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Abstract

Objectives: The purpose of the present study is to examine the relationship between Human resource practices, leader
member exchange, job satisfaction and job performance in the public Jordanian universities, this study examine the
moderating effects of job satisfaction on the relationship between human resource practices, leader member exchange
and job performance. Methods/Statistical Analysis: The analysis was conducted using Structural Equation Model (SEM)
to validate the research model and test the data. The final structural model that uses maximum likelihood estimation
analysis confirmed goodness of fit to the data. Findings: The result of this study indicated that job satisfaction have
significant(positive) moderating effect on the relationship between leader member exchange and job performance and
insignificant (negative) moderating effect on the relationship between human resource practices and job performance.
Improvements: This study contribute to the body of knowledge by providing empirical evidences to support theories
and previous literature related to the moderating roles of job satisfaction in the relationship between human resource
practices, leader member exchange and job performance. The present study concludes with research contributions and
recommendations for further studies.
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1. Introduction

In the Arab region, Jordan was once considered to be the
top country in light of its educational system. However, in
the educational context, Human Resource Management
(HRM) dedicated studies in Jordan and the Arab coun-
tries are still few. In addition to this, the few existing
studies are anecdotal rather than empirical and as such,
the HRM practice in Jordanian firms cannot be enhanced
if the practitioners remain in the dark concerning the
nature of HRM current applications.

More importantly, HRM is significant to effective
strategy implementation as evidenced in relevant litera-
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ture!. In other words, HRM is a prerequisite for successful
organizations®.

And its practices provide employees with the required
skills, incentives, information and facilitate decision mak-
ing for the ultimate enhanced business performance®. In
this globalized era, organizations are faced with the chal-
lenge of balancing between local and global markets in
terms of the design and implementation of HRM prac-
tices and as such, this has become a critical issue for
different firms (multinational and domestic)?.

It is crucial for practitioners to ensure consistency
between HR business strategies and plans through adap-
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tation®. Hence, the overall HRM themes are combined in
its entire functions, while making sure that they adhere
to the goals of the organization®. Several studies have
delved into the primary competitive business factors in
light of their contribution to the economies of countries.
According to', the attempt to acquire has been the core
to the strategic management field and within such field;
the configuration theory has arisen as a resolution to a
new framework that analyzes competitive advantage in
terms of its sources and sustainability. In this background,
HRM studies are divided into two streams, namely inter-
nal and external fit. The scholars are of the consensus that
along with the internal organization characteristics, the
characteristics of the environment also influence the per-
formance of firms as they primarily reflect the demands
among customers. Leader Member Exchange has signifi-
cant developed in the past 30 years from role and social
theories is the Leader-Member Exchange (LMX) theory.
It lays stress on the supervisors-subordinates relation-
ship. Prior work on the topic like® evidenced a positive
LMX-subordinate performance outcomes relationship,
organizational commitment as well as job satisfaction.
They stated that past studies examined the effect of super-
visor behavior and transformational leadership on the
performance of followers. Past studies on the subject has
also indicated that all subordinates are not treated equally
by their supervisor and as such, the latter creates groups
(in-group and out-group)”’. More importantly, studies
focused on the human resource management practices
and the interaction between leaders and members on
job performance has yet to be extensively examined.
Therefore, the present study empirically investigates the
effect of human resource management practices, and
leader-member interaction on job performance among
the public universities in Jordan. The findings are expected
to assist in making wise decisions and enhance the public
universities conditions in the same context.

2. Literature Survey

According to® study concerned global competition as a
fundamental element for determining firm’s strategies, as
a result of which, industrial economy has shifted towards
knowledge economy. The author stated that in the present
dynamic business environment, organizations are faced
with increasing challenges of attaining and optimizing
sustainable competitive advantages (HRM)2. Total quality
is of primary significance in the present age, where effi-
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ciency can only be realized through the successful human
resource use, in a way that human resource management
has become of the pre-requisites of business success. The
HRM department has a key role in providing human
resources to companies in light of recruitment, orienta-
tion and performance appraisal. According to? functions
of HRM have arisen as one of the most significant ones in
organizations practices.

Human resource practices is a process that assists in
the effective performance of HR functions like providing
actual and timely information regarding the recruit-
ment process, which eventually saves company costs.
Management requires planning and management when
it comes to compensating employees. HR planning is
geared towards linking enlightening employees with the
vision, needs and strategic plans of the organization and
the entire human resources aspects?.

An effective HR planning makes sure that the most
suitable employees are appropriated the right positions in
the organization the processes of human resource guar-
antees that the employees of the organization have the
required skills and competencies that the firm can leverage
for successful goal achievement®. Another HR practices in
any business firm, both recruitment and selection play a
key role in human resource management and they refer
to the process of attracting and choosing employee candi-
dates. HR quality of the firm largely depends on the two
functions effectiveness'®. Performance appraisal refers
to a significant practice used to measure the employees’
effectiveness and efficiency™ and it consists of four phases
namely, technical, extended, appraisal and maintenance’2.
In relation to this, performance management practices
consist of future development plans that provide manag-
ers training, measure the performance appraisals quality,
resolves ineffective performance, and establishes con-
sistency and feedback throughout the organization. The
last one of HR practices in this study is compensation;
Performance-based compensation is the top HR practice
that stresses on rewarding employees because of their ini-
tiatives'®. Aside from performance-based compensation,*?
also referred to merit compensation as rewards (mone-
tary or non-monetary) that are provided to employees in
exchange for their service in terms of their efforts, contri-
butions and performance.

The LMX quality is often determined at the earlier
stages of the relationship development between the leader
and the members and the relationship has a tendency
to become stable as time passes, enabling LMX to be a
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good predictor of performance, results and attitudes of
members. Specifically, LMX of high quality is related with
enhanced followers’ performance®, and employees who
maintain such high quality LMX have a higher inclination
to work overtime and to take a step further in work accom-
plishments. However, this does not mean that LMX do
not lead to negative outcomes, in fact, owing to the differ-
ences in the subordinates’ treatment, unfairness can arise
among the groups creating in-group and out-group®. LMX
have four diminutions (Affect, Loyalty, Contribution, and
Professional Respect) all these diminution enhance the job
performance for the organizations. Job satisfaction refers
to the job in terms of affective, cognitive and behavioral
elements of different aspects including pay, promotion,
work tasks, colleagues, and supervisors, among others'.
It is the employees’ attitudes and feelings concerning their
job and the level to which they have positive emotions
towards the job role™®. Other studies defined it as the psy-

chological state of the way individual perceives his work
- his feelings and attitudes concerning different elements
(intrinsic and extrinsic) towards his job and the organiza-
tion®. Several researchers have viewed it as an invaluable
construct in examining employee attitudes and behaviors.
On the other hand, lack of job satisfaction may lead to low
level of productivity and high level of absenteeism, acci-
dents at work, and issues concerning mental and physical
health®. Additionally, high job satisfaction levels enhance
productivity, while low levels minimize productivity and
performance as evidenced in°.

3. Methodology

In the quantitative research, population denotes the entire
collection of people, events, or things that the study needs
to explore. As confirmed before, this research focuses on
the public Jordanian universities. According to the sta-

Table 1. Distribution of public universities in Jordan Region

Region University Total number of
academic staffs
South Mu’tah University 572
Al-Hussein bin Talal University 275
Tafila Technical University 214
Middle The University of Jordan 1312
The Hashemite University 687
Al-Balqa Applied University 1077
German Jordanian University 271
North Yarmouk University 1083
Jordan University of Science and Technology | 1005
Al al-Bayt University

Source Ministry of Higher Education (2017)

Table 2. Examining Results of Hypothesized Direct Effects of the Variables

Unstandardized Estimate | Standardised | critical ration | P-value | Hypothesis
Estimate (c.r.) Result
Estimate S.E. Beta
HP - JBP 0.174 0.083 0.148* 2.11 [0.035 Supported
RS - JBP 0.137 0.064 0.128* 2.124 | 0.034 Supported
PA - JBP 0.132 0.063 0.12% 2.08 [0.038 Supported
CM - JBP 0.154 0.076 0.136* 2.016 | 0.044 Supported
AF - JBP 0.011 0.087 0.008 0.128 | 0.898 Rejected
LY - JBP 0.158 0.075 0.143* 2.096 | 0.036 Supported
CN - JBP 0.171 0.069 0.153* 2.489 | 0.013 Supported
PR - JBP 0.171 0.077 0.141* 2.215 | 0.027 Supported

Source (this research)
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tistics published via the ministry of higher education in
Jordan (2017) (Table 1), there were 10 public universities
with a total number of 6863 academic stafts holding mas-
ter degree and Ph.D. for the intention of managing this
research, each university having a number of greater than
100 of academic staff were involved to obtain portion in
this research (Table 2).

So, the academic staffs have been chosen from 10
public universities which are located in Amman and
other main cities of Jordan, hence , the population of this
research is the whole number of academic staft in 10 pub-
lic Jordanian universities (N=6863) ministry of higher
education in Jordan (2017) .

Seven paths are displayed from HR planning,
requirement and selection, performance appraisal, com-
pensation, loyalty, contribution and professional respect
to job performance - and they are all statistically signifi-
cant, as evidenced by their p-values that remained below
the standard significance level of 0.05. In contrast, the
path of affect to job performance was not statistically
significant, more importantly the most significant job
performance predictor in structural model 2 is contri-
bution as evidenced by a standardized path coefficient
amounting to 0.153.

The next sub-sections provide detailed discussions
on the path analysis outcomes relating to the above men-
tioned hypotheses in the second structural model.

4. Conclusion

The study examined the HRM, LMX and job perfor-
mance relationship, with the moderating role of job
satisfaction. Questionnaire copies were distributed to
346 academic staff in Jordanian public universities and
SEM was used for assessment and testing of hypotheses.
According to the results obtained, HRP, LMX, and job
satisfaction improve the job performance of staft work-
ing in public Jordanian universities. The findings of this
study support the moderating role of job satisfaction on
the HRP-job performance and LMX-job performance
relationship in Jordanian public universities. This could
be used as a stepping stone to further avenues of research
by future authors. Empirical work can include addi-
tional constructs that can act as a moderating variable
like organizational justice and organizational citizen-
ship behavior. Future research may also conduct a study
including private universities. Additionally, future stud-
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ies can use this study’s framework on other countries that
have similar working environments in light of similar
variables. Future studies can adopt first-order constructs
and examine it through SEM. Study replications can focus
on the dimensions of variables that may reveal in-depth
results of the constructs’ relationships. Majority of studies
have supported the importance of LMX in prior decades,
reporting its positive and negative aspects. One of such
negative aspects is the quantitative measure it utilized.
Future studies using LMX can use a qualitative method
instead as suggested'®'.

For instance, semi-structured interviews can provide
insight into LMX and its effect on the performance, moti-
vation and attitudes of members. The supervisors can be
focused on as the focal point rather than the members to
obtain the perceptions of both parties.

Finally, qualitative methods can be used by future
studies on government organizations as such studies are
still scarce. Consequently, state government organizations
may be examined to obtain information of LMX impact
on the employee and agencies working within.

This research has several recommendations According
to the research findings, several recommendations are
brought forward for the stakeholders. The first recom-
mendation is provided to the ministry, which lays stress
on the retention of top talent - which is the major issue in
firms and institutions in the present times. Such entities
look into investing on workers to retain them, motivate
them and ultimately, ensure sustainability of business,
and enhance competitiveness. The findings of this study
are expected to lay stress on the motivation of workers
and the significance of LMX.

As to the management of universities, an employment
policy may boost job security of staff - in other words, it
is crucial to invest in human resources and IS to enhance
staff effectiveness, ensure their recruitment and selection
on the basis of equal employment opportunity premise.

In this regard, public universities are recommended to
develop new systems to enhance HRP, in terms of training,
performance appraisal, team work and compensation to
bring about higher staff job satisfaction. Management can
make use of LMX to heighten the level of job satisfaction
and job performance among academic staff in Jordanian
public universities as their performance directly relates to
the learning quality and successful graduates. The benefits
of recruitment and selection of employees can be reaped
through employee satisfaction, which should be a main
priority in organizations.
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Following the adoption of HRP, new employees have
to be appraised and inculcated with new trends and chal-
lenges, and in doing so, the organization can be sustained
through the satisfaction of employees. According to the
findings, employee rewards are pertinent in increasing
satisfaction and performance. Thus, pay and benefits
should be used to motivate employee commitment along
with the provision of praises and recognition.

Lastly, greater LMX level indicates that subordinates
would be recipients of different advantages (formal and
informal rewards) that lead to ease in accessing supervi-
sors and opportunities growth. It is recommended that
the Ministry of Higher Education and Scientific Research
in Jordan promote and recognize the number of years
of service and aspirations of academic staff to realize
improved staft satisfaction, and in turn, improve their job
performance.
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