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Abstract
The present study identified role of human resource management in the realization of competitiveness in
Industrial Organizations and has focused primarily on some important issues related to human resource
management selection, training, motivating, attracting, employing, evaluating employees, and the setting of
salaries, fees and rewards and the realization of competitiveness among business organizations. This paper has
undergone for the evolution of HRM from past to present will be discussed in a theoretical concept. Then the
role of human resources for organizations to gain competitive advantage and the innovations in HRM in the 21st
century will be analyzed in a strategic view. Data was drawn from a sample of two industrial business
organizations in the city of Amman. The study results showed that there is a significance relationship between
the factors such as; raining, motivating, attracting, employing, evaluating employees, and the setting of salaries,
fees and rewards of employees and workers and the realization of competitiveness among industrial business
organizations. And this result is consistent with the outcome of previous studies.
Keywords: employees’ recruitment, training, competitive advantage, industrial organizations, Jordan
1. Introduction
Since entering the new millennium, the world in general and the business world in particular became subjected
to a spiral events and changes. Globalization and its related consequences of economic and cultural openness has
imposed new burdens and challenges on business organizations, where businesses found themselves forced to
adopt to these events and changes. Competition for example, became no longer local, and social mindedness
shifted to become global mindedness, where the customer now wants to obtain the similarities of innovation
between the domestic and foreign products (Nijssen et al., 2006), and this clearly means that competition became
global and financial, causing organizations to search for what distinguishes it from others. In order to create and
promote differences in organizational performance, who is difficult to be achieved by rivals, where the
organizational strategy of the organization as a whole which consists of sub-strategies such as production and
marketing strategy, HRM strategy must be interrelated with the general goals of the organization. In this regard,
many researchers pointed out that organizations can gain competitive advantage by improving their resources
from others. Hatch and Dyer (2004) reported that the resource-based view of the firm is more likely to explain
sustained differences in firm performance by identifying differences in firm resources, their philosophy in this
regard relies on, that organizations with valuable and rare resources may benefit in building competitive
advantage. And, because the human capital is one of the organizational resources, this paper will focus on the
role of human resources management practices in the fields of recruitment, training and motivation in achieving
competitive advantage in Jordanian industrial organizations.
1.1 Problem Statement and Questions
The problem of this study can be formulated according to the following statement “Industrial organizations are
able to acquire human capital, which has the talent; the ability and appropriate qualification are best placed to
gain a competitive advantage in a time of fierce competition”. This problem will be discussed through the
following questions:
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1) What is the role of recruitment strategy in identifying recruitment methods and sources?
2) How HR department can exploit the recruit practice to attract the best applicants in terms of talent,
competencies and qualifications to enhance the competitive advantage?
3) How can training programs and methods, to contribute to the achievement of competitive advantage in
industrial organizations?
4) To what extent the flow of innovative ideas to build a competitive advantage influenced by the system
of incentives?
1.2 The Study Importance
As mentioned in the introduction, organizations can make differences in their performance according to the
differences in their sources from other organizations. This debate leads us to recognize the human capital as a
valuable asset which can help organizations to achieve their goals including competitive advantage and
superiority over competitors. The importance of this study lies in exploring methods that can help organizations
to achieve their strategic goals. Where the greatest challenge facing organizations now in order to achieve their
goals and maintain survival and continuity in a sharp competitive environment is the possession of human capital
who has the ability and willingness to work in effective manner and who can provide innovative ideas to keep
the organization safe from competitors. Hence, business world is witnessing now a race between organizations,
whether local or global, to acquire the talent, skills, and distinctive competencies required from the human
resource departments in various sectors to search seriously for such people. A variety of different sources can be
used to attract personnel to work in a particular organization and to develop their skills, knowledge and abilities
to contribute effectively towards achieving organizational goals (Huselid & Becker, 2011), and in encouraging
them to stay and work in the organization (Lockwood, 2007).
Also, this study meets a demand by research and academic institutions not only in Jordan, but also in the whole
Arab World to enrich the Arabic library with recent studies on human capital and its value for both the employer
and the customer. The main benefit of this research will help the Arab administration in the process of transition
form a traditional and narrow view, which views the employees as a mere cost, to more comprehensive strategic
horizon that views human capital as a precious asset.
1.3 The Study Objectives
This study aims to achieve the following objectives:
1) To discern the methods and sources of employees recruitment and the advantages and disadvantages of
each method and source.
2) Identify the obstacles and challenges that are facing human resource management when recruiting the
best applicants.
3) To illustrate the role of training methods in the development of employees performance and behavior to
realize comptitve advantage. (competitive)
4) Come up with recommendations for the Jordanian industrial companies to help them to achieve
competitive advantage through their human capital.
5) Explore if there is a linear relationship between the methods used to recruit staff in the study sample
companies, and the training provided to the staff, and the system of incentives on the one hand, and
achieve competitive advantage on the other.
2. Methodology
2.1 Type of the Study
The descriptive analytical approach was used to conduct this study, according to the quantitative paradigm.
2.2 The Study Population and Sample
The study population consists of the Jordanian pharmaceutical industrial companies, while the study sample
consists of 100 employees working in the two companies; Al Hikma Pharmaceutical Company and ICCB
Company.
2.3 Data Collection Methods
Secondary data was collected from books and researches and related previous studies by using Google Scholar,
while primary data was collected through the distribution of a questionnaire to one hundred respondents who are
working in the two companies in various levels; senior management, middle management and executive
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management in headquarters of the companies in Amman city.
3. Hypotheses
1) The first main hypothesis: HA1: There is statistically significant relationship between recruitment
strategy and attracting best applicants.
2) The second main hypothesis: HA2: There is statistically significant relationship between the availability
of talent, competencies and qualifications in the recruited employees and achieving competitive
advantage.
3) The third main hypothesis: HA3: There is statistically significant relationship between training
programs and methods, and employee’s development to create competitive advantage.
4) The fourth main hypothesis: HA4: There is statistically significant relationship between the incentives
system in the company and the flow of innovative ideas to build a competitive advantage.
3.1 The Study Model
Independent Variables

Median Variables

 Recruitment strategy.

 Attracting best applicants.

- Recruitment methods.

 Employee’s development.

- Recruitment sources.

 Flow of innovative ideas.

 Availability of talent compentencies
and qualifications.
 Training programs and methods.
 Incentives system.

Dependent Variable
 Achieving competivive advantage
4. Procedural Definitions
Competitive Advantage
From the perspective of human resource management: The resource-based view of organizations provides an
economic foundation for examining the role of HR in firm competitive advantage. Barney and Wright (1997)
pointed out that there are three basic types of resources can provide competitive advantage, one of them is the
human capital resources include things as the skills, judgment and intelligence of the firm’s employees.
Talent: A person with special knowledge or ability who performs skillfully (vocabulary.com).
Recruitment Strategy: is the important document, which drives all recruitment related processes in the
organization.
The effective recruitment strategy includes practices and activities aiming to employ the best candidates in terms
of high behaviors and appropriate competences (Breaugh, 2008).
5. Theoretical Background and Literature Review
-Employees recruitment:
Many organizations fail to achieve their goals despite the possession of material resources, technology and other
devices, such as equipment and financing. The reason for this failure in many cases may be due to the lack in
such an organization of a human element which is capable of managing and investing these resources in an
effective manner to achieve the goals of the organization. This is especially so in the creation of a competitive
advantage for the organization which distinguishes it from others and preserves its existence and continuation.
There are many studies in the literature that tackling the recruitment process from several view points.
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Historically, it could be argued that organizations believed that the most important goal of the recruitment
process was to mobilize the largest possible number of employment seekers, which these organizations justified
under the pretext of reducing the cost of recruitment (Wanous, 1992). Others, including Morse and Popovich
(2009), saw that the traditional philosophy of recruitment was no more than the selling of the organization to
outsiders. According to some researchers (Singh & Finn, 2003), organizations have relied on traditional methods
of recruiting employees, such as newspaper advertisements and employee referrals, which were based on the use
of relatively low-tech approaches.
Today’s business environment has forced organizations to change their perspectives about the recruitment
process because of the influence of a number of constraints on recruitment activities. According to one piece of
research (Cascio, 2003), reductions in the labor pool brought recruitment the greatest organizational attention.
Another suggested reason (Thompson & Aspinwall, 2009) is that the supply of qualified workers will never
match the demand in the labor market. Moreover, it could be argued that this is especially true in some
professions and disciplines, such as nursing, brokering in the financial markets, banking, certified public
accounting, and education (Alhusary, 2006).
Some authors also pointed to a critical issue, which is the compatibility between the expectations of the applicant
to occupy the post, in terms of the benefits that will be obtained by accepting the role, and what will actually be
presented by the organization (Noe et al., 2008). It has also been highlighted that employees’ requirements are
changing: “Today’s employees are becoming increasingly concerned with balancing their work and family lives,
and they are said to highly value organizations that help them achieve this balance” (Thompson & Aspinwall,
2009, p. 196).
These challenges and others have developed the concept of the recruitment process to one of an organizational
strategy that includes those practices and activities carried out by the organization with the essential objective of
describing the employees needed based on their skills, qualifications and abilities, and then attracting them in
order to hire some of them (Breaugh & Starke, 2000).
The most important characteristic of the recruitment process in this current era is that it has come to be aimed at
putting the right person in the right place (Knowles et al., 2002). This goal was emphasized in the human
resource literature. According to Croy and Duggan (2005), a company’s most valued asset is its human capital,
as it makes the difference between success and failure (Croy & Duggan, 2005). Therefore, the recruitment
process should be carried out using a systematic approach to achieve the recruitment goals successfully. The
figure below shows a model for the organizational recruitment process:
-A model of the organizational recruitment process:
The figure shows that the first stage of the recruitment process is to identify targets. This stage is very important
because without specifying clear objectives, the recruitment strategy will become meaningless (Rynes & Barber,
1990). Some authors have indicated that recruitment must be managed through a systems approach (Carroll et al.,
1999), and that the systematic procedure of recruitment can be performed in four stages, each of which
constitutes a sub-system which interacts with the other three, and all interact with the recruitment process as a
whole (Lewis et al., 1997). These stages have been defined as follows: an evaluation of the vacancy in terms of
its need to be filled or not; the strategy development of whom, where and when to recruit; the preparation of the
job's analysis; and the listing of the person specification (Carroll et al., 1999). The most important aspect in this
phase, as stated in the human resource management literature, is that there must be a broad consensus between
the HR strategy and the organizational strategy (Sheehan & Scafidi, 2005). In spite of the integration of HRM
activities within the organizational strategy, there is recognition that the strategic role of human resource
management is still in the process of verification (Michelson & Kramar, 2003). However, human resource
management can impose a strategic role by harnessing its activities and practices to supporting the philosophy
and strategy of the organization (Mayer, 2008).
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Recruitment Activities

Recruitment Results
See Recruitment Objectives.

·Filling “X” number of positions.

·Whom recruit?

·Recruitment methods used.

·Type of Applicants sought:

·Where to recruit?

·Information conveyed.

-Education.

·Timing of recruitment activities?

·Recruiters used.

-knowledge, skills, ability.

·How to reach targeted individuals?

·Hosting the site visit.

-work experience.

·What message to communicate?

·Extending the job offer.

-Interests.

·Whom to use as recruiters？

-diversity.

·Nature of site visit?

Interviewing Job Applicant

·Time frame for filling positions.

·Nature of job offer?

Variables

·Number if applicants.

·Budget consideration?

·Applicant attention.

·Job performance of new hires.

·Message Credibility.

·New hire retention rate.

·Applicant interest:

·Job satisfaction of new hire.

-Position Attractiveness.
-Expectancy of job offer.
-Alternative opportunities.
-Person-job/Organization fit.
·Accuracy of applicant’s position
executions.
·applicant self-insight.
·applicant decision-making process.

Figure 1. A model of the organizatonal recruitment proccess
Source: Breaugh ( 2008, p. 408)

5.1 Best Practice in Employees’ Recruitment
In order to enhance its strategic role in organizational success, HRM must design the recruitment plan after close
coordination with the other departments within the organization (Mayer, 2008). In this regard, some researchers
have suggested that the plan should hold answers for questions such as: when to begin recruiting? What is the
most appropriate text of the message to be delivered to the targeted applicants? Who are the recruiters? (Breaugh,
2008). Several studies are unanimous in including at this stage a focus on the targeted person, referred to by the
term “Person Centred” (Alvesson & Willmott, 2002). In this approach, the recruitment plan should align some
key questions with the recruitment goals, most of these questions taking account of the intangible qualities
within a person, such as values and attitudes, and whether they match the organization’s beliefs (Townsend,
2007).
The most critical issue which should be taken into account is the cost of attracting and training new candidates
(Zottoli & Wanous, 2000). Therefore, in some cases, the recruitment allocation should be one of the largest items
in the whole budget, especially if inexpensive resources, such as employee referrals, are not sufficient.
Organizations incur considerable costs in recruiting and training new employees. Recruiting costs include
advertising expenses, expenses connected with liaising with universities and other sources of prospective
employees, the cost of the analysis of the applications to ensure that the qualifications and skills required are
available, and then the salaries of those who are employed (Ehrenberg & Smith, 2002). Thus, organizations must
bear the following in mind:
Because of the cost of recruiting and training workers, employers must decide on an overall hiring
strategy. Firms choosing a high wage strategy generate many applicants for each opening and can
be selective, taking only trained, experienced workers. By paying high wages they avoid explicit and
implicit costs of hiring the inexperience (Ehrenberg & Smith, 2002, p. 99).
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It must be noted here that HR managers can reduce the cost of screening job applicants and, at the same time,
acquire the best applicants. This is achieved as soon as they understand that there is a large gap between
knowledge and practice (Ryan & Tippins, 2004). This results in an understanding that performance indicators
measure and compare what has been achieved as a result of the diligence of the individual, not the level of
intelligence of that individual. Therefore, those organizations which screen job applicants for values have a
higher employee performance than those which simply screen for intelligence (Delaney & Huselid, 1996).
Good practice in recruitment requires HR managers to know that the use of certain recruitment tools can affect
employee effectiveness and diversity. Employee referrals, for example, affect workforce diversity adversely
(Sackett et al., 2001). Good practice in recruitment also requires knowledge of how technology can facilitate a
task and reduce its cost.
5.2 Recruitment Sources and Methods
Before moving to discuss recruitment resources and how to use them, and examining the advantages and
disadvantages of each, it should be noted that relatively recently literature has raised a very important topic
which can be adopted by organizations in the process of attracting the best applicants. According to one study,
organizations are tending now to publish their names, their philosophies and their attributes in order to attract
recruits through a technique termed “Employer Branding” (Backhaus & Tikoo, 2004). Employer branding was
defined by Sullivan (2004) as a long-term strategy to make the organization the focus of employees and potential
employees, and other relevant stakeholders (Sullivan, 2004). Employer branding contributes to the formation of
a positive mental image for potential employees, and even on the level of society as a whole. This drives job
seekers to work in a particular organization because they will reap a number of benefits in terms of a high salary
and leave allowances, as well as social respect. Other researchers have defined the term “Employer Branding” as
the total of an organization’s efforts to communicate with current and potential employees (Lloyds, 2002).
In research aimed at developing and validating a scale to assess employer attractiveness (Berthon et al., 2005),
the study population involved students at a large Australian university. The study sample consisted of 683
students divided into two samples, the first including 340, the second 343. The researchers used five factors to
describe the underlying structure of employer attractiveness. Factor no. 1, “Interest value”, evaluates the
individual level of attraction to working in an organization because of the benefits and inducements offered by
the organization, such as an exciting work environment, advanced work practices, and what employees would
call their creations by producing innovative products and services.
Factor no. 2, “Social value”, assesses the impact of a fun working environment, good relationships with peers in
the workplace, and working as a team on employer attractiveness. Factor no. 3, “Economic value”, assesses the
extent to which an individual is attracted to an employer that pays a good salary. Factor no. 4, “Development
value”, assesses the impact of recognition, self-worth, confidence, and the career development programs
provided by the employer on its attractiveness. Factor no. 5, “Application value”, assesses the impact of
providing an opportunity to employees to apply what they have learned in the workplace on employer
attractiveness. The research findings indicated that 153 of the respondents stated that all five factors have a
significant impact on employer attractiveness, ranked by the importance of each factor as follows, the most
important listed first: Economic, Social, Development, Interest and Application.
The importance of this research lies in its being considered as an intermediate between two stages of
recruitment process; designing the plan and choosing the recruitment source, because it means that
organization that aims to recruit the best applicants must publish factual and honest information about
working conditions and benefits granted to employees, together with other information designed to attract
required competences.

the
an
the
the

The extent of the impact of the recruitment process on an organization differs according to the recruitment
resources used. Some researchers consider that there are three recruitment resources: internal recruitment,
external recruitment, and walk-in (Wanous, 1992), while other researchers (Hunter & Schmidt, 1990) have
described how the recruitment resources themselves may be formal or informal. Whatever the source of
recruitment, the goal is to increase the attractiveness of the organization as an employer by communicating with
potential applicants through the message reaching them from a particular source and an effective communication
channel (Barber, 1998).
5.3 Internal Sources
Internal recruitment resources are preferred by organizations because they allow the organization to fill a
vacancy from a known pool of employees and because these resources are under the organization’s control
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(Hoye & Lievens, 2005). One of the internal recruitment resources is job postings, a form of recruitment
advertising (Kotler & Keller, 2000) that can be defined as any internal announcement by an organization.
Employees are considered as a wide pool for job vacancies in an organization. Internal job postings require
issuing a circular regarding these vacancies for all employees in the organization, which provides an opportunity
for employees who have the necessary efficiency, capabilities, and competences to apply for the vacancies
(Haroon, 2010; Torrington et al., 2009).
Employee referrals are an internal channel for recruiting highly-skilled employees. Large organizations now
depend increasingly on their employees to recruit specific candidates for job openings. Employee referrals are
also the easiest source of recruitment because they do not require rigor on the part of the organization and the
onus is on relatives and friends (Kugler, 1997).
According to Nicu and Sturz (2008) and Noe et al. (2008), the personal recruitment inside organizations offers a
number of advantages, such as the following:


The organization has complete information about candidates, which enables HR to assess each one
based on his or her strengths and weaknesses. The advantage of this format is that it can belong to the
activity of recruitment and of selection, according to the current researcher’s belief. Its greatest
advantage is that the applicants are well known to the organization (Noe et al., 2008).



It is easier to attract candidates because they are better known. However, this mixes HRM activities
when proposing advantages for using internal recruitment resources because better known candidate
can be target by external sources (Nicu & Sturz, 2008). However, other authors are more specific when
addressing the advantages of internal recruitment resources for the recruitment process itself. In this
regard, the following have been added to the previous advantages (Noe et al., 2008).



The applicants are relatively knowledgeable about the organization’s vacancies.



Using internal resources to fill vacancies is cheaper and faster than using external resources. Meanwhile,
it has been pointed out that the main advantage of using employee referrals is that an existing employee,
through providing knowledge about the organization to the targeted person, could attract a strong
candidate (Robbins & Coulter, 2005).

At the same time, using internal recruitment resources as a policy could result in the following disadvantages:
recruiting from inside an organization stops the infusion of new blood and limits the number of new applications
(Linnehan & Blau, 2003). This could also lead to a reduction in new ideas from outside the business and may
decrease the diversity of employees (Tipper, 2004).
5.4 External Sources of Recruitment
According to one study (Fisher et al., 1993), the formal methods of external recruitment include newspaper,
magazine and journal advertising, in addition to using employment agencies and, in the current era, job/career
fairs and e-recruitment. External recruitment sources are not under the control of the organization, as job seekers
can obtain information from external sources, such as word of mouth, and publicity. Publicity is an external
source of information related to the recruitment process (Collins & Steven, 2002), while Van Hoye and Lievens
(2006) define word of mouth as the exchange of information through conversation between friends and relatives
or from college instructors, although such information may include negative and positive aspects.
Regardless of which resource is used, in many situations there is a good case for using different methods in
combination when looking to fill the same vacancy (Torrington et al., 2009). Research conducted to measure the
relationship between the different sources of recruitment and the innovative abilities of employees at work by
Conrad and Ashworth (1986) reported the survival rates in jobs arranged by the recruitment sources used with
the following results: employee referrals (61.25%), employment agencies (48.4%), advertisements (44.8%), and
walk-ins (58.4%). Another research has reached to the following results in terms of survival rates in jobs were
that referrals are more effective than advertisements, referrals are better than agencies, referrals and walk-ins are
of equal reliability, walk-ins are better than advertisements, and walk-ins are also better than agencies.
5.5 Employees Training and Development
This research has taken training and development as a part of HR practices by discussing those two practices
broadly. On the other hand, the research will measure the effect of training on the organization. The research
tackles the industrial organizations in Jordan and how they apply training methods as significant activity in HR.
Today business organizations are working within a dynamic and turbulent environment, which characterized by
globalization, open markets, huge information loads and easy communication. These characteristics make it a
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‘heavier’ competitive business environment that requires organizations to compete effectively in the market
place. Such purpose leads the organizations to think deeply in creating a systematic approach which enables it
accomplish its strategic objectives. To help the managers in designing the business strategy, questions such as
the following have to be answered:
-

How do we compete in the market place?

-

What do we need to differentiate our organization from others?

-

What abilities and capabilities are required to achieve our organizational goals?

For the purposes of this study, focusing on inculcating a culture of customer focus in the hearts of employees of
Jordanian industrial organizations as a result of training that will be represented by achieving customer
satisfaction through the employees.
Employees training and development are from the human resource management activities, which, if they are
linked to the strategic objectives of the organization, contribute effectively to the achievement of these
objectives. In this regard, the literature indicated that, convinced of the director, that the workers have a larger
role in achieving the goals of the organization and this conviction must be translated to plans, policies and
practices (Holbeche & Park, 2009). Such plans and policies would include: the quality of the employees to be
hired, and how to strengthen their capacities and competencies through training and motivating them to work.
When this happens, it will meet with more dedication to work by employees to achieve the goals of the
organization, through which the employees’ personal goals are achieved. Furthermore, motivated employees will
realize that customer service is the reason for their presence in the organization. Goal such, customer focus is the
point d’appui for other strategic organizational activities such as; quality control, pricing, human resources
management, and production management and etc. to accomplish total quality management (TQM).
6. Literature Review
6.1 Study by (Al Hamed, 2002)
“The impact of incentives on the enhancements of the performance of employees in Jordanian public and private
hospitals”
The study aimed to evaluate the impact of incentives on enhancing the performance in Jordanian public and
private hospitals in the middle region through the ideal employment of the concept by the hospitals'
administration. The study sample comprised four public hospitals, and five private hospitals, and the sample
included 430 individuals, about 14% of the number of workers working in the private and public hospitals
sectors in the middle region of Jordan. When distributing the sample all the various professions in these hospitals
were taken into consideration, as per statistical rules. This study concluded the following: There are several
differences in the way incentives affected the enhancement of performance among workers in Jordanian public
and private hospitals, and disparity in the degree of impact of the how many people the incentives system
includes on the performance of workers in public and private hospitals in Jordan. There are several differences in
the way incentives affected the enhancement of performance among workers in Jordanian public and private
hospitals. The results of the study also indicated that individual financial and moral incentives have a positive
impact on the performance of workers in public and private hospitals in the middle region of Jordan.
6.2 Study by (Al Shidi, 2001)
“The Impact of Incentive of Job Satisfaction—A Study on the tendency of employees in the Administrative Units
in the Sultanate of Oman”
The study aimed to identify the incentive system currently employed in the Sultanate of Oman, and their
consistency with the job status, and study it, and identifying the other incentives that the employees wish to
obtain, and the various technologies for all administrative levels, by studying the theoretical and applicable
aspects of the incentives. The study community included all the employees in the administrative units in the
Sultanate of Oman, and a sample was chosen for the study from the employees at various job levels stipulated in
the Service Law. The study concluded that the major outcomes were:
There is a medium level of disparity regarding the financial incentives in the Public Service Law. There is a high
degree of satisfaction regarding the moral incentives. The study recommends the following:
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-

The importance of reconsidering the incentives relevant to the salaries of government employees.

-

Work on undertaking various training courses and linking their outcomes with the relevant
incentives scales.

-

Work on sustaining incentives.

-

Identify the individual and group incentives on job satisfaction.

6.3 A Study by (Al Suheimat, 2002)
“The Efficiency of the Incentives System of the Government and Private Sectors in Jordan, the status of several
Government and Private organizations in the Governorate of Karak for the period 1990–2002”
The study aimed of to identify the weaknesses and shortcomings of the incentives systems applied in the various
administrations in Jordan, and how efficient they are, and how they affect performance and the enhancement of
productivity. The results were as follows:
First: There are differences of statistical significance in the prioritizing the weakness of the work incentives and
the degree of job satisfaction among the study sample toward this, as was previously mentioned in descending
order:
-

Financial and moral incentives, the degree of satisfaction about these were from medium to weak.

-

Job relation incentives, the degree of satisfaction about them was from medium to weak.

-

Administrative and location work environment incentives, the degree of satisfaction about them
was from medium to weak.

Whereas the degree of satisfaction regarding incentives relevant to the nature of the work, and its contents, was
high.
Second: There are statistically significant differences in the replies of the study sample regarding the dimensions
of the incentives and their efficiency are attributed to the work sector variable (government, public organizations,
private organization), compared to each other, whereby the advantages were for the government sector. Third:
there is a positive relationship between the interests of the sample in financial incentives, and the increase in the
growth and development of society. The relationship was obvious from the status of the financial incentives that
came in first place.
The study recommended the following: set a unified comprehensive salary system for workers in all private and
public sectors consistent with the requirements of ensuring a dignified life.
- Enhance the umbrella of the Civil Service Bureau to include all the various work sectors in the public and
private sector, to include a flexible and comprehensive incentives system that includes all kinds of incentives
based on clear and accurate criteria and basics through which the incentives are granted objectively based on
performance.
6.4 A Study by (Halaseh, 2006)
“The tendency of managers towards effective leadership training programs in Jordanian ministries during the
period (2004–2005): Analytical Study”
This study aimed to identify the managers’ tendencies towards the efficacy of leadership programs in Jordanian
ministries. The study reached the following results:
There is a statistically significant relationship between the components of training program and the efficacy of
these programs. There is a difference in the tendency of managers towards training program based on the
variables of age, educational qualification, the administrative level, and the number of years of professional
experience.
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7. Statistical Analysis
7.1 Sample’s Characteristics
1) Gender
Table 1. Results of the sample’s individuals’ distribution according to the gender variable
Gender

Frequency

Percentage

Male

78

78.0 %

Female

22

22.0%

Total

100

100.0%

We notice the 78% of the sample are males.
2) Age
Table 2. Result of the sample’s individuals’ distribution according to the age variable
Age

Frequency

Percentage

Less than 25 years

39

39%

25- 34 years

41

41%

35 – 44 years

10

10%

45 years and more

10

10%

100

100%

Total

We notice that 41 % of the sample is of age 25–31 and 39% are under 25 years old. The rest are over 35
3) Educational Qualification
Table 3. Results of the sample’s individual’s distribution according to the educational qualification variable
Educational Qualification

Frequency

Percentage

High School or less

-

-

Middle diploma

21

21.0%

Bachelors

76

76.0%

Higher Education

3

3.0%

Total

100

100.0%

We notice that 76% carry a bachelor’s degree, followed by the middle diploma carriers which show that the
highest percentage of the sample are university degrees carriers.
4) Management Level
Table 4. Results of the distribution of the sample individuals based on management level variable
Career Level

Frequency

Percentage

Executive Management

58

58%

Middle Management

35

35%

Higher Management

7

7%

100

100%

Total
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We have noted that 58% of the sample is of the executive management level, followed by the middle
management and then the higher one.
5) Professional Experience
Table 5. Results of the sample distribution according to the experience variable
Experience

Frequency

Percent

Less than 5 years

33

33%

5 – 10 years

45

45%

11 – 15 years

16

16%

16 – 20 years

6

6%

-

-

100

100%

More than 20 years
Total

We noted that 33% of the sample have less than 5 years experience and 16% have between 11–15 years, whereas
45% have between 5–10 years and the rest have more than 15 years of experience.
8. Study Results
The median and standard deviation for the answers was calculated as shown below:
Table 6. The median and standard deviation for the study
Paragraph

Standard Deviation

Mean

Choice
1.

The company uses internal hiring policy for people with educational and
professional competencies, in addition to developing unique efforts.

0.52522

4.3700

2.

The company’s policy embodies career security which deepens the loyalty spirit
amongst its employees.

0.57525

4.1800

3.

Creative experience is a key factor in hiring the company’s personnel.

0.58913

4.4200

Attracting
4.

The company is based on the attempt on attracting and choosing human resources
that are able to accomplish the company’s goals

0.63596

4.4100

5.

The company is based on following competent labor and it works on employing
such competencies.

0.71661

4.5400

Motivation:
6.

The company adapts compensation policy based on that pay is controlled by
knowledge.

0.64354

4.1000

7.

The management is interested in offering creative employees financial incentives.

0.65713

4.0500

8.

The company offers its personnel good financial incentives in line with the
performance level.

0.79258

4.0900

0.85257

3.9800

0.78650

4.2600

11. The company adapts total quality management in the training plans.

0.63532

4.0200

12. The training courses of the company has modern technology based on self study
electronic learning,

0.75371

4.2400

13. The training plans in the company are based on interaction between employees to
enhance their knowledge.

0.75338

4.0900

Training:
9.

The company encourages training methods that enhances self teaching.

10. In general, the employees are always ready for continuous learning.
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Appointing:
14. Employees’ appointment is based on experience and competencies that have a role
in creating a competitive advantage.

0.757120

4.0500

15. Setting employment policies that are related to the company’s goals has a role in
creating a competitive advantage.

0.645970

4.3700

16. Periodic studies related to hiring needs are undertaken by the company in order to
fulfill these needs.

0.552220

4.0900

17. Periodic evaluation for the personnel’s performance has a role in obtaining a
competitive advantage.

0.701800

4.1800

18. Advising the employees regarding the evaluation results has a role in obtaining a
competitive advantage.

0.717110

4.5300

19. Linking the evaluation results to career progress results has a role in obtaining a
competitive advantage.

0.705250

4.2600

20. Linking the evaluation with the performance and incentives has a role in obtaining
a competitive advantage.

0.720270

3.9200

21. Periodic performance evaluation based on supported foundations has a role in
obtaining a competitive advantage.

0.877270

3.9100

23.Continuous improvement for the increments system and benefits from time to time
has a role in obtaining a competitive advantage.

0.851560

3.8900

24.Insuring the balance of the increments by periodic studies system has a role in
obtaining a competitive advantage.

0.715980

4.2500

25.The employee’s knowledge with the grounds of bonuses has a role in obtaining a
competitive advantage.

0.666670

4.0000

26.Promoting the employee based on fair foundations has a role in obtaining a
competitive advantage

0.683430

4.2400

27.Moral increments (letters of appreciation, moral support.) have a role in obtaining a
competitive advantage.

0.763030

4.0600

28.There is a noted increase in the company’s sales.

0.846860

4.1000

29.The company’s market share is growing

0.790350

4.0400

30.The company is known for high quality products.

0.694200

4.2700

31.The company responds to the technological development.

0.790030

4.1100

Evaluation:

22. Setting and executing an efficient increments system has a role in obtaining a
competitive advantage.

Competitive Advantage:

We notice that the sample’s orientations regarding the paragraphs above are positive since their mean value is
greater than the average measurement tool which is 3.
9. Results’ Discussion
Results of statistical analysis of the data indicated that the sample companies apply strategies to recruit staff
based on multiple sources and methods of recruitment, thereby, helping to attract the best applicants, where the
mean of using internal sources amounted to 4.37 and 4.42 for using external sources, and this means the prove of
the first hypothesis which is “There is statistically significant relationship between recruitment strategy and
attracting best applicants”. Also, the results showed that questions 14 and 15 where devoted to the importance of
skills, competencies and experience in order to enable the staff to achieve competitive advantage, and this means
the prove of the second hypothesis which is “There is statistically relationship between the availability of talent,
competencies and qualifications in the recruited employees and achieving competitive advantage”.
In order to develop the employees performance and behavior, most of the sample companies, engaged in training
as a tool for developing the performance and behavior of the employees, where questions from No. 9 to No. 13
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where devoted to the training activity. The mean for these questions amounted to 4.118 and standard deviation of
0.757 which means approve the third hypothesis which is “There is statistically relationship between training
programs and methods, and employee’s development to create competitive advantage”. Also, the fourth
hypothesis was in the case of prove, where the lowest mean was for question No. 23 (3.89), which is greater than
the average measurement tool which is 3.
Therefore, we can say that organizations can achieve competitive advantage through the staff that are talented
and have appropriate skills and experiences.
10. Recommendations
The researchers present the following recommendations: companies must focus on improving the methods used
by them to recruit candidates. And they have to stop using recruitment methods which allow intervention of
nepotism and cronyism in the employment process, such as newspaper advertising. Also, companies must view
employees training as a way to enhance the employees’ abilities and improve performance and enable them to
provide new ideas that may differentiate their organization from rivals.
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Appendix A.
Research Questionnaire
Part One: Demographic and Career Characteristics:
Please put () where applicable:
Gender:

 Male

Female

Age:

 Less than 25

 25 – 34 years

 35 – 44 years
Educational Qualification:

 High School or less

 Bachelors Degree (Bs)
Management Level:

 45 and more
 Middle Diploma

 Higher Education

Higher Management

Middle Management

Executive Management
Professional Experience:

 Less than 5 years

 11 – 15 years

 5 – 10 years
 16 – 20 years

 More than 20 years
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Part two: Please put (×) in the box of the closest answer in your entity:
Paragraph

Strongly
Agree

Choice
1- The company uses internal hiring policy for
people with educational and professional
competencies, in addition to developing
unique efforts.
2- The company’s policy embodies career
security which deepens the loyalty spirit
amongst its employees.
3- Creative experience is a key factor in hiring
the company’s personnel.
Attracting
4- The company is based on the attempt on
attracting and choosing human resources that
are able to accomplish the company’s goals
5- The company is based on following competent
labor and it works on employing such
competencies.
Motivation:
6- The company adapts compensation policy
based on that pay is controlled by knowledge.
7- The management is interested in offering
creative employees financial incentives.
8- The company offers its personnel good
financial incentives in line with the
performance level.
Training:
9- The company encourages training methods
that enhances self teaching.
10- In general, the employees are always ready for
continuous learning.
11- The company adapts total quality management
in the training plans.
12- The training courses of the company has
modern technology based on self study
electronic learning,
13- The training plans in the company are based
on interaction between employees to enhance
their knowledge.
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Agree

Neutral

Disagree

Strongly
Disagree
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Appointing:
14- Employees’ appointment is based on
experience and competencies that have a role
in creating a competitive advantage.
15- Setting employment policies that are related to
the company’s goals has a role in creating a
competitive advantage.
16- Periodic studies related to hiring needs are
undertaken by the company in order to fulfill
these needs.
Evaluation:
17- Periodic evaluation for the personnel’s
performance has a role in obtaining a
competitive advantage.
18- Advising the employees regarding the
evaluation results has a role in obtaining a
competitive advantage.
19- Linking the evaluation results to career
progress results has a role in obtaining a
competitive advantage.
20- Linking the evaluation with the performance
and incentives has a role in obtaining a
competitive advantage.
21- Periodic performance evaluation based on
supported foundations has a role in obtaining a
competitive advantage.
Setting salaries, bonuses and incentives:
22- Setting and executing an efficient increments
system has a role in obtaining a competitive
advantage.
23- Continuous improvement for the increments
system and benefits from time to time has a
role in obtaining a competitive advantage.
24- Insuring the balance of the increments by
periodic studies system has a role in obtaining
a competitive advantage.
25- The employee’s knowledge with the grounds
of bonuses has a role in obtaining a
competitive advantage.
26- Promoting the employee based on fair
foundations has a role in obtaining a
competitive advantage
27- Moral increments (letters of appreciation,
moral support.) have a role in obtaining a
competitive advantage.
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Part Three: Competitive Advantage:
Please put () where you agree.
Paragraph

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

1. There is a noted increase in the
company’s sales.
2. The company’s market share is
growing
3. The company is known for high
quality products.
4. The company responds to the
technological development.
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