organizations have just, explicit, and progressive performance appraisal systems. They would be trained on how to be constructive when giving feedback and the appraisal criteria would be communicated to all employees. The appraisal must be done with an emphasis on developing employees and not just with appraisal.
3. The recruitment and selection practices ought to be in such a way as to evaluate the technical competence and value fit. Organizations are responsible to define their values and culture, which they ought to communicate during the recruitment process and apply selection instruments that measure the person organization fit.
4. Companies are supposed to allocate a lot of funds on employee training and development programmes. Training must be ongoing, applicable to the changing job demands as well as being within the career development lines. This will show that the organization is committed to the development of employees and they will have lower turnover intentions.
5. The management must also adopt an open door policy and set up a regular communication channel that will enable them to know the concerns and feedback of the employees. This fosters a culture of trust and goes to show that their employee opinions are taken seriously.
6. The HR policies of organizations must be regularly revised and assessed in accordance with the shifting business environment and expectations of the employees. Growing proactive HRM taking into account the needs of employees before a crisis occurs will be more successful than solving issues after they occur.
6.3 Limitations and Suggestions for Further Studies
This paper took a specific consideration of the telecommunications sector and 9mobile Nigeria Plc. Future studies are needed to investigate the relationship in various industries and organizations to improve on generalizability. Also, longitudinal studies may give information on the dynamics of HRM practices and employee attitudes with time. More studies may also involve the mediating and moderating variables that may mediate the relationship between HRM practices and employee attitudes including organizational culture and leadership styles and individual differences. In addition, the research also used cross-sectional data that cannot be used in causal inferences; experimental or quasi-experimental research can further give solid support of causal links between HRM practices and employee attitudes.
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