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Abstract: Line managers’ (LMs) role has been restructured in 

modern business as they are undertaking the responsibilities of 

key human resource management (HRM) functions. Although 

HRM roles of LMs have got wide recognition in academic 

research, factors influencing their performance of strategic HRM 

roles remained relatively under developed, especially in 

Bangladesh. Based on the perspective of 

Ability-Motivation-Opportunity (AMO) theory, we propose that 

LMs’ strategic HR roles performance are influenced by their 

ability, motivation, and opportunity. A survey with 

self-administered questionnaire was applied for collecting data 

from a sample of 170 participants drawn from LMs employed at 

private banking organizations in Bangladesh. The technique of 

partial least squares structural equation modelling was utilized 

for testing the study model. The findings highlighted that LMs’ 

ability and motivation significantly related to their performance of 

strategic HR roles while opportunity provided to LMs had 

non-significant relationship with their strategic HR roles. Despite 

the findings produced mixed support, this research has key 

implications for practitioners as well as academicians. The 

present research is believed to serve as a standard in 

comprehending the AMO factors influencing LMs’ execution of 

strategic HR roles which remains largely unexplored in the 

Bangladesh context. 

Keywords: Ability, Change Agent, Motivation, Opportunity, 

Strategic Partner.  

I. INTRODUCTION 

Contemporary organizations are undergoing sustained 

pressure for improving the efficiency of human resource (HR) 

roles by reconsidering the strategies of managing employees 

effectively. This transformation in HR roles usually happen 

when HR functions are assigned to line managers (LMs) 

instead of HR professionals [1]. Even though the intended 

practices of human resource management (HRM) are 

designed well by HR professionals, they will lose 

effectiveness if they are not implemented properly by LMs. In 

the existing Strategic HRM literature, LMs play a key part in 

HRM implementation as they are considered as the primary 
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enactor of HR policies at the business level [2]. Generally 

LMs execute the responsibility for multiple HR functions 

namely appraisal, pay compensation, training and 

development, on the-job coaching, and motivating teams [3]. 

However, LMs are found to have lack of ability to perform 

HR roles [4], not motivated to take on HRM issues [5], and 

get inadequate opportunity from HR professionals to execute 

HR functions effectively [6]. In short, LMs’ lack of ability, 

motivation, and opportunity hinder the performance of their 

HR roles strategically. Additionally Ulrich [7] identified 

strategic partner and change agent as the two dimensions of 

strategic HR roles. Although LMs playing the strategic role of 

HR tend to increase the chance of ensuring HR effectiveness, 

past researchers shed less light on such roles compared to 

operational HR roles. This view was supported by the study of 

Ulrich [7] opining that strategic roles of HR is less established 

at the organizational level. In their study, Guzman et al. [8] 

reported the findings that the professionals of Asia mostly 

focus on performing traditional operational roles, placing less 

emphasis on performing strategic HR roles. This evident gap 

spurred the researchers to conduct the study based on LMs’ 

strategic HR roles. Ability-Motivation-Opportunity (AMO) 

theory proposed by Appelbaum et al. [9] is widely applied in 

the research of HRM-performance. According to the AMO 

model, the performance of individuals rests with three 

variables namely abilities (A) of individuals, motivation (M), 

and opportunities (O) for participation. Likewise, Gerhart 

[10] held his view that HRM practices tend to influence 

individual’s ability (e.g., applying proper hiring, training, and 

selection requirements), motivation (e.g., applying 

performance-based pay), opportunity (e.g., applying team 

spirit or suggestion methods) for contributing to business 

performance. However, we applied AMO theory differently 

in this article: instead of emphasizing on how applied HRM 

practices influence employees’ behaviour and attitudes [9], 

[11], [12], we predict that LMs’ ability, motivation, and 

opportunity will influence their strategic HR performance. 

The selection of LMs’ AMO predicting HR role performance 

was in line with the study of prior researchers [1], [13], [14]. 

Taking this stance into account, the AMO theory is 

operationalized in this study for explaining LMs’ 

implementation of strategic HR roles. 

In the previous literature it has been shown that LMs’ 

ability, motivation, and opportunity factor predict their 

strategic HR roles performance, more specifically strategic 

partner and change agent role.  
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It is proposed in the classic work performance theory that 

AMO variables determine the performance of individuals 

[11]. The study of Waeyenberg and Decramer [15] argued 

that the performance management systems are implemented 

effectively when LMs possess AMO factors. Substantiating 

this view, numerous studies [1], [13], [14] attempted to 

demonstrate that LMs’ implementation of HR roles 

strategically is influenced by their possession of ability, 

motivation and opportunity in performance. Based on the 

aforementioned view, this study is focused on LMs’ AMO to 

perform strategic HR roles. 

A. Objective 

This study set the objective of examining the influence of 

LMs’ ability, motivation, and opportunity on their 

performance of strategic HR roles such as strategic partner 

and change agent. To achieve that, the study will investigate 

the influence of: (a) ability on strategic partner; (b) ability on 

change agent; (c) motivation on strategic partner; (d) 

motivation on change agent; (e) opportunity on strategic 

partner; and (f) opportunity on change agent. 

II.  METHODOLOGY 

A. Sample 

The nature of the current research is cross-sectional where 

data were accumulated from LMs employed in private 

commercial banks in Bangladesh. In addition, the method of 

purposive judgemental sampling was applied in this study. 

The researchers distributed total 308 questionnaires and 

finally 195 questionnaires were received through the HR 

managers. After analysing 195 questionnaires, 25 were 

removed because of uncompleted answers. Then researchers 

considered 170 questionnaire in total for final data analysis 

that represented 55.2% of response rate. With the reference to 

Sekaran and Bougie [16], the acceptable response rate is 30% 

to perform the analysis of study. 

B. Measurement 

The factor of ability was operationalized as LMs’ 

occupational capacities, experience, training, related courses, 

managing time for performance, and handling obstacles of 

HR related functions. The scale of ability was adapted from 

Bos-Nehles’ [17] study using seven items. Moreover, the 

factor of motivation was operationalized as LMs’ interest, 

willingness and commitment for performing HR functions 

and the measurement for motivation was also adapted from 

Bos-Nehles [17] applying eight items. Furthermore, the 

opportunity factor was operationalized as getting the support 

services and supportive behaviors from HR professionals and 

seven-items scale adapted from Bos-Nehles [17] was 

employed to measure the opportunity. Last but not the least, 

the scale of strategic HR roles in particular strategic partner 

and change agent was adapted from Ulrich [7], and both roles 

were measured using ten items each. All variables were 

assessed by applying five point Likert scale that ranged 

between 1 implying “strongly disagree” and 5 implying 

“strongly agree”. 

C. Statistical Analysis 

The partial least squares (PLS) is popular because of its 

ability of handling multivariate analysis [18], coupled with 

causal modelling. The analytical procedure with two-steps in 

PLS-SEM incorporating measurement and structural model 

was applied for analysing data. Also, Statistical Package for 

Social Sciences (SPSS) - version 23 was also applied for 

conducting descriptive statistical analysis. 

III. RESULTS 

A. Measurement Model 

Convergent validity was measured for supporting construct 

validity which denotes all indicators assess the construct 

which they are assumed to assess [18]. It was recommended 

by Hair et al. [19] that three calculations namely the factor 

loadings, composite reliability (CR), and average variance 

extracted (AVE) are compulsory for measuring convergent 

validity. Based on the recommendation of Hair et al. [19], the 

value of loadings must be 0.708 or above, and value of 

loadings between 0.4 and 0.708 is considered acceptable if 

the AVE score is greater than 0.50 and CR greater than 0.60. 

In this study, two items (M6, M7) of motivation and one item 

(A1) of ability were deleted because of low loading value. 

Afterwards, the range of AVE value was found from 0.506 to 

0.635 which were above .50 as per the recommendation of 

Hair et al. [19]. Moreover, the range of CR in this study was 

between 0.859 and 0.945, fulfilling the threshold value of 

0.70 proposed by Hair et al. [19]. The Table- I illustrates the 

detailed results of measurement model. Altogether, this study 

exhibited the convergent validity satisfactorily.  

Table- I: Summary of measurement model results 
Construct Measurement 

Items 

Loading Average 

Variance 

Extracted 

Composite 

Reliability 

Motivation M1 0.857 0.525 0.865 

M2 0.791 

M3 0.776 

M4 0.698 

M5 0.703 

M8 0.451 

Ability A2 0.691 0.506 0.859 

A3 0.768 

A4 0.793 

A5 0.669 

A6 0.662 

A7 0.671 

Opportunity O1 0.813 0.580 0.906 

O2 0.832 

O3 0.715 

O4 0.810 

O5 0.664 



International Journal of Recent Technology and Engineering (IJRTE) 

ISSN: 2277-3878, Volume-8 Issue-3S2, October 2019 

632 

 

Published By: 

Blue Eyes Intelligence Engineering 

& Sciences Publication  

Retrieval Number: C12051083S219/2019©BEIESP 

DOI:10.35940/ijrte.C1205.1083S219 

O6 0.756 

O7 0.725 

Strategic 

Partner 

STP1 0.895 0.558 0.925 

STP2 0.787 

STP3 0.820 

STP4 0.769 

STP5 0.715 

STP6 0.756 

STP7 0.729 

STP8 0.811 

STP9 0.611 

STP10 0.504 

Change 

Agent 

CHA1 0.752 0.635 0.945 

CHA2 0.752 

CHA3 0.659 

CHA4 0.736 

CHA5 0.889 

CHA6 0.748 

CHA7 0.910 

CHA8 0.895 

CHA9 0.653 

CHA10 0.918 

Source: Output from the results of the analysis. 

 

Subsequently, discriminant validity portrays the degree to 

which conceptually similar two constructs are dissimilar [18]. 

Discriminant validity might be measured based on three 

criteria (cross loading, HTMT criterion, Fornell-Larcker 

criterion) [20]. In cross loading, the loadings of all indicators 

of an assigned construct must be greater than the loadings of 

other constructs [20]. This study found all loadings of 

indicators exceeding the threshold value of 0.6, as suggested 

by Hair et al. [18]. Next, Fornell and Larcker [21] criterion 

indicates that square-root of AVE of all latent constructs at the 

diagonal level should be greater than other off-diagonal 

values of correlation which is evident in Table- II. 

Additionally, based on the proposition of Henseler et al. [22], 

the problem of discriminant validity arises when the HTMT 

value is greater than 0.90 for HTMT.90. As displayed in Table- 

III, all values are below 0.90. Therefore, this study fulfilled all 

criteria in order to get satisfactory discriminant validity. 

 

Table- II: Discriminant Validity (Fornell-Larcker criterion) 
  1 2 3 4 5 

1. Ability 0.710         

2. Change Agent 0.377 0.795       

3. Motivation 0.308 0.438 0.724     

4. Opportunity 0.285 0.135 0.157 0.759   

5. Strategic Partner 0.428 0.666 0.464 0.229 0.747 

Source: Output of the analysis 

Note: The squared root of AVE is represented in the 

diagonal, while other entries indicate the correlations. 

 

 

 

Table- III: Discriminant Validity (HTMT criterion) 
  1 2 3 4 5 

1. Ability           

2. Change 

Agent 

0.402         

3. Motivation 0.329 0.377       

4. Opportunity 0.317 0.141 0.178     

5. Strategic 

Partner 

0.439 0.717 0.430 0.225   

Source: Output of the analysis 

B. Structural Model 

Once the goodness of measure is achieved, the assessment 

of structural model need to be followed. Initially, this research 

investigated R
2
 indicating the model’s predictive accuracy. R

2
 

could be considered as the extent of variance that all 

exogenous constructs explain in the endogenous constructs 

[20]. The rule of thumb regarding the acceptability of R
2
 was 

provided by Cohen [23] referring that R
2
 value greater than 

0.25 indicate substantial, 0.13 to 0.24 indicate moderate, and 

0.02 to 0.12 indicate weak level. This study found R
2
 values 

pertaining to all endogenous constructs namely strategic 

partner and change agent of 0.313 and 0.256 respectively 

indicating substantial predictive accuracy level. According to 

the Table- IV, four out of six hypotheses were supported since 

p-value is below .01 and t-value is above 1.96. The findings of 

the structural model are explained in the following: 

 Ability of LMs was significantly related to their strategic 

partner role (𝛽 = 0.291, p < .01). 

 Ability of LMs was significantly related to their change 

agent role (𝛽 = 0.267, p < .01). 

 Motivation of LMs was significantly related to their 

strategic partner role (𝛽 = 0.361, p < .01). 

 Motivation of LMs was significantly related to their change 

agent role (𝛽 = 0.355, p < .01). 

 Opportunity provided to LMs was not significantly related 

to their strategic partner role (𝛽 = 0.090, p > .05). 

 Opportunity provided to LMs was not significantly related 

to their change agent role (𝛽 = 0.003, p > .05). 

 

Table- IV: Structural model results 
Path Standard 

Beta 

Standard 

Error 

t-value Decision 

Ability  

Change Agent 

0.267 0.072 3.703** Supported 

Ability  

Strategic Partner 

0.291 0.068 4.286** Supported 

Motivation  

Change Agent 

0.355 0.063 5.645** Supported 

Motivation  

Strategic Partner 

0.361 0.055 6.585** Supported 

Opportunity  

Change Agent 

0.003 0.078 0.039 Rejected 

Opportunity  

Strategic Partner 

0.090 0.070 1.280 Rejected 

Source: Output of the analysis 

Notes: **p < 0.01, *p < 0.05. 
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IV. DISCUSSION 

In this research, we analysed the association amongst 

ability, motivation, and opportunity of LMs and their 

performance of strategic HR roles in the private banking 

organizations. There was strong support of present study 

results proposing that ability factor has significant and 

positive influence on performing change agent and strategic 

partner role. Bos‐Nehles et al. [14] lent their support with this 

study’s results arguing that LMs’ ability had direct positive 

influence on implementing HR strategically. Additionally, the 

capability of LMs’ in performing HR roles in strategic manner 

accelerate their implementation of HR practices [24]. 

 The findings placed emphasis on the significance of 

enhancing motivation of LMs because such motivation is 

directly related to their performance of strategic partner and 

change agent role in the work-setting. The results of this study 

were substantiated by the results of Bos-Nehles and Meijerink 

[2], reporting that the motivation of LMs had strong and 

positive influence on their HR role implementation. Other 

scholars like Guest and Bos-Nehles [5] maintained that when 

LMs are motivated and enthusiastic, they get themselves 

involved in performing strategic HR responsibilities. 

It was also shown in this study findings that opportunity 

provided to LMs by HR professionals had no significant 

relationship with their change agent and strategic partner role 

performance.  This view was in agreement with the empirical 

investigation of Mat et al. [25], concluding that LMs get slow 

feedback and inconsistent support from their HR counterparts 

which hinder their effective performance of HR roles. Despite 

HR-line partnership is recognized in the current Strategic 

HRM literature, this situation is not occurring widely to all 

organizations [6]. The consensus was made by McGuire et al. 

[26] and McConville [27] contending that lack of support as 

well as sense of distance exists between LMs and HR 

professionals, thereby leading them to perform poor HR role 

performance. 

V. CONCLUSION 

Despite line managers’ (LMs) critical role in implementing 

HRM are acknowledged in the burgeoning literature, the 

theoretical and empirical investigation of how AMO theory is 

linked with HR role performance have remained 

under-researched until recently. By doing so, our research 

made contribution to the theory and research of strategic 

HRM by examining the assertion of Becker and Huselid [28] 

in the way that performing HR roles strategically plays critical 

role in enacting HR, thereby resulting the achievement of 

organizational outcomes. Moreover, we formulated and 

tested a model highlighting three factors based on A-M-O 

model like ability (A), motivation (M), and opportunity (O) 

and how these factors predict LMs’ performance of strategic 

partner and change agent role. Examining this model will 

make crucial contribution to the extant literature by 

augmenting knowledge of less-studied relationship between 

HR implementation and individual outcomes. 
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