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An Investigation on Critical Factors of Human Resource Management
and their Impact on Perceived Construction Project Success: Sri
Lankan Perspective

Godewaththa Arachchi Susil Kumara Silva

ABSTRACT

Human Resource Management (HRM) and firm-performance relation has been a
popular topic in Strategic Human Resource Management (SHRM) research. The
construction industry is a multibillion business, which brings an immense value to many
aspects of an economy. However, this industry had largely been neglected by the
SHRM research. The people factor has drawn a less attention in project management in
the context of construction industry. This study therefore, has focused on the impact of
seven organizational level HR factors (human capital, organizational citizenship
behaviour, employer brand, organizational learning, team-cohesiveness,
transformational leadership and organizational communication), which can meet the
fundamentals to be the real sources of sustainable competitive advantages on firm-
performance in the construction project management context of Sri Lanka. This study is
probably the first to integrate SHRM and Project Management knowledge domains and
to provide a detailed theoretical and empirical analysis on the impact of critical HR
factors on construction performance. The study has adopted a quantitative research
strategy with a well-structured questionnaire, which was administered to the entire
working population. Project managers who were directly responsible for the success of
their respective projects were the respondents for the study and a sixty-six percent
response rate was obtained. Partial Least Square Structural Equation Modeling (PLS-

SEM) statistical approach and Smart PLS3 software were used for data analysis. Overall
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results suggest that out of seven factors; only six factors (human capital, organizational
citizenship behaviour, employer brand, organizational learning, team-cohesiveness, and
organizational communication) have a significant positive impact on construction
project success. Thus, these six HR factors are considered as critical factors of HRM in
the context of construction industry. The present study introduces a theoretical
framework, which was developed mainly based on the rationale of RBV for achieving
construction project success. This framework has been empirically tested. Therefore,
present study has contributed to SHRM theories, particularly to RBV. Future
researchers can use this framework to establish robustly how HRM can be real sources
of sustainable competitive advantages. This study has taken a major turn from the
traditional wave of research in SHRM that focuses on HR practices and emphasizes that
future SHRM research should focus on analyzing organizational level HR factors than
traditional HR practices. This direction will have implications for both research and
practice and will ensure much stronger link between HRM and firm-performance. This
approach will be instrumental for HRM professionals to establish their position as a
strategic partner. In addition, focusing on organizational level HR factors will lay a
foundation to understand how an organization can be differentiated through the people

factor.
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