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Employees represent the essential assets of any organization. 
The best organizations oversee human capital in the most efficient 
and effective way (Nethmini & Ismail, 2019). Blau (2017) 
highlighted the relevance between human resources management 
(HRM) practices and the employees’ success at work through 
enhanced inspiration and commitment. Hence, employee 
commitment cannot be overlooked as the degree of employee 
commitment can decide employee performance (Ahmad, 2014). 
This paper aims to explore the significance of employee 
commitment as a mediator in the relationship between HRM 
practices and employee performance. The target population is 
employees in the construction industry in Jordan. The respondents 
were selected utilizing a simple random sampling method. 
The data was gathered through a self-administered questionnaire 
and analyzed utilizing structural equation modeling (SEM) in 
IBM SPSS AMOS 24.0. The researcher obtained an aggregate of 
297 usable and completed questionnaires. The study found that:  
1) HRM practices have significant effects on employee 
performance, 2) employee commitment has significant effects on 
employee performance, 3) HRM practices have significant effects 
on employee commitment, and more importantly, and 4) employee 
commitment partially mediates the relationship between HRM 
practices and employee performance. The implications of the study 
are also examined. 
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1. INTRODUCTION 
 
Yearly reports and coordinated effort clarifications 
underlie one ordinary message that individuals are 
viewed as the most essential assets. As needs are, 
the critical part for the achievement and endurance 
of a given affiliation is the openness of the ideal 
labor force at the suitable place also at the ideal 
time (Tabouli, Habtoor, & Nashief, 2016). Hence, it 
should be conceivable to focus on human resources 
management (HRM) practices that oversee human 
resource capital (Emeagwal & Ogbonmwan, 2018). 
Likewise, associations having higher employees’ 
execution are most likely going to convey 
continuously centered yield. Employees’ execution of 
work has been under research for a long time. 
Various internal and external factors impact 
the affiliation (Zafar, Memon, & Khan, 2018).  

So groundbreaking overseeing of the HR 
function is fundamental for any affiliation, which 
tries to succeed. The HR quality, the notion of 
people from just affiliations, employees 
commitment, workers’ satisfaction from the action 
they do, and their experiences all have ramifications 
for the association’s benefit, passing on 
organizations to buyers, definitive picture and 
recognition and its survival (Burke, 2016). 

Furthermore, the advancement of applied 
technologies has brought about new career positions 
with expanding requests available, and it is 
continuously difficult to find people with the correct 
commitment and knowledge for these careers. 
Considering the increase in the number of variables, 
the advancement of the employee commitment 
models has made progressively complex systems 
(Krajcsák, 2016).  

The construction sector is considered amongst 
the most prominent sectors that operate productively 
(the Ministry of Labour, 2018). So construction firms 
were selected since it is one of the important 
economic industries, being that their diversity 
identifies its subareas. On the other side, the 
Jordanian construction sector accepts a significant 
function in the country’s financial activities. It is 
considered one of the susceptible industries to the 
economy during the present development (Jordanian 
Chamber of Industry, 2017).  

On the other contrary, Jordan suffers from 
severe drawbacks, the weak business has powerful 
effects on the labor market, which in turn helps to 
migrate, and numerous educated and skilled 
individuals leave the country, which prompted 
the suspension and closure of many ventures due to 
shortfall of skilled people (Central Bank of Jordan, 
2019). 

Generally, the most significant factors that 
affect low work performance and productivity in 
construction ventures are worker shortage, 
inadequate labor (Assaf & Al-Hejji, 2006; Jarkas & 
Bitar, 2012; Bekr, 2014, 2018; Jarkas, 2015; Al-Rifai 
& Amoudi, 2016; Bagaya & Song, 2016; Samarah & 
Bekr, 2016) low work productivity, staffing 
problems, shortage of technical staff (Aziz & Abdel-
Hakam, 2016), and lack of incentive scheme (Jarkas 
& Bitar, 2012; Jarkas, 2015). 

To accomplish the income anticipated from any 
construction venture with everything taken into 

account, it is basic to have a good controlling hand 
on the output factors that add to the fused 
performance improvement, similar to labor (El-Gohary 
& Aziz, 2014).  

On the other hand, organizations need to 
uphold a permanent workforce that is adequately 
prepared, but this is challenging in times of low 
demand for certain subsectors, such as industrial 
construction where ventures are spread across 
different topographies (Barbosa et al., 2017). Some 
best practices and organizational needs, at the very 
least, create committed employees as a core 
competency of a skilled workforce in order to 
maximize the work performance and output. Because 
the efficient usage of skills, instead of simple 
increment in the supply of skills, is a vital aspect to 
achieve enhanced work performance (Abdel-Wahab, 
Dainty, Ison, Bowen, & Hazlehurst, 2008). 

To address the previously mentioned issues, 
this paper goals to investigate the impacts of HRM 
practices on the performance of the employee and 
employee commitment engaged with Jordanian 
construction ventures and to examine the mediating 
role of employee commitment in relation between 
HRM practices and employee performance in 
Jordanian construction ventures. 

Therefore, the influence of HRM practices on 
the performance of the employees should exist. 
However, the analysis of the impact of HRM 
practices on employee performance, mediating role 
of employee commitment on Jordanian construction 
firms are not yet being investigated. As a result, this 
study aims to make a theoretical contribution by 
reducing the research gap as no such study has 
examined HRM practices in relation to employee 
performance, by mediating the role of employee 
commitment. 

This study develops a framework to address 
the following research questions:  

RQ1: Do HRM practices contribute significantly 
to employee commitment? 

RQ2: Does employee commitment have 
a significant impact on employee performance? 

RQ3: Do HRM practices contribute significantly 
to employee performance? 

RQ4: Does employee commitment mediate 
the relationship between HRM practices and employee 
performance? 

The structure of this paper is as follows. 
Section 2 reviews the related literature and examines 
the exact proof on HRM practices, employee 
commitment, and employee performance for 
the development of the model on the relationships of 
these constructs with respect to the proposed 
hypotheses. As relating to the proposed hypotheses, 
a conceptual framework was developed to 
demonstrate the interrelatedness of HRM practices 
as independent constructs, employee commitment 
as a mediator, and the performance of employees as 
a dependent construct. Section 3 highlights the 
methodology and related strategies utilized in this 
research. Section 4 depicts the results of statistical 
analyses by testing the developed hypotheses. 
Section 5 presented the discussion. Ultimately, 
the conclusions, the limitations, and the future 
exploration bearings are highlighted in Section 6. 
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2. THEORETICAL FRAMEWORK AND HYPOTHESES 
DEVELOPMENT 
 

2.1. HRM practices  
 
Ability-motivation-opportunity (AMO) model revolves 
around the essentialness of considering factors at 
the individual measurement like employees’ 
aptitudes and capacities, their inspiration, and their 
opportunity to take an intrigue. The AMO structure 
means a developed tradition, having its foundations 
in authoritative/mechanical brain science (Boselie, 
Dietz, & Boon, 2005). In addition, the association 
between execution and HRM is about HR executions 
at the definitive measurement that impact 
the demeanors and direct of laborers at the 
individual measurement which, hence, impacts key 
amassed level social or HR results (Paauwe, 2009). 

In this study, four components of HRM 
practices have been advanced (Boselie et al., 2005). 
Recruitment and selection are described as an end-
to-end process going from the distinctive 
confirmation of work requests to the interest and 
screening of candidates, decisions, and unmistakable 
evidence of the most sensible people (Fong, Ooi, Tan, 
Lee, & Chong, 2011). Training and development are 
portrayed as a key instrument for updating laborers’ 
activity execution, and affiliations keep growing, 
preparing spending plan on a yearly preface with 
believing that it will pick up them an engaged edge 
(Falola, Osibanjo, & Ojo, 2014). Thirdly, performance 
appraisal is the strategy through which an affiliation 
gets information on how well a laborer gets along 
with his or her action (Noe, Hollenbeck, Gerhart, & 
Wright, 2006). Finally, compensation and rewards 
are described as joined monetary and generally 
related prizes bound to laborers as a final product 
of their work (Lim & Ling, 2012). 
 

2.2. Employee commitment 
 
Employee commitment is substantial since 
an unusual measure of commitment potentially 
prompts a couple of extraordinary various leveled 
outcomes. It reflects how many employees connect 
to the organization and stays committed to its 
destinations (Beloor, Nanjundeswaraswamy, & 
Swamy, 2017). Considering the impact of a financial 
squeeze on employee commitment, the profile of 
employee commitment might depend on the mind-
boggling blend of environmental factors, such as 
financial conditions, and HRM practices (Meyer, 
Morin, & Wasti, 2017). 

Three kinds of employee commitment have 
been progressed (Meyer & Allen, 1991). Affective 
commitment is depicted as a degree to which 
an individual is rationally joined to using relationship 
through the estimation, for instance, steadfastness, 
love, warmth, belongingness, love, enchant, and so 
forth (Jaros, Jermier, Koehler, & Sincich, 1993). 
Continuance commitment is portrayed as an aching to 
remain a person from the affiliation (Mayer & 
Schoorman, 1992). Lastly, normative commitment is 
depicted as a worker’s commitment to remain with 
the association, which reflects a tendency to continue 
with work (Meyer & Allen, 1991). 

Various investigations have analyzed the 
relevance between HRM practices and employee 
commitment (Yamao & Sekiguchi, 2014; Aladwan, 
Bhanugopan, & D’Netto, 2015; Shipton, Sanders, 
Atkinson, & Frenkel, 2016; Fesharaki & Sehhat, 2017; 
Razzaq, Aslam, Bagh, & Saddique, 2017; Rubel, Rimi, 
& Walters, 2017; Fihla & Chinyamurindi, 2018; Pham, 
Tuckova, & Phan, 2019; Dheera & Krishnan, 2020; 
Nor, Mohamed, Mohamed, & Hassan, 2020; Parajuli & 
Shrestha, 2021). 

Yamao and Sekiguchi (2014) explored the factors 
influencing employee commitment for Japanese 
workers; the outcomes demonstrate that HRM 
practices that encourage the learning of English, for 
example, language training and setting language 
abilities as a basis for promotion and recruitment, 
have an effect on the affective and normative 
commitment of workers to their organizations’ 
globalization. 

Moreover, Fesharaki and Sehhat (2017) 
explored the idea of Islamic management of human 
resources and measured its effects on employees 
commitment. The outcomes demonstrate that 
remuneration and compensation, training and 
development, recruitment, and selection positively 
affect employees commitment. In addition, Dheera 
and Krishnan (2020) demonstrated that HRM 
practices decidedly influenced employee 
commitment towards their employment and 
organization.  

Besides, Shipton et al. (2016) found that HRM 
can enhance employee commitment and, from that 
point, improve execution. In the interim, Rubel et al. 
(2017) look at jobs that developing HRM performs in 
upgrading employee commitment, the founding from 
this relationship shows that the five-dimensional 
development of HRM jobs is positively associated 
with employee commitment. Additionally, Razzaq 
et al. (2017), Fihla and Chinyamurindi (2018), and 
Parajuli and Shrestha (2021) found that HRM 
practices tremendously affect employee commitment. 
Furthermore, Ahmad, Kumar, and Ahmad (2017) 
indicated a measurably critical relevance between 
HRM practices and employee commitment, and 
uncovered authoritative qualities and zones for 
development.  

While, Pham et al. (2019) have identified that 
green HRM practices, specific training, and rewards 
as significant tools in direct promoting the employees 
commitment towards the environment. However, 
Nor et al. (2020) found HRM practices, specifically, 
working environment, and training and development 
positively impact employee commitment while 
recognitions and remunerations found not influence 
employee commitment in an investigation at 
the department of road transport in Malaysia. In 
summary, considering the above clarification, it is 
hypothesized that: 

H1: HRM Practices have significant and positive 
effects on employee commitment. 
 

2.3. Employee performance  
 
For any firm to accomplish its vital objectives 
decidedly in the forceful market, worker work 
performance expects the main job (Falola et al., 2014). 
Organizations demand the employees of really gifted, 
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adapted effectively for its enhancement, and smooth 
working (Anitha & Kumar, 2016). Besides, knowledge 
affects the performance of the employees (Giri, 
Nimran, Hamid, & Al Musadieq, 2015).  

Anitha and Kumar (2016) defined employee 
performance as it is portrayed as the limit of 
laborers to direct occupation effectively and capably 
to deal with convey the best results. When 
the laborers are given an ideal preparation, they will 
be logically committed towards their movement and 
improve their execution in affiliation. 

A three-component model (TCM) of employee 
commitment is essential for comprehending the link 
between employee commitment and employee 
performance. Individuals can encounter every one of 
the three components of commitment to fluctuating 
degrees (Meyer & Allen, 1991). 

Additionally, few studies have investigated 
the relevance between employee commitment and 
employee performance (Restubog, Bordia, & Tang, 
2006; Meyer & Maltin, 2010; Rahmayanti, Ardita, & 
Joeliaty, 2017; Beloor et al., 2017; Ribeiro, Gomes, & 
Kurian, 2018; Astuti, Hasiholan, & Fathoni, 2019; 
Said Musnadi & Ibrahim, 2019; Mahfouz, Awang, 
Muda, & Bahkia, 2020). 

Ribeiro et al. (2018) demonstrated that affective 
commitment influences the performance of employees. 
Additionally, Meyer and Maltin (2010) exhibited that 
the employees affective commitment significantly 
impacts their success. The employees continuance 
commitment was found not significant in predicting 
the employees’ success. Meanwhile, the findings on 
normative commitment have been rather scarce. 
However, other researchers found employee 
commitment influences employee performance 
(Rahmayanti et al., 2017; Astuti et al., 2019; Mahfouz 
et al., 2020), the level of consistency, truancy, 
efficiency, and others (Beloor et al., 2017). Reflecting 
the above clarification, it is speculated that: 

H2: Employee commitment has significant and 
positive effects on employee performance. 

Lately, the effectiveness of HRM practices on 
employee performance has turned into a heated 
research point. Numerous findings uncover that 
HRM practices have a vital influence on employee 
performance (Usrof & Elmorsey, 2016; Tabouli et al., 
2016; Al Damoe, Hamid, & Sharif, 2017; Zafar et al., 
2018; Hee & Jing, 2018; Taib, Saludin, & Wan Hanafi, 
2018; Alkantara & Gift, 2018; Etaan & Jain, 2019; 
Ismail, Abdul Majid, Jibrin-Bida, & Joarder, 2019; 
Mira, Choong, & Thim, 2019; Alsafadi & Altahat, 2021; 
Lim & Ahmad, 2021).  

Tabouli et al. (2016) exhibited significant 
influences of HRM practices on job performance. 
The study then proposed to implement specific 
HRM practices that are identified by the employees 
in order to elevate the level of their job execution. 
Besides, Zafar et al. (2018), Ismail et al. (2019), 
and Alsafadi and Altahat (2021) indicated that 
HRM practices were largely related to employee 
performance.  

The study by Mira et al. (2019) showed 
significant and positive effects of HRM practices, 
specifically social support, recruitment and 
selection, job analysis, worker empowerment, 
training and development, worker relations, and 
rewards, on the performance of employees. This 
finding agrees with Etaan and Jain (2019), who 
indicated a positive outcome of HRM practices, 
specifically performance appraisal, sourcing work 
for training and development, and reward 
management, on employee performance.  

Besides, Ngwenya and Aigbavboa (2017) 
showed that specific HRM practices improved 
the efficiency and job execution of employees in 
a building organization. They highlighted the success 
of HRM practices in upgrading efficiency and job 
execution. Moreover, the study found that satisfied 
and happy employees exhibited higher job execution. 
Therefore, HRM practices manage employees 
adequately and productively to accomplish the vital 
points of the organization (Zafar et al., 2018). While, 
Al Damoe et al. (2017) in a study on Libyan firms, 
have demonstrated that firms that embrace HRM 
practices can accomplish critical HR results.  

The study by Lim and Ahmad (2021) showed 
significant and positive effects of HRM practices, 
specifically training and development, work-life 
policies, and compensation and benefits on employee 
performance. Likewise, Hee and Jing (2018) discussed 
the influence of HRM practices, specifically training 
and development, work-life policies, compensation 
and rewards, and performance appraisal, on 
the performance of employees of manufacturing 
companies in Johor, Malaysia. Training and 
development, and performance appraisal were 
fundamentally identified with the performance of 
employees. The results further demonstrated 
compensation, rewards and work-life policies as 
poor indicators of the performance of employees. 
Considering much of the above thought into 
the record, the analysts speculate that: 

H3: HRM practices have significant and direct 
effects on employee performance. 

The mediating role of employee commitment 
was also examined in several past studies (Little & 
Dean, 2006; He, Li, & Keung Lai, 2011; Mahfouz 
et al., 2020). He et al. (2011) explored how service 
atmosphere enhances consumer satisfaction based 
on the evidence from mainland China and 
introduced employee commitment as a mediator to 
examine the relevance between services atmosphere 
and consumer satisfaction. Taking everything, it was 
conjectured that: 

H4: Employee commitment mediates the 
relationship between HRM practices and employee 
performance. 

Consequently, the relationships between 
the constructs in this study can be drawn to 
a thorough research model such as presented in 
Figure 1 below. 
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Figure 1. Research model 
 

 
Source: Authors’ elaboration. 

 

3. RESEARCH METHODOLOGY 
 
In this research, the target population was workers 
of Jordanian construction firms. The sampling frame 
comprises registered workers from randomly selected 
construction firms in Jordan. The quantitative 
approach was employed in estimating the relationships 
among the constructs. Precisely, the structural 
equation modeling (SEM) in IBM SPSS AMOS 24.0 was 
utilized to answer all the research hypotheses in this 
study. Nevertheless, SmartPLS 3.3.2 software may 
also be employed to answer all the research 
hypotheses in this research by the calculation of  
a p-value for each path coefficient. 
 

3.1. Method of sampling and data collection  
 
This research used a simple random sampling 
technique to choose 350 employees from the 
sampling frame of employees of Jordanian 
construction firms. This likelihood sampling 
technique guarantees arbitrariness of the 
determination and ensuring the representation of 
the population. Hence, the strategy met the 
prerequisite for parametric statistical analysis. 
The chosen respondents were given self-administered 
questionnaires to respond at their own proper time. 
When finished, they put the responses in fixed 
envelopes and mail them to the researcher by 
utilizing the self-stamped envelopes. The researcher 
obtained an aggregate of 297 usable and completed 
responses. The response rate was 84.85%. 
 

3.2. Measurement of construct 
 
HRM practices were determined by utilizing items 
adapted from Tabouli et al. (2016) and Al Damoe 
et al. (2017), comprising 24 items. The recruitment 
and selection subscale had 4 items. Training and 
development, performance appraisal, and 
compensation and rewards, subscales held all 
the items (exclusively items 9, 6, and 5, respectively). 
The employee performance construct was measured 
as subjective performance, by utilizing items 
adapted from Raza, Alfridi, and Khan (2017), Tabouli 
et al. (2016), Hee and Jing (2018), and López and 
Tello (2018) and it comprises 15 items. The employee 
commitment was determined by utilizing items 

adapted from Wallace, de Chernatony, and Buil 
(2013), comprising 18 items, with 6 items for each 
subconstruct. 
 

3.3. Pretest and pilot testing of the instruments 

 
The instruments were adapted to fit this research, 
and the researcher sent the adapted instruments to 
experts for face validity, content validity, and 
standard validity assessment. The researcher has 
changed the instrument appropriately, relies upon 
the comments made by experts. After that, 
the researcher directed the pilot study where exactly 
119 self-administered questionnaires were mail out 
to the randomly chosen employees. From that point 
onward, the analyst led the exploratory factor 
analysis technique to investigate the usefulness of 
the items estimating their respective constructs 
(Mahfouz, Awang, & Muda, 2019; Mahfouz, 2019; 
Rahlin, Awang, Afthanorhan, & Aimran, 2019). 
 

3.4. Demographic profile  
 
Respondents were approached to give their 
demographic data, for example, educational level, 
age, job position, job title, years’ experience, length 
of years in the firm, employment status, and salary. 
 

4. RESULTS 
 

4.1. The confirmatory factor analysis (CFA) 
 
Before demonstrating the structural model, 
the researcher requires to confirm the measurement 
model of all constructs by the confirmatory factor 
analysis (CFA). The CFA methodology would  
evaluate unidimensionality, reliability, and validity.  
The other evaluation is the normality distribution. 
The composite reliability (CR) is surveyed by figuring 
the CR value for every construct. While the three 
validity prerequisites are discriminant validity is 
estimated by discriminant validity index summary, 
the convergent validity is estimated by average 
variance extracted (AVE), and the construct validity 
is estimated by fitness indexes (Awang, Lim, & 
Zainudin, 2018). The CFA results are demonstrated 
in Figure 2. 
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Figure 2.  The pooled CFA results 
 

 
 

The CFA results found the accompanying 
figures. The factor loading for all items is above 
0.60, which exhibited the unidimensionality of 
the measures. The fitness indexes for the 
measurement model met the necessity for  
construct validity (RMSEA = 0.078, CFI = 0.902, and 
ChiSq/df = 2.89) which affirmed the construct 
validity. The AVE values for all constructs more 
prominent than 0.5 show the convergent validity is 
accomplished. Likewise, Table 1 demonstrated that 

the CR for all constructs is noteworthy than 0.6, 
which indicates the measurement model has 
accomplished the CR necessities (Hair, Black, Babin, 
& Anderson, 2014; Awang et al., 2018). 

The following step assesses the discriminant 
validity made by the discriminant validity index 
summary, as shown in Table 1. Because all diagonal 
qualities are prominent than any other qualities in 
its column and rows, which shows the discriminant 
validity has been accomplished (Awang et al., 2018). 

 

Table 1. Discriminant validity index summary and the CR values 
 

 CR HRM practices Employee commitment Employee performance 

HRM practices 0.980 0.804   

Employee commitment 0.679 0.44 0.791  

Employee performance 0.930 0.58 0.74 0.775 

 
The normality distribution is assessed through 

the kurtosis and skewness esteem for every item. 
The result indicated the kurtosis fall in the range 
between -0.311 and 2.623, while estimations of 
skewness fall in the range between -0.598 and  
-0.984. These measures demonstrate that the dataset 
does not withdraw from normality distribution, 
which meets the necessity for parametric statistical 
analysis (Awang et al., 2018). 

 

4.2. The structural equation modeling (SEM) 
 
The subsequent stage is modeling the structural 
model and executing the SEM technique to 
investigate the hypothesis. The SEM graphic output 
is introduced in Figure 3. 

The results of the regression path coefficient 
were obtained by executing the SEM methodology, 
exhibited in Table 2. Firstly, the direct impact of 
HRM practices on employee commitment was 

discovered to be significant and positive (  = 0.47, 

p = 0.001). Consequently, H1 is supported. In 
addition, the direct impact of employee commitment 
on employee performance was discovered to be 

significant and positive (  = 0.48, p = 0.001). 

Accordingly, H2 is supported. Thirdly, the direct 
impact of HRM practices on employee performance 
was discovered to be significant and positive 

(  = 0.23, p = 0.001). Thereupon, H3 is likewise 

supported. 
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Figure 3. The standardized regression path coefficient 
 

 
 

Table 2. The regression path coefficient and its significance 
 

 Std. Beta Estimate S.E. CR p Result 

Commitment  HRM_practices 0.53 0.47 0.07 6.15 0.001 Sig 

Performance  Commitment 0.57 0.48 0.06 7.72 0.001 Sig 

Performance  HRM_practices 0.31 0.23 0.04 5.34 0.001 Sig 

 

4.3. Mediation test 
 
Testing the mediation effect was conducted on 
the suggestion given by Awang et al. (2018). 
The aftereffects of the mediation test shall be 
affirmed by utilizing the bootstrapping technique 

with (n = 5000 bootstrap sample, percentile 
confidence interval = 0.95, bias corrected confidence 
level = 0.95 and maximum likelihood bootstrapping 
algorithm). The testing procedure is presented in 
Figure 4, and the bootstrapping results are 
presented in Table 3. 

 
Figure 4. The procedure for a testing mediator 
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Table 3. The results of bootstrapping procedure (MLE bootstrap with n = 5000) 
 

 Indirect effect Direct effect 

Bootstrapping results 0.298 0.313 

Bootstrapping p-value 0.000 0.000 

Result Significant Significant 

Mediation type Partial mediation because the direct effect is likewise significant 

 

5. DISCUSSION 
 
The first hypothesis (H1) proposes that HRM 
practices have a significant impact on employee 
commitment. In particular, the employees of 
Jordanian construction firms with positive HRM 
practices in this study generally displayed higher 
commitment. This particular finding was found in 
accordance with the findings of previous studies 
across various settings, which hypothesized that 
HRM practices can improve employee commitment 
(Aladwan et al., 2015; Fesharaki & Sehhat, 2017; 
Rubel et al., 2017; Fihla & Chinyamurindi, 2018; 
Pham et al., 2019; Dheera & Krishnan, 2020; 
Mahfouz et al., 2020; Parajuli & Shrestha, 2021).  

For example, Fesharaki and Sehhat (2017) 
found that the Islamic management of HR practices 
affected employee commitment based on a sample 
of 192 Resalat Qard al-Hasan Bank employees in 
Tehran City. This finding agrees with Parajuli and 
Shrestha (2021), who indicated a positive outcome of 
HRM practices, specifically employee participation, 
training and development, job description, pay/
compensation, and performance appraisal, on 
employees’ commitment in view of a sample of 
375 respondents at banks in Nepal. Furthermore, 
Razzaq et al. (2017) showed a huge relevance 
between HRM practices and employee commitment 
dependent on a sample of 220 supervisors and first-
line representatives from 35 workplaces in Pakistani 
telecommunications. Ahmad, Kumar, and Ahmad 
(2017) similarly indicated relevance between HRM 
practices and the commitment of employees and 
subsequently, firm execution based on a sample of 
North Kashmir bank employees in India.  

Likewise, Fihla and Chinyamurindi (2018) 
discovered the influence of HRM practices on 
the commitment of workers dependent on a sample 
of 137 respondents from the Mnquma Local 
Municipality in South Africa. Similarly, Pham et al. 
(2019) found ―greening‖ HRM practices as significant 
devices directly promoting employee commitment 
towards ecological exercises based on a sample of 
209 employees of four- and five-star inns in 
Vietnam. Besides that, Dheera and Krishnan (2020) 
indicated that HRM practices contributed a positive 
effect on employee commitment towards occupation 
and association based on a sample of 400 
representatives of various lodgings in the Chennai 
Region, India. In this research, H1 was supported. 
So, HRM practices play a basic job in influencing 
employees commitment because the employees in 
this study need more instructive practices for their 
work performance. As they did not have a higher 
position at the workplace, the basic role of HRM 
practices in upgrading employee commitment was 
expected in this research. In other words, 
the employees in this research expressed their 
beliefs towards their association. 

The subsequent hypothesis considers that 
employee commitment has a significant impact on 
employee performance. In particular, the employees 

of Jordanian construction companies with higher 
employee commitment demonstrated higher work 
performance. This particular finding was found in 
accordance with the findings of previous studies in 
different settings, which proposed employee 
commitment as one of the components that can 
enhance employee performance (Rahmayanti et al., 
2017; Astuti et al., 2019; Said Musnadi & Ibrahim, 
2019; Mahfouz et al., 2020). 

Astuti et al. (2019) demonstrated the influence 
of the commitment of employees on employee 
performance in Rural Bank Mranggen Mitrapersada 
Mranggen Branch. Furthermore, Said Musnadi and 
Ibrahim (2019) found employee commitment involved 
the performance of employees in the Watering Office 
of Aceh Province-Indonesia. Besides, Rahmayanti et 
al. (2017) mentioned that the commitment of 
employees involved employee performance in Ngawi 
District Secretariat. Moreover, Ribeiro et al. (2018) 
detected the impact of employees affective 
commitment on singular execution among Portuguese 
workers at the focal district of Portugal. In this 
research, H2 was supported. 

Employee commitment was included in this 
study since it is likely used as a device to quantify 
the achievement of a business. Consequently, 
employee commitment was assessed in terms of 
different dimensions using multiple items, as this 
strategy has been noted to be increasingly steady in 
assessing employee commitment (Meyer & Allen, 
1991). Therefore, the commitment of employees plays 
a fundamental function in influencing employee 
performance. Thus, the Jordanian construction 
companies’ employees were found committed and it 
was reflected in their performance. The obtained 
results proved the commitment and focus of 
Jordanian construction employees in improving their 
performance. 

The subsequent hypothesis considers that HRM 
practices have a significant impact on employee 
performance. This particular finding was found to 
be in accordance with the findings of previous 
studies across various contexts, which proposed 
HRM practices as perhaps the most significant factor 
that improve employee performance (Tabouli et al., 
2016; Usrof & Elmorsey, 2016; Zafar et al., 2018; Hee 
& Jing, 2018; Taib et al., 2018; Etaan & Jain, 2019; 
Ismail et al., 2019; Mira et al., 2019; Alsafadi & 
Altahat, 2021; Lim & Ahmad, 2021). 

Zafar et al. (2018) demonstrated that HR 
components significantly and positively affected 
the performance of employees dependent on 
a sample of 306 respondents in private and public 
companies in Pakistan. Similarly, Taib et al. (2018) 
demonstrated that HRM practices contributed 
significant influence on employee performance 
based on a sample of 318 employees for the public 
sector of the property developer industry. Likewise, 
Alsafadi and Altahat (2021) and Lim and Ahmad 
(2021) found that HRM practices affected 
the performance of employees in studies in 
the banking sector, exclusively in Jordan, and in 
Malaysia, respectively. 
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Moreover, Ismail et al. (2019) indicated that 
HRM practices contributed solid and beneficial 
outcomes on the performance of employees based on 
a sample of 450 scholastics in the state-possessed 
polytechnics in Nigeria. Likewise, Mira et al. (2019) 
found that HRM practices positively affected 
the performance of employees based on a sample of 
367 power workers at Saudi ports in Saudi Arabia. 
Furthermore, Etaan and Jain (2019) indicated that 
HRM practices positively affected employee 
performance based on a sample of 210 workers at 
the County Assembly in Turkana. In this research, 
H3 was supported. 

For this study, HRM practices were examined as 
an independent construct given its impact on 
employee performance (Tabouli et al., 2016; Usrof & 
Elmorsey, 2016; Zafar et al., 2018; Hee & Jing, 2018; 
Etaan & Jain, 2019; Ismail et al., 2019; Mira et al., 
2019; Alsafadi & Altahat, 2021; Lim & Ahmad, 2021). 
HRM practices play a basic function in influencing 
employee performance since the average age for the 
employees of Jordanian construction companies 
ranged from 21 to 30 years old. Likewise, 52.0% of 
them worked under the current employer for less 
than two years, while 35.7% of them recorded work 
experience of two years and below. As the employees 
in this study were mostly young with inadequate 
work experience, the study assumed the basic role of 
HRM practices in improving their work performance.  

In particular, the employees of Jordanian 
construction companies with positive recognition 
and favorable commitment were found to directly or 
indirectly improve their performance. Moreover, 
the current research indicated that employee 
commitment partially mediated the relationship 
between HRM practices and employee performance. 
This reaffirmed the significant relationship between 
HRM practices and the performance of employees in 
this research. Nevertheless, the degree of 
significance declined with the presence of employee 
commitment as a mediator. 

In particular, the study found that most of 
the employees of construction companies were 
below 30 years old. Likewise, 35.7% of them 
recorded work experience of two years and below, 
also 89.7% of them reported a lower education level 
(between vocational training institute and college), 
while 77% of them worked in a lower position 
(between laborers and inspection). As the employees 
in this study were mostly young with inadequate 
work experience, so they needed more instructive 
practices for their work performance. Thus, 
the study assumed the basic role of HRM practices 
in improving their work performance. As well as, 
they did not have a higher position at the workplace, 

the basic role of HRM practices in upgrading 
employee commitment was assumed in this study. 
Thus, these employees at this study were found 
committed and it was reflected in their performance. 
In conclusion, in this study, HRM practices have 
the ability to influence employee performance directly 
and indirectly through employee commitment. 
 

6. CONCLUSION 
 
The current research explored the relationship 
between HRM practices and the performance of 
employees among employees in the Jordanian 
construction industry. Outcomes upheld the 
hypothesized relationship between HRM practices 
and employee performance. Besides, this research 
explores the mediating impact of employee 
commitment on the influence of HRM practices on 
employee performance. The study distinguished that 
HRM practices and employee commitment are 
significantly related to employee performance from 
construction industry perspectives. The outcomes 
have a few fascinating practical and theoretical 
implications. At first, HRM practices can assist with 
growing new obligations (i.e., employee commitment) 
that would impact employee performance. Employee 
commitment has been distinguished as one 
viewpoint that can enhance employee performance 
(Rahmayanti et al., 2017; Said Musnadi & Ibrahim, 
2019; Mahfouz et al., 2020). Secondly, this model 
was developed to prove the relationship of HRM 
practices, employee performance, and employee 
commitment, especially in the construction firm’s 
employees. Thirdly, the result has contributed to 
the new findings in the literature regarding 
the mediating variable of employee commitment. 
Decisively, HRM practices should be applied in 
improving employees’ commitment and performance. 
If the organization is unable to implement HRM 
practices, it will be unable to increase employee 
performance. 

Certain limitations ought to be viewed when 
deciphering these outcomes. Initially, the sample of 
this research was the Jordanian construction 
industry; as a result, the generalization of 
the outcomes to different nations is constrained. 
Future research may test the relevance between 
HRM practices and employee performance in 
different nations in a similar sample. Second, 
the cross-sectional design of exploration could be 
another confinement. Future research utilizing 
a longitudinal methodology tends to connect HRM 
and the performance of the employees and among 
other mediator variables. 
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APPENDIX 
 

Table A.1. The measurement 
 

HRM practices 

Recruitment and selection  

The firm has competitive recruitment processes that attract competent people. 

The recruitment process in this firm is impartial. 

The selection process in this firm is impartial. 

All appointments in this firm rely on merit. 

Training and development 

The firm training is evaluated by participants. 

The firm repays costs for training taken outside of the workplace. 

The firm stimulates learning of knowledge. 

The firm stimulates the application of knowledge. 

Employees receive training throughout their professional career. 

The firm has good training programs. 

The firm has good development programs. 

Employee training covers all the individuals in the firm. 

Employee development policies cover all individuals in the firm. 

Performance appraisal 

The firm discusses competency-based performance appraisal results, with its employees. 

The competency-based performance appraisal at the firm provides the premise for an employee development plan. 

The competency-based performance appraisal in the firm is the basis for decisions about a job promotion. 

Performance appraisal systems give a structure to guarantee all individuals are working to the firm goals. 

Performance management frameworks foster the competencies of employees’ ability. 

Competencies of individuals influence the competence of the firm. 

Compensation and rewards 

I get incentives like bonuses, awards, commissions, promotions, etc. 

My salary is appropriate with my education, skills, and training. 

The firm rewards me according to the remuneration levels offered by the private sector. 

Employee reward and penalties are clear. 

Salary increase encourages employees to participate in quality improvement. 

Employee commitment 

Affective commitment 

I am glad to spend the rest of my job with this firm. 

I feel as if the firm's problems are my own. 

I feel a sense of belonging to my firm. 

I feel emotionally attached to this firm. 

I feel like part of the family at my firm. 

I have a great deal of personal meaning towards the firm. 

Continuance commitment 

Right now, staying with my firm is a matter of necessity and desire. 

It would be hard for me to leave my firm right now, even if I wanted to. 

Much of my life would be disrupted if I decided to leave my firm now. 

I feel that I have few options to consider for leaving this firm. 

I am putting much of myself into this firm. 

I still work in this firm because of the scarcity of available alternatives. 

Normative commitment 

I feel obligatory to remain with my present employer. 

Even if it were to my advantage, I feel it would be right to stay at my firm now. 

I would feel please if I stay at my firm at present. 

This firm deserves my loyalty. 

I would stay at my firm since I have a feeling of obligation to the individuals in it. 

I owe a great deal to my firm. 
Employee performance 
I carry out my work according to the policies of the firm. 

I feel satisfied to perform my duty for this firm. 

I manage to achieve the target set for me by the firm. 

I manage to plan my work well in this firm. 

I manage to execute my work well in this firm. 

I am motivated to work extra hours to finish my task. 

The firm give recognition to employees who perform well. 

The firm provides incentives for good performance. 

I can complete a given task before the stipulated time. 

I can get along and work well with other employees. 

I am always busy with my tasks in this firm. 

I consider the job scope given to me is interesting. 

My working hours are adequate to complete my job properly. 

I am able to obtain solutions for all jobs assigned to me. 

I can deal confidently with my colleagues. 
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