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Abstract: There is a growing interest in the field of Total Quality Management (TQM) to analyze the impact of Human Resources 

Management (HRM) on TQM and its overall effect on the sustainable competitive advantage and in a long run improve the 

firms’ performance. The purpose of the research is to propose a conceptual model from different authors view on different 

factors of Total Quality Management (TQM) with the different dimensions of Human Resources (HR) reflect on the performance 

of the organization. The study explores the factors predominant to the TQM and Human Resource Management (HRM) which 

contribute to the existing literature review. Most of the authors suggest that the implementation of TQM practices with HRM 

practices will improve the performance of the organization. From the literature review, the key findings show the critical success 

factors responsible for developing sustainable competitive advantage which further results in enhanced organizational 

performance, respective to countries, authors, research methodologies. The study servers advantageous to the organizations that 

desire to improve the performance of the organization through the HR aspects of TQM. For the academicians, it builds a base to 

identify dimensions relevant to their research perspective. 

 

Index Words: Total Quality Management, Human resources Management, Critical Success Factors, sustainable competitive 

advantage, and organizational performance. 

 

 

1. Introduction: 

The unstable market conditions and increased rivalry have strained the organizations to adapt novel HRM practices and TQM initiatives. 

Management of the organizations have moved from the standard form of employment practices to flexibility in working hours and eased 

out the centralized organizational structure. In the recent studies of TQM, most researches focus on the HRM-related factors which have 

gathered greater momentum in terms of organizational performance. It dominates the fact that HR-related issues need to be resolved first 

rather than the technical aspects of production. There appears to be a coherent relationship between TQM practices and HRM. While the 

performance management system is the key success factor of HRM, while some advocate of TQM has differences in opinion. The TQM 

dimensions predominantly support the quantification of the inputs, processes, and outputs. Whereas, HRM emphasizes the work-related 

knowledge, skills and ability. To enable continuous improvement of the systems includes an absolute companywide outlook, a focus on 

group-based job association, and device employee involvement. Latest means of managerial control and empowering the employees 

resulting in improved communication, workplace organization and compensation, and rewards linked to performance. The main issue in 

SME manufacturing organizations, the management gives little or no importance to the HRM initiatives and considerations of public 

relations. TQM is a holistic concept and requires all the employees of the organization to seek customer satisfaction. HRM practices can 

reinforce group awareness, increase in employee competence, and achieve positive work culture. Many organizations concluded that the 

efficient functioning of TQM can create developments in the part of competitive capabilities and offer planned progress in the 

marketplace and ROI, lower manufacturing costs and better yield and enrichment in the area of strategic performance. 

 

The paper emphasis on the exhibits that total quality management has a unique relationship with human resource management when it’s 

the question of continuously improving the processes of the system. Human resource management has an integral part in the 

implementation of total quality management with the purpose of improving employee performance, who serve as internal customers of 

the organization. 

 

The philosophy of TQM has emerged as a major breakthrough in the field of productivity and management, as it focuses on maximizing 

customer satisfaction and minimizing the efforts of production with continuous improvement in labor, dissemination of knowledge, 

managing the talent, continuous training and education thus managing their performances.  
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2. Association among total quality management, human resource management, sustainable competitive advantage, and 

organizational performance. 

 

Human resource plays a crucial role in the development of the strategic management process. Top management commitment and 

leadership which is aligned in strategy formulation, strategy implementation and strategy execution. Strategy formulation is involved in 

framing the vision, mission and objectives of the firm and communicating the same with the employees of the organization which is the 

base for the firm to build sustainable competitive advantage.  

 

When the firms are organized in their processes, it aims to satisfy the customers more profitably year by year. It is achieved by crafting 

various strategies by evaluating the organization’s intangible resources, capabilities, and competitiveness. The intangible resources 

include human assets, company image, the reputation of quality, service and dependability, reputation with suppliers and intellectual 

capital which consists of the employees work experience, continuous learning, tacit knowledge of the employees, technological know-

how, specialized teams and groups, skills of employees in keeping low cost of production, enhanced product quality, customer support, 

innovation, creativity and managerial talent. Relationships and alliances provide a base to access technologies, partnerships with suppliers 

which help to reduce costs of the raw material, build a network of dealers and distributors which help in establishing trust with various 

partners. A strong company’s culture ingrains the belief system within the company norms of behaviour develops ideology with business 

principles. The compensation and reward system builds hygiene factors and improves the motivation levels among the employees of the 

company. The capabilities include knowledge base residing with employees who inherently exhibit cross-functional capabilities. 

 

Even when we discuss the product’s/service’s value proposition delivered to the customers considering the value chain analysis; one of 

the building blocks of support activities is the human resource management which focuses on the activities, costs and assets related with 

recruitment, training and development, compensation and reward system, labour relationship activities, building knowledge-skills and 

ability of the employees resulting in developing core competencies. Under strategy implementation, the firms focus on the analysis of the 

external environment and internal capabilities to come up with a winning formula, where TQM implementation becomes a lead factor in 

improving operational efficiency thus by-and-large contributes to developing the sustainable competitive advantage of the organization. 

Human resources act as a binding agent in the implementation of TQM practices with a comparative analysis of the changing needs of the 

organization. Human resources serves as a launch-pad for the implementation of TQM principles practice across the organization to meet 

the financial and strategic objectives of the firm. The human resource helps to better understand the organization culture from employees 

to employees which are essential for the development and acceptance of TQM principles and practices. 

 

. Human resource is the heart of the organization which helps to create high-performance work culture. In the successful execution of the 

TQM practices, human resource plays a significant role in operational functions like recruitment and selection where the task lies in the 

hands of an HR professional to absorb the right talent to the right job at an effective cost, training and continuous education of the newly 

recruited employees enhance the job roles to the specific requirements and increase employee efficiency and therefore have improved 

knowledge, skills and abilities, well set up performance management assessment system to support human resource activities to capitalize 

on the competitiveness, compensation, and rewards to motivate boost the morale of the employees, integration with the enterprise to have 

synergy and teamwork, maintenance in sustaining and improving work conditions retention and effective communication and succession 

planning for managing the career development of the professionals towards higher job positions. Furthermore, leadership at the 

organization level has the ability to encourage a group of employees to work in a team with synergy and set examples to achieve shared 

goals at organizational levels. 

 

From past decades it is observed that the relationship between the employees and implementation of quality is closely related to the 

competitiveness and performance of the organization. 

 

The above analysis prominence the fact that human resource management and total quality management has a considerable outcome on 

building sustainable competitive advantage. The proposed model shows the association between human resource management, total 

quality management, and sustainable competitiveness. In the proposed model in figure 1 shows the independent factors are the human 

resource and total quality management practices and the human resource competitiveness is the dependent factor. The model helps to 

further analyze the control of human resources factors such as knowledge management and talent management with total quality 

management practices on competitiveness. The model suggests as the effectiveness of human resources practices with the total quality 

management practices together improves the competitiveness of the organization. 

 

Employees love to be recognized for their valuable contribution either as a team or an individual. An employee’s sense of 

accomplishment, value delivered to the organization, and in turn knowing the organization cares for them, and having peer recognition is 

more important than the reward. Recognition is a form of employee stimulus in which the organization overtly recognizes the positive 

contributions by an individual or team resulting in the overall success of the organization. The employees are also implicated in the 

planning and execution of the recognition and reward program. Systems are developed where the monetary reward is not a substitute for 

the compensation and which includes cross-functional teams representing all areas of the organization that are most likely to succeed. 

 

The main rationale of performance appraisal is to make the employees aware of their contribution and provide a basis for promotions, 

salary increments, counselling, etc. which primarily focused on the employee’s future. Employees need to be told on a continuous basis 

regarding their performance. The appraisal helps the employees to know their strengths and weakness as well as how their performance 

can be improved. Employees are given a fair opportunity to comment on the evaluation which involves employees in a positive way. An 

unfair evaluation can cost the organization a valuable employee. The increased interdependence of the tasks related to TQM practices in 

the workplace dictates that teams' performance be utilized. This action will encourage the group members to assist, maintain, and 

collaborate with each other. 
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Figure 1: Proposed research model showing the inter relationship between TQM and HRM practices on building competitiveness and 

resulting to Organizational Performance 

 

 

Involving employees, empowering them and, involving them in the decision-making process provide the opportunity for continuous 

process improvement. The unexplored innovative ideas and opinions of employees can make the difference between success and failure. 

Employee involvement improves quality and boosts productivity. Employee involvement reduces labor-management rubbing by 

encouraging effective communication and coordination. Employee involvement helps to boost their morale and create a sense of 

belongingness towards the organization. Employees through their expertise can help make support decisions and identify areas of 

improvement. Employees show a sense of commitment towards shared goals as they control the work environment. 

3. Implications and discussion 

Employee involvement is a way of life that is critical to the TQM implemented organizations and can make a difference in going-out or 

out-going organizations. As the organization begins the culture of change, a lot of resistance is been seen in the processes. Keeping the 

employees involved and informed helps to manage effective change in the organization. Employees are supposed to know what they 

should do, and most importantly what they should not do to avoid inconsistency or contingency. Communication is found to be important 

and increases the employee’s job involvement. In today’s business environment, knowledge-based actions can facilitate organizations to 

gain a competitive advantage. The performance management system in organizations shows positive evidence on productivity and 

quality. Moreover pay for performance is to be linked to the performance appraisals variables as in some organizations compensation and 

reward system motivate employees towards accomplishing the objectives of the organizations. To strengthen the teams further, it is 

helpful to improve the links between rewards and performance appraisals and individual contributions. Human resource development 

plays a crucial role in providing employees the right knowledge and skills required to perform successfully, and training also helps in 

managing their roles and responsibilities much efficiently. Extensive training can strengthen the TQM programs including team synergy. 
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A transparent specific structured procedure for recruitment and selection of individuals ensures equality and efficiency of the processes. 

In developing this approach, it is considered that the TQM practices with HR dimensions as a critical success factor within the 

organization which contributes to continuous improvement which in turn helps to build sustainable competitive advantage. The 

relationship is exhibited in the conceptual framework shown in figure 2.  

 

 
Figure 2: Conceptual framework of HRM practices, TQM practices and Sustainable Competitive Advantage. 

 

 

 

4. Conclusion and future research 

The proposed conceptual model developed can be applied to various organizations under different sectors of all sizes and at different 

geographical locations. The model helps the organization to attain sustainable competitive advantage through the efforts of TQM 

practices in association with the HRM practices has a significant positive impact on organizational performance. The study provides 

practitioners and academicians with a better understanding of the association TQM and HRM initiatives. The result of the study 

contributes to the extensive literature review on TQM implementation in terms of human resource management. The model presents 

the holistic approach to the impact on developing sustainable competitive advantage of the organization. Future research suggests to 

empirically validating the model in different sectors in different countries. 
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