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Abstract: 

The purpose of this research was to examine the extent of alignment of human resource practices to business strategy, 
case of Coca-Cola bottling Company, Rwanda. The study was guided by three specific objectives which were to 
determine the alignment of performance management practices to business strategy, to establish the alignment of 
employee engagement to business strategy and to investigate the alignment of employee Selection to business strategy 
at Coca-Cola bottling Company, Rwanda. The significance of this study lies in its potential to provide insights into how 
the alignment of human resource practices with business strategyðspecifically focusing on performance management, 
employee engagement, and employee selectionðcan enhance successful implementation of business strategies. By 
examining these key HR practices within Coca-Cola Rwanda, the study aims to contribute to the broader understanding 
of how multinational companies operating in Africa can adapt global HR models to local conditions, addressing 
challenges such as skills gaps, cultural dynamics, and economic constraints. The study drew upon theoretical 
frameworks such as the resource-based theory, expectancy theory and contingency theory. To achieve these objectives, 
a descriptive survey design was employed, aiming to provide an accurate and systematic description of the population, 
situation and phenomenon under investigation. The target population was 95 employees from Coca-Cola Company. The 
sampling technique used was census sampling ensuring higher representativeness and minimizing the potential for bias. 
A digital questionnaire was distributed to gather primary data. A pilot test was conducted to examine the questionnaires 
validity and reliability. The collected quantitative data was subsequently coded and entered into statistical packages for 
social sciences (SPSS version 26.0) for analysis using descriptive statistics with use of mean and standard deviation 
and, inferential statistics by the use of Pearson  correlation(r) and multiple linear regression analysis .The presentation 
of the analyzed data was in the form of charts and tables, facilitating clear visualization, interpretation and discussion 
of the findings. The study found that the alignment of performance management practices, employee engagement and 
employee Selection had positive statistically significant influence on business strategy in Coca Cola Bottling Company, 
Rwanda. On employee engagement, the study concluded that employing elements such as the use active listening, the 
use of financial and non-financial reward measures and having strong core values and beliefs at Coca Cola Bottling 
company had ensured a more dynamic and adaptable organizational culture, reduced staff turnover, increased 
productivity; building better work and customer relationships. On the alignment of performance management to 
business strategy, the study concluded that the various performance management techniques used by the Company had 
improved the Companyôs ability to overcome crisis and adopt to a hybrid working structure, improve employee morale 
and ensure employee growth. Finally, on the alignment of employee Selection, as demonstrated by the use of a variety 
of employee Selection criteria, it had ensured seamless transitions, minimized disruptions and maintained uninterrupted 
business operations. The study recommended that the company should monitor and control the alignment of HR 
practices to business strategy to ensure that the practices adopted conform to the dynamic business environment. This 
can boost employee satisfaction and performance, helping the business to achieve its strategic objectives and increase 
their influence and decision-making power across the organization.  
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i. Introduction  
 

Organizations today have increasingly become aware of the importance of aligning human resource practices to 

organizational strategy. This awareness in a system is a critical dimension in the performance of organizations (Rees, 

2016). In the new economy, competition is global, Capital is abundant. Ideas are developed quickly and cheaply. No 

organization is immune from the changing tides of economic, social, political and technological trends, the world is flat. 

According to Friedman (2015), any business activity should be reducible to a fundamental business proposition based 

on creating value for customers in economically viable ways. Human Resource (HR) professionals must create an HR 

value proposition, aligning HR practices to simple business realities: serving customers, meeting deadlines, making 

profits, leveraging technology, and satisfying investors. 

HR practices are increasingly recognized as crucial drivers of organizational success across various industries globally. 

The alignment of HR strategies with business objectives, particularly focusing on performance management, employee 

engagement, and employee selection, has gained prominence in ensuring that organizations achieve sustained 

competitive advantage (Armstrong & Taylor, 2020). Globally, businesses are moving beyond transactional HR functions 

to more strategic roles where HR initiatives are integrated into the core business strategy to optimize workforce 

productivity and organizational performance (Boxall & Purcell, 2016). 

Performance management is a key HR function that enhances organizational efficiency by setting clear expectations, 

providing continuous feedback, and linking employee outcomes to organizational goals (Aguinis, 2019). Employee 

engagement, another critical aspect, is shown to drive higher productivity, innovation, and employee retention, 

contributing to the overall success of organizations worldwide (Kahn, 2019). Additionally, effective employee selection 

practices are crucial for ensuring that organizations attract and retain talent that aligns with their strategic goals, 

especially in todayôs dynamic global market (Taylor, 2018). 

In Africa, particularly in sub-Saharan regions, the alignment of HR practices with business strategy is emerging as a 

focus for many organizations seeking to boost their performance and competitiveness. However, the continent faces 

unique challenges, such as limited access to skilled labor, underdeveloped infrastructure, and cultural beliefs that may 

affect the implementation of global HR best practices (Kamoche et al., 2015). This creates a pressing need to investigate 

the localization of global HR practices to fit African business contexts. 

Recent studies in Africa have emphasized the importance of adapting global HR models to the local context to address 

the region's specific economic and social conditions. For example, a study by Nzonzo and Matashu (2021) examined 

the challenges of performance management systems in Zimbabwe and found that cultural factors and limited resources 

hindered the successful implementation of globally accepted HR practices. Similarly, in Kenya, Waiganjo et al. (2020) 

found that aligning HR practices with business strategies significantly enhanced employee engagement and productivity, 

although the lack of technological infrastructure posed challenges. 

In Rwanda, the alignment of HR practices with business strategies is becoming increasingly relevant, especially for 

multinational companies like Coca-Cola Rwanda. Rwanda's Vision 2050 plan emphasizes human capital development 

and seeks to foster a skilled workforce capable of driving economic transformation (Government of Rwanda, 2020). 

The Government of Rwanda (GoR) is keenly aware of the critical role played by HR in the development and the 

accomplishment of organizational plans and objectives. Through FONERWA (Fund for Environment and Natural 

Resources for Rwanda) the government supports the human resource needs of its current and future workforce 

underpinning a performance-oriented culture and an enabling work environment. HR practices need to take into account 

the issue of sustainability.  

Despite this, the country faces a skills gap and a need for better employee selection practices to ensure the right talent 

is recruited to meet the strategic needs of organizations (Nkurunziza & Mutarutinya, 2018). More importantly the level 

of ownership by a companyôs staff is essential to managing the dynamics of changes within the organization and 

maintaining the momentum in implementing HR practices in line with the business overall strategic plan 

(Uwandinda,2021). Given these global and regional dynamics, there is a gap in the existing literature regarding how 

performance management, employee engagement, and employee selection align with the business strategies of 

multinational companies operating in Rwanda. This study, therefore, seeks to address this gap by investigating the 

alignment of HR practices with business strategy in Coca-Cola Rwanda, with a particular focus on these three 

independent variables. 

For human resource management to be done effectively in a company, there must be a strategy that defines the different 

approaches to attracting, retaining and motivating a workforce that will enable it to succeed. Some of the most critical 

characteristics of an effective HR strategy are: a strategy that fits the organizational context and mandate, aligns human 

resource management policies and programs with the overall Companyôs strategy, and integrates the HR functional 

strategies (staffing, development, performance management, rewards management and employee relations) with each 

other. It is for this reason; the researcher seeks to conduct this study to investigate the alignment of human resource 

practices and business strategy. The main objective of this study was to examine the alignment of human resource 

practices and business strategy, Case of Rwanda Coca-Cola bottling Company. It was guided by the following 

specific objectives: 

 
i. To determine the alignment of performance management practices and business strategy, Case of Rwanda Coca-

Cola bottling company 
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ii. To establish the alignment of employee engagement and business strategy, Case of Rwanda Coca-Cola bottling 

company 

iii.  To investigate the alignment of employee selection and business strategy, Case of Rwanda Coca-Cola bottling 

Company. 

 

ii. Theoretical Framework 

In the study of human resource management, there are several theories that attempt to explain the relationship human 

resource practices and business strategy. Their propositions are the foundation for understanding alignment of human 

resource practices and business strategy. In particular, these theories include the resource-based theory, expectancy 

theory and contingency theory. 

 

Expectancy Theory 

Expectancy theory explains that motivation will be high when people know what they have to do to get a reward (which 

may be financial or non-financial), expect that they will be able to get the reward, and expect that the reward will be 

worthwhile. The theory recognizes that people have different types of needs, wants and goals and that this must be taken 

into account in devising HR policies and practices, especially those concerned with motivation and reward. Expectancy 

theory was pioneered by Vroom (2020) and developed by Porter and Lawler (2018), who proposed that high individual 

performance depends on high motivation plus possession of the necessary skills and abilities, and an appropriate role 

and understanding of that role. From this, as Guest (2019) declared: ĂIt is a short step to specify the HR practices that 

encourage high skills and abilities, for example careful selection and high investment in training; high motivation, for 

example employee involvement and possibly performance-related pay; and an appropriate role structure and role 

perception, for example job design and extensive communication and feedback . 

Armstrong (2018) discusses this theory. In the expectancy theory, motivation is likely to be when there is a perceived 

and usable relationship between performance and outcome, with the outcome being seen as a means of satisfying needs. 

In other words, a there must be a link between a certain reward and what has to be done to achieve it. This theory is very 

important in the context of this research. The theory is instrumental especially when financial cooperatives are designing 

performance-based pay. Reason for this is that management of financial cooperatives needs to design performance-

based pay so as to ensure these organizations continue to improve their performance. To compete favorably, Coca-Cola 

need not only to offer competitive rewards but also to go an extra mile to link some categories of rewards to performance 

as a strategy. 

 Resource-Based Theory 

Resource-based theory expressed as Ăthe resource-based view  states that competitive advantage is achieved if a firmôs 

resources are valuable, rare and costly to imitate. It is claimed that HRM can play a major part in ensuring that the firmôs 

human resources meet these criteria (Armstrong, 2020). The theory blends concepts from organizational economics 

(Penrose, 2019) and strategic management (Barney, 2021). 

A firm that has attained a competitive advantage has created economic value than its competitors. Economic value is 

generally created by producing products and/or services with either greater benefits at the same cost compared to 

competitors or the same benefits at lower cost compared to competitors. In either case, it is logical to assume that a firm 

that attains a competitive advantage, whether in the form of greater benefits at the same cost or the same benefits at 

lower cost, will be able to improve its performance in ways that its competitors cannot. 

 
Contingency Theory 

Contingency theory states that HRM practices are dependent on the organizationôs environment and circumstances. This 

means that, as Paauwe (2014) explained: ĂThe relationship between the relevant independent variables (HRM policies 

and practices) and the dependent variable (performance) will vary according to the influences such as company size, 

age and technology, capital intensity, degree of unionization, industry/sector ownership and location. Contingency 

theory is associated with the notion of fit ï the need to achieve congruence between an organizationôs HR strategies, 

policies and practices and its business strategies within the context of its external and internal environment. This is a 

key concept in strategic HRM. 

Karen Legge (2018) exercised a major influence on the acceptance of the relevance of contingency theory. She observed 

that: ĂContingency theory in its positive sense just makes the theoretical point that it is ñcontingenciesò in an 

organizationôs environment that, acting as both constraints and opportunities, influence the organizationôs structure and 

processes . She also produced the following suggestions on applying contingency theory: 1) An objective-setting 

exercise, based on a diagnosis of what specific objectives are appropriate to the organizational context involved. 2) An 

analytical classification of the alternatives (whether payment systems or management styles or different approaches to 

reorganizing work) that are the subject of the design exercise. 3) An analysis, preferably involving the construction of 

a dynamic processual model, of the context in which such an alternative is to apply. 
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iii. Conceptual Framework 

According to Shoga and Vernon (2017), a conceptual framework is a graphic that depicts a writer's ideas while clearly 

demonstrating the impact they have on the subject being investigated. The Figure 2.1 below indicates that relationship. 

 

 

 

 

  

 

 

 

 

 

Figure 1:Conceptual Framework 

Source: Researcher, 2024 

 

iv. Research Methodology 

Research Design 

According to Easterby-Smith, Thorpe & Jackson (2015), research design is a framework for gathering and interpreting 

data in order to accomplish the ultimate research goal. A descriptive survey design was used in this study. It is a data 

collection method that involves distributing questionnaires with the primary goal of eliciting responses from 

respondents. Relevant information is gathered by asking a similar set of queries in order to achieve the desired goal. 

This design is suitable because it aims to present a comprehensive account of the current state of a particular situation 

and to produce research questions for further research. 

 

 Target Population  

Denscombe (2014) defines population as "the total group of people on which the researcher intends to conduct research.ò 

The target population was 95 employees from different departments at Coca-Cola Company, Rwanda. The reason for 

the selective inclusion of this population was that the researcher considered them as the key informants that held rich 

and enough information in terms of the way they were involved in the project activities and the project results. The 

target population for this study is shown in Table 1 below. 

 

 

 

 

 

 

 

 

 

Performance Management Practices 

¶ Performance appraisal 

¶ Training and development 

¶ Reward systems 

Employee Engagement 

 

¶ Effective Communication 

¶ Employee Recognition 

¶ Participatory Culture 

Employee Selection  

 

¶ Selection criteria 

¶ Adoption of Technology 

¶ Diversity and equality 

Business Strategy 

¶ Crisis management 

¶ Employee 

Retention 

¶ Organizational 

restructuring 

Independent Variable 

Human Resource Practices 

 
Dependent Variable 
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Table 3. 1:Target Population 1 

Department No. of Employees 

Customer Service 13 

Sales and Marketing  25 

Information and Technology 12 

Human Resources  4 

Project Management 6 

Management 10 

Accounting & Finance  5 

Maintenance 8 

Operations 12 

Total 95 

Source: HR, Coca-Cola branch Kicukiro 

3.3. Sample design 

According to Bineham (2016), a sample is a group of people, objects or items that are taken from a larger 

population for measurement. The sample should be representative of the population to ensure that the findings 

can be generalized from the research sample to the population.  

3.3.1 Sample size 

According to Kibuacha (2021), sample size is a research term used for defining the number of individuals 

included in a research study to represent a population. The sample size references the total number of 

respondents included in a study, and the number is often broken down into sub-groups by demographics such 

as age, gender, and location so that the total sample achieved represents the entire population. Due to the 

limited number of employees to be included, the study did not use a sample but instead included the whole 

entire population of 95 employees 

3.3.2 Sampling Technique 

The term sampling technique describes the method of gathering data and examining it in order to study a 

population (Byju, 2019). For this study, Census Technique was used, and this is the method of statistical 

numeration where all members of the population are studied. The advantage of using this technique is it will 

provide reliable and accurate data considering it is an intensive study of the entire population (toppr, 2019).  
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3.4 Data Collection Methods 

In examining the alignment of human resource practices and business strategy in Rwanda , particularly 

focusing on a case study of Coca-Cola bottling Company, primary data collection method was employed. The 

instrument used for data collection was questionnaires which was administered to 95 Employees of Coca Cola 

Company. 

v.Research Findings and Discussions 

4.2. Demographic Characteristics 

The demographic characteristics of the respondents in this study aimed at establishing their gender, age, 

educational qualifications and which department the respondents worked for.  

4.2.1. Gender of the Respondent 

Chart 4.1. Gender of the Respondents 

 

The researcher aimed to know the gender of the respondents as illustrated by chart 4.1 above. The statistic 

above reveals that 64.7 percent of respondents are male and 35.3 percent are female, indicating that male 

employees exceed female employees in Coca-Cola Bottling company, Rwanda. 

4.2.2. Age of the Respondent  

Chart 4.2. Age of the Respondents 
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The researcher aimed to know the age of the respondents as illustrated by chart 4.2 above. According to the 

chart above, 32.4 percent of employees were between the ages of 25 and 30, 32.4 percent were between the 

ages of 30 and 35, 17.6 percent were between the ages of 20 and 25, and 17.6 percent were over 35. This 

indicates that most of their employees are between the ages of 25 and 35 which shows that considering they 

are quite young employees; they are highly motivated which may enhance the alignment of human resource 

practices to business strategy.  

4.2.3. Level of Education 

Chart 4.3. Level of Education 

 

The researcher aimed to know the level of education of the respondents illustrated in chart 4.3 above. 

According to the chart above, 50 percent of employees have completed a post-graduate degree, 44.1 percent 

have achieved a bachelor's degree, 2.9 percent have earned a diploma and 2.9 percent of employees have 

completed secondary school. This indicates that majority of their staff hold a post-graduate degree which 

shows they are highly educated individuals and the information received from them is deemed authentic.  

4.2.4. Length of Service 

Chart 4.4. Length of Service 
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The researcher aimed to obtain knowledge on the length of service of the different respondents as illustrated 

in chart 4.6 above. According to the chart above, 61.11 percent of the respondents have served at Coca-Cola 

between 1 to 5 years while 38.89 percent of the respondents have served at Coca-Cola between 5 to 10 years. 

Given that a significant number of employees were subjected to lay-offs amid the Covid-19 pandemic, it is 

logical that a significant portion of the respondents reported serving less than five years of tenure within the 

organization.  

4.3 Presentation of Findings 

The presentation of findings focuses on three key areas; to determine the alignment of performance 

management practices to business strategy, to establish the alignment of employee engagement to business 

strategy and to investigate the alignment of employee Selection to business strategy at Rwanda Coca-Cola 

bottling Company. 

4.3.1. Performance Management and Business Strategy 

Chart 4.6. Performance Management

 

The researcher aimed to determine the alignment of performance management practices to business strategy 

at Rwanda Coca-Cola bottling Company as shown in chart 4.6 above. The above said chart shows that, 61.8 

percent of respondents believe that their organization has changed significantly because of the alignment of 

performance measurement to the different business strategy, 23.5 percent of respondents believe  alignment 

of Performance management practices have had a very significant impact on their business strategy, 8.8 

percent believe that their business strategy has changed very little as a result of its alignment to Performance 

management practices and finally, 5.9 percent believe that their business strategy has been achieved due to its 

alignment to performance Management. This indicates that majority of respondents thought that Coca Cola 's 

Business Strategies were significantly impacted by their alignment to performance management practices. 
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4.3.2. Employee Engagement and Business Strategy 

Chart 4.7. Employee Engagement

 

The researcher aimed to establish the alignment of employee engagement to business strategy at Rwanda 

Coca-Cola bottling Company as illustrated in chart 4.7 above. The presented chart shows that, according to 

respondents, 55.9 percent believe that alignment of employee engagement had a moderate extent impact on 

their business, 20.6 percent believe it had a great extent impact and 14.7 percent believe it had a little extent 

impact. This shows that majority of respondents thought that alignment of employee engagement had a 

moderate impact on the business strategies in the organization.  

4.3.3. Employee Selection and Business Strategy 

Chart 4.8. Employee Selection 

 

The researcher aimed to investigate the alignment of employee Selection to business strategy at Rwanda Coca-

Cola bottling Company as illustrated in chart 4.8 above. The above said chart illustrates that 41.2 percent of 

respondents thought alignment of employee Selection had a moderate impact on the different business 

strategies, 32.4 percent thought it had a great affect within the organization, 14.7 percent of respondents 

thought it had a very significant impact within the organization, and 11.8 percent thought it had a small impact. 
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This suggests that a majority of Coca-Cola respondents thought alignment of employee Selection had a 

moderate influence on business Strategy. 

4.4. Descriptive Statistics  

The purpose of this study was to determine how the alignment of different Human Resource practices affected 

Coca-Colaôs Company business strategy. Descriptive statistics was used to analyze the information collected 

from the questionnaires. Precisely mean and standard deviation were used to present the studyôs descriptive 

statistics.  

4.4.1. The alignment of performance management practices and business strategy at Rwanda Coca-

Cola bottling Company 

The aim of the researcher was to determine the alignment of performance management practices to business 

strategy at Rwanda Coca-Cola bottling Company. To achieve this goal, the respondents were asked to reply 

to a few key statements by indicating to what extent they agreed with each one. A Five-Point Likert scale was 

used to collect the responses, with 5 indicating strongly agree with the statement, 4 agree, 3 moderately agree, 

2 disagree, and 1 strongly disagree). Mean scores of 1 to 1.4 indicate that the respondents disagreed with the 

statements (no extent), 1.5 to 2.4 indicates that the respondents agreed with the given statements to a little 

extent, 2.5 to 3.4 indicates that the respondents agreed with the given statements to a moderate extent, 3.5 to 

4.4 indicates that the respondents agreed with the given statements to a great extent and mean values of 4.5 to 

5.0 indicate that the respondents agreed with the statements to a very great extent. According to Boone and 

Boone (2016), descriptive statistics including mean, mode, median and standard deviation are appropriate for 

analyzing Likert Scale data. Most respondents, as indicated in table 4.9 below, believed that Coca-Cola's 

business Strategies were impacted by their alignment to performance management. The respondents 

specifically agreed that the use of different performance appraisals techniques has been beneficial in 

overcoming the different crisis recently Covid-19 to a great extent(Mean = 4.09, Std Deviation = 0.621), 

Constructive feedback has led to improved employee morale at the workplace to a great extent ( Mean = 3.71, 

Std Deviation = 0.836); additionally, the use of different training channels has enabled the organization to 

adopt to hybrid working structure to a great extent. (Mean = 3.68, Std Deviation ï 0.638) Customization of 

the training and development at the organization has allowed for employee growth to little extent (Mean = 

2.12, Std Deviation 0.808) which shows they disagreed with this statement. According to the overall feedback, 
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the respondents agreed that alignment of Performance management practices had a beneficial effect on 

business strategy to a great extent.  

Table 4.9. Alignment of Performance Management Practices and Business strategy in Coca-Cola 

Company 

Descriptive Statistics 

 N Mean Std. Deviation 

The use of different performance appraisals 

techniques has been beneficial in overcoming 

the different crisis recently Covid-19. 

81 4.09 .621 

Customization of the training and 

development at the organization has allowed 

for employee growth.  

81 2.12 .808 

Constructive feedback has led to improved 

employee morale at the workplace. 

81 3.71 .836 

The use of different training channels has 

enabled the organization to adopt to hybrid 

working structure. 

 3.68 .638 

Valid N (listwise) 81   

 

4.4.2. The alignment of employee engagement and business strategy at Rwanda Coca-Cola bottling 

Company 

The aim of the researcher was to establish the alignment of employee engagement to business strategy at 

Rwanda Coca-Cola bottling Company .To achieve this goal, the respondents were asked to reply to a few key 

statements by indicating how much they agreed with each one to further the study's goal of determining the 

extent of alignment of employee engagement to business strategy at Rwanda Coca-Cola bottling Company. A 

Five-Point Likert scale was used to collect the responses, with 5 indicating strongly agree with the statement, 

4 agree, 3 moderately agree, 2 disagree, and 1 strongly disagree. Mean scores of 1 to 1.4 indicate that the 

respondents disagreed with the statements (no extent), 1.5 to 2.4 indicates that the respondents agreed with 

the given statements to a little extent, 2.5 to 3.4 indicates that the respondents agreed with the given statements 

to a moderate extent, 3.5 to 4.4 indicates that the respondents agreed with the given statements to a great extent 
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and mean values of 4.5 to 5.0 indicate that the respondents agreed with the statements to a very great extent. 

As shown in table 4.10, majority of the respondents moderately agreed that the extent of alignment of 

employee engagement to business strategy at Rwanda Coca-Cola bottling Company is very critical. To be 

specific, the respondents agreed that The use of active listening within your organization has improved the 

clarity of information and reduced misunderstandings  to a great extent(Mean = 4.41, Std Deviation = 0.625), 

The use of financial and non-financial reward measures has ensured employee retention to a great extent 

(Mean = 3.82, Std Deviation = 0.924, The organizationôs core values and beliefs have fostered a shared sense 

of purpose and commitment to achieving organizational goals to little extent (Mean = 3.21, Std Deviation = 

0.946), and Positive employee behavior has allowed for a more dynamic and adaptable organizational culture 

to little extent (Mean = 3.15, Std Deviation = 0.977). According to the data that has been given, most 

respondents only moderately agreed that the extent of alignment of employee engagement has an impact 

business strategy at Rwanda Coca-Cola bottling Company. 

Table 4.10. Alignment of employee engagement has an impact business strategy in Coca-Cola Company  

Descriptive Statistics 

 N Mean Std. Deviation 

The use of active listening within your organization 

has improved the clarity of information and 

reduced misunderstandings 

81 4.41 0.625 

The use of financial and non-financial reward 

measures has ensured employee retention. 

81 3.82 0.924 

The organizationôs core values and beliefs have 

fostered a shared sense of purpose and commitment 

to achieving organizational goals. 

81 3.15 0.977 

Positive employee behavior has allowed for a more 

dynamic and adaptable organizational culture. 

81 3.21 0.946 

Valid N (listwise) 81   
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4.4.3. The alignment of employee Selection and business strategy at Rwanda Coca-Cola bottling 

Company. 

The aim of the researcher was to investigate the alignment of employee Selection to business strategy at 

Rwanda Coca-Cola bottling Company. To achieve this goal, the respondents were asked to reply to a few key 

statements by indicating how much they agreed with each one to further the study's goal of determining how 

the extent of alignment of employee Selection would impact business strategy. A Five-Point Likert scale was 

used to collect the responses, with 5 indicating strongly agree with the statement, 4 agree, 3 moderately agree, 

2 disagree, and 1 strongly disagree. Mean scores of 1 to 1.4 indicate that the respondents disagreed with the 

statements (no extent), 1.5 to 2.4 indicates that the respondents agreed with the given statements to a little 

extent, 2.5 to 3.4 indicates that the respondents agreed with the given statements to a moderate extent, 3.5 to 

4.4 indicates that the respondents agreed with the given statements to a great extent and mean values of 4.5 to 

5.0 indicate that the respondents agreed with the statements to a very great extent. As per table 4.11, majority 

of the respondents agreed that alignment of employee Selection has an impart to business strategy at Rwanda 

Coca-Cola bottling Company. In particular, the respondents agreed that the use of variety of employee 

Selection criteria has ensured seamless transitions, minimized disruptions and maintained uninterrupted 

business operations to a great extent (Mean = 3.65, Std Deviation = 0.597), diversity and equity have ensured 

the best person for the job is based on merit and free from bias to a great extent(Mean = 3.59, Std Deviation 

= 0.743), Transparent employee Selection process has improved employee satisfaction and increased 

employee retention to a moderate extent (Mean = 3.50, Std Deviation = 0.821) and finally, the remaining 

respondents agreed to a little extent that adoption of new technology in employee Selection process has 

enabled effective use and allocation of resources (Mean = 2.62, Std Deviation = 0.919). Most respondents 

stated that alignment of employee Selection had a good influence on business strategies in Coca-Cola, as 

shown by the table below. 

 

 

 

 

 

 

http://www.jetir.org/


© 2024 JETIR October 2024, Volume 11, Issue 10                                                      www.jetir.org (ISSN-2349-5162) 

JETIR2410530 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org f345 
 

Table 4.11. Alignment of employee Selection and business strategies at Coca-Cola 

Descriptive Statistics 

 N Mean Std. Deviation 

The use of variety of employee Selection criteria has 

ensured seamless transitions, minimized disruptions 

and maintained uninterrupted business operations. 

81 3.65 .597 

Adoption of new technology in employee Selection 

process has enabled effective use and allocation of 

resources.  

81 2.62 .919 

Diversity and equity have ensured the best person for 

the job is based on merit and free from bias. 

81 3.59 .743 

Transparent employee Selection process has improved 

employee satisfaction and increased employee 

retention. 

81 3.50 .821 

Valid N (listwise) 81   

    

 

4.4.4. Business strategy in Coca-Cola Company. 

This study aimed to investigate the extent of alignment of different human resources practices to business 

strategy case of Coca-Cola Company. The respondents were asked to reply to a few key statements by 

indicating how much they agreed with each one to further the study's goal of determining how the extent to 

alignment of performance management, employee engagement and employee Selection affected business 

strategies at Coca-Cola. A Five-Point Likert scale was used to collect the responses, with 5 indicating strongly 

agree with the statement, 4 agree, 3 moderately agree, 2 disagree, and 1 strongly disagree.  

Mean scores of 1 to 1.4 indicate that the respondents disagreed with the statements (no extent), 1.5 to 2.4 

indicates that the respondents agreed with the given statements to a little extent, 2.5 to 3.4 indicates that the 

respondents agreed with the given statements to a moderate extent, 3.5 to 4.4 indicates that the respondents 

agreed with the given statements to a great extent and mean values of 4.5 to 5.0 indicate that the respondents 

agreed with the statements to a very great extent. As shown in table 4.12, majority of the respondents agreed 

with the statements on business strategy in Coca-Cola. To be specific, the respondents specifically agreed to 

a very great extent that a change in culture and leadership has played a crucial role in the organization's ability 

to effectively implement business strategies (Mean = 4.81, Std Deviation = 0.543), Communicating clearly 
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and frequently has allowed for employee retention to a great extent(Mean = 3.74, Std Deviation = 0.710), The 

use of digital platforms while working remotely has increased service delivery (Mean = 3.49, Std Deviation 

= 0.701). Additionally, some respondents moderately agreed that Empowering the stakeholders in 

performance management process has led to effective crisis management. (Mean = 3.53, Std Deviation = 

0.861). According to the overall feedback, the respondents agreed to a very great extent that a change in culture 

and leadership has played a crucial role in the organization's ability to effectively implement business 

strategies at Coca-Cola Company. 

Descriptive Statistics 

 N Mean Std. Deviation 

Communicating clearly and frequently has allowed 

for employee retention. 

81 3.74 .710 

The use of digital platforms while working remotely 

has increased service delivery 

81 3.49                            .701 

Empowering the stakeholders in performance 

management process has led to effective crisis 

management. 

81 3.53 .861 

A change in culture and leadership has played a 

crucial role in the organization's ability to effectively 

implement business recovery strategies 

81 4.64 .543 

Valid N (listwise) 81   

    

4.5. Karl Pearson Correlation  

According to Travis Hartin (2021), Karl Pearson's Coefficient of Correlation is a statistic that is used to 

measure the relationship between two different variables. The Correlation Coefficient is used to determine the 

strength of a given relationship once two variables have been found to be related.  According to the findings 

each human resource practice has a positive relationship with organizational productivity and efficiency. 

Employee engagement has the strongest relationship with Business strategy (r = 0.821): P < 0.01, followed by 

Performance management practices (r = 0.768): P < 0.01, and, finally employee Selection (r = 0.714): P < 

0.01. All predictor variables were found to be significant with the dependent variables at 0.05 confidence 
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level. Table 4.13 below displays the Karl Pearson Correlations for the relationships between several aspects 

of human resource practices and business strategy. 

Table 4.13. Karl Pearson Correlation Results 

Correlations and the Coefficient of determination 

 

Performance 

Management  

Employee 

Engagement 

Employee 

Selection Business Strategy 

Performance Management Pearson Correlation 1 .691**  .433* .768**  

Sig. (2-tailed)  .000 .011 .000 

N 81 81 81 81 

Employee Engagement Pearson Correlation .691**  1 .502**  .821**  

Sig. (2-tailed) .000  .002 .000 

N 81 81 81 81 

Employee Selection Pearson Correlation .433* .502**  1 .714**  

Sig. (2-tailed) .011 .002  .000 

N 81 81 81 81 

Business Strategy Pearson Correlation .768**  .821**  .714**  1 

Sig. (2-tailed) .000 .000 .000  

N 81 81 81 81 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

4.6. Multiple Regression Analysis  

To identify the extent of the impact of various aspects of the alignment of human resources practices on 

business strategy, multiple regression analysis was performed among the variables. The regression model was 

as follows: 

Y = Ŭ +ɓ1X1 + ɓ2X2+ ɓ3X3 + Ů 

Where: 

Y= Business Strategy (Dependent variable) 

Ŭ = Constant  

X1= represents performance management 

X2= represents employee engagement  
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X3= represents employee Selection 

ɓ1, ɓ2 and ɓ3 represent the regression coefficients to be estimated in the SPSS software 

Ů= Error term 

By regressing all the independent variables, the overall goodness of fit was found, and the results are displayed 

in table 4.14 below. The results show that there is a significant linear relationship between all human resource 

practices and business strategy, with an R of 0.921. Therefore, it could be concluded that the extent of 

alignment of performance management, employee engagement and employee Selection account for 83.4 

percent of changes in business strategy, according to the model's adjusted R-square. The remaining 16.6 

percent accounts for the other elements that are not included in the model.  

Table 4.14. Combined Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .921a .849 .834 .20248 

a. Predictors: (Constant), Employee Selection, Performance Management; Employee Engagement 

b. Dependent variable: Business Strategy 

Source: Primary data, (2024). 

The overall significance of the model was tested using analysis of variance using F statistic and 95% 

confidence level. The regression model's F Calculated was 56.634 with a p value = 0.00, which is greater than 

the F-Critical Value (2.92), as shown in the overall ANOVA table 4.15 below. It can be concluded that the 

whole model was statistically significant and therefore could be relied upon for predicting the impact of 

alignment of performance management practices, employeeôs engagement and employee Selection on 

business strategy since the F-Calculated is greater than the F-Critical Value. 

Table 4.15. Combined ANOVA Results 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 2.240 4 15.560 56.634 .000b 

Residual 3.779 77 .241   

Total 6.019 81    

a. Dependent Variable: Business Strategy 

b. Predictors: (Constant), Employee Selection, Performance Management, Employee Engagement 

Source: SPSS Data Analysis, (2024). 
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The information needed to determine how the predictor variables will affect the response variables and 

determine whether they are statistically significant in the model may be found in Table 4.16 below. The weight 

of the predictor variables influence on the response variable is shown by the values in the standardized 

coefficients. 

Y = 0.922+0.366X1 + 0.414X2+ 0.323X3 + Ů 

Where: 

Y= Business Strategy (Dependent variable) 

X1= Performance Management 

X2= Employee Engagement 

X3= Employee Selection 

A unit change in the alignment of Performance management practices leads to a 0.366 change in business 

strategy. With a P value of 0.003 being less than 0.05 level of significance, the relationship is statistically 

significant. As a result, this study draws the conclusion that Coca-Cola's Company business strategies are 

significantly impacted by alignment of performance management. 

Additionally, a unit change in the alignment of employee engagement leads to a 0.414 change in business 

strategy. With a P value of 0.000 being less than 0.05 level of significance, the relationship is statistically 

significant. As a result, this study draws the conclusion that Coca-Cola's Company business strategies are 

significantly impacted by alignment of employee engagement. 

Furthermore, a unit change in the alignment of employee Selection leads to a 0.323 change in business 

strategy. With a P Value of 0.000 being less than 0.05 level of significance, the relationship is statistically 

significant. As a result, this study draws the conclusion that Coca-Cola's Company business strategies are 

significantly impacted by alignment of employee Selection. 
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Table 4.16: Coefficient results for all Variables 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .922 .336  1.287 .010 

Performance Management .315 .097 .366 3.255 .003 

Employee Engagement .471 .177 .414 4.010 .000 

Employee Selection .467 .106 .323 4.415 .001 

a. Dependent Variable: Business Strategy 

Source: SPSS Data Analysis, (2024). 

 

vi. Conclusion 

To conclude this study, the researcher aimed to examine the extent of alignment of human resource practices to business 

strategy, case of Rwanda Coca-Cola bottling. The researcher used three different human resource practices to further 

investigate this impact: 

Firstly, the researcher aimed to determine the alignment of Performance management practices to Business Strategy, 

case of Rwanda Coca-Cola bottling Company. Based on the investigation into the alignment of Performance 

management practices to Business Strategy, case of Rwanda Coca-Cola bottling Company, it can be concluded that 

alignment of employee engagement had the strongest positive relationship with business strategy among the three 

strategies examined. The positive impact of employee engagement can be attributed to its role in reducing 

misunderstanding, ensuring employee retention, fostering a shared sense of purpose and commitment to achieving 

organizational goals and boosting positive employee behavior. By employing elements such as the use active listening, 

the use of financial and non-financial reward measures and having strong organizationôs core values and beliefs, Coca 

Cola Bottling company, Rwanda has ensured a more dynamic and adaptable organizational culture, reduced staff 

turnover, increased productivity; building better work and customer relationships.  

Subsequently, the researcher aimed to establish the alignment of employee engagement to Business Strategy, case of 

Rwanda Coca-Cola bottling Company. Following data analysis, the researcher concludes that alignment of performance 

management practices had a direct and significant impact on business strategy at Rwanda Coca-Cola bottling Company. 

The various performance management techniques used by the Company has improved the Companyôs ability to 

overcome crisis and adopt to a hybrid working structure, improve employee morale and employee growth. A 

commitment to the use of different performance appraisals techniques, constructive feedback, the use of different 

training channels, customization of the training and development at the organization has played a vital role in 

empowering the companyôs teams to work toward achieving both long- and short-term company goals and objectives. 

Overall, the robust performance management practices proved essential in allowing the company to optimize their 

processes, improve efficiency and productivity in the workplace. 

Finally, the researcher aimed to investigate the alignment of employee Selection to business strategy, case of Rwanda 

Coca-Cola bottling Company. The findings indicate that alignment of employee Selection had a positive impact on 

business strategy.  

Alignment of employee Selection, as demonstrated by the use of a variety of employee Selection criteria had ensured 

seamless transitions, minimized disruptions and maintained uninterrupted business operations, diversity and equity had 

ensured the best person for the job is based on merit , transparent employee Selection process had improved employee 

satisfaction and increased employee retention and adoption of new technology in employee Selection process had 

enabled effective use and allocation of resources. 
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