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Abstract 

Human resources management plays a vital role in the growth and 

sustainability of companies and on achieving company objectives, as HRM relate to 

the workers' practices their functional roles. 

The study aims at identifying the importance of human resources management 

strategies, and the human resources management strategies practice in construction 

industry, also the study aimed to check the differences between the importance and 

the actual practice, in addition to find the relationship between the practice of human 

resources management strategies and worker performance. To achieve the study 

objectives descriptive analytical approach was used, where the study tool was a 

questionnaire. The researcher distributed (190) questionnaire, but (170) of them 

recovered. Also (SPSS) was used to analysis data, by using many statistical methods. 

The study results showed that the degree of the importance of human 

resources management strategies in the construction industry equal (74.94%). The 

results also showed that the practice of human resources management strategies in the 

construction industry was (54.35%), where the first domain was strategy of 

polarization and recruitment (60.91%), then human resources planning strategy 

(56.27%), then the strategy of human resources following-up (55.31%), then career 

planning strategy (54.66%), also the final domain was strategy of training and 

development of human resources (45.13%). 

The study results showed that the level of workers performance in the construction 

industry equal (71.86%), where the first domain was competencies of workers 

(73.24%), then quality and quantity of tasks (72.42%), then knowledge of work 

requirements (71.87%), and the final domain was perseverance and dedication 

(69.89%). 

There are a statistical significant medium positive relationship between human 

resources management strategies and workers performance in the construction 

industry. Also there are a statistical significant differences between the importance 

and the actual practice of human resources management strategies in the construction 

industry. Where these difference in favor of study sample response at the importance 

of human resources management strategies. 

In the light of the study results the researcher recommend to pay attention to 

all human resources managements functions as they relate to job performance, and 

thus the success of the project and the company in achieving its objectives. The need 

of companies to analyze jobs based on the requirements of their projects. Designing 

training programs that meet the needs of all workers which should have clear and 

measurable objectives. 

Keywords:- Human resources management strategies – Worker Performance - 

Construction industry. 
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 الممخص
 ترتبط كونيا أىدافيا، وتحقيق الشركات، واستمرارية نمو في حيوياً  دوراً  البشرية الموارد إدارة تمعب

ىدفت الدراسة إلى تحديد أىمية استراتيجيات إدارة الموارد البشرية، حيث . الوظيفية ألدوارىم العاممين بممارسات
نشاءات، والكشف عن الفروق بين أىمية وممارسة استراتيجيات إدارة الموارد ودرجة ممارستيا في صناعة اإل

البشرية في صناعة اإلنشاءات، إضافة إلى معرفة العالقة بين درجة ممارسات استراتيجيات إدارة الموارد البشرية 
يمي، وتمثمت أداة خدم المنيج الوصفي التحموأداء العاممين في صناعة اإلنشاءات، ولتحقيق أىداف الدراسة است  

خدم برنامج رزمة ، واست  استبانة( 071) فاسترد منيا، استبانة( 091) تحيث وزعالدراسة األساسية باالستبانة، 
 التحميل االحصائي لمعموم االجتماعية من خالل مجموعة من االختبارات االحصائية.

ارة الموارد البشرية في صناعة فتوصمت الدراسة إلى عدة نتائج أىميا أن درجة أىمية استراتيجيات إد
، وأظيرت النتائج أن درجة ممارسة استراتيجيات إدارة الموارد البشرية %(77.97نشاءات جاءت بوزن نسبي )اإل

%(، وجاء مجال استراتيجية االستقطاب والتعيين بالمرتبة 57.45في صناعة اإلنشاءات جاءت بنسبة متوسطة )
مجال  يميو%(، 51.67ال استراتيجية تخطيط الموارد البشرية )مج%(، ثم 11.90األولى بوزن نسبي )

%(، ثم مجال تخطيط المسار الوظيفي بوزن نسبي 55.40استراتيجية متابعة الموارد البشرية بوزن نسبي )
%(، كما تبين أن أداء 75.04%(، وجاء أخيرًا مجال استراتيجية تدريب وتطوير العاممين بوزن نسبي )57.11)

%(، وجاء مجال كفايات العاممين بالمرتبة األولى 70.11ي صناعة اإلنشاءات جاء بوزن نسبي )العاممين ف
%(، ثم مجال المعرفة بمتطمبات 76.67%(، ثم مجال نوعية وكمية الميام بوزن نسبي )74.67بوزن نسبي )

 (.%19.19%(، وجاء أخيرًا مجال المثابرة والتفاني بوزن نسبي )70.17الوظيفة بوزن نسبي )
كما أوضحت النتائج أنو توجد عالقة موجبة متوسطة ذات داللة إحصائية بين درجة ممارسة 

كما أوضحت استراتيجيات إدارة الموارد البشرية وأداء العاممين في صناعة اإلنشاءات حيث بمغ معامل االرتباط. 
 ة ممارستيا في صناعة اإلنشاءات.جالنتائج وجود فروق بين درجة أىمية استراتيجيات إدارة الموارد البشرية ودر 

وفي ضوء ما توصمت إليو الدراسة من نتائج أوصى الباحث بالتركيز عمى كافة وظائف إدارة الموارد 
البشرية كونيا ترتبط باألداء الوظيفي، وتحقق نجاح المشروع، وتحقق أىداف الشركة، وىناك حاجة ماسة إلى 

ع التي تقيميا الشركات، وضرورة تصميم برامج تدريبية تمبي حاجات تحميل الوظائف بناًء عمى متطمبات المشاري
 العاممين، عمى أن تكون ىذه البرامج ذات أىداف واضحة وقابمة لمقياس.

 صناعة اإلنشاءات. –أداء العاممين  –استراتيجيات إدارة الموارد البشرية  -الكممات المفتاحية:
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Chapter 1: Background of the Study 

Chapter one deals many sections; study background, the statement of problem, 

research questions, objectives, hypothesis, variables, the importance of the study, 

scope and study limitation,   

1.1 Background 

The ability to attract, retain and develop talented workers is a key feature of 

successful businesses. People are an company's most valuable asset and this is 

especially true in relatively low-tech, labour-intensive industries such as construction. 

However, people also represent the most difficult resource for companies to 

manage. Unlike physical assets, people have their own individual needs which must 

be met and idiosyncrasies which must be managed if they are to contribute to 

organizational growth and development. People are individuals who bring their own 

perspectives, values and attributes to organizational life, and, when managed 

effectively, these human traits can bring considerable benefits to companies (Mullins, 

1999). 

When workers managed poorly they have the potential to severely limit 

organizational growth and threaten the viability of a business. There are countless 

examples of corporate and project crises in the construction sector which have arisen 

as the result of people's behavior, and it would seem that human resource 

management (HRM) has the potential to eliminate more construction risks than any 

other management approach (Loosemore, 2000).  

Companies are seeking to create much competition between them, taking more 

market, more customers, more sales, etc. Rapid changes stemming from globalization, 

advancement of information systems and other factors have caused higher 

competition. Many companies are driven by the market to set their goals in their 

performance. Some of the goals are: cost reduction, achieving sales levels, increasing 

the number of customers, increasing the market percentage, improving productivity 

and quality, innovative products. The realization of these goals will be achieved 

through the human resources management in companies. Workforce, as the key to 

success, will enable the achievement of organizational performance (Loosemore, 

Dainty, & Lingard, 2007). 

HR are regarded as one of the most important sources of today's firms. Human 

resources management is more important than other competitive sources because 

these people use other assets in company, create competitiveness and realize 

objectives. Thus firstly, companies must understand the expectations of their 

workforce in order to achieve the desired performance. The realization of the 

expectations of workers will enable the desired behavior of workers in the company. 

Some of the desired outcomes of the company in managing their workforce are: 

competence, cooperation of workers with managers, cooperation of workers between 
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them, showing the capabilities of workers; motivation, commitment and satisfaction; 

attitude and presence; worker behaviors (Cania, 2014).  

1.2 Problem Statement 

The overall goal of performance management is to create a culture as high 

performance in which individuals and teams to take responsibility for the continuous 

improvement of business processes and their skills and contribute in achieving the 

targets set by managers. In particular, management performance can be expressed as 

the approximation of individual objectives of workers with organizational objectives 

provided that workers support the culture of the company. It provides for expectations 

to be defined and agreed in terms of role responsibilities and accountabilities. Also 

workers performance is the most important of work output; because it is related to the 

tasks completion, and achievement construction objectives; ensuring growth and 

sustainability.  But raising workers performance requires attention to the human 

resource as one of the pillars of success and creativity. 

Thus HRM performs multiple tasks to improve workers performance. The 

strategies used to improve workers performance have been varied. In a related 

context, many studies have shown that HRMS practice promotes the workers 

performance in all fields of work. Among the studies which the researcher reached 

and showed that HRM strategies impact on workers performance (AlShaikhly, 2017; 

Jouda, Ahmad, Dahleez, 2016; Zehir, Gurol, Karaboga, & Kole, 2016; Singh, & 

Kassa, 2016; Ilyas, Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; 

Mahadevan & Mohamed, 2014; Cania, 2014; Mamood, Igbal, & Sahu, 2014; Long, 

Kowang, Muthuveloo, & Ping, 2013; Loshali, & Krishnan 2013; Waignjo, Mukulu, & 

Kahiri, 2012; Savaneviciene, & Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & 

Su 2010; Raiden, Dainty, & Richard, 2008). But the most of these studies didn't care 

about construction industry. The researcher didn‟t find any studies aimed to identify 

human resources management strategies and its impact on workers performance in 

construction industry. 

At the local level, there were many research have been conducted about HRM, 

Musalam (2015) study' showed that there is a weakness in practice managing human 

resources in construction projects, even though HRMS contribute on development 

total quality. Also Mansour (2015) study' showed that developing human resources 

increase sustainability of construction projects. 

However the researcher work more than (7 years) in many companies, and he 

noticed that all companies have creative, high skilled, high qualification, and expert 

workers. But these workers needs intelligent management to achieve company goals, 

and confronting construction industry crises, especially under conditions lack of 

resources. So the current study aims to identifying the importance of HRMS, and its 

actual practice on construction industry, and the impact of human resources 

management strategies on workers performance. The statement of the study can 
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identified in the following major question: what the impact of human resources 

management strategies on workers performance in the construction industry? 

1.3 Research Aim 

The current study aims to identify HRMS and its impact on the workers 

performance in the construction industry. 

1.4 Research Objectives. 

The research aims to achieve the following objectives:- 

1- To identify the importance of human resources management strategies in the 

construction industry, and the degree of practice. 

2- To identify the workers performance level in the construction industry. 

3- To detect the relationship between human resources management strategies and 

workers performance in the construction industry. 

4- To identify the differences between the importance and the actual practice of 

human resources management strategies in the construction industry. 

5- To determine the most human resources management strategies impacting on 

worker performance.  

1.5 Research Questions 

In the light of problem statement and to answer the major question, the sub-

questions were identified as follows:-  

1- What are the importance of human resources management strategies in the 

construction industry? 

2- What are the human resources management strategies in the construction 

industry? 

3- What are the level of workers performance in the construction industry? 

4- Are there a relationship between human resources management strategies and 

workers performance in the construction industry? 

5- Are there any statistical significant differences between the importance and the 

actual practice of human resources management strategies in the construction 

industry? 

6- Are there any statistical significant differences between the study sample 

responses about human resources management strategies in the construction 

industry due to personal variables: age, experience, qualification, and 

jurisdiction? 

7- Are there any statistical significant differences between the study sample 

responses about human resources management strategies in the construction 
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industry due to company variables: company size, company level, and 

company scope? 

8- Are there any statistical significant differences between the study sample 

responses about workers performance in the construction industry due to 

personal variables: age, experience, qualification, and jurisdiction? 

9- Are there any statistical significant differences between the study sample 

responses about performance in the construction industry due to company 

variables: company size, company level, company scope? 

10- What are the most human resources management strategies impacting on 

workers performance?  

1.6 Research Variables 

The researcher identified the independent and dependent variables in this study 

and were included in Figure (1. 1) as follows:- 

 

 

 

 

 

 

 

 

 

 

 

 

Figure (1. 1): The research variables 

 

Independent variable 
Human Resources 

Management Strategies 

 Human Resources Planning Strategy 

 Strategy of polarization and 

recruitment 

 Strategy of training and development 

of human resources 

 The strategy of Human Resources 

Following-up 

 Career planning strategy 

Dependent variable 

Workers Performance 

Personal variables: age, experience, qualification, and jurisdiction 

Company variables: company size, company level, company scope 
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1.7 Research Hypotheses 

The first hypothesis: 

There are a statistical significant relationship at (α ≤ 0.05) between human resources 

management strategies and workers performance in the construction industry. 

The second hypothesis: 

There are no statistical significant differences at (α ≤ 0.05) between the importance 

and the actual practice of human resources management strategies in the construction 

industry. 

The third hypothesis: 

There are no statistical significant differences at (α ≤ 0.05) between the study sample 

responses about human resources management strategies in the construction industry 

due to personal variables: age, experience, qualification, and jurisdiction. 

The fourth hypothesis: 

There are no statistical significant differences at (α ≤ 0.05) between the study sample 

responses about human resources management strategies in the construction industry 

due to company variables: company size, company level, and company scope. 

The fifth hypothesis: 

There are no statistical significant differences at (α ≤ 0.05) between the study sample 

responses about workers performance in the construction industry due to personal 

variables: age, experience, qualification, and jurisdiction. 

The sixth hypothesis: 

There are no statistical significant differences at (α ≤ 0.05) between the study sample 

responses about performance in the construction industry due to company variables: 

company size, company level, and company scope. 

The seventh hypothesis: 

Human resources management strategies impact positively on worker performance. 

1.8 Significant of the Research 

1- The study is very important because it is an attempt to identify the human 

resources management strategies in the construction industry. 
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2- The study is also important because it links between human resources 

management strategies and workers performance in the construction industry. 
3- The study results may be benefit higher management, and human resources 

management in the construction industry. Where the results drawing their 

attention to ways which developed workers performance. 

4- The study results may be benefit engineers and researchers, where it provide 

them knowledge and information about human resources strategies and its' 

impact on workers performance. 

1.9 Research Scope and Limitation 

The subject of the study is limited on identifying the importance and practice 

of human resources management strategies and its impact on workers performance in 

the construction industry. The study conducted on second semester at academic year 

(2017/2018), also the study conducted in construction industry at Gaza governorates. 

1.10 Methodology. 

The objectives of this research are achieved through the following methods: 

1- Literature review: Information was collected on the concept and strategies of 

human resources management and their relationship to workers performance. 

2- Questionnaires survey: Questionnaire was prepared based on both a literature 

review and after considering the specialist and the experts comments and advices. 

3- Analysis, conclusion and recommendations: The returned questionnaires was 

analyzed and evaluated by using the Statistical Package for Social Science 

(SPSS) software to exhibit the results and give the valuable recommendations. 

1.11 Research Structure 

This thesis consists of following parts: 

 Chapter I: Introduction 

This chapter provides an introduction to the study problem and outlines, the 

aim and objectives along with importance of the research. The study scope and 

limitations, and the thesis structure, outline contents was also presented in this 

chapter. 

 Chapter II: Literature review  

This chapter provides a review of existing researches in the subject area.  

 Chapter III: Methodology 

This chapter reviews a number of research methodological considerations and 

justifies the selection of each method that was used in the research project. 
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 Chapter IV: Results and discussion 

This chapter provides a detailed description of the research results and any 

comments or details related to these results. 

 Chapter V: Conclusions and Recommendations 

This chapter presents the findings of the study and formulates final 

conclusions, including the critical evaluation of the research, along with 

recommendations for future research. 

 References 

 Appendices 

 



 

 

 

 

 

 

 

 

 

Chapter 2 

 Literature Review 
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Chapter 2: Literature Review 

This chapter, deals with the theoretical study literature. The chapter is divided 

into two sections. The first concerns human resource management strategies, the 

second relates to the workers performance, also the researcher discussed the 

relationship between human resource management strategies and workers 

performance in applied studies. 

2.1 Human Resource Management (HRM) 

2.1.1 The Definition of Human Resource Management 

In general it was accepted that human resource management practices (HRM) 

began mainly with the industrial revolution, and the fact is that the origins of human 

resources management lie deep in the past. Just as the staff who participate in the 

tasks to be carried out in modern companies, and human beings in old societies, also 

divided the work among themselves. Therefore, it is possible to say that the division 

of labor has been practiced since prehistorical times. The tasks were appointed 

according to skills such as ability to find food, plants, animal tracking or cooking 

(Price, 2007). Nevertheless, the main contribution to the development of human 

resources management systems is provided by the industrial revolution of the 19th 

century. 

The objectives of human resources management can change with the 

definition that it does. Since the definition differs from one researcher to another, the 

objectives of human resources management can also change according to the 

researcher's views. For instance, according to Armstrong (2009, p. 8), "the overall 

goal of human resources management is to ensure the company's ability to succeed 

through people."  Additionally, Armstrong noted that "HRM strategies aim to support 

programs to improve organizational effectiveness by developing policies in areas such 

as knowledge management, talent management and creating a" great place to work " 

generally. 

Human resources are in simple defined as people company worker to carry out 

various tasks, tasks and jobs in exchange for wages and other rewards (Toh, & 

DeNisi, 2005). 

Dessler (2009, P.3) give another definition in which Human Resource 

Management is "The process of acquiring, training, appraising, and compensating 

workers, and of attending to their labor relations, health and safety, and fairness 

concerns". Since the mid-70‟s, human resource management (HRM) has gained 

immediate acceptance as professional titles, in seminar programs, in business books in 

universities and colleges and in the title of lecturer posts (Huselid, 1995). 
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Human Resource Management (HRM) is considered as a strategic asset and 

research has indicated that HR strategies, policies and practices are an important 

source of a firm‟s competitive advantage in the marketplace because they are difficult 

to trade or imitate. 

According to Batti (2014) HRM is a management function in any company, in 

any case of its activity. They are the most important component of the company's 

performance. So human resources management is a process that helps companies 

recruit, select and develop staff within the company. 

The (HRM) is a comprehensive and coherent approach to personnel 

recruitment and development. Human resources management can be seen as how 

human resources are managed, what they do, and as they are interested in ethical work 

- how to deal with people (Armstrong & Taylor, 2014). Human resources 

management is defined by Vincent & Joseph (2013) as an management function 

within companies that is concerned with people and their relationships at work. While 

O'Brien (2011) determined human resources management (HRM) as the management 

of an company's workforce, or human resource. Also, it is responsible for attractions, 

selection, training, evaluation, reward for staff, follow-up staff and career planning. 

Human resources management is defined as the best administrative use of the 

efforts, abilities, knowledge and committed behaviors that people participate to a fully 

coordinated human project as part of an employment exchange (or more temporary 

contractual arrangement) to perform tasks in a way that enables the firm to continue in 

the future and achieve its objectives (Watson, 2010). 

In the light of above definitions the researcher drew a clearer definition 

"human resources management about all procedures and practices in order to achieve 

the workers objectives and company objectives, through the optimal utilization of 

human resources and their skills".   

2.1.2 Human Resource Management Approach 

According to Wilkinson (1990), American administrative theories have 

become more widespread than others. In which it follows specific approaches, most 

remarkably the orientation towards workers. And workers became the most important 

labor input and the most important corporate resource. Although the concept received 

a wide acceptance as new management practices, it has remained undefined due to its 

different applications. As identified by Guest (1987, p. 504) there are three major 

approaches to HRM. First, HRM is considered as a new title for personnel 

management, indicating that organizations should rename their personnel department 

without having to make any changes to their practices. Secondly, HRM is regarded as 

conceptualization and recognition of personnel roles and description of the work of 

personnel department. Thirdly, HRM is showed as a totally new approach to 

managing originations in a distinctive way and integrating human resource into 
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strategic management. Thus, this third approach to HRM confirms the importance of 

fully and positively utilizing on full and human resources. Briefly, HRM refers to a 

set of policies which are developed with the aim of maximizing organizational 

integration, workers‟ commitment, flexibility and quality. 

2.1.3 The Importance of Human Resources Management 

The importance of human resource management originate from its direct 

interaction with the most important resources of the establishment, which is the 

human resource, which is the first and most important resource in economic 

development. 

Human resources management invests in the most important and most 

valuable resources. Also it should note that management at all levels has a direct 

relationship with human resources management so that when human resources 

management is available that supports and supports leadership qualities and provides 

the right environment for work from systems, laws and Actions and elements, the 

interaction of the human element with that environment so we are directed towards 

the primary objective of the existence of human resources management. Also, the 

importance of human resources in the company arises from being the most important 

elements of the production process, and there is a need for good competencies capable 

of performance and excellence. 

The vertical expansion of production is complementary to horizontal 

expansion by raising the level of productive efficiency by providing human resources 

that are mobilized and capable of formation. Based on the above, the construction 

sector is considered to be one of the sectors that rely heavily on human resources, so 

the importance of human resources management is more important than other sectors. 

The HRM is responsible for motivating workers to perform tasks, to take care 

of available resources, to set goals related to these capabilities, to analyze them for the 

future, and training and development in construction work is particularly important as 

it relates to the global techniques of construction work. Hence  Rapidly evolving 

sectors on the global level, and therefore the construction companies in the Gaza Strip 

are required to keep pace with this development, through the development and 

management its human resources objectively. 

2.1.4 HRM in Construction Industry 

The construction industry has long dominated entrepreneurial work for a fixed 

period of time, and economic and contractual factors have always had a strong 

influence on dominant staff strategies. Large-scale outsourcing of employment was 

the norm in most countries, thus made employer-worker relations more flexible, 

transitory and ambiguous than many other industrial sectors. The very cyclical nature 

of demand for construction projects means maintaining a flexible workforce that can 
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expand and shrink to meet peaks and lows in demand has been a major concern, 

leading most companies to employ the bottom rather than the peaks (McGrath-Champ 

& Rosewarne, 2009). Similarly, the wide range of tasks required in a project can vary 

greatly, which means that skills needed to change from project to project as well as on 

a daily basis (Loosemore et.al, 2007). Furthermore the sector is distinct in terms of the 

scope of subcontracting, joint ventures, alliances, and even the establishment of new 

companies to present a specific project. 

The desire to maintain the flexibility of the labor force means that 

subcontracting and outsourcing arrangements have been central to the quality of 

business in industry around the world for some time (Forde et.al, 2009). Drucker & 

Kracher (2000) pointed that the use of cross-contracts and subcontracting has become 

more prevalent in the past few decades across many European countries. As a results 

fulltime permanent employment remains the norm in many countries and across a 

range of industrial sectors (Nolan Wood, 2003).  Accordingly, this complexity may 

have serious implications for human resources issues and the broader process, 

including remuneration, training, career development and staff representation. 

Human resources strategies can become "fragmented, disjointed and unclear" 

(Marchington et al., 2010) because the diversity of trade relations has a significant 

impact on the nature of labor relations and the proposal of the employer. While 

subcontracting allows contractors to effectively free themselves from many 

employment commitments, it requires that contractual relations with subcontractors 

be well managed, and that they will in turn manage and motivate their workforce well. 

The construction industry is mainly small and medium-sized enterprises 

(SMEs) that often do not have a human resources management unit. Dainty et al. 

(2000) stated that construction companies have a tendency to rely on less formal 

structures in terms of labor relationship management. Where Raiden & Dainty (2006) 

showed that building companies tended to view the characteristics of a balance 

between disorder and organized company. Also Chan & Kaka (2007) noted that the 

patriarchal relationship of compassion between site managers and their human 

resources tend to promote working relationship in the construction project 

environment. Although dominant communication suggests that construction 

companies are short to involve HRM (Raiden & Dainty, 2006), and as most Gaza 

Strip companies do not have a human resources management department, human 

resources are managed in an informal structure. 

2.1.1.1 HRM Practices 

There is no agreement on what constitutes HRM practices let alone a 

prescribed set of them (Boxall, 2007). Over the years, the researchers have proposed 

countless varied lists of practices however; there is no agreement on what or which 

practice qualifies as an aspect of HRM (Boselie, Dietz, & Boon. 2005). nevertheless, 

it is interesting to note that there are still some practices that form the core of the 
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various practices proposed. In particular these include recruitment and selection, 

training and development, performance management and reward scheme, however, 

others such as job design and worker involvement are more sporadic and are yet to 

gain grounds in the HRM literature. 

Guest (1997) however puts forward seven practices namely, selection, 

training, appraisal, rewards, job design, involvement and status and security. 

However, the study Human Resources Planning , polarization and recruitment, 

training and development of human resources, Human Resources Following-up and 

Career planning strategy in its analysis. Selection of the practices for study is based 

on its recurrence in the literature reviewed, its significance and measurability. 

In view of these practices and strategies. So there is a difference in the number 

of these strategies but there were an agreement on their importance. Also some of 

these practices can also be combined. As they are applied in integrated and 

compatible manner. 

2.1.1.2 The Policies of HRM 

Policies are systems of codified decisions, established by a company, to 

support administrative personnel functions, performance management, worker 

relations and resource planning (Memon, Panhwar, & Rohra, 2010). It can also be 

described as a set of rules, values or guiding principles that define how an company 

addresses human resources related matters (Barbeito, 2004). Each company has a 

different set of circumstances, and so develops an individual set of policies. 

Consequently, Policies should reflect sound practice, be written down, be 

communicated across the company and be reviewed and modified periodically to 

reflect changing approaches (Kwenin, Muathe, & Nzulwa, 2013). 

The establishment of policies can helped company demonstrate, both 

internally and externally, that it meets requirements for diversity, ethics and training 

as well as its commitments in relation to regulation and corporate governance. Also, 

Policies can be very effective at supporting and building the desired organizational 

culture (Memon, Panhwar, & Rohra, 2010). 

HR are the set of individuals who make up the workforce of an company. The 

term is also used to describe the function within an company responsible for 

implementing policies related to the management of workers (Qasim, et .al, 2012). As 

HRM policies relate to how the company wants to handle key aspects of people 

management (Armstrong, 2009). They are guides to management thinking and are 

used by management to achieve organizational human resource objectives (Memon, 

Panhwar, & Rohra, 2010). The establishment of a HR Policy which sets out 

obligations, standards of behavior and document procedures, is now the standard 

approach to meeting these obligations (Barbeito, 2004). 
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Human Resource Policies covers the recruitment policies, procedures and 

rules surrounding hiring, including how job descriptions are developed, positions 

advertised, candidates vetted and offers made and what the company's policy is on 

hiring relatives. In addition the types of employment supported by the company, such 

as regular fulltime, regular part time, consultant, temporary or other, and whether 

these categories are entitled to full, partial or no benefits. Moreover, the conditions the 

company adheres to in employing staff, including employment at will and equal 

employment opportunity. 

Employment conditions may also include policies on outside employment, 

disability accommodation, overtime, conflicts of interest and termination, among 

others (Memon, Panhwar, & Rohra, 2010). Other employment policies include 

additional conditions of employment including, but not limited to, 

introductory/probationary period, personnel data and management of personnel files 

(Khan, et.al, 2011). 

Companies HR policies clearly define policies on worker compensation and 

benefits; it states what workers are entitled to in terms of compensation and benefits 

such as salary administration. Clearly, Policies which cover information on salary 

scale or the rationale for determining salaries and conditions for pay increases. The 

benefits include paid or unpaid time off, including vacation, holiday, sick leave, 

bereavement leave, leave without pay, maternity and paternity leave and injury duty. 

Additional kinds of compensation may include benefits such as health insurance or 

medical compensation, workers compensation insurance, death benefits, pension/ 

retirement plans, professional development benefits, termination pay and bonuses, 

among others (Terera & Ngirande, 2014). 

Policies on work conditions and hours set standards for the work schedule/ 

office hours, flextime, overtime, as well as use of office equipment and Internet, 

safety, transportation, telecommuting, business meals or entertaining clients, among 

others (Kwenin, Muathe, & Nzulwa, 2013). Other important policies include a bribes 

or payoffs, attendance and punctuality and problem resolution (Memon, Panhwar & 

Rohra, 2010). 

The strategies of HRM are defined as “organizational activities directed at 

managing the pool of human resources and ensuring that the resources are employed 

towards the fulfillment of organizational goals” (Tiwari & Saxena, 2012, p. 671). 

While & Ling (2012) said that human resources management strategies can be 

grouped into many categories such as: recruitment, selection, training and 

development, motivation, and maintenance. 

And human resource managers, since they all get involved in activities like, 

recruiting, interviewing, selecting, and training .yet most firms also have human 

resource departments with their own top managers (Dessler, 2016). There are 

numerous HR strategies for the company to adopt. 
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HR strategies contribute to the firms bottom level, areas such as recruitment, 

selection, training, development and follow up worker (performance appraisal) which 

should be consistent, integrated and strategically focused thus firms build long-term 

commitment to retain their workforce. (Choudhary & Lamba, 2013). 

The researcher believed that human resource (HR) scholars use the term 

strategic HRM largely to signal their belief that effective HRM contributes to increase 

work effectiveness. This is achieved by HR department who work in close partnership 

with line managers and have a saying when decisions are made. Many HRM scholars 

share this basic understanding of what “strategic HRM” means. 

So the meaning of strategic HRM has varied across time, between cultural 

contexts, and as reflections of the diverse disciplinary identities of strategic HRM 

scholars, the field is unified by the assumption that new insights about managing 

people at work can be gained through research that treats the many activities involved 

as an integrated HRM system which, if properly designed and linked to the broader 

context, yields beneficial outcomes. (Bratton & Gold, 2017, p. 50). Many studies have 

shown that certain human resource strategies, either individually or as a system, can 

directly and positively affect the worker performance (Becker & Gerhart, 1996; Jiang, 

Jackson, & Schuler, 2013). 

Also, new studies have made reasonable efforts to link groups of HR strategies 

with business opportunities through higher performance and greater satisfaction 

(Becker & Huselid, 1998; Delaney & Huselid, 1996 and Huselid, 1995). Many studies 

are the idea that HR strategies can positively affect the performance of a company by 

influencing the behavior of its workers. These workers are positively influenced by 

their performance, satisfaction and motivation that improve individual and / or 

collective productivity (Becker & Huselid, 1998; Guest, 2011). Although some 

studies have not fully confirmed these positive relationships (Guest, Michie, Conway, 

& Sheehan, 2003), their findings are still consistent with the main idea that HR 

strategies affect staff behavior and generate positive impacts on Individual 

performance thus has a collective level of performance.  

On other hand, SHRM is defined as “the comprehensive set of managerial 

activities and tasks related to developing and maintaining a qualified workforce. This 

workforce contributes to organizational effectiveness, as defined by the company‟s 

strategic goals”. On the whole, Strategic HR management occurs in a complex and 

dynamic environment within the company. An important trend today is for HR 

managers to adopt a strategic view of their work and to recognize the link between 

HR strategies and human resources and their performance (Fottle et al., 2010). 

In view of what has been introduced, it is expected that the direction of human 

resources management strategies will be effective towards staff performance 

(selective recruitment, intensive training, active staff participation, overall 

performance assessment, incentive systems associated with performance and career 
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planning) and staff will be encouraged to reach the need for Satisfaction that enhances 

the performance of individuals and workers better and allows the company to reach its 

objectives and access to the full potential of its workers and ensure their survival in 

the market. 

2.1.1.3 Human Resource Management Strategies 

HRMS is a set of HR processes that evolved from studying people behaviors 

in company where they work together to achieve company goals. There always have 

been tremendous changes during the past hundred years. Moreover, the way an 

company works and does business, the change of vision and goals that an company 

pursued 100 years back, the way social structures and societies have evolved over 

time, people's lifestyles, priorities and needs have changed to an enormous extent. As 

people, companies and businesses have changed so much in the last 100 years, this 

implies the same old HR practices and procedures must not hold true in today's 

scenario. HR practices are science based on empirical evidence (Ravand, 2014). As a 

consequence, this makes HR management as art of influencing individuals' behavior 

and improving their abilities and skills. 

According to Graetz, Rimmer, Lawrence & Smith (2006, p. 218), SHRM is 

the design and implementation of internally consistent policies and practices, which 

are aligned with the company strategy, to ensure workers contribute to the 

achievement of business objectives. 

This interpretation of the definition of SHRM from Graetz et al. (2006) looks 

as if merely the implementation of smartly designed policies would get the worker 

contributing towards the business objectives. The question is how the workers' 

perspective would change with the introduction of a system however smart it is. 

Workers themselves are separate entities from the company systems. 

They are influenced to act differently, and there must be a mechanism in place 

to get them engaged and involved in the new system however smart it is. In contrast 

to this, we have another definition by Little (2011) which accounts for worker 

behavior indicating that the design of the policy alone is not sufficient but SHRM 

requires an alignment of staff behavior with the annual goals and targets. The 

emphasis is more on getting the consent of the staff to their willingness to follow 

through the strategic policies. An administrative consent would be inefficient and 

would serve no purpose without having the alignment of the minds of staff ( Little, 

2011). There are many different presentation of SHRM suggested by HR theorist 

which failed to explores strategy and link it judicially with HRM. And there has been 

many different presentation of SHRM from HR theorist which presents HRM as 

exploring strategy in different dimensions in an attempt to link HRM with the strategy 

(Boxall & Purcell, 2011). 
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In this light, the researcher believes that human resource strategies practices 

may differ in term of application from company to another on according to their 

potential, capabilities, and workers number. 

2.1.1.4 Worker  Performance 

2.1.1.5 Definition of Workers Performance 

Performance of worker  related to their jobs has been a major concern for both 

companies  and researchers. For decades, companies  and researchers have been 

seeking diverse means to enhance or improve workers  performance. Thus, in its 

simple definition, job performance is the workers  behaviors or actions associated to 

the aims or goals of the firm in question” (McCloy, Campbell, & Cudeck, 1994). 

Performance is defined as a variable having multiple dimensions and distinct 

components and elements according to the job (McCloy et al., 1994). Porter and 

Lawler (1968) argued that attitudes influence performance. For example, Christen, et 

al. (2006), Cohrs, et al. (2006), Rayton (2006), and Zhang (1999) provided evidence 

indicating that workers‟ job satisfaction as an attitudinal variable affects or influences 

their job performance which is a behavioral variable. Based on the results of their 

empirical study. Also workers' satisfaction of their higher order needs is most closely 

associated with their job performance.  

 As Judge & Bono (2001) found that the average true correlation between job 

satisfaction and job performance was estimated to be 0.30. 

2.1.1.6 HRM Practices and Workers' Performance 

The systematic studies that linked HRM practices and performance were 

published by (Gerhart & Milkovich, 1992; Arthur 1994; Huselid in 1995; MacDuffie, 

1995; Guest, 1997). subsequently a large number of researches were conducted on 

different sectors of different countries. Most of the researches showed significant 

impact of HRM practices on worker‟s performance. In which worker performance is 

directly linked with performance of the company. Furthermore, the successful 

companies consider the HRM practices as a crucial factor that directly affects the 

worker‟s performance. Boselie et al. (2005) declared that in 104 research studies, 

HRM was taken as a set of worker management practices. Delery & Doty (1996) 

explained seven HRM practices that are relevant to overall organizational 

performance. Pfeffer (1994) discuss that companies must hire skilled and capable 

workers in order to be successful in today‟s global environment. Actual HR practices 

are applied by line managers on a daily basis that positively impact worker‟s 

perception about HRM practices applied to them (Purcell and Kinnie, 2007). The 

successful implementation or failure of HRM practices depends on the skills of the 

managers (Guest, 2011) 
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Early studies linked individual HRM practices such as training, selection, 

performance appraisal and compensation to firm financial performance (Milkovich, 

1992; Huselid, 1995; Guest, 1997). Research has led to the identification of a number 

of Human Resource Management practices that contribute to performance across 

different companies (Huselid, 1995). In a literature review, Delery & Doty (1996) 

determined seven practices that have been consistently considered HRM practices. 

They clarified HRM practices as those that are theoretically or empirically related to 

overall organizational performance. These practices contain internal career 

opportunities, formal training systems, results-oriented appraisals, employment 

security, participation, job descriptions, and profit sharing. 

The relationship between Human Resource practices and work out comes is an 

increasingly researched topic in human resource management (e.g. Edgar & Geare, 

2005; Truss, Gratton, Hope-Hailey, McGovern & Stiles, 1997). More specifically, 

HRM is hypothesized to acheive workers' needs which enhances favorable attitudes, 

and subsequently improves performance outcomes (Edgar & Geare, 2005; Kuvaas, 

2008; Meyer & Allen, 1997). This is harmonious with social exchange theory (SET) 

which argues that HRM practices contribute to positive exchange relationships 

between worker and employer especially when the needs of individual workers are 

considered to which workers reciprocate with favorable attitudes and behavior 

(Gould-Williams & Davies, 2005). Luna-Arocas & Camps (2008) found HRM 

practices such as training, empowerment, rewards, job enrichment, and job stability to 

affect turnover intention through job satisfaction and organizational commitment. 

Similarly, Saks, & Rotman (2006) pointed that while job characteristics such as 

autonomy and feedback foster work engagement, a higher level of work engagement 

subsequently lowers workers intention to quit. 

Previous studies have also shown that implementing HRM practices is an 

important means through which favorable outcomes can be enhanced. For example, 

the presence of strong recruitment and selection practices, promotional opportunities, 

grievance resolution mechanisms, flexible benefit plans, worker responsibility, 

autonomy, and team work were found to relate positively to organizational 

commitment while compensation cuts were negatively associated with organizational 

commitment (Caldwell, Chatman & O‟Reilly, 1990; Fiorito, Bozeman, Young & 

Meurs, 2007; Gould-Williams & Davies, 2005; Heshizer, 1994). In addition, 

satisfaction with and perceived adequacy of career development, training 

opportunities, and performance appraisal were based as predictors of organizational 

commitment (Kuvaas, 2008). 
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2.1.1.7 Human Resources Managements Strategies and its Impact 

on Workers Performance 

2.1.1.8 Human Resource Planning 

Human resources planning is generally defined as the process that determines 

the number of workers required by the company in terms of quality and high quantity, 

and is therefore seen as a continuous process of systematic and systematic planning. 

The main purpose of HR planning is to ensure that workers have the best level of 

interaction with their jobs. Also, this planning process establish that staff are in the 

right number as required, ie there is no excess in the labor force and no shortage. The 

three core functions of human resources planning include (a) work forecasting, (b) 

demand management for staff, available market supply, and (c) maintaining a balance 

between employment expectations and demand expectations. 

HR planning  come to obtain a competitive edge over competitors, Werbel & 

Gould (1984) explained that various useful ways were found using HR functions, 

which displayed that these functions play a crucial role in making the company 

competitive. Biles & Holmberg (1980) elucidated that the Company's ability to 

achieve strategic objectives was distinguished by its human resource in three ways: 

cost economics, capacity for efficient operations, the ability to take a new project and 

change processes. Dwivedi (2012) describes “Planning for future balance by 

comparing the number of workers needed to the number of present workers who can 

be expected to stay with the company, a project manager should give more time to the 

human resources experts to work on that".  

Liao, Rice, & Martin (2011) revealed that HR planning is a long-term process 

organized in a way that employs the company's human resources. In order to orginate 

and maintain a better fit between the job and the worker, planning is given special 

attention. The three key elements of the HR planning process are forecasting labor 

demand, analyzing present labor supply, and balancing projected labor demand and 

supply. 

Michael (2006) has presented that “the human resource takes place within the 

context of the company. The extent to which it is used, and the approach adopted, will 

be contingent on the extent to which management recognizes that success depends on 

forecasting future people requirement and implementing plan to satisfy those 

requirement. The approach will also be infleunced by the degree to which it is 

possible to make accurate forecasts. 

Companies operating in disorderly environments in future activity levels are 

difficult to predict may depend on ad hoc and short term measure to recruit and keep 

people. However, even these businesses may benefit from those aspects of human 
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resource planning that are concerned with policies for attracting and retaining key 

staff. 

2.1.1.9 Human Resource Training and Worker Performance 

Firms take steps to train staff, develop their skills and increase their 

productivity. In a discussion on human resources planning, Shantz & Latham (2009) 

expressed that when staff are trained on their own tasks and functions, they can work 

better and pay attention even if there is no supervision after training. Also, 

performance efficiency increases after training. In a study, Marwat, Qureshi, & 

Ramay (2006) reported several variables that positively correlate with worker 

performance. Variables include selection, training, performance evaluation, career 

planning, compensation plans, worker participation and job definition. Sarkodie 

(2011) in his research on the thesis, revealed that without human resources planning 

in Firms it cannot achieve their objectives. In different companies, together with 

workers who have different sets of skills, abilities and knowledge, add organizational 

resources to ensure growth and sustainable development. Al-Ahmadi (2009) 

underlined that improving performance is not only due to the good performance of the 

system, but that the human resources that are motivated and focused play a role that 

can be achieved through the successful enforcement of human resources strategies. 

Training is one of the company's most important HR strategies and helps the 

company achieve its goals. According to Grossman & Salas (2011), training is an 

organized task for attitudes, information and skills that progress performance in a 

particular situation. So, the second step after recruitment and selection is training and 

staff development. This process should include both old and new workers. 

nevertheless, a good group of staff does not ensure that new staff perform their duties 

as required. As a result, companies must redesign and implement appropriate training 

programs for these workers in order to performe their assigned tasks and achieve 

company objectives (Disler, 2009). Consequently, training and development is 

designed to improve staff performance and efficiency and enhance staff performance. 

Additionally, training refers to a systematic approach to learning and to keeping 

abreast of technological development and development to improve the effectiveness 

of individuals in precisely performing their tasks, team, and company (Goldstein & 

Ford, 2002). Training and institutional development strategies allow for mastery of 

advanced skills, competition and innovation, the development and enhancement of 

worker safety, the expansion of business and the achievement of company objectives 

(Salas, Tannenbaum, Kraiger, Smith-Jentsch, 2012). Thus, any market competitive 

strategies must recognize existing discrimination, innovation of individual skills of 

individuals, importance of training and development, and their effect on staff and 

organizational performance (Aguinis & Kraiger, 2009). To remain competitive, the 

company must ensure that its workers learn and develop continuously regardless of 

the cost of training (Salas et al., 2012). 
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Organizational performance has been positively related with effective training 

practices. Previous studies have found empirical evidence of training and 

development on organizational productivity and mutual benefits for employers and 

workers (Conti, 2005; Ballot, Fakhfakh, & Taymaz, 2006; Dearden, Reed, & van 

Reenen, 2006; Konings, 2008; Rugimbana & Akong o Dimba, 2010; Ayanda, 2011; 

Georgiadis & Pitlis, 2012; Omolo, Oginda, Otengah, 2013). 

So training and development are key factors for staff performance and 

institutional success. Here, companies must recognize the importance of training and 

development and adopt a continuous learning perspective. The company must 

continuously update the knowledge and skills of its workers to stay in constant touch 

in order to maintain a competitive advantage. Therefore, poorly trained or well-

trained staff are important obstacles to a company's success. 

2.1.1.10 Recruitment, Selection and Worker Performance 

Recruitment and selection are among the most important human resources 

management strategies. It is a process of finding, evaluating, and engaging the right 

people in the right job. A positive relationship between recruitment, selection and 

other procedures used to select applicants has been reported effectively and has a 

considerable impact on overall performance and success (Hausdorf & Duncan, 2004). 

Moreover, the process of seeking applicants and encouraging potential candidates to 

apply for jobs in the company (Jain & Saakshi, 2005). Carrol et al. (1999) The 

recruitment process was divided into four phases. (A) review the need to recruit new 

staff for an unoccupied post, (b) job analysis, (c) job description, and (d) 

qualifications and qualifications of the candidate. This selection process influences 

the performance of workers and firms. 

To assign applicants,  it is essential to ensure workers' participation in 

achieving the company's goals, it is more important than hiring the right people in the 

right place at the right time (Bloisi, 2007). The objective of the employer or company 

is to prepare a large group of candidates during the recruitment process to select the 

best competitive process in the recruitment process available (Beardwell & Claydon, 

2004; Rogelberg, 2006). After reviewing the literature, three differences were 

determined between companies regarding the recruitment process: 

 (I) Number of posts, 

(2) The number of applicants and 

(3) And the fund available for recruitment (Hausdorf & Duncan, 2004). 

Reviewing previous studies, recruitment and selection are key strategies for 

human resources management. Ensuring a good and effective recruitment process by 

the company consequences in improved staff performance and ensuring that the 

persons assigned are able to perform their functions. 
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2.1.1.11 Following Up and Worker Performance 

Monitoring and evaluating staff performance is a systematic assessment of 

staff performance and research on the potential for development over a certain period 

of time by supervisors or others who are aware of the performance of their staff. It is 

one of the oldest and widely used management estates. Follow-up is an indispensable 

tool for the company because the information you provide is very useful in decision-

making regarding to some issues especially promotion, increased transfer of merit, 

promotion, training and development. The performance evaluation  is not only useful 

for the above issues, it may also increase the worker's commitment and satisfaction 

Wiese & Buckley (1998). Though, it was widely recognized that the focus on 

defining, planning and managing performance was more important than performance 

evaluation (Pareek & Rao, 2006). The increasingly competitive nature of the economy 

and the rapid changes in the external environment have enforced many companies to 

shift from interactive performance assessments to proactive performance management 

to enhance productivity and improve organizational performance (Nayab, 2011). 

Performance management has been defined by Prasad (2006)  as a process of 

performance planning, performance appraisal, feedback, and advice to staff or teams 

to improve performance. Armstrong (2006) said that performance management is a 

systematic process to improve organizational performance by developing individual 

and team performance. Performance management is one of the most important 

developments in human resources management and as a result of the growing 

importance of TQM it might have been achieved in the field of vision in the early 

1980's.  

2.1.1.12 Compensation, Rewards, Incentives and Workers 

Performance 

Compensation refers to consideration that is paid to an individual who is 

working for the company. Compensation system of the company manages 

compensation for internal workers which in turn plays an important role in fostering 

workers' performance and increases their productivity (Kramer & Briffault, 1991). 

Company‟s strategy and business requirements are the main determined of 

compensation practices (Boyd & Salamin, 2001). Equally, there are different factors 

may effect on the individuals‟ incentives based on their necessity, education, social 

position, or environments (Gerhart & Rynes, 2003). As stated by Dubrin (2008), 

maintaining and establishing an effective compensation system is an important 

function for the company. 

As a consequence, linking workers‟ performance with compensation system 

leads to an overall firm‟s  performance. For this reason, workers should be offered 

rewards, incentives, and social benefits in order to motivate them to better 

performance. Pfeffer (1994), has propped this view by confirming the influence of 
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incentive pay on the firm's performance. But two important questions are still in 

literature related, to linking workers' performance with compensation system. (1) 

How to assess performance? (2) How to decide adequate performance levels? The 

design of compensation systems in terms of the form of incentive compensation used 

is critically basic to the success of the company. 

Accordingly, Carrier (1994) pointed to reward and compensations systems as 

key human resources practices that participate effectively to individual and 

organizational outcomes. In other study conducted by Carlson et al., (2006), they 

investigated the financial, non-financial rewards in family business SMEs. They 

found at each level in the firm, accomplishment of sales-growth used more financial 

rewards. (Hill & Stevens, 2001) their argument supported The findings of the above 

study , they claimed that the more incentives pay, the better a firm and its workers 

perform. From here, Gomez-Mejia et al. (2010) argue that firms can only outperform 

others when they have a successful business strategy and good compensation system 

that helps and gets support from the highest-paid executives and down to the lowest-

paid worker. Several scholars have debated the influence of financial, nonfinancial 

rewards on the workers and firms' performance. For instance, James (2005) suggests 

that simple or non-financial incentives such as gratitude and acknowledgment which 

are expected to enhance communication in the workplace (Frey & Jegen, 2001). 

According to the discussion above, compensation and reward systems can be 

used systematically to motivate workers to perform better; So, both the firm and its 

workers can benefit from this system. Moreover, compensation and reward system 

can also support firm‟s empowerment through good decision making, improve 

corrective and preventive measures, and can induce workers to improve their 

performance. Workers in any company consider the way their firm rewarding them 

are more important than how the company expresses or announce. Even so, 

companies are considered handling the compensation system is complicated in terms 

of integration the workers' career goals with firm‟s  objectives as well as remaining 

the expenditures under control. 

2.1.1.13 Career Planning and Workers Performance 

Career planning is process of setting career goals and identifies the ways to 

achieve them. Also, Career planning is a process of planning individual‟s life work. 

Add to that, Career planning is a tool used to motivate workers to work for the 

development of the company (Wright & Snell, 1998). The career planning focused on 

motivating the workers to attain a desired match between personal goals and 

organizational goals. Career planning is referred as a process of developing human 

resources to increase organizational performance (Leibowitz et al., 1986). 

Furthermore, Career development process is useful in identifying worker‟s skills and 

experience and assigning them tasks accordingly. Then, Individuals prefer to join 

those companies where they get enough opportunities to pursue their career goals and 
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exploit their potential fully (Gardener et al., 2011). In order to achieve the goals of the 

company, career planning serves as a tool to motivate workers to work effectively and 

efficiently. Beside, Career planning is a deliberate process of providing opportunities 

for successful development (Snell, 1992). 

Career planning is the purposed process through which someone becomes 

aware of his or her personal skills, interests, knowledge, motivations, and other 

characteristics; obtains information about opportunities and choices; identifies career-

related goals; and establishes action plans to attain specific goals (Dessler, 2008). As 

stated by Edgar & Career planning (Manolescu, 2003) is a continuous process of 

discovery in which an individual slow develops his own occupational conception as a 

result of skills or abilities, needs, motivations and aspirations of his own value system. 

In HRM, career planning calls for identifying needs, aspirations and opportunities for 

individuals‟ career and the implementation of developing human resources programs 

to support that career.  

A well-planned career development system along with internal progress  

opportunities based on merit, results in high motivation among workers, which has an 

influence on firm performance (Milkovich & Boudreau, 1998). 

Clearly, career management which is defined by Mayo (1991) as the design 

and implementation of organizational processes that enable the careers to be planned 

and managed in a way that optimizes both the needs of the company and the 

preferences and capabilities of individuals has become one of the most important 

elements in HRM. Byars & Rue's (2000) explained career management as the joint 

responsibility between individuals, company, and workers‟ immediate managers. 

Individuals responsibility, which covers two main areas: preparing their own 

career plans and putting the plan into practice are termed as career planning and 

career strategies respectively. The company's and the immediate managers‟ 

responsibilities, if combined together would generate another dimension which is best 

named as organizational career management.  

2.1.1.14 Domains and Workers Performance Elements 

Performance the basic components or components without which there is no 

talk about effective performance, due to the importance of measuring and determining 

the level of performance of workers in companies, and researchers have gone to 

identify elements or components of performance so as to come out more contributions 

to support and develop the effectiveness of the performance of workers. (Hill, 2017, 

p. 475 - 477), thus specifying: 

1. Worker competencies: It means the worker's information, skills, attitudes and 

values, which are the main characteristics that produce effective performance by 

the worker. 



37 
 

2. Work requirements (functional): Responsibilities include or roles, skills and 

experience required of a work or job functions. 

3. Organizational environment: Internal factors that affect effective performance 

include: company, structure, objectives, resources, strategic position and 

procedures used, and external factors such as economic, social, technological, 

civilization, political and legal factors. 

4. Performance determinants and criteria: Determining the level of individual 

performance requires knowledge of the factors that determine this level and their 

interaction. Given the multiplicity of these factors and the difficulty of knowing 

the degree of their respective impact on performance and the different results of 

previous studies on this topic, researchers face several difficulties in determining 

the factors influencing Performance and interaction. 

5. Performance evaluation process: Performance evaluation is the systematic 

description of the strengths and weaknesses of the job, whether individually or 

collectively, serving two basic objectives in the companies: the development of 

the performance of workers in the job, in addition to providing managers and 

workers with the information necessary to make decisions, Performance indicates 

to that continuous and core function of human resources management functions 

that seeks to know the strengths and weaknesses of a team or individual 

performance over a given period and to judge performance to show progress in 

work to provide the substantive basis for decision-making. 

The Questionnaire Development 

The researcher relied on many resources and related studies to developed the 

study questionnaire, and to determine the variables domains. Table (2. 1) shows the 

description of human resources management strategies domains:- 
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Table (2. 1): Description of Human Resources Management Strategies Domains 
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AlShaikhly, 2017       
Ahmad & Jameel, 2016       

Hassan, 2016       
Jouda, Ahmad, Dahleez, 

2016 
      

Singh, & Kassa, 2016       
Ilyas, Farooqi, Ahmad, 

2016 
      

Zehir, Gurol, Karaboga, & 

Kole 2016 
      

Sattar, Ahmad, & Hassan, 

2015 
      

Zhai, & Liu 2015       
Cania 2014       

Mahadevan, & Mohamed, 

2014 
      

Long, Kowang, 

Muthuveloo, & Ai Ping, 

2013 
      

Loshali, & Krishnan 2013       
Gile, 2013       

Tabiu, & Nura, 2013       

Quansah, 2013       
Waiganjo, Mukulu, & 

Kahiri 2012 
      

Savaneviciene, & 

Stankeviciute, 2012 
      

Munjuri, 2011       
Lee, Lee, & Wu 2010       

Kim, Wright, & Su 2010       
Raiden, Dainty, & Richard 

2008 
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Also the researcher relied on many resources and related studies to determine 

the questionnaire factors. Table (2. 2) shows the descriptions of human resources 

management strategies factors:- 

Table (2. 2): Descriptions of Human Resources Management Strategies Factors 

No. Items Related studies 

Human Resources Planning Strategy 

1. 
The company has a human resources 

department. 

AlShaikhly, 2017; Long, Kowang, 

Muthuveloo, & Ai Ping, 2013; 

Savaneviciene, & Stankeviciute, 2012; 

Long, Kowang, Muthuveloo, & Ai 

Ping, 2013 

2. 
The company's management analyzes 

the functions accurately. 

Savaneviciene, & Stankeviciute, 2012; 

Raiden, Dainty, & Richard 2008; Tabiu, 

& Nura, 2013 

3. 

The Company shall determine the 

minimum skills and qualifications 

required for its projects. 
Added 

4. 
The Company describes the risks that 

face the human resources. 
Added 

5. 
The company determines the potential 

of its human resources. 
Waiganjo, Mukulu, & Kahiri 2012; 

Gile, 2013 

6. 
The company determines its human 

resources needed in the future. 
AlShaikhly, 2017; Waiganjo, Mukulu, 

& Kahiri 2012 

7. 
The company clearly defines the level 

of responsibilities and tasks. 
Lee, Lee, & Wu 2010; Raiden, Dainty, 

& Richard 2008; Gile, 2013 

8. 
There is a clear job description for all 

workers 

Singh, & Kassa, 2016; Waiganjo, 

Mukulu, & Kahiri 2012; Long, 

Kowang, Muthuveloo, & Ai Ping, 2013 

9. 

The company plans its functions based 

on the nature of the projects are 

applying for. 
Added 

Strategy of polarization and recruitment 

1. 
The company's internal resources are the 

best to provide its human resource needs. 

AlShaikhly, 2017; Ahmad & Jameel, 

2016; Singh, & Kassa, 2016; Quansah, 

2013; Lee, Lee, & Wu 2010; Raiden, 

Dainty, & Richard 2008 

2. 
The company relies on raising the morale 

of workers. 

Ilyas, Farooqi, Ahmad, 2016; Loshali, 

& Krishnan 2013; Quansah, 2013; 

Waiganjo, Mukulu, & Kahiri 2012 

3. 
The company polarizes the experienced 

and efficient to work its projects. 

AlShaikhly, 2017; Ahmad & Jameel, 

2016; Loshali, & Krishnan 2013; Lee, 

Lee, & Wu 2010 

4. 
The company polarizes some workers with 

rare expertise and skills. 

AlShaikhly, 2017; Ilyas, Farooqi, 

Ahmad, 2016; Kim, Wright, & Su 

2010; Raiden, Dainty, & Richard 2008 

5. 

The company attracts human resources are 

capable of adapting to the nature of its 

projects. 
Added 
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6. 
There are clear policies for selecting and 

hiring staff. 

Jouda, Ahmad, Dahleez, 2016; Zehir, 

Gurol, Karaboga, & Kole 2016; Zhai, 

& Liu 2015; Lee, Lee, & Wu 2010; 

Kim, Wright, & Su 2010 

7. 

Selection and recruitment policies are in 

line with the company's current and future 

needs. 

Zhai, & Liu 2015; Quansah, 2013; 

Savaneviciene, & Stankeviciute, 2012; 

Lee, Lee, & Wu 2010 

Strategy of training and development of human resources 

1. 
The company has clear plans in the field 

of human resources development. 

Jouda, Ahmad, Dahleez, 2016; Ilyas, 

Farooqi, Ahmad, 2016; Sattar, Ahmad, 

& Hassan, 2015; Long, Kowang, 

Muthuveloo, & Ai Ping, 2013, 

Savaneviciene, & Stankeviciute, 2012 

2. 
The company provides a good training 

environment 

Hassan, 2016; Jouda, Ahmad, Dahleez, 

2016; Quansah, 2013; Savaneviciene, & 

Stankeviciute, 2012 

3. 
The company provides training programs 

suitable for the nature of its projects 

Singh, & Kassa, 2016; Ilyas, Farooqi, 

Ahmad, 2016; Long, Kowang, 

Muthuveloo, & Ai Ping, 2013, 

Waiganjo, Mukulu, & Kahiri 2012 

4. 
The training is conducted by experts that 

have high degree of accuracy and skill 

AlShaikhly, 2017; Jouda, Ahmad, 

Dahleez, 2016; Ilyas, Farooqi, Ahmad, 

2016; Zehir, Gurol, Karaboga, & Kole 

2016; Long, Kowang, Muthuveloo, & 

Ai Ping, 2013; Lee, Lee, & Wu 2010 

5. 

The company cooperates with the 

competent authorities in the field of 

training workers 

Zehir, Gurol, Karaboga, & Kole 2016; 

Sattar, Ahmad, & Hassan, 2015; 

Mahadevan, & Mohamed, 2014; 

Munjuri, 2011 

6. 

The company offers development 

strategies for its human resources based 

on their training needs 

Loshali, & Krishnan 2013, Tabiu, & 

Nura, 2013; Savaneviciene, & 

Stankeviciute, 2012 

7. 

The company evaluates the results of 

development and training programs to 

achieve the principle of feedback 

Hassan, 2016; Singh, & Kassa, 2016; 

Cania 2014; Loshali, & Krishnan 2013; 

Gile, 2013; Munjuri, 2011 

8. 

The company designs training programs 

for all workers according to the 

specialization 

Tabiu, & Nura, 2013; Waiganjo, 

Mukulu, & Kahiri 2012; Savaneviciene, 

& Stankeviciute, 2012; Lee, Lee, & Wu 

2010; Raiden, Dainty, & Richard 2008 

The strategy of Human Resources Following-up 

1. 
There is a department specialized in 

monitoring worker performance 
Added 

2. 
Management provides reports about 

workers' performance. 

Singh, & Kassa, 2016; Ilyas, Farooqi, 

Ahmad, 2016; Long, Kowang, 

Muthuveloo, & Ai Ping, 2013 

3. 

The company cares more about the 

achievement of the workers and 

achieving the goals of the company 

more than the number of working 

Hassan, 2016; Mahadevan, & 

Mohamed, 2014; Tabiu, & Nura, 2013; 

Munjuri, 2011 
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hours. 

4. 
The company contributes to the solving 

of workers' problems. 
Added 

5. 
The company follows up continuously 

the development of the workers. 
Savaneviciene, & Stankeviciute, 2012 

6. 

The company develops strategies for 

continuous improvement of human 

resources performance. 

Jouda, Ahmad, Dahleez, 2016, Singh, & 

Kassa, 2016; Savaneviciene, & 

Stankeviciute, 2012 

7. 

The Company establishes laws and 

regulations regarding the human 

resources to commit its responsibilities. 
Added 

8. 
The company follows fair methods of 

reward and punishment 

Ahmad & Jameel, 2016; Jouda, Ahmad, 

Dahleez, 2016; Mahadevan, & 

Mohamed, 2014; Long, Kowang, 

Muthuveloo, & Ai Ping, 2013; 

Quansah, 2013 

9. 
There is a fair incentive system in the 

company. 

AlShaikhly, 2017; Ahmad & Jameel, 

2016; Singh, & Kassa, 2016; Cania 

2014; Mahadevan, & Mohamed, 2014; 

Long, Kowang, Muthuveloo, & Ai 

Ping, 2013; Gile, 2013; Munjuri, 2011; 

Lee, Lee, & Wu 2010 

Career planning strategy 

1. 

The company works to develop the 

interests and attitudes of workers 

towards their work. 
Added 

2. 

The company is based on clear laws 

and regulations in the field of 

promotion and career development. 

Zehir, Gurol, Karaboga, & Kole 2016; 

Sattar, Ahmad, & Hassan, 2015; Lee, 

Lee, & Wu 2010; Raiden, Dainty, & 

Richard 2008 

3. 
Proper planning helps to put the right 

worker in the right place. 
Zhai, & Liu 2015; Loshali, & Krishnan 

2013; Gile, 2013 

4. 
The company sets the career path for all 

its departments in a participatory shape. 
Loshali, & Krishnan 2013 

5. 

The company relies on a flexible 

organizational structure in the career 

planning of workers. 
Added 

6. 

The company relies on clear policies 

regarding the relationship of senior 

management personnel with the 

workers. 

Ahmad & Jameel, 2016; Hassan, 2016; 

Zehir, Gurol, Karaboga, & Kole 2016; 

Raiden, Dainty, & Richard 2008 

7. 
There is a clear description of the 

relationship of workers to each other. 

Ahmad & Jameel, 2016; Sattar, Ahmad, 

& Hassan, 2015; Zhai, & Liu 2015; Lee, 

Lee, & Wu 2010; Raiden, Dainty, & 

Richard 2008 
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Chapter 3: Methodology and Research Design 

This chapter deals with research approach, population, sample, tools, data 

measurement, and statistical methods. 

3.1 Research Approach 

The researcher used the descriptive analytical approach which depends is 

analyzing and justifying the aimed phenomenon using the data which the tool of the 

study provided. In this study, the researcher used both quantitative data that is taken 

from the questionnaires and described numerically in addition to qualitative data that 

was taken from the related studies. 

3.2 Research Population 

This study aimed to identify the human resources management strategies and 

its impact on the workers performance in the construction industry, so the research 

population consisted of all contracting company in Gaza governorates. Where the 

contracting company equal (326), according to the statistics of the Palestinian 

Contractors Union (2018). 

3.3 Research Sample 

The research used Robert Mason Formula to determine sample size as 

following:- 

 

         Equ (1. 3) 

M The study population 

S Standard value in exchange sign value (0.95). 

P Ratio of availability of property (0.50) 

q 1- Ratio of availability of property (0.50) 

n The sample 
       (Abu Allam, 2010, p. 465). 

According to Robert mason formula the study sample must equal as follows: 

 

  
   

*[(    )  [     ]]         +   
       

    112 


pqMS

M
n
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In the light of the population (326) so the sample size must equal (177), the 

researcher distributed (190) questionnaires, but recovered (170) of them. With 

response percentage equal (89.47%). So the study sample equal (52.15%) from the 

population. 

3.4 Research Tools 

To achieve the objectives of the research the research developed a 

questionnaire, where the questionnaire consisted of:- 

1- Personal data. 

2- Information about contracting companies. 

3- Human resources management strategies (The importance & Actual practice). 

4- Worker performance. 

3.5 Pilot Study 

The researcher applied the questionnaire to pilot sample consisted of (35) 

companies. Where the pilot study aimed to check validity and reliability of the 

questionnaire. The results of pilot sample as followings:- 

3.5.1 Validity 

Validity means that the questionnaire should measure what it was designed for 

or it should the human resources management strategies and its impact on the workers 

performance in the construction industry from engineers perspectives. A valid 

questionnaire measures what it is designed to measure. The researcher used the 

referee validity and the internal consistency validity to ensure the questionnaire is 

valid. The researchers assessed the validity of the questionnaire using the following 

techniques:- 

The referee validity 

The questionnaire was refereed by a panel of referees (see appendix 1). Some 

are university professors and others. The referees were asked to check the clarity and 

relevance of the questionnaire items. Some items were deleted, and some others were 

modified according to the referees' comments. 

Structure validity 

Structure validity means domains should measure what it was designed. The 

researcher calculated correlation coefficient between domains and all degree:- 
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Human resources management strategies domains:- 

Table (3. 1) Correlation coefficient between human resources management 

strategies domains and all degree 

No. Domains R Sig. 

1 Human Resources Planning Strategy **0.908 0.000 

2 Strategy of polarization and recruitment **0.896 0.000 

3 Strategy of training and development of 

human resources 

**0.883 0.000 

4 The strategy of Human Resources Following-

up 

**0.942 0.000 

5 Career planning strategy **0.934 0.000 
** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 1) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean human resources management strategies 

domains are suitable and valid. 

Worker Performance Domains 

Table (3. 2) Correlation coefficient between worker performance domains and 

all degree 

No. Domains R Sig. 

1 Competencies of workers **0.909 0.000 

2 Knowledge of work requirements **0.934 0.000 

3 Perseverance and dedication **0.947 0.000 

4 Quality and quantity of tasks **0.888 0.000 
** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 2) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean worker performance domains are suitable 

and valid. 

Internal Consistency Validity 

The researcher calculated correlation coefficients between items and domains, 

and the following tables shows that results:- 
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Human resources management strategies Items:- 

Table (3. 3) Correlation coefficient between the first domain items and all degree 

No. The first Domain:  R Sig. 

1 
The company has a human resources 

department. 
**0.577 0.000 

2 
The company's management analyzes the 

functions accurately. 
**0.870 0.000 

3 

The Company shall determine the minimum 

skills and qualifications required for its 

projects. 
**0.872 0.000 

4 
The Company describes the risks that face the 

human resources. 
**0.767 0.000 

5 
The company determines the potential of its 

human resources. 
**0.810 0.000 

6 
The company determines its human resources 

needed in the future. 
**0.821 0.000 

7 
The company clearly defines the level of 

responsibilities and tasks. 
**0.897 0.000 

8 There is a clear job description for all workers **0.816 0.000 

9 
The company plans its functions based on the 

nature of the projects are applying for. 
**0.815 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 3) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the first domain items are suitable and valid. 

Table (3. 4) Correlation coefficient between the second domain items and all 

degree 

No. The second Domain:  R Sig. 

1 
The company's internal resources are the best 

to provide its human resource needs. 
*0.410 0.015 

2 
The company relies on raising the morale of 

workers. 
**0.839 0.000 

3 
The company polarizes the experienced and 

efficient to work its projects. 
**0.896 0.000 

4 
The company polarizes some workers with 

rare expertise and skills. 
**0.822 0.000 

5 

The company attracts human resources are 

capable of adapting to the nature of its 

projects. 
**0.928 0.000 

6 
There are clear policies for selecting and 

hiring staff. 
**0.884 0.000 

7 
Selection and recruitment policies are in line 

with the company's current and future needs. 
**0.910 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 
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Table (3. 4) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the second domain items are suitable and 

valid. 

Table (3. 5) Correlation coefficient between the third domain items and all 

degree 

No. The third Domain:  R Sig. 

1 The company has clear plans in the field of 

human resources development. 
**0.843 0.000 

2 The company provides a good training 

environment 

**0.757 0.000 

3 The company provides training programs 

suitable for the nature of its projects. 

**0.887 0.000 

4 The training is conducted by experts that have 

high degree of accuracy and skill. 

**0.915 0.000 

5 The company cooperates with the competent 

authorities in the field of training workers. 

**0.910 0.000 

6 The company offers development strategies 

for its human resources based on their training 

needs. 

**0.920 0.000 

7 The company evaluates the results of 

development and training programs to achieve 

the principle of feedback. 

**0.892 0.000 

8 The company designs training programs for 

all workers according to the specialization. 

**0.854 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 5) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the third domain items are suitable and valid. 

Table (3. 6) Correlation coefficient between the fourth domain items and all 

degree 

No. The fourth Domain:  R Sig. 

1 
There is a department specialized in monitoring 

worker performance 
**0.869 0.000 

2 
Management provides reports about workers' 

performance. 
**0.884 0.000 

3 

the company cares more about the achievement of 

the workers and achieving the goals of the company 

more than the number of working hours. 
 

**0.838 0.000 

4 
The company contributes to the solving of workers' 

problems. 
**0.894 0.000 

5 
The company follows up continuously the 

development of the workers. 
**0.821 0.000 

6 
The company develops strategies for continuous 

improvement of human resources performance. 
**0.802 0.000 



48 
 

No. The fourth Domain:  R Sig. 

7 

The company establishes laws and regulations 

regarding the human resources to commit its 

responsibilities. 
**0.803 0.000 

8 
The company follows fair methods of reward and 

punishment 
**0.799 0.000 

9 There is a fair incentive system in the company. **0.836 0.000 
** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 6) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the fourth domain items are suitable and 

valid. 

Table (3. 7) Correlation coefficient between the fifth domain items and all degree 

No. The fifth Domain:  R Sig. 

1 The company works to develop the interests 

and attitudes of workers towards their work. 
**0.828 0.000 

2 The company is based on clear laws and 

regulations in the field of promotion and 

career development. 

**0.882 0.000 

3 Proper planning helps to put the right worker 

in the right place. 
**0.874 0.000 

4 The company sets the career path for all its 

departments in a participatory shape. 
**0.846 0.000 

5 The company relies on a flexible 

organizational structure in the career planning 

of workers. 

**0.872 0.000 

6 The company relies on clear policies 

regarding the relationship of senior 

management personnel with the workers. 

**0.890 0.000 

7 There is a clear description of the relationship 

of workers to each other. 
**0.849 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 7) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the fifth domain items are suitable and valid. 
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Worker Performance items:- 

Table (3. 8) Correlation coefficient between the first domain items and all degree 

No. The first Domain:  R Sig. 

1 
The company has a sufficient number of 

workers. 
**0.851 0.000 

2 

Workers are committed to all skills and 

technical requirements required to perform 

their functions 

**0.569 0.000 

3 
Workers have experience commensurate with 

the nature of their work. 
**0.817 0.000 

4 
The qualifications of the workers correspond 

to the nature of the tasks they perform. 
**0.646 0.000 

5 
Workers are their best for the success of the 

project. 
**0.727 0.000 

6 

There are technical and engineering 

competencies commensurate with the 

requirements of the project. 
**0.807 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 8) showed that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the first domain items are suitable and valid. 

Table (3. 9) Correlation coefficient between the second domain items and all 

degree 

No. The second Domain:  R Sig. 

1 
Workers are committed to all tasks assigned 

to them. 
**0.670 0.000 

2 Every worker knows his tasks well. **0.822 0.000 

3 
Most of the workers seek to improve their 

abilities. 
**0.802 0.000 

4 
The workers join the training provided by the 

company. 
**0.578 0.000 

5 
Workers benefit from mistakes by Processing 

them and avoiding them in the future. 
**0.843 0.000 

6 
Workers ask about the nature of the task 

before it begins. 
**0.815 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 9) show that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the second domain items are suitable and 

valid. 
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Table (3. 10) Correlation coefficient between the third domain items and all 

degree 

No. The third Domain  R Sig. 

1 All workers are taking their work seriously. **0.689 0.000 

2 Workers count the company's goals as part of 

their personal goals. 
**0.726 0.000 

3 Workers show a desire to stay late their 

offices and work to complete the tasks. 
**0.708 0.000 

4 Workers show interest in the results of their 

performance evaluation. 
**0.604 0.000 

5 Workers provide creative ideas for 

performance development. 
**0.812 0.000 

6 Workers participate in decision making **0.757 0.000 
** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 10) show that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the third domain items are suitable and valid. 

Table (3. 11) Correlation coefficient between the fourth domain items and all 

degree 

No. The fourth Domain R Sig. 

1 
The company has provided and skills that suit 

the nature of the tasks. 
**0.760 0.000 

2 
All workers are eager about the quality of 

their tasks. 
**0.787 0.000 

3 Workers are ready to work under pressure. **0.736 0.000 

4 
The workers plan well to perform their daily 

tasks. 
**0.746 0.000 

5 
The company forms work teams to 

accomplish some cooperative tasks. 
**0.809 0.000 

6 
Workers perform their tasks with the required 

accuracy and speed 
**0.780 0.000 

** r Table at df. (33) and (α ≤ 0.01) equal (0.424) 

* r Table at df. (33) and (α ≤ 0.01) equal (0.322) 

 

Table (3. 11) show that all Sig. value were less than (0.05), so correlation 

coefficients are significant. That‟s mean the fourth domain items are suitable and 

valid. 

3.5.2 Reliability 

Reliability means the stability of results if the researcher redistributed the 

questionnaire on population study. The tool is reliable when it gives the same results 

if it is reapplied in the same conditions. The researcher used many methods to identify 

the questionnaire reliability:- 
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Split Half Method 

This method depends on splitting the questionnaire, and calculating the 

correlation between the parts. 

To calculate the corrected spilt half correlation, the researcher first calculate 

the correlation between the two sets of half test scores. We could interpret this 

correlation as an estimate of the reliability of the two halves. Then corrected 

correlation coefficient by using Spearman – Brown or Guttman Formula. 

            
  

   
, Where      Equ (3. 2) 

R is the correlation coefficient between two parts 

              (   
   
      

 

  
 ), where 

Equ (3. 3) 

S
2

h1 is the unbiased estimator of the variances of one set of half test scores; 

S
2

h2 is the unbiased estimator of the variances of second set of half test scores; 

S
2

x is the unbiased estimator of the variances of total test scores. 

(Abu Allam, 2010, p. 408) 

Table (3. 12): show split half coefficients for the questionnaire: 

Human Resources Management Strategies Domains 

Table (3. 12) Reliability for the human resources management strategies 

domains by spilt half method 

Domains Items S
2

h1 S
2

h2 S
2

x Reliability 

Human Resources Planning 

Strategy 
9 0.875 0.899 0.813 0.893 

Strategy of polarization and 

recruitment 
7 0.782 0.932 0.855 0.922 

Strategy of training and 

development of human 

resources 

8 0.899 0.937 0.881 0.937 

The strategy of Human 

Resources Following-up 
9 0.944 0.899 0.763 0.851 

Career planning strategy 7 0.902 0.890 0.871 0.915 

Total degree 40 0.959 0.972 0.918 0.957 

 



52 
 

Table (3. 12) results show that reliability coefficients are acceptable 

because it were above (0.7), which means that the questionnaire is reliable 

and valid to apply. 

Worker Performance  Domains 

Table (3. 13) Reliability for the worker performance  domains by spilt half 

method 

Domains Items S
2

h1 S
2

h2 S
2

x Reliability 

Competencies of workers 6 0.736 0.673 0.716 0.834 

Knowledge of work requirements 6 0.811 0.746 0.620 0.765 

Perseverance and dedication 6 0.685 0.695 0.656 0.792 

Quality and quantity of tasks 6 0.764 0.791 0.691 0.817 

Total degree 24 0.909 0.903 0.886 0.939 

 

Table (3. 13) results show that reliability coefficients are acceptable 

because it were above (0.7), which means that the questionnaire is reliable 

and valid to apply. 

Alpha Cronbach Method 

The researcher calculates the cronbach's Alpha coefficients for domains and 

all degree. Table (3. 14) shows the results: 

Human Resources Management Strategies Domains 

Table (3. 14): Reliability for the human resources management strategies 

domains by Alpha Cronbach Method 

Domains Items 
Alpha Cronbach 

Coefficient 

Human Resources Planning Strategy 9 0.931 

Strategy of polarization and recruitment 7 0.918 

Strategy of training and development of human 

resources 
8 0.954 

The strategy of Human Resources Following-up 9 0.947 

Career planning strategy 7 0.942 

Total degree 40 0.982 

 

Table (3. 14) showed that Alpha Cronbach coefficients are more than (0.7), 

and Alpha Cronbach coefficient for total degree equal (0.982). This result indicated 

that the human resources management strategies domains are suitable for conducting 

the study. 
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Worker Performance Domains 

Table (3. 15): Reliability for the worker performance domains by Alpha 

Cronbach Method 

Domains Items 
Alpha Cronbach 

Coefficient 

Competencies of workers 6 0.829 

Knowledge of work requirements 6 0.844 

Perseverance and dedication 6 0.808 

Quality and quantity of tasks 6 0.858 

Total degree 24 0.949 

 

Table (3. 15) showed that Alpha Cronbach coefficients are more than (0.7), 

and Alpha Cronbach coefficient for total degree equal (0.949). This result indicated 

that the worker performance domains are suitable for conducting the study. 

3.6 Data Measurement 

The researcher used the questionnaire to collect the data. The questionnaire 

was designed according to ten-degree scale, Several researches (Enshassi et al., 2010, 

Enshassi et al., 2011, Enshassi et al., 2012, El-Hallaq and Tayeh, 2015, Albhaisi et al., 2016, 

Tayeh et al.,2016, Tayeh et al.,2017,  Tayeh et al.,2018 and Tayeh et al.,2018)  used the RII in 

their analysis, as follows:- 

Table (3. 16): corrective the questionnaire degree 

Model Very low Low Middle High Very High 

The degree 1 2 3 4 5 6 7 8 9 10 

 

3.7 Statistical Methods 

The researcher used  a questionnaire as a main tool in the current study, and to 

achieve the study goals the researcher used (SPSS- Version 22.0) program to test 

hypothesis and answer the study questions by using the following statistics: 

1- Frequencies and percent. 

2- Split-Half Coefficient. 

3- Cronbach's Alpha Coefficient. 

4- Means, standard deviations, and percentage. 

5- Normal Test by used (1-Sample Kolmogorov-Smirnov). 

6- Correlation coefficient. 
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7- Paired samples T test. 

8- Independent Sample T – Test. 

9- One Way ANOVA Test. 

10- Post Hoc- Multi Comparison by (L.S.D). 

11- Multiple Regression - Stepwise Method. 

Summary 

This chapter dealt with many sections; research design, study population, 

study sample, study tools, pilot study, data measurement, and statistical methods. The 

next chapter deals with data analysis and test hypothesis. 
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Chapter 4: Data Analysis and Findings 

Chapter four includes many sections; research sample, test data curve, analysis 

data, check the differences due to personal variables, check the differences due to 

company variables, results, and recommendations. 

4.1 The Distribution of Research Sample 

The following table shows the distribution of research sample due to personal 

variable:- 

Table (4. 1): Distribution of the sample according to age 

Statement Variables Frequency Percent 

Age 

Less than 35 years 102 60.00 

From 35 to less than 45 years 32 18.80 

From 45 to less than 55 years 23 13.50 

55 years and more 13 7.60 

Total 170 100.0 

 

Table (4. 1) showed that the most of the research sample from (less than 35 

years) (60%). 

Table (4. 2): Distribution of the sample according to experience 

Statement Variables Frequency Percent 

Experience 

Less than 5 years 46 27.10 

From 5 to less than 10 years 72 42.40 

From 10 to less than 15 years 31 18.20 

15 years and more 21 12.40 

Total 170 100.0 

 

Table (4. 2) showed that the most of the research sample was (From 5 to less 

than 10 years) with percent equal (42.40%). 

Table (4. 3): Distribution of the sample according to years of service 

Statement Variables Frequency Percent 

Years of service 

Less than 5 years 73 42.90 

From 5 to less than 10 years 68 40.00 

From 10 to less than 15 years 11 6.50 

15 years and more 18 10.60 

Total 170 100.0 
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Table (4. 3) showed that the most study sample (Less than 5 years 42.90%, From 5 to 

less than 10 years 40%, From 10 to less than 15 years 6.50%, and 15 years and more 

10.60%) . 

Table (4. 4): Distribution of the sample according to qualifications 

Statement Variables Frequency Percent 

Qualifications 

Diploma 14 8.20 

BSc 134 78.80 

MSc and more 22 12.90 

Total 170 100.0 

 

Table (4. 4) showed that the study sample qualification (Diploma 8.20%, BSc 

78.80%, and MSc and more 12.90%). That's showed the diversity of companies' needs 

for engineers. 

Table (4. 5): Distribution of the sample according to specialization 

Statement Variables Frequency Percent 

Specialization 

Site engineer 81 47.60 

Office engineer 50 29.40 

Project manager 39 22.90 

Total 170 100.0 

 

Table (4. 5) showed the study sample (Site engineer, 47.60%, office engineer 

29.40%, and Project manager 22.90%). And these percentage due to the diversity of 

the works and tasks of the engineers in the same projects. 

The following table shows the distribution of research sample due to company 

variable:- 

Table (4. 6): Distribution of the sample according to company size 

Statement Variables Frequency Percent 

Company size 

Less than 5 workers 39 22.90 

From 5 to less than 10 workers 55 32.40 

From 10 to less than 15 workers 29 17.10 

15 workers and more 47 27.60 

Total 170 100.0 

 

Table (4. 6) show that company sample (Less than 5 workers, 22.90%, From 5 

to less than 10 workers 32.40%, From 10 to less than 15 workers 17.10%, and 15 

workers and more 27.60%). This reflects the nature of projects and companies in the 

Gaza Strip. And the companies employ workers based on their needs and at the 

project in Partial employment contracts. 
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Table (4. 7): Distribution of the sample according to company history 

Statement Variables Frequency Percent 

Company 

History 

Less than 5 Years 3 1.80 

From 5 to less than 10 Years 21 12.40 

From 10 to less than 15 Years 70 41.20 

15 Years and more 76 44.70 

Total 170 100.0 

 

Table (4. 7) showed that the company sample history (Less than 5 Years 

1.80%, From 5 to less than 10 Years 12.40%, From 10 to less than 15 Years 41.20%, 

and 15 Years and more 44.70%). These percentages reflects the size of construction 

activity in the Gaza Strip. Where construction companies are permanently formed. 

Table (4. 7): Distribution of the sample according to company level 

Statement Variables Frequency Percent 

Company level 

The first 89 52.40 

The second 48 28.20 

The third 33 19.40 

Total 170 100.0 

 

Table (4. 7) showed that the company sample level (The first 52.40%, The 

second 28.20%, and The third 19.40%). This demonstrated the small size of projects 

in the Gaza Strip. 

Table (4. 8): Distribution of the sample according to company scope 

Statement Variables Frequency Percent 

Company scope 

Buildings 86 50.60 

Roads 52 30.60 

Electromechanical 5 2.90 

Others 27 15.90 

Total 170 100.0 

 

Table (4. 8) showed that companies work in many scope (Buildings, 50.60%, 

Roads 30.60%, Electromechanical 2.90%, and Others 15.90%). This showed that the 

most projects in Gaza governorates are buildings or roads. 

Table (4. 9): Distribution of the sample according to number of projects 

implemented between the years (2013 – 2018) 

Statement Variables Frequency Percent 

Number of 

projects 

Less than 5 projects 72 42.40 

From 5 to less than 10 projects 67 39.40 

10 projects and more 31 18.20 

Total 170 100.0 
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Table (4. 9) showed that the company sample projects (2013-2018) (Less than 

5 projects 42.40%, From 5 to less than 10 projects 39.40%, 10 projects and more 

18.20%). 

Table (4. 10): Distribution of the sample according to the value of projects 

implemented between the years (2013 – 2018) 

Statement Variables Frequency Percent 

The value of 

projects 

Less than 5 million Dollar 97 57.10 

From 5 to less than 10 million Dollar 49 28.80 

From 10 to less than 15 million 

Dollar 
15 8.80 

15 million Dollar and more 9 5.30 

Total 170 100.0 

 

This results because the Gaza Strip has been under siege for a long time, and 

almost no construction projects and infrastructure projects. 

 

4.2 Normal Test for Data Curve 

To determine the statistical type be used in the current study, data curve was 

tested by used (1-Sample Kolmogorov-Smirnov). Table (4. 11) shows the results: 

Table (4. 11) 1-Sample Kolmogorov-Smirnov results for questionnaire' domains 

and sections 

No. Tools Items Z Sig. Value 

1 The degree of human recourse strategies 40 0.469 0.639 

2 The importance of human recourse strategies 40 1.252 0.082 

3 Worker performance 24 0.220 0.826 

** Z table at (α ≤ 0.01) equal (2.58)*   Z table at (α ≤ 0.01) equal (1.96) 

 

Table (4. 11) show that all Sig. value more than (0.05), also (Z) calculated less 

than (Z) table. So data curve is normal. That‟s mean the un barometric tests can be 

used. 

4.3 Research Findings and Answer the Questions 

2.1.1.15 The Importance of Human Resources Management 

Strategies in the Construction Industry 

To identify the importance of HRMS mean, Std., percentage, and rank was 

used. The results as followed:- 
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Table (4. 12) The importance of human resources management strategies 

Domains Means Std. Percentage Rank 

Human Resources Planning Strategy 7.475 1.870 74.75 3 

Strategy of polarization and recruitment 7.677 1.743 76.77 1 

Strategy of training and development of 

human resources 
7.337 2.115 73.37 5 

The strategy of Human Resources 

Following-up 
7.526 1.834 75.26 2 

Career planning strategy 7.472 1.760 74.72 4 

Total degree 7.494 1.737 74.94  

 

Table (4. 12) show that the degree of the importance of human resources 

management strategies in the construction industry equal (74.94%). Where the results 

showed that the first factor was strategy of polarization and recruitment (76.77%), the 

strategy of human resources following-up (75.26%), human resources planning 

strategy (74.75%), career planning strategy where the final strategy was training and 

development of human resources (73.37%). 

Human resources management strategies are considered one of the most 

important factors contributing to the worker's success in performing his duties and 

responsibilities. so, the worker feels his  importance, especially as these strategies 

help him to develop his abilities and skills in a manner that is directed towards the 

responsibilities and tasks assigned to him. And the results in Table (4. 12) agree with 

(Zehir, Gurol, Karaboga, & Kole, 2016; Vincent, & Joseph, 2013; Tiwari Sexena, 

2012; Singh, Kassa, 2016; and Quansah, 2013). 

Table (4. 13) The importance of human resources planning strategy 

No. Domains Means Std. Percentage Rank 

1 The company has a human resources 

department. 
7.382 2.31 73.82 7 

2 The company's management analyzes the 

functions accurately. 
7.465 2.21 74.65 4 

3 The company shall determine the minimum 

skills and qualifications required for its 

projects. 
7.577 1.99 75.77 3 

4 The company describes the risks that face the 

human resources. 
7.265 2.33 72.65 9 

5 The company determines the potential of its 

human resources. 
7.371 2.12 73.71 8 

6 The company determines its human resources 

needed in the future. 
7.383 2.12 73.83 6 

7 The company clearly defines the level of 

responsibilities and tasks. 
7.682 1.980 76.82 2 

8 There is a clear job description for all workers 7.453 2.310 74.53 5 

9 The company plans its functions based on the 

nature of the projects are applying for. 
7.694 2.181 76.94 1 

Human Resources Planning Strategy 7.475 1.870 74.75  
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Table (4. 13) show that the first items was the company plans its functions 

based on the nature of the projects are applying for with percentage (76.94). But the 

last item the company describes the risks that face the human resources with 

percentage (72.65%). 

It's believed that item (9) is of high importance because the planning of the 

company's functions helps to optimize the utilization of human resources and the 

requirements of the project, while the item (4) ranked last because the risks usually 

come suddenly and  are difficult to identify. Also these results agree with (Vincent, & 

Joseph, 2013), (Tiwari Sexena, 2012; Singh, Kassa, 2016; Memon, Panhwar, Rohra, 

2010; and Quansah, 2013). 

Table (4. 14) The importance of polarization and recruitment strategy 

No. Domains Means Std. Percentage Rank 

1 The company's internal resources are the best 

to provide its human resource needs. 
7.841 1.84 78.41 2 

2 The company relies on raising the morale of 

workers. 
7.771 1.83 77.71 3 

3 The company polarizes the experienced and 

efficient to work its projects. 
7.882 1.95 78.82 1 

4 The company polarizes some workers with 

rare expertise and skills. 
7.641 2.17 76.41 4 

5 The company attracts human resources are 

capable of adapting to the nature of its 

projects. 
7.565 1.91 75.65 6 

6 There are clear policies for selecting and 

hiring staff. 
7.577 2.11 75.77 5 

7 Selection and recruitment policies are in line 

with the company's current and future needs. 
7.465 2.28 74.65 7 

Strategy of polarization and recruitment 7.677 1.743 76.77  

 

Table (4. 14) show that the first items was the company polarizes the 

experienced and efficient to work its projects with percentage (78.82%). But the last 

item was selection and recruitment policies are in line with the company's current and 

future needs with percentage (74.65%). 

The third item came first because all projects and construction industry need 

experts are able to complete the projects with the necessary accuracy and speed. 

While item (7) came last because construction companies do not conduct tests 

and interviews of workers, but the recruitment of human cadres based on the years of 

experience, and acceptance of working conditions. And the results in Table (4. 14) 

agree with ((Jouda, Ahmad, Dahleez, 2016; Zehir, Gurol, Karaboga, & Kole, 2016; 

Ilyas, Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Mamood, Igbal, & 

Sahu, 2014; Long, Kowang, Muthuveloo, & Ping, 2013; Waignjo, Mukulu, & Kahiri, 

2012; Savaneviciene, & Stankeviciute, 2012; and Munjuri, 2011). 
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Table (4. 15) The importance of training and development of human resources 

strategy 

No. Domains Means Std. Percentage Rank 

1 The company has clear plans in the field of 

human resources development. 
7.447 2.05 74.47 3 

2 The company provides a good training 

environment 
7.165 2.21 71.65 7 

3 The company provides training programs 

suitable for the nature of its projects 
7.265 2.48 72.65 5 

4 The training is conducted by experts that have 

high degree of accuracy and skill 
7.394 2.431 73.94 4 

5 The company cooperates with the competent 

authorities in the field of training workers 
7.459 2.356 74.59 2 

6 The company offers development strategies 

for its human resources based on their training 

needs 
7.671 2.41 76.71 1 

7 The company evaluates the results of 

development and training programs to achieve 

the principle of feedback 
7.118 2.18 71.18 8 

8 The company designs training programs for all 

workers according to the specialization 
7.177 2.38 71.77 6 

Strategy of training and development of 

human resources 
7.337 2.115 73.37  

 

Table (4. 15) show that the first items was the company offers development 

strategies for its human resources based on their training needs with percentage 

(76.71%). But the last item the company evaluates the results of development and 

training programs to achieve the principle of feedback with percentage (71.18%). 

Item (6) came first because the training programs are multiple, but the 

company needs training programs according to the needs of the workers and their 

level of current skills, and the level of their skills required for future projects. 

While item (7) came last because evaluations need great efforts in addition to 

the evaluation of training programs may take a long time. 

These results agree with (Zehir, Gurol, Karaboga, & Kole, 2016; Ilyas, 

Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 

2014; Long, Kowang, Muthuveloo, & Ping, 2013; Waignjo, Mukulu, & Kahiri, 2012; 

Savaneviciene, & Stankeviciute, 2012; and Munjuri, 2011). 
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Table (4. 16) The importance of human resources following-up strategy 

No. Domains Means Std. Percentage Rank 

1 There is a department specialized in 

monitoring worker performance. 
7.753 2.00 77.53 1 

2 Management provides reports about workers' 

performance. 
7.500 2.08 75.00 6 

3 the company cares more about the 

achievement of the workers and achieving the 

goals of the company more than the number of 

working hours. 

7.512 2.14 75.12 4 

4 The company contributes to the solving of 

workers' problems. 
7.506 2.02 75.06 5 

5 The company follows up continuously the 

development of the workers. 
7.647 2.11 76.47 3 

6 The company develops strategies for 

continuous improvement of human resources 

performance. 
7.206 2.08 72.06 9 

7 The Company establishes laws and regulations 

regarding the human resources to commit its 

responsibilities. 
7.465 2.12 74.65 8 

8 the company follows fair methods of reward 

and punishment 
7.671 2.12 76.71 2 

9 There is a fair incentive system in the 

company. 
7.471 2.44 74.71 7 

The strategy of Human Resources Following-

up 
7.526 1.834 75.26  

 

Table (4. 17) show that the first items there is a department specialized in 

monitoring worker performance with percentage (77.53%). But the last item was the 

company develops strategies for continuous improvement of human resources 

performance with percentage equal (72.06%). 

Item (1) came first because the existence of a competent department to 

monitor workers contributes in the achievement of the deviation in the performance 

accurately, and planning the process of treatment of weaknesses and shortcomings, 

while item (6) ranked last, because continuous improvement processes are supposed 

to start before the project is began, not during the project, because continuous 

improvement depends on improving inputs and processes and then waiting for the 

results and outputs of the construction work. Also these results agree with (Ilyas, 

Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 

2014; Long, Kowang, Muthuveloo, & Ping, 2013; Savaneviciene, & Stankeviciute, 

2012; and Munjuri, 2011). 
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Table (4. 17) The importance of career planning strategy 

No. Domains Means Std. Percentage Rank 

1 The company works to develop the interests 

and attitudes of workers towards their work. 
7.382 2.17 73.82 6 

2 The company is based on clear laws and 

regulations in the field of promotion and 

career development. 
7.418 2.27 74.18 4 

3 Proper planning helps to put the right worker 

in the right place. 
7.753 1.75 77.53 1 

4 The company sets the career path for all its 

departments in a participatory shape. 
7.271 1.95 72.71 7 

5 The company relies on a flexible 

organizational structure in the career planning 

of workers. 
7.547 2.05 75.47 2 

6 The company relies on clear policies regarding 

the relationship of senior management 

personnel with the workers. 
7.400 1.99 74.00 5 

7 There is a clear description of the relationship 

of workers to each other. 
7.535 1.95 75.35 3 

Career planning strategy 7.472 1.760 74.72  

 

Table (4. 17) show that the first items proper planning helps to put the right 

worker in the right place with percentage (77.53%). But the last item the company 

sets the career path for all its departments in a participatory shape with percentage 

(72.71%). 

Item (3) came first because proper planning of the worker's path and his 

location in the organizational structure contributes to the treatment of overlapping 

tasks and powers, enhances the worker's ability to perform his duties and 

responsibilities, and performance  responsibilities that he do. 

While item (4) came last because the construction industry is witnessing a 

significant change in the number of workers and the nature of their work. Also the 

construction industry depends on the recruitment of workers during the period of 

projects only, thus determining a career path for each worker that takes time and 

effort. The staff themselves may change from one project to another, so this effort 

may not yield the necessary results. 

The above tables showed that human resources management strategies have 

great importance because they enhance the company's position and increase the 

chances of competition and achieve its objectives, especially through planning the 

available human resources, defining the tasks and responsibilities of these resources 

and searching for human resources that are compatible with the nature of work. 

Training and development are among the most important practices that 

enhance the skills of workers to use modern technologies especially in light of the 

development of the construction industry. 
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The development of plans needs to be monitored for the detection of strengths 

and weaknesses, through the strategy of Following up human resources. In addition, 

career planning enhances the worker's practices for his career and ensures his 

promotion, access to personal goals and meeting his basic needs. 

And the results of first question agree with many related studies such as: 

(Zehir, Gurol, Karaboga, & Kole, 2016; Zhai, & Liu, 2015; Cania, 2014). Also many 

studies noted about the importance of human resources management strategies such 

as: (Jouda, Ahmad, Dahleez, 2016; Zehir, Gurol, Karaboga, & Kole, 2016; Ilyas, 

Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 

2014; Long, Kowang, Muthuveloo, & Ping, 2013; Waignjo, Mukulu, & Kahiri, 2012; 

Savaneviciene, & Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & Su, 2010). 

2.1.1.16 The Human Resources Management Strategies in the 

Construction Industry 

To identify HRMS practice in the construction indusrt mean, Std., percentage, 

and rank was used for the degree of human resources management strategies practice 

items and domains, where the results as followed:- 

Table (4. 18) Mean, Std, percentage, and rank for the practice of human 

resources management strategies domains 

Domains Means Std. Percentage Rank 

Human Resources Planning Strategy 5.627 1.515 56.27 2 

Strategy of polarization and recruitment 6.091 1.55 60.91 1 

Strategy of training and development of 

human resources 
4.513 2.00 45.13 5 

The strategy of Human Resources 

Following-up 
5.531 1.54 55.31 3 

Career planning strategy 5.466 1.50 54.66 4 

Total degree 5.435 1.390 54.35  

 

Table (4. 18) show that the practice of human resources management 

strategies in the construction industry was (54.35%), where the first domain was 

strategy of polarization and recruitment (60.91%), human resources planning strategy 

(56.27%), the strategy of human resources following-up (55.31%), career planning 

strategy (54.66%), also the last domain was strategy of training and development of 

human resources (45.13%). 

The practice of human resources management strategies came low and below 

the desired level because the construction industry does not allocate management of 

human resources, and often these companies face a continuous rotation of their 

workers, therefore the design of organizational structures which include human 

resources management undergo changes from one project to another. Despite these 

results, The researcher  believe  that there is a clear lack in the practice of human 

resources management strategies, and absence of seriousness in their practices. 
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Therefore, the researcher calculate that the interest in human resources enhances the 

company's competitive position and gives it  the opportunities for development, 

success and achievement of goals. 

And the results in Table (4. 18) agree with many related studies as (Musalam, 

2015; Lee, Lee, Wu, 2010; Singh, & Kassa, 2016; Ilyas, Farooqi, Ahmad, 2016; 

Sattar, Ahmad, & Hassan, 2015; Mahadevan & Mohamed, 2014; Musalam, 2015; 

Mansour, 2015). But these results disagree with (Jouda, Ahmad, Dahleez, 2016; 

Zehir, Gurol, Karaboga, & Kole, 2016; Ilyas, Farooqi, Ahmad, 2016; Sattar, Ahmad, 

& Hassan, 2015; Mamood, Igbal, & Sahu, 2014; Long, Kowang, Muthuveloo, & 

Ping, 2013; Waignjo, Mukulu, & Kahiri, 2012; Savaneviciene, & Stankeviciute, 2012; 

Munjuri, 2011; Kim, Wright, & Su, 2010). 

Table (4. 19) The practice of human resources planning strategy 

No. Domains Means Std. Percentage Rank 

1 The company has a human resources 

department. 
4.835 2.27 48.35 9 

2 The company's management analyzes the 

functions accurately. 
5.365 2.41 53.65 8 

3 The company shall determine the minimum 

skills and qualifications required for its 

projects. 
5.629 2.20 56.29 5 

4 The company describes the risks that face the 

human resources. 
5.40 2.00 54.00 7 

5 The company determines the potential of its 

human resources. 
5.659 2.15 56.59 4 

6 The company determines its human resources 

needed in the future. 
5.530 2.10 55.30 6 

7 The company clearly defines the level of 

responsibilities and tasks. 
6.065 2.05 60.65 2 

8 There is a clear job description for all workers 5.794 1.89 57.94 3 

9 The company plans its functions based on the 

nature of the projects are applying for. 
6.400 1.98 64.00 1 

Human Resources Planning Strategy 5.627 1.515 56.27  

 

Table (4. 19) show that the first items was the company plans its functions 

based on the nature of the projects are applying for with percentage (64%). But the 

final item was the company has a human resources department with percentage 

(48.35%). 

Most of the ratios were low, but item (9) ranked first because public 

companies are somewhat concerned with organizing their human resources and 

clearly defining the tasks required from them, but item (1) came last because 

companies do not rely on a competent human resources department . As well as 

companies operating in the construction industry employ managers who are not 

specialized in the areas of human resources. 
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And the results in Table (4. 19) agree with many related studies as (Musalam, 

2015; Lee, Lee, Wu, 2010; Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; 

Mahadevan & Mohamed, 2014; Musalam, 2015; Mansour, 2015). But these results 

disagree with (Jouda, Ahmad, Dahleez, 2016; Ilyas, Farooqi, Ahmad, 2016; Sattar, 

Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 2014; Long, Kowang, 

Muthuveloo, & Ping, 2013; Waignjo, Mukulu, & Kahiri, 2012; Savaneviciene, & 

Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & Su, 2010). 

Table (4. 20) The practice of polarization and recruitment strategy 

No. Domains Means Std. Percentage Rank 

1 The company's internal resources are the best 

to provide its human resource needs. 
5.988 1.77 59.88 4 

2 The company relies on raising the morale of 

workers. 
5.829 2.04 58.29 6 

3 The company polarizes the experienced and 

efficient to work its projects. 
6.535 2.03 65.35 1 

4 The company polarizes some workers with 

rare expertise and skills. 
5.930 1.92 59.30 5 

5 The company attracts human resources are 

capable of adapting to the nature of its 

projects. 
6.22 1.67 62.20 3 

6 There are clear policies for selecting and 

hiring staff. 
5.771 2.06 57.71 7 

7 Selection and recruitment policies are in line 

with the company's current and future needs. 
6.365 2.03 63.65 2 

Strategy of polarization and recruitment 6.091 1.55 60.91  

 

Table (4. 20) show that the first items was the company polarizes the 

experienced and efficient to work its projects with percentage (65.36%). But the last 

item was there are clear policies for selecting and hiring staff with percentage 

(57.71%). 

It is clear from the Table that item (3) ranked first, due to the company's 

keenness to implement the project with the accuracy, speed and specifications 

required. 

Item (6) came last because the recruitment and selection policies vary from 

project to project, they are also subject to the company's own standards. 

And the results in Table (4. 20) agree with many related studies as (Musalam, 

2015; Lee, Lee, Wu, 2010; Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; 

Mahadevan & Mohamed, 2014; Musalam, 2015; Mansour, 2015). But these results 

disagree with (Jouda, Ahmad, Dahleez, 2016; Ilyas, Farooqi, Ahmad, 2016; Sattar, 

Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 2014; Savaneviciene, & 

Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & Su, 2010). 
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Table (4. 12) The practice of training and development of human resources 

strategy 

No. Domains Means Std. Percentage Rank 

1 The company has clear plans in the field of 

human resources development. 
4.729 2.06 47.29 1 

2 The company provides a good training 

environment 
4.61 2.47 46.10 3 

3 The company provides training programs 

suitable for the nature of its projects 
4.524 2.13 45.24 4 

4 The training is conducted by experts that have 

high degree of accuracy and skill 
4.377 2.34 43.77 7 

5 The company cooperates with the competent 

authorities in the field of training workers 
4.610 2.37 46.10 2 

6 The company offers development strategies 

for its human resources based on their training 

needs 
4.424 2.16 44.24 6 

7 The company evaluates the results of 

development and training programs to achieve 

the principle of feedback 
4.49 2.23 44.90 5 

8 The company designs training programs for all 

workers according to the specialization 
4.347 2.25 43.47 8 

Strategy of training and development of 

human resources 
4.513 2.00 45.13  

 

Table (4. 21) show that the first items was the company has clear plans in the 

field of human resources development with percentage (47.29%). But the last item 

was the company designs training programs for all workers according to the 

specialization with percentage (43.47%). 

It is clear from the Table that all relative weights came close and low, and the 

researcher concludes that the companies do not care about the training of workers or 

determine the training needs for them. The researcher finds that the duration of the 

project is limited to the performance of tasks and responsibilities without considering 

the development of workers, in the same time the companies employ some workers 

who are able to meet the requirements of the project, and do not train staff for these 

projects and it is common to know that  the project may be moved to other companies. 

Also the researcher believes that the age of the project does not allow the 

establishment of the necessary training programs, add to that the managers of the 

construction industry companies have a conviction that training programs are 

expensive physically, and may not yield the desired results and consider a waste of 

time and money. 

And the results in Table (4. 21) agree with many related studies as (Musalam, 

2015; Sattar, Ahmad, & Hassan, 2015; Mahadevan & Mohamed, 2014; Mansour, 

2015). But these results disagree with (Jouda, Ahmad, Dahleez, 2016; Ilyas, Farooqi, 

Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Mamood, Igbal, & Sahu, 2014; Long, 

Kowang, Muthuveloo, & Ping, 2013; Waignjo, Mukulu, & Kahiri, 2012; 

Savaneviciene, & Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & Su, 2010). 
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Table (4. 22) The practice of human resources following-up strategy 

No. Domains Means Std. Percentage Rank 

1 There is a department specialized in 

monitoring worker performance. 
5.982 2.08 59.82 1 

2 Management provides reports about workers' 

performance. 
5.753 1.92 57.53 3 

3 The company cares more about the 

achievement of the workers and achieving the 

goals of the company more than the number of 

working hours. 

5.859 2.25 58.59 2 

4 The company contributes to the solving of 

workers' problems. 
5.324 2.15 53.24 7 

5 The company follows up continuously the 

development of the workers. 
5.664 2.08 56.64 4 

6 The company develops strategies for 

continuous improvement of human resources 

performance. 
5.065 1.87 50.65 9 

7 The Company establishes laws and regulations 

regarding the human resources to commit its 

responsibilities. 
5.312 1.86 53.12 8 

8 the company follows fair methods of reward 

and punishment 
5.482 1.89 54.82 5 

9 There is a fair incentive system in the 

company. 
5.335 2.13 53.35 6 

The strategy of Human Resources Following-

up 
5.531 1.54 55.31  

 

Table (4. 22) show that the first items was there is a department specialized in 

monitoring worker performance with percentage (59.82%). But the last item was the 

company develops strategies for continuous improvement of human resources 

performance with percentage (50.65%). 

It is clear from the table that item (1) is ranked first because the monitoring 

and supervision of the workers performance is from the project completions 

requirements in the required time and speed, while the item (6) has been the last place 

because the continuous improvement needs resources and funds that may be greater 

than the Capabilities of the company itself.  The researcher believes that there is 

interest in the follow-up of human resources, but  in the same time the place of the 

project may be away from the headquarters of the same company. 

And the results in Table (4. 22) agree with many related studies as (Musalam, 

2015; Lee, Lee, Wu, 2010; Sattar, Ahmad, & Hassan, 2015; Mahadevan & Mohamed, 

2014; Mansour, 2015). But these results disagree with (Jouda, Ahmad, Dahleez, 2016; 

Ilyas, Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; Waignjo, Mukulu, & 

Kahiri, 2012; Savaneviciene, & Stankeviciute, 2012; Munjuri, 2011; Kim, Wright, & 

Su, 2010). 
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Table (4. 23) The practice career planning strategy items 

No. Domains Means Std. Percentage Rank 

1 The company works to develop the interests 

and attitudes of workers towards their work. 
5.26 1.91 52.60 5 

2 The company is based on clear laws and 

regulations in the field of promotion and 

career development. 
4.835 1.87 48.35 7 

3 Proper planning helps to put the right worker 

in the right place. 
6.235 1.96 62.35 1 

4 The company sets the career path for all its 

departments in a participatory shape. 
5.19 1.79 51.90 6 

5 The company relies on a flexible 

organizational structure in the career planning 

of workers. 
5.459 1.97 54.59 4 

6 The company relies on clear policies regarding 

the relationship of senior management 

personnel with the workers. 
5.759 1.87 57.59 2 

7 There is a clear description of the relationship 

of workers to each other. 
5.526 1.99 55.26 3 

Career planning strategy 5.466 1.50 54.66  

 

Table (4. 23) show that the first items was proper planning helps to put the 

right worker in the right place with percentage (62.35%). But the last item was the 

company is based on clear laws and regulations in the field of promotion and career 

development with percentage (48.35%). 

Item (3) ranked first because planning is one of the most important 

management processes in all areas of construction work, and the position of the right 

worker in the right place optimizes the utilization of human resource capabilities and 

capacities. Item (2) comes last because the career promotion in the construction 

industry is difficult to apply because the worker contracts only for the duration of the 

project. 

Previous tables showed that HRM strategies are below the middle average and 

didn‟t rise to the desired level. This is due to the lack of administrative and 

organizational systems in the construction companies. In addition, most construction 

projects are subject time plans. It is difficult for the company to manage its human 

resources and train them during project periods. 

Also the most of companies work without especial department of human 

resources, and this contributed significantly to the weakness of human resource 

management strategies. The researcher believed that the practice of human resources 

management strategies needs to be convinced by the senior management of human 

resource importance, in addition to the development of mechanisms and company 

strategic objectives related to the development and human resources follow-up. 
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The results of second question agree with many studies such as: (Singh, & 

Kassa, 2016; Ilyas, Farooqi, Ahmad, 2016; Sattar, Ahmad, & Hassan, 2015; 

Mahadevan & Mohamed, 2014; Musalam, 2015; Mansour, 2015). 

2.1.1.17 The Level of Workers Performance in the Construction 

Industry 

To identify workers performance level mean, Std., percentage, and rank was 

used, where the results as followed:- 

Table (4. 24) The level of workers performance 

Domains Means Std. Percentage Rank 

Competencies of workers 7.324 1.573 73.24 1 

Knowledge of work requirements 7.187 1.66 71.87 3 

Perseverance and dedication 6.989 1.81 69.89 4 

Quality and quantity of tasks 7.242 1.70 72.42 2 

Total degree 7.186 1.85 71.86  

 

Table (4. 24) show that the level of workers performance level in the 

construction industry (71.86%), where the first domain was competencies of workers 

(73.24%), quality and quantity of tasks (72.42%), knowledge of work requirements 

(71.87%), and the last domain was perseverance and dedication (69.89%). 

It is clear from the table that despite the poor management of human resources 

in the construction industry, the job performance was higher than the average. This is 

due to the exploitation of the manpower and efforts of companies and the exploitation 

of the deteriorating economic situation in the Gaza Strip. 

The results in Table (4. 24) agree with (Savaneviciene, A., & Stankeviciute, 

2012; Sattar, Ahmad, & Hassan, 2015; Salas, Tannenbaum, Kraiger, Smith-Jentsch, 

2012; Quansah, 2013; Memon, Panhwar, & Rohra, 2010; Long, Kowang, 

Muthuveloo, & Ping, 2013; Hassan, 2016; and Guest, 2011).  
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Table (4. 25) The level of competencies of workers 

No. Items Means Std. Percentage Rank 

1 The company has a sufficient number of 

workers. 
7.0824 2.21 70.824 6 

2 Workers are committed to all skills and 

technical requirements required to perform 

their functions 

7.377 1.63 73.77 3 

3 Workers have experience commensurate 

with the nature of their work. 
7.506 1.81 75.06 2 

4 The qualifications of the workers 

correspond to the nature of the tasks they 

perform. 

7.118 1.87 71.18 5 

5 Workers are their best for the success of 

the project. 
7.312 1.89 73.12 4 

6 There are technical and engineering 

competencies commensurate with the 

requirements of the project. 

7.547 1.74 75.47 1 

Competencies of workers 7.324 1.573 73.24  

 

Table (4. 25) show that the first items was there are technical and engineering 

competencies commensurate with the requirements of the project with percentage 

(75.47%). But the last item was the company has a sufficient number of workers with 

percentage (70.824%). 

It is clear that item (6) is ranked first because the construction sector, despite 

the scarcity of projects, has many options in the selection of qualified workers. Item 

(1) comes last because the company seeks to reduce costs as much as possible. The 

results in Table (4. 25) agree with (Savaneviciene, A., & Stankeviciute, 2012; Sattar, 

Ahmad, & Hassan, 2015; Salas, Tannenbaum, Kraiger, Smith-Jentsch, 2012; 

Quansah, 2013; & Ping, 2013; Hassan, 2016; and Guest, 2011).  

Table (4. 26) The level of knowledge of work requirements 

No. Items Means Std. Percentage Rank 

1 Workers are committed to all tasks 

assigned to them. 
7.671 1.616 76.71 1 

2 Every worker knows his tasks well. 7.32 1.89 73.20 4 

3 Most of the workers seek to improve their 

abilities. 
7.041 2.14 70.41 5 

4 The workers join the training provided by 

the company. 
6.282 2.645 62.82 6 

5 Workers benefit from mistakes by 

Processing them and avoiding them in the 

future. 

7.353 1.863 73.53 3 

6 Workers ask about the nature of the task 

before it begins. 
7.459 1.724 74.59 2 

Knowledge of work requirements 7.187 1.66 71.87  
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Table (4. 26) show that the first items was workers are committed to all tasks 

assigned to them with percentage (76.71%). But the last item was the workers join the 

training provided by the company with percentage (62.82%). 

It is clear that item (1) is ranked first because the worker performs his duties to 

maintain his income source. Item (4) comes last because there are no training courses 

in the companies, and the courses that the workers undergo, are in other institutions 

and training centers such as syndicates. 

The results in Table (4. 26) agree with (Savaneviciene, A., & Stankeviciute, 

2012; Sattar, Ahmad, & Hassan, 2015; Long, Kowang, Muthuveloo, & Ping, 2013; 

Hassan, 2016; and Guest, 2011).  

Table (4. 27) The level of perseverance and dedication 

No. Items Means Std. Percentage Rank 

1 All workers are taking their work 

seriously. 
7.435 1.90 74.35 1 

2 Workers count the company's goals as part 

of their personal goals. 
7.177 2.12 71.77 2 

3 Workers show a desire to stay late their 

offices and work to complete the tasks. 
7.018 2.08 70.18 3 

4 Workers show interest in the results of 

their performance evaluation. 
6.947 2.06 69.47 4 

5 Workers provide creative ideas for 

performance development. 
6.747 2.22 67.47 5 

6 Workers participate in decision making 6.612 2.44 66.12 6 

Perseverance and dedication 6.989 1.81 69.89  

 

Table (4. 27) show that the first items was all workers are taking their work 

seriously with percentage (74.35%). But the last item was workers participate in 

decision making with percentage (66.12%). 

Item (1) appears in the first place, because companies impose laws and 

regulations governing the work of each worker to carry out his duties. Item (6) is 

ranked last because project management is individually in decision making without 

consulting the workers, beside that the workers are just implementing tools. 

Also these results agree with (Loshali, & Krishnan, 2013; Waiganjo, Mukulu, 

& Kahiri, 2012; Lee, Lee, & Wu, 2010). 
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Table (4. 28) The level of quality and quantity of tasks 

No. Items Means Std. Percentage Rank 

1 The company has provided and skills that 

suit the nature of the tasks. 
7.26 1.98 72.60 4 

2 All workers are eager about the quality of 

their tasks. 
7.165 2.017 71.65 5 

3 Workers are ready to work under pressure. 7.577 1.726 75.77 1 

4 The workers plan well to perform their 

daily tasks. 
7.335 1.713 73.35 3 

5 The company forms work teams to 

accomplish some cooperative tasks. 
6.765 2.40 67.65 6 

6 Workers perform their tasks with the 

required accuracy and speed 
7.353 1.91 73.53 2 

Quality and quantity of tasks 7.242 1.70 72.42  

 

Table (4. 28) show that the first items was workers are ready to work under 

pressure with percentage (75.77%). But the last item was the company forms work 

teams to accomplish some cooperative tasks with percentage (67.65%). 

Item (3) came first because the construction sector faces great challenges and 

working pressures. Therefore, the workers have the experience and the ability to 

overcome these pressures. Item (5) comes last because the company manages the 

work teams by itself , and it does not create specialized work teams while has its own 

management. 

Construction work is followed to private companies and the nature of private 

companies that pay workers to perform their duties in all possible ways and increase 

the working hours to complete the projects. 

The exceptional situation in the Gaza Strip, which has created the problems of 

poverty and unemployment, makes all workers maintain their jobs in order to meet 

their needs and the needs of their families. 

There are many studies showed that workers performance in construction 

industry above middle such as: (Loshali, & Krishnan, 2013; Waiganjo, Mukulu, & 

Kahiri, 2012; Lee, Lee, & Wu, 2010). 

2.1.1.18 Relationship Between Human Resources Management 

Strategies and Workers Performance in the Construction 

Industry 

To identify the relationship between human resources management strategies 

and workers performance in the construction industry person correlation coefficient 

was used to check the first hypothesis: 
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The first hypothesis: There are a statistical significant relationship at 

(α ≤ 0.05) between human resources management strategies and 

workers performance in the construction industry 

Table (4. 29) Mean, Std, percentage, and rank for the practice of human 

resources management strategies domains 

Domains 
Competencies 

of workers 

Knowledge 

of work 

requirements 

Perseverance 

and 

dedication 

Quality 

and 

quantity 

of tasks 

Worker 

performance 

Human Resources 

Planning Strategy 

**0.422 

0.000 

**0.424 

0.000 

**0.407 

0.000 

**0.421 

0.000 

**0.445 

0.000 

Strategy of polarization 

and recruitment 

**0.323 

0.000 

**0.346 

0.000 

**0.302 

0.000 

**0.344 

0.000 

**0.349 

0.000 

Strategy of training and 

development of human 

resources 

*0.173 

0.024 

**0.226 

0.003 

**0.215 

0.005 

**0.222 

0.004 

**0.223 

0.003 

The strategy of Human 

Resources Following-

up 

**0.379 

0.000 

**0.404 

0.000 

**0.391 

0.000 

**0.419 

0.000 

**0.424 

0.000 

Career planning 

strategy 

**0.376 

0.000 

**0.443 

0.000 

**0.467 

0.000 

**0.459 

0.000 

**0.465 

0.000 

Human Resources 

strategies 

**0.380 

0.000 

**0.419 

0.000 

**0.404 

0.000 

**0.424 

0.000 

**0.433 

0.000 

 

Table (4. 29) show that (Sig.) values were less than (0.05), so correlation 

coefficients were significant at (α ≤ 0.05), that‟s mean we must accept the (H1). So 

there are a statistical significant relationship at (α ≤ 0.05) between human resources 

management strategies and workers performance in the construction industry. Also 

Table (4. 31) showed that correlation coefficient between human resources 

management strategies and workers performance in the construction industry was 

(0.433). 

The findings of Table (4.29) illustrate that the HRMS (human resources 

planning strategy, strategy of polarization and recruitment, strategy of training and 

development of human resources, the strategy of human resources following-up, 

career planning strategy) are positively related to workers‟ performance. Workers are 

one of the critical strategic assets for any organization. Likewise, companies should 

strive to attract the talent, well trained and enthusiastic workers and improve their 

performance. Successful and good effective implementation of HRMS empowers 

company workers and improves their performance positively. workers have an 

important and strategic role in enhancing company positioning in significant fields 

such as quality, reputation, and improving the quality of the projects. Therefore, best 

practices of HRM stimulate company workers performance which in turn improves 

company performance. So, companies realize the importance of stimulating company 

workers performance. Hence, it is vital that the companies should develop their 

HRMS to enhance company worker performance. 
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The results of third question showed that there were a statistical significant 

relationship between human resources management strategies and workers 

performance in the construction industry, and these results agree with (Zehir, Gurol, 

Karaboga, & Kole, 2016; Zhai, & Liu, 2015; Cania, 2014; Loshali, & Krishnan, 2013; 

Waiganjo, Mukulu, & Kahiri, 2012; Lee, Lee, & Wu, 2010; Kim, Wright, & Su, 

2010). 

2.1.1.19 The Differences Between the Importance and the Actual 

Practice of Human Resources Management Strategies in 

the Construction Industry 

To identify the differences (Paired samples T test) was used to check the 

second hypothesis, and the following table shows the results:- 

The second hypothesis: there are no statistical significant differences 

at (α ≤ 0.05)  between the importance and the actual practice of 

human resources management strategies in the construction 

industry. 

Table (4. 30) T. test for differences between the importance of human resources 

management strategies and actual practice 

Domains Model Means Std. T Sig. 

Human Resources Planning 

Strategy 

The importance 7.475 1.870 
11.674 0.000 

The practice 5.627 1.52 

Strategy of polarization and 

recruitment 

The importance 7.677 1.743 
10.545 0.000 

The practice 6.091 1.55 

Strategy of training and 

development of human resources 

The importance 7.337 2.115 
14.804 0.000 

The practice 4.513 2.00 

The strategy of Human 

Resources Following-up 

The importance 7.526 1.834 
12.742 0.000 

The practice 5.531 1.54 

Career planning strategy 
The importance 7.472 1.760 

14.353 0.000 
The practice 5.466 1.50 

Total degree 
The importance 7.494 1.737 

14.341 0.000 
The practice 5.435 1.390 

** T table at df (169), and (α ≤ 0.01) equal (2.62) 

* T table at df (169), and (α ≤ 0.05) equal (1.98) 

 

Table (4. 30) show that all Sig. value less than (0.05), also T calculated more 

than T table, so there are a statistical significant differences at (α ≤ 0.05)  between the 

importance and the actual practice of human resources management strategies in the 

construction industry. Where these difference in favor of study sample response at the 

importance of human resources management strategies. 

And there were no related studies aimed to check the differences between the 

importance and HRMS practice. 
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2.1.1.20 The Differences Between the Study Sample Responses 

About Human Resources Management Strategies in the 

Construction Industry According to Personal Variables: 

Age, Experience, Qualification, and Jurisdiction 

To identify these differences (One Way ANOVAs) was used to check third 

hypothesis:- 

The third hypothesis: there are no statistical significant differences at 

(α ≤ 0.05) between the study sample responses about human 

resources management strategies in the construction industry due to 

personal variables: age, experience, qualification, and jurisdiction. 

1 – Differences in human resources management strategies due to 

age. 

Table (4. 31) One Way ANOVAs for differences in human resources 

management strategies due to age 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 2.668 3 0.889 

0.455 0.714 Within groups 324.172 166 1.953 

Total 326.840 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 31) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to age variable and must agree with 

Ho: There are no statistical significant differences at (α ≤ 0.05) between the study 

sample responses about human resources management strategies in the construction 

industry due to age. 

2 – Differences in human resources management strategies due to 

experience. 

Table (4. 32) One Way ANOVAs for differences in human resources 

management strategies due to experience 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 14.872 3 4.957 

2.638 0.052 Within groups 311.968 166 1.879 

Total 326.840 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 
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Table (4. 32) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to experience variable and must 

agree with Ho: There are no statistical significant differences at (α ≤ 0.05) between 

the study sample responses about human resources management strategies in the 

construction industry due to experience. 

3 – Differences in human resources management strategies due to 

qualification. 

Table (4. 33) One Way ANOVAs for differences in human resources 

management strategies due to qualification 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 9.930 2 4.965 

2.616 0.076 Within groups 316.910 167 1.898 

Total 326.840 169  

* F table at df. (2 - 167), (α ≤ 0.05) equal (3.072). 

** F table at df. (2 - 167), (α ≤ 0.01) equal (4.787). 

 

Table (4. 33) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to qualification variable and must 

agree with Ho: There are no statistical significant differences at (α ≤ 0.05) between 

the study sample responses about human resources management strategies in the 

construction industry due to qualification. 

4 – Differences in human resources management strategies due to 

jurisdiction. 

Table (4. 34) One Way ANOVAs for differences in human resources 

management strategies due to jurisdiction 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 10.321 2 5.160 

2.723 0.069 Within groups 316.519 167 1.895 

Total 326.840 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 34) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to jurisdiction variable and must 

agree with Ho: There are no statistical significant differences at (α ≤ 0.05) between 

the study sample responses about human resources management strategies in the 

construction industry due to jurisdiction. 
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2.1.1.21 The Differences Between the Study Sample Responses 

About Human Resources Management Strategies in the 

Construction Industry According to Company Variables: 

Company Size, Company Level, and Company Scope 

To identify these differences (One Way ANOVAs) was to check fourth 

hypothesis:- 

The fourth hypothesis: there are no statistical significant differences 

at (α ≤ 0.05) between the study sample responses about human 

resources management strategies in the construction industry due to 

company variables: company size, company level, and company 

scope. 

1 – Differences in human resources management strategies due to 

company size. 

Table (4. 35) One Way ANOVAs for differences in human resources 

management strategies due to company size 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 45.739 3 15.246 

9.003 0.000 Within groups 281.101 166 1.693 

Total 326.840 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 35) show that Sig. value was less than (0.05), and F calculated was 

more than F table. So there are many differences due to company size variable and 

must agree with H1: There are a statistical significant differences at (α ≤ 0.05) 

between the study sample responses about human resources management strategies in 

the construction industry due to company size. And to identify these differences the 

researcher used (Scheffe – Multiple Comparisons). Table (4. 36) shows the results:- 

Table (4. 36) Scheffe – Multiple Comparisons for differences in human resources 

management strategies due to company size 

Company Size Less than 5 workers 5 – 10 11 - 15 More than 15 

Mean 4.73 5.181 5.95 6.04 

Less than 5 workers --    

5 – 10 
//0.451 

0.435 
--   

11 – 15 
*1.31 

0.001 

*0.856 

0.045 
--  

More than 15 
*1.22 

0.001 

*0.766 

0.036 

//0.0903 

0.993 
-- 
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Table (4. 36) show that the differences in favor of  (More than 15, 11 – 15, 5 – 

10 workers). 

2 – Differences in human resources management strategies due to 

company level. 

Table (4. 37) One Way ANOVAs for differences in human resources 

management strategies due to company level 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 6.172 2 3.086 

1.607 0.204 Within groups 320.668 167 1.920 

Total 326.840 169  

* F table at df. (2 - 167), (α ≤ 0.05) equal (3.072). 

** F table at df. (2 - 167), (α ≤ 0.01) equal (4.787). 

 

Table (4. 37) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to company level variable and must 

agree with H0: There are no statistical significant differences at (α ≤ 0.05) between 

the study sample responses about human resources management strategies in the 

construction industry due to company level. 

3 – Differences in human resources management strategies due to 

company scope. 

Table (4. 38) One Way ANOVAs for differences in human resources 

management strategies due to company scope 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Human Resources 

Management 

Strategies 

Between groups 20.666 3 6.889 

3.735 0.012 Within groups 306.174 166 1.844 

Total 326.840 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 38) show that Sig. value was less than (0.05), and F calculated was 

more than F table. So there are many differences due to company scope variable and 

must agree with H1: There are a statistical significant differences at (α ≤ 0.05) 

between the study sample responses about human resources management strategies in 

the construction industry due to company scope. And to identify these differences the 

researcher used (L.S.D – Multiple Comparisons). Table (4. 39) shows the results:- 
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Table (4. 39) L.S.D – Multiple Comparisons for differences in human resources 

management strategies due to company size 

Company scope Buildings Roads Electromechanical Others 

Mean 5.151 5.945 5.50 5.35 

Buildings     

Roads 
*0.794 

0.001 
   

Electromechanical 
//0.344 

0.583 

0.450 

0.480 
  

Others 
//0.199 

0.507 

//0.595 

0.067 

//0.145 

0.827 
 

 

Table (4. 39) show that the differences between (Buildings and roads 

companies), also these differences in favor of  (Roads company). 

2.1.1.22 The Differences Between the Study Sample Responses 

About Workers Performance in the Construction Industry 

According to Personal Variables: Age, Experience, 

Qualification, and Jurisdiction 

To identify these differences (One Way ANOVAs) was used to check fifth 

hypothesis:- 

The fifth hypothesis: there are no statistical significant differences at 

(α ≤ 0.05) between the study sample responses about workers 

performance in the construction industry due to personal variables: 

age, experience, qualification, and jurisdiction. 

1 – Differences in worker performance due to age. 

Table (4. 40) One Way ANOVAs for differences in worker performance due to 

age 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 2.379 3 0.793 

0.313 0.816 Within groups 420.388 166 2.532 

Total 422.768 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 40) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to age variable and must agree with 

Ho: there are no statistical significant differences at (α ≤ 0.05) between the study 

sample responses about workers performance in the construction industry due to age. 
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2 – Differences in worker performance due to experience. 

Table (4. 41) One Way ANOVAs for differences in worker performance due to 

experience 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 16.762 3 5.587 

2.284 0.081 Within groups 406.006 166 2.446 

Total 422.768 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 41) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to experience variable and must 

agree with Ho: there are no statistical significant differences at (α ≤ 0.05) between the 

study sample responses about workers performance in the construction industry due to 

experience. 

3 – Differences in worker performance due to qualification. 

Table (4. 42) One Way ANOVAs for differences in worker performance due to 

qualification 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 4.569 2 2.285 

0.912 0.404 Within groups 418.198 167 2.504 

Total 422.768 169  

* F table at df. (2 - 167), (α ≤ 0.05) equal (3.072). 

** F table at df. (2 - 167), (α ≤ 0.01) equal (4.787). 

 

Table (4. 42) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to qualification variable and must 

agree with Ho: there are no statistical significant differences at (α ≤ 0.05) between the 

study sample responses about workers performance in the construction industry due to 

qualification. 

4 – Differences in worker performance due to jurisdiction. 

Table (4. 43) One Way ANOVAs for differences in worker performance due to 

jurisdiction 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 7.468 2 3.734 

1.501 0.226 Within groups 415.300 167 2.487 

Total 422.768 169  

* F table at df. (2 - 167), (α ≤ 0.05) equal (3.072). 

** F table at df. (2 - 167), (α ≤ 0.01) equal (4.787). 
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Table (4. 43) show that Sig. value was more than (0.05), and F calculated was 

less than F table. So there are no differences due to jurisdiction variable and must 

agree with Ho: there are no statistical significant differences at (α ≤ 0.05) between the 

study sample responses about workers performance in the construction industry due to 

jurisdiction. 

2.1.1.23 The Differences Between the Study Sample Responses 

About Performance in the Construction Industry according 

to Company Variables: Company Size, Company Level, 

Company Scope 

To identify these differences (One Way ANOVAs) was used to check sixth 

hypothesis:- 

The sixth hypothesis: There are no statistical significant differences 

at (α ≤ 0.05) between the study sample responses about performance 

in the construction industry due to company variables: company size, 

company level, and company scope. 

1 – Differences in worker performance due to company size. 

Table (4. 44) One Way ANOVAs for differences in worker performance due to 

company size 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 25.083 3 8.361 

3.490 0.017 Within groups 397.684 166 2.396 

Total 422.768 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 44) show that Sig. value was less than (0.05), and F calculated was 

more than F table. So there are many differences due to company size variable and 

must agree with H1: there are a statistical significant differences at (α ≤ 0.05) between 

the study sample responses about workers performance in the construction industry 

due to company size. And to identify these differences the researcher used (L.S.D – 

Multiple Comparisons). Table (4. 45) shows the results:- 
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Table (4. 45) L.S.D – Multiple Comparisons for differences in worker 

performance due to company size 

Company Size Less than 5 workers 5 – 10 11 - 15 More than 15 

Mean 6.56 7.163 7.368 7.619 

Less than 5 workers     

5 – 10 
//0.603 

0.064 
   

11 – 15 
*0.808 

0.035 

//0.205 

0.565 
  

More than 15 
*1.06 

0.002 

//0.456 

0.140 

//0.251 

0.493 
 

 

Table (4. 45) showed that the differences in favor of  (11 – 15) groups. 

2 – Differences in worker performance due to company level. 

Table (4. 46) One Way ANOVAs for differences in worker performance due to 

company level 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 0.487 2 0.243 

0.096 0.908 Within groups 422.281 167 2.529 

Total 422.768 169  

* F table at df. (2 - 167), (α ≤ 0.05) equal (3.072). 

** F table at df. (2 - 167), (α ≤ 0.01) equal (4.787). 

 

Table (4. 46) showed that Sig. value was more than (0.05), and F calculated 

was less than F table. So there are no differences due to company level variable and 

must agree with H0: there are no statistical significant differences at (α ≤ 0.05) 

between the study sample responses about workers performance in the construction 

industry due to company level. 

3 – Differences in worker performance due to company scope. 

Table (4. 47) One Way ANOVAs for differences in worker performance due to 

company scope 

Model 
Sum of 

square 
df. 

Mean 

square 
F Sig. 

Worker Performance 

Between groups 22.465 3 7.488 

3.105 0.028 Within groups 400.302 166 2.411 

Total 422.768 169  

* F table at df. (3 - 166), (α ≤ 0.05) equal (3.072). 

** F table at df. (3 - 166), (α ≤ 0.01) equal (4.787). 

 

Table (4. 47) showed that Sig. value was less than (0.05), and F calculated was 

more than F table. So there are many differences due to company scope variable and 
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must agree with H1: there are a statistical significant differences at (α ≤ 0.05) between 

the study sample responses about workers performance in the construction industry 

due to company scope. And to identify these differences the researcher used (L.S.D – 

Multiple Comparisons). Table (3. 48) shows the results:- 

Table (4. 48) L.S.D – Multiple Comparisons for differences in worker 

performance due to company scope 

Company scope Buildings Roads Electromechanical Others 

Mean 7.405 7.2604 5.908 6.58 

Buildings --    

Roads 
//0.144 

0.598 
--   

Electromechanical 
*1.4962 

0.038 

//1.3521 

0.065 
--  

Others 
*0.8243 

0.017 

//0.6802 

0.067 

//0.672 

0.375 
-- 

 

Table (4. 48) showed that the differences in favor of  (building company) 

groups. 

2.1.1.24 The Most Human Resources Management Strategies 

Impacting on Workers Performance 

To identify the impact of HRMS on worker performance (stepwise method) 

was used to conclude the liner relationship between the total degree of human 

resources management strategies and the total degree of worker performance:- 

The seventh hypothesis: Human resources management strategies 

impact positively on workers performance. 

Table (4. 49) The relationship between the total degree of human resources 

management strategies and the total degree of worker performance  

Variables R R Square Adjusted R square 

Human resources management strategies 
0.433 0.187 0.182 

worker performance 

 

Table (4. 49) show that (R) between human resources management strategies 

and worker performance equal (0.433), and (R Square) equal (0.187), so changing in 

human resources management strategies explain (18.70%) from worker performance 

changing. Table (4. 50) shows ANOVAs for regression model:- 
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Table (4. 50) One Way ANOVAs for regression model 

Model Sum of square 
df. 

Mean 

square 
F Sig. 

Between groups 79.195 1 79.195 

38.725 0.000 Within groups 343.573 168 2.045 

Total 422.768 169  

 

Table (4. 50) show that liner relationship is significant, and table (5. 51) shows 

this relationships:- 

Table (4. 51) The first regression model 

Model B Beta t Sig. 

Constant 4.510 -- 10.164 0.000 

Human resources management strategies 0.492 0.433 6.233 0.000 

 

From table (4. 51) the researcher conclude that the liner relationships is sign, 

and the following formula shows the relationship:- 

 

 

And to identify the most strategies impacting on worker performance the 

researcher view the following tables:- 

Table (4. 52) The relationship between human resources management strategies 

domains and the total degree of worker performance  

Variables R R Square Adjusted R square 

Human resources management strategies 

domains 0.533 0.284 0.262 
worker performance 

 

Table (4. 52) show that (R) between human resources management strategies 

domains and worker performance equal (0.533), and (R Square) equal (0.284), so 

changing in human resources management strategies domains explain (28.40%) from 

worker performance changing. Table (4. 53) shows ANOVAs for regression model:- 

Table (4. 53) One Way ANOVAs for regression model 

Model Sum of square 
df. 

Mean 

square 
F Sig. 

Between groups 120.018 5 24.004 

13.003 0.000 Within groups 302.749 164 1.846 

Total 422.768 169  

 

Table (4. 53) show that liner relationship is significant, and table (5. 54) shows 

this relationships models:- 

Worker performance = 4.510 + (0.492 X Human resources management strategies) 
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Table (4. 54) The second regression model 

Model B Beta t Sig. 

Constant 4.192  9.410 0.000 

Human Resources Planning Strategy 0.426 0.409 3.243 0.001 

Strategy of polarization and recruitment 0.327 0.320 2.485 0.015 

Strategy of training and development of 

human resources 
0.180 0.226 2.479 0.014 

The strategy of Human Resources 

Following-up 
0.215 0.209 1.699 0.091 

Career planning strategy 0.404 0.378 3.102 0.002 

 

From table (4. 54) the researcher conclude that the liner relationships is sign, 

and the following formula shows the relationship:- 

 

 

 

 

. 

And the results about the impact of HRMS on workers performance and the 

study model agree with many related studies such as (Zehir, Gurol, Karaboga, & 

Kole, 2016; Zhai, & Liu, 2015; Cania, 2014; Loshali, & Krishnan, 2013; Waiganjo, 

Mukulu, & Kahiri, 2012; Lee, Lee, & Wu, 2010; Kim, Wright, & Su, 2010). 

 

 

Worker performance = 4.192 + (0.426 X Human Resources Planning Strategy) 

+ (0.327 X Strategy of polarization and recruitment) + (0.180 X Strategy of 

training and development of human resources) + (0.215 X The strategy of 

Human Resources Following-up) + (0.404 X Career planning strategy) 



 

 

 

 

 

 

Chapter 5 

 Results, Recommendations, 

and Suggestions 
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Chapter 5: Conclusion and Recommendations 

Introduction:- 

This chapter deals with many section; study conclusion, recommendations and 

further studies. 

5.1 The Research Results and Conclusion 

Many statistical methods was used to analysis data and test hypothesis, and 

from the results a set of conclusions can be reached:- 

1- The results showed that the degree of the importance of human resources 

management strategies in the construction industry equal (74.94%). Where the 

results showed that the first domain was strategy of polarization and recruitment 

(76.77%), then the strategy of human resources following-up (75.26%), then 

human resources planning strategy (74.75%), then career planning strategy 

where the final strategy was training and development of human resources 

(73.37%). 

2- The results showed that the practice of human resources management strategies 

in the construction industry was (54.35%), where the first domain was strategy 

of polarization and recruitment (60.91%), then human resources planning 

strategy (56.27%), then the strategy of human resources following-up (55.31%), 

then career planning strategy (54.66%), also the final domain was strategy of 

training and development of human resources (45.13%). 

3- The study results showed that the level of workers performance level in the 

construction industry equal (71.86%), where the first domain was competencies 

of workers (73.24%), then quality and quantity of tasks (72.42%), then 

knowledge of work requirements (71.87%), and the final domain was 

perseverance and dedication (69.89%). 

4- There are a statistical significant relationship between human resources 

management strategies and workers performance in the construction industry. 

Also the results showed that correlation coefficient between human resources 

management strategies and workers performance in the construction industry 

was (0.433). 

5- There are a statistical significant differences between the importance and the 

actual practice of human resources management strategies in the construction 

industry. Where these difference in favor of study sample response at the 

importance of human resources management strategies. 

6- The results showed that there were no statistical significant differences between 

the study sample responses about human resources management strategies in the 

construction industry due to personal variables: age, experience, qualification, 

and jurisdiction. 

7- The study results founded that there were no statistical significant 

differencesbetween the study sample responses about human resources 
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management strategies in the construction industry due to company variables: 

company level, and company scope. But the results showed that there were a 

statistical significant differences between the study sample responses about 

human resources management strategies in the construction industry due to 

company size. 

8- The study founded that there were no statistical significant differences at (α ≤ 

0.05) between the study sample responses about workers performance in the 

construction industry due to personal variables: age, experience, qualification, 

and jurisdiction. 

9- The study results showed that here are were no statistical significant differences 

between the study sample responses about performance in the construction 

industry due to company level. But there were many differences due to 

company size, and company scope. 

10- The regression models proved human resources management strategies impact 

positively on workers performance. 

11- There are many human resources management strategies in construction 

industry, the most important of them: human Resources planning strategy, 

polarization and recruitment, strategy of training and development of human 

resources, human resources following-up, and career planning strategy. 

12- Human resources management strategies are factors that achieve company goals 

and enhance the ability to maintain and develop their employees. 

13- It has become clear that human resources management strategies are very 

important despite their weak implementation in construction industry. Where 

polarization and recruitment strategy  was ranked first. 

14- It was founded that human resource management strategies practice came below 

the desired level and polarization and recruitment strategy  ranked first and 

came at an average level. This is evidence of poor interest in human resources 

management strategies 

15- Construction industry suffer from a lack of concern by senior management of 

human resources management strategies 

16- Human resource management strategies in construction companies operating in 

the Gaza Strip are poorly exercised because there is no human resources 

management  department 

17- It was found through the presentation and analysis of the results that there is 

random planning and management of human resources in construction projects 

due to the conditions of companies and the conditions at Gaza Strip. 

18- Human resources management strategies enhance the worker  performance in 

construction industry, which requires the establish  human resources 

management department. 

19- There is a clear weakness in the applications of human resources management 

strategies of all types and factors. 
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5.2 Recommendations 

In the light of the study conclusion the researcher recommended the 

followings:- 

5.2.1 Recommendations Related to Company Management 

1. The necessity for companies to develop their organizational structures in which it 

include a competent human resources department. 

2. The need to companies to analyze jobs based on the requirements of their 

projects. 

3. Designing training programs that meet the needs of all workers which should 

have clear and measurable objectives. 

4. The necessity to develop motivation systems and promotions commensurate with 

workers condition, abilities, and qualifications. 

5. Pay attention to all human resources managements functions as they relate to job 

performance, and thus the success of the project and the company in achieving its 

objectives. 

6. The necessity to develop clear selection and recruitment policies that meet the 

needs of the project which describe that they are objective. 

7. Adopting policies to attract people with skills and qualifications that fit the 

project. 

8. Providing written laws and regulations governing the work of human resources 

and regulate the level of responsibility for all workers to ensure the accuracy of 

the results and outputs of the construction work. 

9. The necessity of  the company heading  towards the workers through the 

development of solutions to their problems, whether inside or outside the work. 

10. Consolidation of human relations within the company in order to ensure working 

as a team. 

11. Paying attention to the psychological factors related to job satisfaction, worker 

tendencies and attitudes toward the construction work, and formulating programs 

to promote their tendencies and attitudes. 

5.2.2 Recommendations Related to Projects Management 

1. Paying attention to all psychological aspects of the workers, and provide working 

conditions to meet their wishes and needs. 

2. Adopting policies of continuous improvement in all construction work inputs, 

especially in the management, planning and monitoring of human resources. 

3. The need to giving motivations and promotions on the light of performance 

evaluation results. 

4. Participation of workers in all administrative tasks and decision-making 

processes, particularly in the field of career planning. 

5. Providing sufficient number of workers for each project in the company and 

specify the working hours according to the standards and regulations governing 

the construction industry in the Gaza Strip. 
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5.2.3 Recommendations Related to Syndicates and Universities 

1- Benefiting from the institutions and centers which related to the training 

programs, and providing training staff with high skills and qualifications that 

suitable for the nature of training programs, especially those directed to specific 

projects. 

2- Raising the level of cooperation between companies and academic institutions in 

the field of training of students, engineers and workers. 

3- Activate the role of the union of contractors in the field of offering training 

programs and cooperation with the competent authorities, especially Engineer 

Syndicate, the Ministry of Works and the Ministry of Housing. 

4- Provide a clear philosophy about the relationship between workers and 

construction companies to ensure growth and development. 

5- Provide labor regulations to ensure that the worker has all his rights in 

construction industry. 

5.2.4 Recommendations Related to Workers 

1- Affording the workers tasks commensurate with the nature of their qualifications, 

mental, and physical abilities. 

2- The necessity of commitment of all workers to receive the training programs 

offered and designed by companies. 

3- Workers must commitment with principle of self-learning, capabilities and 

expertise enhancement. 

4- Paying attention to the ideas of creative workers, and giving workers the freedom 

to express their views and ideas in performance improving. 

5- Pay attention to forming work-teams with varied of skills and qualification, to 

implement collaborative tasks which the project required it. 

6- Adopting quality standards in the performance of tasks, and to commit all 

workers to the accuracy and speed of the tasks they perform. 

 

5.3 Suggestions Farther Studies. 

1. Conducting further studies on HRM practices and their relationship to other 

variables such as regulatory citizenship behavior, performance quality, and job 

satisfaction in the construction industry. 

2. To conduct a study to develop a proposed scenario for strengthening human 

resources management practices in the construction industry in the Gaza Strip. 

3.  Conducting studies on recruitment and selection policies and their relationship to 

workers' loyalty to their facilities. 
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 وة أعضاء ىيئة التدريس وخبراء إدارة المشروعات اليندسية.األخ

 السالم عميكم ورحمة اهلل وبركاتو.

استراتيجيات إدارة الموارد البشرية وأثرىا عمى أداء العاممين يقوم الباحث بإعداد دراسة بعنوان: "
مية ". وذلك استكمااًل لمتطمبات الحصول عمى درجة الماجستير من كفي صناعة اإلنشاءات

 اليندسة ماجستير إدارة المشروعات اليندسية.

وتحقيقًا ألىداف الدراسة فإن الباحث قام باالطالع عمى األدبيات المتعمقة بإدارة الموارد البشرية، 
واألدبيات المتعمقة بأداء العاممين، وقام بتطوير استبانة تنقسم إلى محور البيانات الشخصية، 

ركة، ومحور يتعمق باستراتيجيات إدارة الموارد البشرية، ومحور ومحور البيانات المتعمقة بالش
 يتعمق بأداء العاممين.

ويعرض عميكم الباحث ىذه االستبانة بغرض تحكيميا والتحقق من سالمتيا المغوية، وقدرتيا عمى 
قياس ما وضعت ألجل قياسو، والحكم عمى مناسبتيا لطبيعة الدراسة، فأرجو من سيادتكم قراءة 

 االستبانة بتمعن شديد، ومن ثم عرض مقترحاتكم وآرائكم حوليا. فقرات

 

  -االسم:
  -الدرجة العممية:

  -مكان العمل:
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  -الفئة المستيدفة:

تحقيقًا ألىداف الدراسة جرى تحديد الفئة المستيدفة والتي سيقوم الباحث بتطبيق االستبانة عمييا 
 في قطاع غزة. ىي: الميندسين العاممين بشركات المقاوالت

 -أىداف الدراسة:

تسعى الدراسة إلى الوقوف عمى تصنيف استراتيجيات إدارة الموارد البشرية حسب أىميتيا، ومن 
ثم الوقوف عمى درجة ممارسة ىذه االستراتيجيات، كذلك تسعى الدراسة إلى الكشف عن مستوى 

 أداء العاممين في شركات المقاوالت.

العالقة بين استراتيجيات إدارة الموارد البشرية وأداء العاممين في وتسعى الدراسة إلى اختبار 
شركات المقاوالت، والتحقق من الفروق في استراتيجيات إدارة الموارد البشرية وأداء العاممين 

 باختالف بعض المتغيرات المتعمقة بالشركة، وبعض المتغيرات المتعمقة بالميندسين.

تراتيجيات إدارة الموارد البشرية بأنيا مجموعة من السياسات وجدير بالذكر أن الباحث عرف اس
واإلجراءات واألنشطة التي تقوم بيا الشركة من أجل تخطيط واستقطاب وتعيين وتدريب وتطوير 

 ومتابعة الموارد البشرية، وتخطيط المسار الوظيفي لمعاممين.

م بيا العامل من أجل تحقيق أما أداء العاممين فعرفو الباحث بأنو مجموعة الجيود التي يقو 
أىداف الشركة، ويقاس من خالل الدرجة التي يحصل عمييا المبحوث في استجابتو عمى محور 

المثابرة ، و المعرفة بمتطمبات العمل اإلنشائي، و كفايات العاممينأداء العاممين والذي يتضمن 
 .نوعية وكمية الميام، و والتفاني
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 أواًل: البيانات الشخصية.

 -ر:العم

 سنة 45إلى أقل من  35من     سنة 35أقل من  

 سنة فأكثر 55  سنة 55سنة إلى أقل من  45من  

 -سنوات الخدمة:

 سنوات 10إلى أقل من  5من    سنوات 5أقل من  

 سنة فأكثر 15  سنة 15إلى أقل من  10من  

 -المؤىل العممي:

 ماجستير فأعمى  بكالوريوس   دبموم 
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 : البيانات األولية لممنشأة.ثانياً 

 -حجم الشركة:

 موظفًا فأكثر 15  موظفاً  15أقل من   

 -عمر الشركة:

 سنة 15إلى أقل من  7من   سنوات 7أقل من  

 سنة فأكثر 15 

 -رأس مال الشركة:

 من مميون دوالر إلى أقل من مميوني دوالر  أقل من مميون دوالر 

 مميوني دوالر فأكثر 

 -ل الشركة:مجال عم

 أخرى حددىا )......(  كيروميكنيك  طرق  أبنية 

 -(:2018- 2010عدد المشاريع التي قامت بتنفيذىا الشركة خالل الفترة )

 مشاريع 10 – 5  مشاريع 5أقل من  

 مشاريع 10أكثر من  
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 ثالثًا: أىمية استراتيجيات إدارة الموارد البشرية.

قراءة استراتيجيات إدارة الموارد البشرية التي يقترحيا الباحث، وتصنيف أرجو من سيادتكم التكرم ب
 ( أمام درجة األىمية المناسبة لك ولشركتك.أىميتيا؛ وذلك من خالل وضع عالمة )

 الفقرات م.
 درجة األىمية ودرجة الممارسة 

كبيرة   
 منخفضة متوسطة كبيرة جداً 

منخفضة 
 جداً 
 

 البشريةاستراتيجية تخطيط الموارد 
      إدارة مختصة بالموارد البشرية. بالشركةيتوفر  0
      .بتحميل الوظائف بدقة إدارة الشركةتقوم  6

الشدددددددركة الحدددددددد األدندددددددى لمميدددددددارات والمدددددددؤىالت الالزمدددددددة تحددددددددد  4
      .لمشروعاتيا

      بوصف المخاطر التي تواجو الموارد البشرية. الشركةتقوم  7
      مواردىا البشرية. كاناتإم الشركةتحدد  5
      .في المستقبل احتياجاتيا من الموارد البشرية الشركةتحدد  1
      مستوى المسؤوليات والميام بوضوح. الشركةتحدد  7
      يوجد وصف وظيفي واضح لكافة العاممين. 1

 استراتيجية االستقطاب والتعيين

ل األمثدل لتدوفير احتياجاتيدا المصدادر الداخميدة السدبي الشدركةتعتبر  0
      من الموارد البشرية.

      .لمعاممينعمى رفع الروح المعنوية  الشركةتعتمد  6
      .بمشروعاتياباستقطاب ذوي الخبرة والكفاءة لمعمل  الشركةتقوم  4

تخطددط الشددركة وظائفيددا بندداًء عمددى طبيعددة المشددروعات التددي تتقدددم  7
      ليا.

      .ذوي الخبرات والميارات النادرة العاممينبعض  ركةالشتستقطب  5

باسددتقطاب المددوارد البشددرية القددادرة عمددى التكيددف مددع  الشددركةتقددوم  1
      .مشروعاتياطبيعة 

      يوجد سياسات واضحة الختيار وتعيين العاممين. 7

الحاليدددة  الشدددركةتتفدددق سياسدددات االختيدددار والتعيدددين مدددع احتياجدددات  1
      مية.والمستقب

 استراتيجية تدريب وتطوير الموارد البشرية
      خطط واضحة في مجال تنمية الموارد البشرية. بالشركةيوجد  0
      مناخ تدريبي جيد. الشركةتوفر  6
      .لطبيعة مشروعاتيابرامج تدريبية مناسبة  الشركةتوفر  4
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      الدقة والميارة. يتولى عمميات التدريب خبراء عمى درجة عالية من 7

بالتعددداون مدددع الجيدددات المختصدددة فدددي مجدددال تددددريب  الشدددركةتقدددوم  5
      العاممين.

اسدددتراتيجيات تطدددوير لمواردىدددا البشدددرية تعتمدددد عمدددى  الشدددركةتقددددم  1
      .احتياجاتيم التدريبية.

مددن أجددل تحقيددق مبدددأ  بددرامج التطددوير والتدددريبالشددركة نتددائج قدديم ت   7
       .جعةالتغذية الرا

تقدددوم الشدددركة بتصدددميم بدددرامج تدريبيدددة لكافدددة العددداممين كددداًل حسدددب  1
      اختصاصو.

 متابعة الموارد البشريةاستراتيجية 
      يوجد إدارة مختصة بالرقابة عمى أداء العاممين. 0
      تقدم دائرة الرقابة تقارير حول أداء العاممين. 6
      وتسعى لتمبيتيا. تتابع الشركة حاجات العاممين 4
      تسيم الشركة في عالج مشكالت العاممين. 7
      تتابع الشركة تطور العاممين باستمرار. 5

تضددددددع الشددددددركة اسددددددتراتيجيات التحسددددددين المسددددددتمر ألداء المددددددوارد  1
 البشرية.

     

تضددددددع الشددددددركة قددددددوانين ولددددددوائح تتعمددددددق بددددددالتزام المددددددوارد البشددددددرية  7
 بمسؤولياتيا.

     

      تتبع الشركة أساليب الثواب والعقاب العادلة. 1
 استراتيجية تخطيط المسار الوظيفي

      تعمل الشركة عمى تنمية ميول واتجاىات العاممين نحو أعماليم. 0
      يوجد نظام حوافز عادل في الشركة. 6

تستند الشركة عمى قوانين ولوائح واضحة فدي مجدال الترقيدة والنمدو  4
      لوظيفي.ا

يساعد المسار الوظيفي عمى وضدع الموظدف المناسدب فدي المكدان  7
      المناسب.

      تضع الشركة المسار الوظيفي لكافة دوائرىا بشكل تشاركي. 5

تعتمددددد الشددددركة عمددددى ىيكددددل تنظيمددددي مددددرن فددددي تخطدددديط المسددددار  1
      الوظيفي لمعاممين.

عالقدة العداممين بداإلدارة  تعتمد الشركة عمى سياسات واضحة حول 7
      العميا.

      يوجد وصف واضح لعالقة العاممين ببعضيم البعض. 1
 

 
 



216 
 

 خامسًا: أداء العاممين.
أمامك مجموعة من الفقرات التي تعبر عن أداء الميام المنوطة بك بالدقة والسرعة والجودة، 

أمام الدرجة التي توافق األداء  (والمطموب من سيادتكم قراءة الفقرات بعناية ووضع عالمة )
 الخاص بك.

 أداء العاممين م.
بدرجة 
كبيرة 
 جداً 

بدرجة 
 كبيرة

بدرجة 
 متوسطة

بدرجة 
 منخفضة

بدرجة 
منخفضة 

 جداً 
 كفايات العاممين

      يتوفر بالشركة عدد كافي من العاممين. 0
      يمتزم العاممون بكافة متطمبات وظائفيم. 6

4 
ين خبددددرات تناسددددب طبيعددددة العمددددل يوجددددد لدددددى العددددامم

 اإلنشائي.
     

7 
تتناسدددب مدددؤىالت العددداممين مدددع طبيعدددة الميدددام التدددي 

 يقومون بيا.
     

5 
يقددددددم العددددداممون أقصددددددى جيدددددودىم مددددددع أجدددددل نجدددددداح 

 المشروع.
     

1 
يوجدددد كفايدددات فنيدددة وىندسدددية تتناسدددب مدددع متطمبدددات 

 المشروع.
     

 متطمبات العمل اإلنشائيالمعرفة ب
      يمتزم العاممون بكافة الميام المنوطة بيم. 7
      يعرف كل موظف ميامو بشكل جيد. 1
      يسعى معظم العاممين إلى تحسين مستوى قدراتيم. 9

      يمتحق العاممون بالتدريبات التي تمنحيا الشركة. 01
      يستفيد العاممون من األخطاء التي يقعون بيا. 00

06 
عددددداممون عدددددن طبيعدددددة الميمدددددة قبدددددل البددددددء يستفسدددددر ال

 بإنجازىا.
     

 المثابرة والتفاني
      يبدي كافة العاممين الجدية الكافية لمعمل. 04

07 
يعتبدددددددر العددددددداممون أىدددددددداف الشدددددددركة مثدددددددل أىددددددددافيم 

 .الشخصية
     

05 
يبدي العاممون الرغبة بالتأخير بمكاتبيم وأعماليم مدن 

 .أجل إتمام الميام
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      يبدي العاممون اىتماميم بنتائج تقييم أدائيم. 01
      .يقدم العاممون أفكارًا إبداعية لتطوير األداء 07
      يشارك العاممون في اتخاذ القرارات. 01

 نوعية وكمية الميام

09 
يتددددددوفر بالشددددددركة خبددددددرات وميددددددارات تناسددددددب طبيعددددددة 

 الميام.
     

      .يقومون بو من ميامييتم كافة العاممون بجودة ما  61
      لمعمل تحت الضغوط. يستعد العاممون 60
      .يخطط العاممون جيدًا ألداء مياميم اليومية 66

64 
تشدددددكل الشدددددركة فدددددرق عمدددددل إلنجددددداز بعدددددض الميدددددام 

 التعاونية.
     

      .يقوم العاممين بأداء مياميم بالدقة والسرعة الالزمة 67
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Appendix (2): Referee Committee 

No. Name Qualification 

1. Eng. Hikmat Al- Khairy UNDP 

2. Eng. Tarek Shatat UNDP 

3. Dr. Azzam Abu- Habib UNRWA 

4. Dr. Waseem Al- Habeel Islamic University 

5. Dr. Khaled Al- Hallaq Islamic University 

6. Dr. Jawad Al- Agha Syndicate of engineer 

7. Eng. Bassam Dabour 
University College of Science & 

Technology 

8. Eng. Arafa Sokeak Private Sector 

9. Dr. Mohmad Ishtawi Quds Open University 
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Appendix (3): The final Questionnaire – Arabic copy 

 

 

 

 

 

Human Resources Management Strategies 

and its Impact on the Workers Performance 

in the Construction Industry 

 

استراتيجيات إدارة الموارد البشرية وأثرىا عمى أداء العاممين في 
 صناعة اإلنشاءات

 
 اعداد الباحث:

 م. محمد عصام الروبي
 
 

 إشراف:
 د. بسام تايو

 أستاذ اإلنشاءات المساعد
 

 م2018ه/  1439
 

 غــــزة  -الجامعــــــــــــة اإلسالميــــــــــة 
 شئون البحث العممي والدراسات العميا

 ةــة المدنيـــاليندس –ة ـــــاليندس ةـــكميـ
 وعات اليندسيـــةر ـــــإدارة المشماجستير 

 

The Islamic University – Gaza 

Research and Postgraduate Affairs 

Faculty of Engineering – Civil Engineering 

Master Construction Project Management 
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 السالم عميكم ورحمة اهلل وبركاتو.

استراتيجيات إدارة الموارد البشرية وأثرىا عمى أداء العاممين يقوم الباحث بإعداد دراسة بعنوان: "
". وذلك استكمااًل لمتطمبات الحصول عمى درجة الماجستير من كمية في صناعة اإلنشاءات

 اليندسة ماجستير إدارة المشروعات اليندسية.

ألىداف الدراسة فإن الباحث قام باالطالع عمى األدبيات المتعمقة بإدارة الموارد البشرية،  وتحقيقاً 
واألدبيات المتعمقة بأداء العاممين، وقام بتطوير استبانة تنقسم إلى محور البيانات الشخصية، 

ومحور ومحور البيانات المتعمقة بالشركة، ومحور يتعمق باستراتيجيات إدارة الموارد البشرية، 
 يتعمق بأداء العاممين.

 -الفئة المستيدفة:

تحقيقًا ألىداف الدراسة جرى تحديد الفئة المستيدفة والتي سيقوم الباحث بتطبيق االستبانة عمييا 
 ىي: الميندسين العاممين بشركات المقاوالت في قطاع غزة.

 -أىداف الدراسة:

ة الموارد البشرية حسب أىميتيا، ومن تسعى الدراسة إلى الوقوف عمى تصنيف استراتيجيات إدار 
ثم الوقوف عمى درجة ممارسة ىذه االستراتيجيات، كذلك تسعى الدراسة إلى الكشف عن مستوى 

 أداء العاممين في شركات المقاوالت.

وتسعى الدراسة إلى اختبار العالقة بين استراتيجيات إدارة الموارد البشرية وأداء العاممين في 
والتحقق من الفروق في استراتيجيات إدارة الموارد البشرية وأداء العاممين  شركات المقاوالت،

 باختالف بعض المتغيرات المتعمقة بالشركة، وبعض المتغيرات المتعمقة بالميندسين.

 غــــزةبــــــــة اإلسالميــــــــــة الجامعــــ
 اشئون البحث العممي والدراسات العمي

 ةــة المدنيـــاليندس –ة ـــــاليندس ةـــكميـ
 روعات اليندسيـــةـــــإدارة المشماجستير 

 

The Islamic University Of  Gaza 

Deanship of Research and Postgraduate  

Faculty of Engineering – Civil Engineering 

Master Construction Project Management 
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وجدير بالذكر أن الباحث عرف استراتيجيات إدارة الموارد البشرية بأنيا مجموعة من السياسات 
ي تقوم بيا الشركة من أجل تخطيط واستقطاب وتعيين وتدريب وتطوير واإلجراءات واألنشطة الت

 ومتابعة الموارد البشرية، وتخطيط المسار الوظيفي لمعاممين.

أما أداء العاممين فعرفو الباحث بأنو مجموعة الجيود التي يقوم بيا العامل من أجل تحقيق 
بحوث في استجابتو عمى محور أىداف الشركة، ويقاس من خالل الدرجة التي يحصل عمييا الم

المثابرة ، و المعرفة بمتطمبات العمل اإلنشائي، و كفايات العاممينأداء العاممين والذي يتضمن 
 .نوعية وكمية الميام، و والتفاني
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 أواًل: البيانات الشخصية.

 -العمر:

 سنة 75إلى أقل من  45من      سنة 45أقل من  
 سنة فأكثر 55  سنة 55سنة إلى أقل من  75من  

 -سنوات الخبرة:
 سنوات 01إلى أقل من  5من            سنوات 5أقل من  
 سنة فأكثر 05          سنة 05إلى أقل من  01من  

 -سنوات الخدمة بالشركة:
 سنوات 01إلى أقل من  5من            سنوات 5أقل من  
 سنة فأكثر 05          سنة 05إلى أقل من  01من  

 -المؤىل العممي:
 ماجستير فأعمى  بكالوريوس   دبموم 

 -المسمى الوظيفي:
 مدير مشروع  ميندس مكتب  ميندس موقع 

  



223 
 

 ثانيًا: البيانات األولية لممنشأة.

 -عدد الموظفين بالشركة:
 موظفين 01إلى  5من    موظفين 5أقل من  
 موظفاً  05أكثر من   موظفًا   05إلى  00من  

 -سنوات عمل الشركة منذ التأسيس:عدد 
 سنة 01إلى أقل من  5من    سنوات 5أقل من  
 سنة فأكثر 05  سنة  05إلى أقل من  01من  

 -تصنيف الشركة حسب لجنة التصنيف الوطنية:
 درجة ثالثة  درجة ثانية    درجة أولى  

 -مجال عمل الشركة:
 .....(أخرى )......  كيروميكنيك  طرق  أبنية 

 -(:6101-6104عدد المشاريع التي قامت بتنفيذىا الشركة خالل الفترة )
 مشروعًا فأكثر 00 مشاريع 01 – 5  مشاريع 5أقل من  

 -(:6101-6104قيمة المشاريع التي قامت بتنفيذىا الشركة خالل الفترة )
 مميون دوالر 01إلى أقل من  5من     مميون دوالر 5أقل من  

 مميون دوالر فأكثر 05  مميون دوالر  05إلى أقل من  01من 
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 ثالثًا: أىمية استراتيجيات إدارة الموارد البشرية.

أرجو من سيادتكم التكرم بقراءة استراتيجيات إدارة الموارد البشرية التي يقترحيا الباحث، وتصنيف 
ك ولشركتك ولمدى ( أمام درجة األىمية المناسبة لأىميتيا؛ وذلك من خالل وضع عالمة )

 الممارسة لدى الشركة.

 م.
 درجة األىمية الفقرات

 10               1 استراتيجية تخطيط الموارد البشرية
  إدارة مختصة بالموارد البشرية. لدى الشركةيتوفر  0
  بتحميل الوظائف بدقة. إدارة الشركةتقوم  6

الالزمدة لمطدواقم الفنيدة الشدركة الحدد األدندى لمميدارات والمدؤىالت تحدد  4
 العاممة في مشروعاتيا

 

  بوصف المخاطر التي تواجو الموارد البشرية. الشركةتقوم  7
  مواردىا البشرية. الشركة إمكاناتتحدد  5
  من الموارد البشرية.المستقبمية احتياجاتيا  الشركةتحدد  1
  مستوى المسؤوليات والميام بوضوح. الشركةتحدد  7
  وصف وظيفي واضح لكافة العاممين. يوجد 1
  تخطط الشركة وظائفيا بناًء عمى طبيعة المشروعات التي تتقدم ليا. 9

 استراتيجية االستقطاب والتعيين

المصدادر الداخميدة السدبيل األمثدل لتدوفير احتياجاتيدا مدن  الشركةتعتبر  0
 الموارد البشرية.

 

  .معاممينلعمى رفع الروح المعنوية  الشركةتعتمد  6
  .بمشروعاتياباستقطاب ذوي الخبرة والكفاءة لمعمل  الشركةتقوم  4
  ذوي الخبرات والميارات النادرة. العاممينبعض  الشركةتستقطب  7

باستقطاب الموارد البشرية القادرة عمدى التكيدف مدع طبيعدة  الشركةتقوم  5
 .مشروعاتيا

 

  مين.يوجد سياسات واضحة الختيار وتعيين العام 1

الحاليدددددة  الشدددددركةتتفدددددق سياسدددددات االختيدددددار والتعيدددددين مدددددع احتياجدددددات  7
 والمستقبمية.

 

 استراتيجية تدريب وتطوير الموارد البشرية
  خطط واضحة في مجال تنمية الموارد البشرية. بالشركةيوجد  0
  مناخ تدريبي جيد. الشركةتوفر  6
  .شروعاتيالطبيعة مبرامج تدريبية مناسبة  الشركةتوفر  4
  يتولى عمميات التدريب خبراء عمى درجة عالية من الدقة والميارة. 7

بالتعددددداون مدددددع الجيدددددات المختصدددددة فدددددي مجدددددال تددددددريب  الشدددددركةتقدددددوم  5
 العاممين.
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اسدددددتراتيجيات تطدددددوير لمواردىدددددا البشدددددرية تعتمدددددد عمدددددى  الشدددددركةتقددددددم  1
 احتياجاتيم التدريبية.

 

مدددن أجدددل تحقيدددق مبددددأ  تطدددوير والتددددريببدددرامج الالشدددركة نتدددائج قددديم ت   7
 .التغذية الراجعة

 

تقدددددوم الشدددددركة بتصدددددميم بدددددرامج تدريبيدددددة لكافدددددة العددددداممين كددددداًل حسدددددب  1
 اختصاصو.

 

 متابعة الموارد البشريةاستراتيجية 
  يوجد إدارة مختصة بالرقابة عمى أداء العاممين. 0
  تقدم دائرة الرقابة تقارير حول أداء العاممين. 6

تيتم الشركة بإنجاز العاممين وتحقيدق األىدداف أكثدر مدن عددد سداعات  4
 الدوام.

 

  تسيم الشركة في عالج مشكالت العاممين. 7
  تتابع الشركة تطور العاممين باستمرار. 5
  تضع الشركة استراتيجيات التحسين المستمر ألداء الموارد البشرية. 1
  تزام الموارد البشرية بمسؤولياتيا.تضع الشركة قوانين ولوائح تتعمق بال 7
  تتبع الشركة أساليب الثواب والعقاب العادلة. 1
  يوجد نظام حوافز عادل في الشركة. 9

 استراتيجية تخطيط المسار الوظيفي
  تعمل الشركة عمى تنمية ميول واتجاىات العاممين نحو أعماليم. 0

مجدددال الترقيددة والنمدددو تسددتند الشددركة عمدددى قددوانين ولدددوائح واضددحة فددي  6
 الوظيفي.

 

يسددداعد التخطددديط السدددميم عمدددى وضدددع الموظدددف المناسدددب فدددي المكدددان  4
 المناسب.

 

  تضع الشركة المسار الوظيفي لكافة دوائرىا بشكل تشاركي. 7

تعتمددد الشددركة عمددى ىيكددل تنظيمددي مددرن فددي تخطدديط المسددار الددوظيفي  5
 لمعاممين.

 

ة حدددول عالقدددة العددداممين بددداإلدارة تعتمدددد الشدددركة عمدددى سياسدددات واضدددح 1
 العميا.

 

  يوجد وصف واضح لعالقة العاممين ببعضيم البعض. 7
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 ثالثًا: درجة ممارسة استراتيجيات إدارة الموارد البشرية.

أرجو من سيادتكم التكرم بقراءة استراتيجيات إدارة الموارد البشرية التي يقترحيا الباحث، وتصنيف 
( أمام درجة األىمية المناسبة لك ركتكم؛ وذلك من خالل وضع عالمة )درجة ممارستيا في ش

 ولشركتك ولمدى الممارسة لدى الشركة.

 درجة الممارسة الفقرات م.
 10               1 استراتيجية تخطيط الموارد البشرية 
  إدارة مختصة بالموارد البشرية. لدى الشركةيتوفر  0
  ل الوظائف بدقة.بتحمي إدارة الشركةتقوم  6

الشدركة الحدد األدندى لمميدارات والمدؤىالت الالزمدة لمطدواقم الفنيدة تحدد  4
  العاممة في مشروعاتيا

  بوصف المخاطر التي تواجو الموارد البشرية. الشركةتقوم  7
  مواردىا البشرية. الشركة إمكاناتتحدد  5
  بشرية.من الموارد الالمستقبمية احتياجاتيا  الشركةتحدد  1
  مستوى المسؤوليات والميام بوضوح. الشركةتحدد  7
  يوجد وصف وظيفي واضح لكافة العاممين. 1
  تخطط الشركة وظائفيا بناًء عمى طبيعة المشروعات التي تتقدم ليا. 9

 استراتيجية االستقطاب والتعيين

ا مدن المصدادر الداخميدة السدبيل األمثدل لتدوفير احتياجاتيد الشركةتعتبر  0
  الموارد البشرية.

  .لمعاممينعمى رفع الروح المعنوية  الشركةتعتمد  6
  .بمشروعاتياباستقطاب ذوي الخبرة والكفاءة لمعمل  الشركةتقوم  4
  ذوي الخبرات والميارات النادرة. العاممينبعض  الشركةتستقطب  7

مدع طبيعدة  باستقطاب الموارد البشرية القادرة عمدى التكيدف الشركةتقوم  5
  .مشروعاتيا

  يوجد سياسات واضحة الختيار وتعيين العاممين. 1

الحاليدددددة  الشدددددركةتتفدددددق سياسدددددات االختيدددددار والتعيدددددين مدددددع احتياجدددددات  7
  والمستقبمية.

 استراتيجية تدريب وتطوير الموارد البشرية
  خطط واضحة في مجال تنمية الموارد البشرية. بالشركةيوجد  0
  مناخ تدريبي جيد. الشركةتوفر  6
  .لطبيعة مشروعاتيابرامج تدريبية مناسبة  الشركةتوفر  4
  يتولى عمميات التدريب خبراء عمى درجة عالية من الدقة والميارة. 7

بالتعددددداون مدددددع الجيدددددات المختصدددددة فدددددي مجدددددال تددددددريب  الشدددددركةتقدددددوم  5
  العاممين.
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تعتمدددددد عمدددددى اسدددددتراتيجيات تطدددددوير لمواردىدددددا البشدددددرية  الشدددددركةتقددددددم  1
  احتياجاتيم التدريبية.

مدددن أجدددل تحقيدددق مبددددأ  بدددرامج التطدددوير والتددددريبالشدددركة نتدددائج قددديم ت   7
  .التغذية الراجعة

تقدددددوم الشدددددركة بتصدددددميم بدددددرامج تدريبيدددددة لكافدددددة العددددداممين كددددداًل حسدددددب  1
  اختصاصو.

 متابعة الموارد البشريةاستراتيجية 
  العاممين. يوجد إدارة مختصة بالرقابة عمى أداء 0
  تقدم دائرة الرقابة تقارير حول أداء العاممين. 6

تيتم الشركة بإنجاز العاممين وتحقيدق األىدداف أكثدر مدن عددد سداعات  4
  الدوام.

  تسيم الشركة في عالج مشكالت العاممين. 7
  تتابع الشركة تطور العاممين باستمرار. 5
  تضع الشركة استراتيجيات التحسين المستمر ألداء الموارد البشرية. 1
  تضع الشركة قوانين ولوائح تتعمق بالتزام الموارد البشرية بمسؤولياتيا. 7
  تتبع الشركة أساليب الثواب والعقاب العادلة. 1
  يوجد نظام حوافز عادل في الشركة. 9

 استراتيجية تخطيط المسار الوظيفي
  مل الشركة عمى تنمية ميول واتجاىات العاممين نحو أعماليم.تع 0

تسددتند الشددركة عمدددى قددوانين ولدددوائح واضددحة فددي مجدددال الترقيددة والنمدددو  6
  الوظيفي.

يسددداعد التخطددديط السدددميم عمدددى وضدددع الموظدددف المناسدددب فدددي المكدددان  4
  المناسب.

  تضع الشركة المسار الوظيفي لكافة دوائرىا بشكل تشاركي. 7

تعتمددد الشددركة عمددى ىيكددل تنظيمددي مددرن فددي تخطدديط المسددار الددوظيفي  5
  لمعاممين.

تعتمدددد الشدددركة عمدددى سياسدددات واضدددحة حدددول عالقدددة العددداممين بددداإلدارة  1
  العميا.

  يوجد وصف واضح لعالقة العاممين ببعضيم البعض. 7
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 رابعًا: أداء العاممين.
الميام المنوطة بك بالدقة والسرعة والجودة،  أمامك مجموعة من الفقرات التي تعبر عن أداء

( أمام الدرجة التي توافق األداء والمطموب من سيادتكم قراءة الفقرات بعناية ووضع عالمة )
 الخاص بك.

 م.
 الدرجة أداء العاممين

 10               1 كفايات العاممين
  يتوفر بالشركة عدد كافي من العاممين. 0
  ون بكافة المتطمبات الفنية والميارات الالزمة ألداء وظائفيم.يمتزم العامم 6
  يوجد لدى العاممين خبرات تتناسب مع طبيعة عمميم. 4
  تتناسب مؤىالت العاممين مع طبيعة الميام التي يقومون بيا. 7
  يقدم العاممون أقصى جيودىم مع أجل نجاح المشروع. 5
  مع متطمبات المشروع. يوجد كفايات فنية وىندسية تتناسب 1

 المعرفة بمتطمبات العمل
  يمتزم العاممون بكافة الميام المنوطة بيم. 0
  يعرف كل موظف ميامو بشكل جيد. 6
  يسعى معظم العاممين إلى تحسين مستوى قدراتيم. 4
  يمتحق العاممون بالتدريبات التي تمنحيا الشركة. 7
  لجتيا وتجنبيا بالمستقبل.يستفيد العاممون من األخطاء بمعا 5
  يستفسر العاممون عن طبيعة الميمة قبل البدء بإنجازىا. 1

 المثابرة والتفاني
  يبدي كافة العاممين الجدية الكافية لمعمل. 0
  يعتبر العاممون تحقيق أىداف الشركة جزءًا من أىدافيم الشخصية. 6
  .اليم من أجل إتمام المياميبدي العاممون الرغبة بالتأخير بمكاتبيم وأعم 4
  يبدي العاممون اىتماميم بنتائج تقييم أدائيم. 7
  .يقدم العاممون أفكارًا إبداعية لتطوير األداء 5
  يشارك العاممون في اتخاذ القرارات. 1

 نوعية وكمية الميام
  يتوفر بالشركة خبرات وميارات تناسب طبيعة الميام. 0
  .بجودة ما يقومون بو من ميامييتم كافة العاممون  6
  لمعمل تحت الضغوط. يستعد العاممون 4
  .يخطط العاممون جيدًا ألداء مياميم اليومية 7
  تشكل الشركة فرق عمل إلنجاز بعض الميام التعاونية. 5
  .يقوم العاممون بأداء مياميم بالدقة والسرعة الالزمة 1
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Appendix (4): The final Questionnaire – English copy 
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The researcher is preparing a study entitled: "Human resources 

management strategies and their impact on the performance of 

workers in the construction industry". In order to complete the 

requirements for obtaining a master's degree from the College of 

Engineering, Master of Engineering Projects Management. 

In order to achieve the objectives of the study, the researcher 

studied the literature on human resources management and the literature 

related to the performance of workers. Then he developed a 

questionnaire, which is divided into the personal data axis, the company's 

data axis, a human resources management strategies axis, and a staff 

performance axis. 

Target group:- 

In order to achieve the objectives of the study, the researcher will 

apply this questionnaire are on: Engineers working in contracting 

companies in the Gaza Strip. 

Objectives of the study :  

The study seeks to identify the classification of human resources 

management strategies according to their importance, And then to 

determine the degree of practicing these strategies, The study also seeks 

to reveal the level of performance of workers in construction companies. 

The study seeks to examine the relationship between human 

resources management strategies and the performance of workers in 

construction companies, And verify the differences in human resources 

management strategies and the performance of workers according to 

some differences related to the company, And some differences related to 

engineers. 

 غــــزة  -الجامعــــــــــــة اإلسالميــــــــــة 
 البحث العممي والدراسات العميا عمادة

 ةــة المدنيـــاليندس –ة ـــــاليندس ةـــكميـ
 روعات اليندسيـــةـــــإدارة المشماجستير 

 

The Islamic University – Gaza 

Deanship of Research and Postgraduate  

Faculty of Engineering – Civil Engineering 

Master Construction Project Management 
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It is worth mentioning that the researcher defined human resource 

management strategies as a set of policies, procedures and activities 

undertaken by the company in order to plan, polarize, recruit, train, 

develop and follow up human resources, and plan the career of workers. 

According to the researcher, the worker's performance is defined  

as the group of efforts undertaken by the worker in order to achieve the 

objectives of the company, and measured by the degree obtained by the 

respondent in his response to the axis of the performance of the workers, 

which includes the competencies of the workers, and knowledge of the 

requirements of the construction work, perseverance and dedication and 

quality and quantity of tasks. 

 

  



232 
 

First : Personal Data :- 

Age:  

Less than 35 Years    35 to less than 45 

From 45 to less than 55   55 years or more 

Years of service:- 

Less than 5 years    from 5 to less than 10 

From 10 to less 15    15 years or more  

Qualifications  

Diploma   BA   MA or higher education   

Job title:   Site engineer  Office engineer 

Project manger 
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Second : The primary data for the company:-   

Number of workers 

Less than 5 workers          from 5 to less than 10 

From 10 to less than 15   15 or more 

 

Number of work years for the company since its start:- 

Less than 5 years    from 5 to less than 10 

from 10 to less than 15   15 years /or more 

 

Classification of company by National Classification Committee: 

First    second   third  

 

The company's work field:  

Buildings    Roads 

Electromechanical    other  

Number of projects implemented between the years (2010 – 2018) 

Less than 5 projects  from 5-10 projects 

More than 10 projects 

Value of projects implemented by the company between (2013-2018): 

Less than 5 Million $   from 5 to less than 10  

From 10 to less than 15   15 Million $ or more 

 

 

  



234 
 

Third: The Importance of Human Resources Management 

Strategies.  

Please read the human resources management strategies proposed 

by the researcher, and classify its importance, by marking the answer 

according to how important it is to you and your company using (√),And 

to the practice of the company. Where the researcher gave a score ranging 

from 1 to 10, where (1 = very low) and (10 very large), both on the 

degree of importance. 

No. Items 1                  10 

Human Resources Planning Strategy 

1. The company has a human resources department.  

2. 
The company's management analyzes the functions 

accurately. 
 

3. 
The Company shall determine the minimum skills and 

qualifications required for its projects. 
 

4. 
The Company describes the risks that face the human 

resources. 
 

5. 
The company determines the potential of its human 

resources. 
 

6. 
The company determines its human resources needed in 

the future. 
 

7. 
The company clearly defines the level of responsibilities 

and tasks. 
 

8. There is a clear job description for all workers  

9. 
The company plans its functions based on the nature of 

the projects are applying for. 
 

Strategy of polarization and recruitment 

1. 
The company's internal resources are the best to provide 

its human resource needs. 
 

2. The company relies on raising the morale of workers.  

3. 
The company polarizes the experienced and efficient to 

work its projects. 
 

4. 
The company polarizes some workers with rare expertise 

and skills. 
 

5. 
The company attracts human resources are capable of 

adapting to the nature of its projects. 
 

6. There are clear policies for selecting and hiring staff.  

7. 
Selection and recruitment policies are in line with the 

company's current and future needs. 
 

Strategy of training and development of human resources 

1. 
The company has clear plans in the field of human 

resources development. 
 

2. The company provides a good training environment  

3. 
The company provides training programs suitable for the 

nature of its projects 
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4. 
The training is conducted by experts that have high 

degree of accuracy and skill 
 

5. 
The company cooperates with the competent authorities 

in the field of training workers 
 

6. 
The company offers development strategies for its human 

resources based on their training needs 
 

7. 
The company evaluates the results of development and 

training programs to achieve the principle of feedback 
 

8. 
The company designs training programs for all workers 

according to the specialization 
 

The strategy of Human Resources Following-up 

1. 
There is a department specialized in monitoring worker 

performance 
 

2. 
Management provides reports about workers' 

performance. 
 

3. 

the company cares more about the achievement of the 

workers and achieving the goals of the company more 

than the number of working hours. 
 

4. 
The company contributes to the solving of workers' 

problems. 
 

5. 
The company follows up continuously the development 

of the workers. 
 

6. 
The company develops strategies for continuous 

improvement of human resources performance. 
 

7. 
The Company establishes laws and regulations regarding 

the human resources to commit its responsibilities. 
 

8. 
the company follows fair methods of reward and 

punishment 
 

9. There is a fair incentive system in the company.  

Career planning strategy 

1. 
The company works to develop the interests and attitudes 

of workers towards their work. 
 

2. 
The company is based on clear laws and regulations in 

the field of promotion and career development. 
 

3. 
Proper planning helps to put the right worker in the right 

place. 
 

4. 
The company sets the career path for all its departments 

in a participatory shape. 
 

5. 
The company relies on a flexible organizational structure 

in the career planning of workers. 
 

6. 

The company relies on clear policies regarding the 

relationship of senior management personnel with the 

workers. 
 

7. 
There is a clear description of the relationship of workers 

to each other. 
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Third: The Practice of Human Resources Management Strategies.  

Please read the human resources management strategies proposed 

by the researcher, and classify its practice. Where the researcher gave a 

score ranging from 1 to 10, where (1 = very low) and (10 very large), 

both on the degree of practice. 

No. Items 1                  10 

Human Resources Planning Strategy 

1. The company has a human resources department.  

2. 
The company's management analyzes the functions 

accurately. 
 

3. 
The Company shall determine the minimum skills and 

qualifications required for its projects. 
 

4. 
The Company describes the risks that face the human 

resources. 
 

5. 
The company determines the potential of its human 

resources. 
 

6. 
The company determines its human resources needed in 

the future. 
 

7. 
The company clearly defines the level of responsibilities 

and tasks. 
 

8. There is a clear job description for all workers  

9. 
The company plans its functions based on the nature of 

the projects are applying for. 
 

Strategy of polarization and recruitment 

1. 
The company's internal resources are the best to provide 

its human resource needs. 
 

2. The company relies on raising the morale of workers.  

3. 
The company polarizes the experienced and efficient to 

work its projects. 
 

4. 
The company polarizes some workers with rare expertise 

and skills. 
 

5. 
The company attracts human resources are capable of 

adapting to the nature of its projects. 
 

6. There are clear policies for selecting and hiring staff.  

7. 
Selection and recruitment policies are in line with the 

company's current and future needs. 
 

Strategy of training and development of human resources 

1. 
The company has clear plans in the field of human 

resources development. 
 

2. The company provides a good training environment  

3. 
The company provides training programs suitable for the 

nature of its projects 
 

4. 
The training is conducted by experts that have high 

degree of accuracy and skill 
 

5. 
The company cooperates with the competent authorities 

in the field of training workers 
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6. 
The company offers development strategies for its human 

resources based on their training needs 
 

7. 
The company evaluates the results of development and 

training programs to achieve the principle of feedback 
 

8. 
The company designs training programs for all workers 

according to the specialization 
 

The strategy of Human Resources Following-up 

1. 
There is a department specialized in monitoring worker 

performance 
 

2. 
Management provides reports about workers' 

performance. 
 

3. 

the company cares more about the achievement of the 

workers and achieving the goals of the company more 

than the number of working hours. 
 

4. 
The company contributes to the solving of workers' 

problems. 
 

5. 
The company follows up continuously the development 

of the workers. 
 

6. 
The company develops strategies for continuous 

improvement of human resources performance. 
 

7. 
The Company establishes laws and regulations regarding 

the human resources to commit its responsibilities. 
 

8. 
the company follows fair methods of reward and 

punishment 
 

9. There is a fair incentive system in the company.  

Career planning strategy 

1. 
The company works to develop the interests and attitudes 

of workers towards their work. 
 

2. 
The company is based on clear laws and regulations in 

the field of promotion and career development. 
 

3. 
Proper planning helps to put the right worker in the right 

place. 
 

4. 
The company sets the career path for all its departments 

in a participatory shape. 
 

5. 
The company relies on a flexible organizational structure 

in the career planning of workers. 
 

6. 

The company relies on clear policies regarding the 

relationship of senior management personnel with the 

workers. 
 

7. 
There is a clear description of the relationship of workers 

to each other. 
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Fourth: the performance of workers. 
Before you, a set of paragraphs express the performance of your tasks 

with accuracy, speed, and quality. You are required to read the 

paragraphs carefully and mark () in front of the degree that corresponds 

to your performance. Where the researcher gave a rating ranging from (1 

to 10), where (1 = very low), and (10 very large) 

No. Items 1                  10 

Competencies of workers 

1. The company has a sufficient number of workers.  

2. 
Workers are committed to all skills and technical requirements 

required to perform their functions 
 

3. 
Workers have experience commensurate with the nature of 

their work. 
 

4. 
The qualifications of the workers correspond to the nature of 

the tasks they perform. 
 

5. Workers are their best for the success of the project.  

6. 
There are technical and engineering competencies 

commensurate with the requirements of the project. 
 

Knowledge of work requirements 

1. Workers are committed to all tasks assigned to them.  

2. Every worker knows his tasks well.  

3. Most of the workers seek to improve their abilities.  

4. The workers join the training provided by the company.  

5. 
Workers benefit from mistakes by Processing them and 

avoiding them in the future. 
 

6. Workers ask about the nature of the task before it begins.  

Perseverance and dedication 
1. All workers are taking their work seriously.  

2. 
Workers count the company's goals as part of their personal 

goals. 
 

3. 
Workers show a desire to stay late their offices and work to 

complete the tasks. 
 

4. 
Workers show interest in the results of their performance 

evaluation. 
 

5. Workers provide creative ideas for performance development.  

6. Workers participate in decision making  

Quality and quantity of tasks 

1. 
The company has provided and skills that suit the nature of the 

tasks. 
 

2. All workers are eager about the quality of their tasks.  

3. Workers are ready to work under pressure.  

4. The workers plan well to perform their daily tasks.  

5. 
The company forms work teams to accomplish some 

cooperative tasks. 
 

6. 
Workers perform their tasks with the required accuracy and 

speed 
 

 


