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The Impact of Human Resource Management Practices on the Success

of Engineering Projects. The Moderator Role of Project Governance.

A field study on the Jordanian commercial banking sector
Prepared by: Hani Rasmi Sajie Qasem
Supervised by: Prof. Shafig Al-Haddad

Abstract

This study aimed to identify the impact of human resource management practices

on the Success of Engineering projects by the moderating role of Project Governance in

the Jordanian commercial banking field. To achieve the goals of this study, the

researcher relied on a descriptive and analytical approach.

The study dealt with employees of Jordanian commercial banks. The population

consisted of all employees related to projects inside the bank; due to a large population,

convenious sample was chosen. Moreover, the questionnaire was the study’s primary

tool for collecting data, (400) questionnaires were distributed, (386) answers were

regained, and the valid questionnaire for analysis was (379). The data was analyzed and
conducted by using (SPSS-V26) software.

The research reached a set of results, the most important of which are:

1-

2-

There is a statistical impact at the significance level (0<0.05) of HRM practices
(selection and appointment, training and development, and Compensation
system) on the success of engineering projects in Jordanian commercial banks

There is a statistical impact of HRM practices on E,project success with the

presence of Project governance as a moderator variable in Jordanian

commercial banks, at a significance level (0<0.05)

The research recommended the following:

1-

The need to continue enhancement to the (selection and appointment, training
and development and compensation system) through the commercial banking
field and understand the importance of the (selection and appointment, training
and development and compensation system) to increase the success of E.projects
in the commercial banking field.

Jordanian commercial banks must continue to pay more effective mechanisms in
selecting and appointment of project personnel, which (selection and

appointment) have the lowest value in the study results.

Xiii
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3- Jordanian commercial banks must proceed permanently with the implementation
of (a compensation system and training and development), which have a clear
and compelling impact on the success of E.projects in Jordanian commercial
banks, as shown in the study results.

4- The study results show that Jordanian commercial banks have effective
governance that ensures E.project success, which practically impacts the
independent variables (selection and appointment, training and development,
and Compensation system).

Keywords: HRM practices ( selection and appointment, training and development,

Compensation system), project governance, Jordanian commercial banks sector .
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Background



Chapter One

Background

1-1 Introduction

Human resources are a company's most valuable asset in today's business
environment, which it employs essentially to achieve its objectives (Pfeffer, 1994). The
basis of competitiveness is shifting due to the ever-increasing rate of technological
advancement (Tajeddini and Ratten, 2017). However, modern organizations must
adhere to human resource management (HRM) practices to achieve optimal
performance goals; this will significantly improve employee performance and
ultimately improve organizational / project success (Delery and Doty, 1996). Depending
on the scenario under consideration, these human resource management methods may
represent a reward system. Sometimes, their goals can only be achieved through

employee training and development (Pirzada et al., 2013).

Human resources (HR) is the essential asset (Swathi, 2014). Managing it is a
significant challenge compared to technology and capital management and varies from
organization to organization. Jianjian, Chunlu, David. (2007) explains that Human
Resources Management (HRM) deals with managing people in an employer-to-
employer relationship. Specifically, it concerns employee performance to achieve the
company's goals and satisfaction with employee needs (Jianjian et al., 2007). In HRM
practice, an overview of the system intrigues, persuades, trains, and maintains
employees and ensures that the organization's staff is playing their part in achieving the

overall goals of the business. (Veth et al., 2017).



Literature and scientific articles on project management suggest that the practice of
HRM introduced by the project organization enhances the working environment of the

project (Ahmad, 2017).

Khan and Rasheed (2015) found that selected HR practices (employee selection and
appointment , employee training and training, employee compensation systems, and
employee performance assessment) influence awareness of project success. Found to
give. Analysis has shown that project-based organizations are unusual, so only selected

HR practices are essential.

The success of the project is important to ensure that what is offered is accurate and
adds real value to the opportunity. Every organization has strategic goals, and the
projects we are working on for them move those goals forward. The success of the
project is important to ensure consistency in properly designing the project to better fit
into the broader context of the organization's strategic framework. The success of the
project ensures that the goals of the project are closely aligned with the strategic goals
of the company (Joslin & Muller, 2016). By defining a solid business case and
systematically calculating the ROI, the success of the project is very important as it

helps to provide the right thing and the true value.

The relationship between project governance and management and its success has
recently attracted the attention of researchers. Project governance is often defined as a
system of values, structures, processes, and policies that enable a project to achieve an

organization's goals (Muller, 2016).

According to Klakegg et al. (2009) Governance begins with corporate governance
from the board of directors to the top management level in charge of implementation

and the project management level, and covers all aspects of the organization.



1-2 Problem Statement

When Discussing engineering project's success requires human resource
management that has a close relationship with it by integrating its practices, This led to
several studies in this context that proved the great importance of human resource
management for the project's success, but researchers in this field were divided into two
groups. The first group said that the practices of human resource management is an
essential factor in the project's success such the study of Khan and Rasheed (2015), but
the second team believes that there is no clear relationship between them. With this
study, our research paper makes this relationship natural. The relationship between
human resource management practice and the project's success in the research sample

that we are trying to retest.

So There is a knowledge and field gap focused on the impact of human resource
management practices on success of Engineering projects. Such a challenge appears to
have no end. Based on HR practices, this research is being conducted to solve the

difficulty mentioned above, mainly related to project success.

1-3 Study Objectives

1. To identify the impact of human resources practices on E.project's success in the
Jordanian commercial banking sector.

2. To study the impact of each HR practice on E.project success in the Jordanian
commercial banking sector.

3. To rank these HR practices and assess their contributions to E.projects’ success in

the Jordanian commercial banking sector.



4. To investigate the moderating role of project governance in the impact of HRM

practices on E.project success.

1-4 Study Significance
This study has additional significance and value represented by the following points:
First: The scientific significance
e Contribute to enriching the Arab library in general and the Jordanian in
particular by increasing the number of studies on the impact of human resource
management practices on the success of E.projects, as far as the researcher
knows.
Second: The practical significance
e The importance of this study lies in raising the awareness of human resources
management practices in Engineering projects
e The importance of this study is seeking to determine if there is a significant
impact of HRM on Engineering projects.
e Participate in improving the performance of projects in Jordanian commercial

banking sectors.

1-5 Study Questions and Hypotheses

This study tried to examine the following questions derived from the problem
statement; the first key question:
Q1: Is there an impact of HRM practices on the success of Engineering projects in
Jordanian commercial banks?
The following questions can be derived from the vital query above:

Q1.1 Is there an impact of (selection and appointment) on the success of

Engineering projects in Jordanian commercial banks?



Q1.2 Is there an impact of (training and development) on the success of
Engineering projects in Jordanian commercial banks??
Q1.3 Is there an impact of the (Compensation system) on the success of

Engineering projects in Jordanian commercial banks??

The second key question:
Q2: Does project governance moderate the impact of HRM practices on Engineering

projects success?

Study hypotheses:

To examine the direct relationships between the study variables, the following
hypotheses have been proposed:
Ho1: There is no impact of HRM practices (selection and appointment, training and
development, and Compensation system) on the success of Engineering projects in
Jordanian commercial banks at (o < 0.05).
The following sub —hypotheses are derived from the key hypothesis above:
Hoi1: There is no impact of selection and appointment on the success of
Engineering projects in Jordanian commercial banks at (o < 0.05).
Ho12: There is no impact of training and development on the success of Engineering
projects in Jordanian commercial banks at (o < 0.05).
Ho1s: There is no impact of the compensation system on the success of Engineering
projects in Jordanian commercial banks at (o < 0.05).
Ho2: Project governance does not moderate the impact of HRM practices (selection and
appointment, training and development, and compensation system) on the success of

Engineering projects in Jordanian commercial banks at (o < 0.05)



Moderator Variable

1-6 Study Model

Project
governance

Dependent Variable
Independent Variables Ho2

Ho1
HRM Practices

4 . N\
Selection and

appointment

Ho1.1

Engineering

Training and Hov.2 Project success
development

N
AN

Compensation Ho13
system

Figure (1-1): Study model
The researcher prepared the model based on the review of the sources below
the model's structure was adopted from the following studies
(Aftab, Sarwar, Shahid, 2016; Khan and Farooq, 2014; Yang et al., 2015)for HRM ;manju patel
2016 (for PG)

1-7 Study Limits
1. Place limits: The spatial boundaries for this are to study construction projects'
success located in Jordan.
2. Time limits: The study was conducted in a short time from ( oct2021-jun2022).
3. Scientific limits: the study variables were (selection and appointment, training
and development, and Compensation system) as independent variables and
Engineering project success as a dependent variable, overlooking some variables

that might influence the Engineering project's success.



1-8 Study Delimitations

1. This study applied to employees working in Jordanian commercial banking

sectors.

2. According to the researcher’s knowledge, Arab libraries lack studies that deal
with the impact of (selection and appointment, training and development, and
compensation system) on the success of the projects in Jordanian commercial
banks, with the moderating role of project governance.

3. The study was conducted at a commercial bank in Jordan, raising questions
about the possibility of applying the results of this study to commercial banks in

various countries.

1-9 Study Conceptual Definitions

Selection and appointment: Researchers consider this practice to be one of the
essential practices in a project because it contributes to the effectiveness and thus the
success of the achievement of project objectives (Huemann et al., 2007; Khan &
Rasheed, 2014); therefore, project management should adopt a specific, effective,
transparent and objective system of selection. To obtain the required combination of

quantity and human resources (Contreras et al., 2015)

Training and development: Training is defined as the process of teaching skills
and providing the necessary knowledge or behavior to enable people to fulfill their
assigned responsibilities in their current occupation and to comply with the standards
required. Alternatively, development should provide people with the necessary
knowledge, skills, and experience to assume broader roles and responsibilities with

greater demands (Kashawi, 2006).



Compensation system: Compensation can be defined as all financial, reward, and

non-monetary benefits an organization provides to its employees (Casio, 2013, P330).

Engineering project Success: Jugdev and Muller (2005) defined the success of a
project as "good art” and added that the concept has evolved over the years from a
simple idea to a new one that reflects aspects of the project's success. A study (Kamau
and Mohamed, 2015) defined the PS as completing project work on time, cost, and

quality and achieving customer satisfaction and meeting organizational goals.

Project Governance :refers to “Involving a set of relationships between a
company's management, its board, its shareholders and other stakeholders [...] and
should provide proper incentives for the board and management to pursue objectives
that are in the interests of the company and its shareholders and should facilitate

effective monitoring OECD (2004)”



10

Chapter TWO

Theoretical framework and previous studies

This chapter is divided into five main sections, as follows:

2-1 first section: talked about the independent variables, where is human resource
practices (“Selection and appointment,” “Training and development” and
Compensation system), their importance, and their dimensions.

2-2 second section: The dependent variable (Engineering Projects Success) and its
importance.

2-3 third section: It talked about the moderating variable (Project governance) and its
importance.

2-4 fourth section: Previous studies (previous Arabic and English studies).

2-5 fifth section: Discuss the differences between previous studies and current

conducted study



Chapter TWO

Theoretical framework and previous studies

2-1 Human resource management practices.
2-1-1 Preface

HRM practice outlines a system that fascinates, persuades, develops, and retains.
Human resources to ensure that the organization's staff play their part in achieving the
company's overall goals (Veth et al.,, 2017). Project management Literature and
scientific articles suggest that HRM practices are integrated into the project
organizations and reinforce work environs (Ahmad, 2017). It was found by several
researchers in the studies conducted in the field of HRM that the investment has been
made in how HRM practices lead to project success (Datta et al., 2003). Wright et al.
(2003) argue that the success of any project depends on employee commitment and

dedication.

The concept of HRM has attracted enormous attention and has stimulated
significant debate between academicians and practitioners. Much of the discussion has
been around the meaning of HRM, yet there is no single universally accepted definition
of the concept. Literature suggests a range of definitions; some of these equate Human
Resource Management (HRM) with Personnel Management (PEM), while others reflect
altogether different concepts. However, the philosophies and practices of the latter
concept provide fundamentals for the philosophy and practices of HRM. Personnel
Management characteristically focuses on a range of activities relating to the supply and
development of labor to meet the organization's immediate and short-term needs.
Recruitment and selection, training, compensation, and others are considered separate

individual functions. HRM aims to integrate all employee functions into one strategy. In

11



addition, it treats employees like individuals by maintaining personal records and work-
related activities. On the other hand, it considers the entire organization a focal point for

analysis.

From a different perspective, HRM has been defined as a process of developing an
individual's abilities and attitudes, leading to personal growth and self-actualization,
enabling the individual to contribute to their goals. Organization. The concept of HRM to

better understand human needs and expectations must be developed and reinforced.

A Chinese proverb says, “If you wish to grow something for a season, grow mangoes.
If you wish to grow something for a year, grow rice, but develop human resources if you

wish to grow something for a lifetime.”

2-1-2 Selection and Appointment, Training and Development,
Compensation System concepts.

Selection and appointment (SA): is considered the primary HRM function
(Ahmed, 2015). This refers to choosing the right candidate for the right job with the
right skills and ability to perform and contribute to the success of the project can only
be done through high-level recruitment and selection (Holzer, 1987). HRM helps to
define the requirements of different projects. This improves the alignment of
competencies and their development to fit the criteria (Geminden et al., 2018).
However, construction works often practice their own HRM standards and procedures,
but it has been observed that an informal approach to recruitment and selection is
common in these works projects (Lockyer and Scholarios, 2007). Therefore, the
selection of the project manager and his team members is particularly important in the
context of a project. Because project managers are essential to project success, this
requires, in addition to technical expertise in project management, to be very efficient

and proficient in managing time and resources, as well as the ability to organize,

12



supervise, control, make decisions, communicate effectively and lead teams (Fabi and
Pettersen, 1992). At this point, you need to select a team with high-level skills and

competencies to achieve the project's goals and contribute to its success.

There are different selection and appointment sources such as employee referrals,
newspaper ads, or direct applications. Various alternative sources also exist, such as re-
hiring, internships, employment agencies, and more. (Klaus, 2005). In the early stages
of the recruitment process, companies try to attract job seekers to the pool of candidates
(Rynes, 1991). This selection process affects the performance of the organization. The
selection process can vary from company to company, but The goal is to choose the
right person for the proper position. Various studies on selection methods have
influenced the relationship between candidates and companies (Gilliland, 1993; Herriot,
1989). Selection procedures can also help find commonalities and adjustments
(Schneider, 1987). White & Doyle (1997) studied five specialized groups and
established preferences for informal people, collaborators, and "word of mouth”
interviews; there is no conservative concept of harshness in selection. Different
companies use different selection processes; for example, Nike used interactive voice
feedback (IVR) technology followed by computer-aided interviews with candidates.
Finally, candidates are selected, and finally, face-to-face interviews (Thornburg, 1998).
On the other hand, companies such as the US Department of the Interior and the
Department of Defense use several technologies, such as telephony, IVR, and computer-

based adaptive testing (Frost, 1997).

Identifying the right candidate with the skills necessary to perform the job for
effective organizational performance results in a complex selection system (Holzer,

1987) that signals a message about the importance of HRM to the organization (Pfeffer,
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1994). A mismatch between people and jobs can slow down performance levels (Lado
and Wilson, 1994). In contrast, a complex selection system can ensure a better match

between one's abilities and the organization's requirements (Fernandez, 1992).

More focus on developing transparent procedures, Comprehensive job analysis, and
personnel planning followed by transparent allocation of responsibility for the selection
process (lles et al. 1997, Sels et al. 2003). On the other hand, one of the big mistakes of
management is not appointing the “right person, the right job” (Stone, 2002). The
recruitment and selection process should be guided by the job analysis. In-depth
research can be beneficial in identifying key job elements for building job descriptions.
These factors help the screener determine the required skills, attitudes, and physical and
mental characteristics that an applicant must possess. A good selection process is
positively related to organizational performance. Still, the process is becoming
increasingly complex, and its integration into corporate strategies and human resources
ensures the success of the organization. With proper consideration of organizational,
economic, social, and political contexts, getting the right candidate into the right job is a

delicate and ongoing activity for HRM professionals (Terpstra & Rozell), 1993).

After reviewing the research done by (Holzer, 1987; Pfeffer, 1994; Lado & Wilson,
1994; Fernandez, 1992), selection and appointment were added as independent variables
in this study. To achieve competitiveness at the national and even international level,
organizations must employ effective recruitment and selection processes. Otherwise, the

results can be pretty disappointing or disastrous.

Training and Development (TD):

“Training is something we hope to integrate into every manager’s mindset.”
(Chris Landauer)
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Training is an important part of knowledge acquisition, whereby employees gain
valuable information and expertise to implement professional obligations. This may also
be due to the fact stated by "human capital theory that knowledge acquired through
training increases income (Khan et al., 2017). Therefore, employees must transfer the
skills and abilities learned and developed in the training process to practical application
in the performance of their jobs and responsibilities. Therefore, most studies emphasize
the importance of staff training and development in the context of a project. It is one of
the practices that contribute to increasing productivity, reducing costs, and motivating

employees (Fabi & Pettersen, 1992; yang, 2014).

Organizations can enhance the knowledge and skills of their workforce using
various training and development programs (Donate et al., 2016). Wright et al. (2003)
advocate that training is a logical and orderly way to enhance knowledge, skills, and

abilities, ultimately helping the workforce perform assigned tasks.

Training is key to meeting the needs, knowledge and skills of employees in an
organization and training programs are expected to provide many benefits including
employee development, increased productivity and improve employee performance.
However, these programs represent an expensive investment and there are growing
concerns about the cost and effectiveness of training (Elangovan and Karakowsky,

1999).

Training is a huge and expensive activity, affecting a huge workforce at all times
(Tobias & Fletcher, 2000). Although some researchers have shown that there is a
negative relationship between training and organizational performance, based on
different findings and theories, an argument can be developed, that training creation is

one of the key predictors that equip an organization and its employees with the modern
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skills needed to predict their performance, which can make a significant difference.
Included in the activities of the organization. Many organizations are turning to training
and development for strategic assets and high levels of performance (Brown, 2005).
Practitioners and researchers are investing a great deal of money, effort and time in
understanding the nature of employee training over the past 30 years (Emadi, et al.
2007). In this study, training and development are considered as an independent

variable to examine the contribution of T&D to the project success.

Given the high costs involved in developing and implementing training programs, it
is essential to better understand the factors that combine to create an effective training

program (Arthur et al., 2003).

Compensation system (CS):

“Compensation is employee cheerfulness against the work they contribute in the
Company equity accounts”.

A compensation system is an incentive received for services rendered to the
organization (Subramaniam et al., 2016). It motivates employees towards performance
and, ultimately, organizational effectiveness (Masood, 2010). Organizations also
enhance employee motivation through training and random offset (Shin and Konrad,
2017). So there is a clear consensus among many researchers about the positive effects
of the compensation system on the success of the project, as the compensation system
has a positive impact on employee performance and enhances the effectiveness of
functional and organizational processes. And so, they found out it also plays an
important role in uniting, maintaining, facilitating, and motivating teams to reach
project goals assessed in terms of quality, cost, time, and employer

satisfaction(Popaitoon&Siengthai,2014; PMI,2016).
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Compensation plays an important role in motivating employees and thus enhancing
organizational effectiveness (Lawler, 1971; Milkovich & Newman, 1996). Different
factors need to be considered when compensating an employee, i.e., job performance,
relationship with co-workers, manager relationship, and individual needs.
Compensation can be used to retain skilled workers, increase or maintain satisfaction,
incentivize top performance, reduce revenue, and incentivize company loyalty.
Compensation may vary for different workers depending on their qualifications and
type of education, experience, and formal training (Pedro & Vicente, 2007). Many
stock-based compensation plans are commonly used for employees. These plans include
employee stock options plans, employee stock purchase plans, limited stock plans,
employee stock ownership plans, and qualified retirement plans under different
standards. These are extended plans and can be classified as non-retirement and
retirement plans depending on when the employee is entitled to receive its advantage

(Mélissa, 2004).

Employee compensation often includes many components: base salary, annual
bonus, stock options, and other long-term incentive plans. Employee stock options
(ESOs) are used to motivate employees to high levels of performance and retain

talented employees (ChihYing, 2003).

Compensation is the outcome (reward) that employees receive in exchange for their
work. The latest trend seems to be that performance-related pay is included in employee
evaluations (Alen, 1998). Many studies have provided evidence that incentive
compensation has an impact on firm performance (Gerhart & Milkovich, 1992;
GomezMejia, 1998; Milkovich & Boudreau, 1998). Traditional compensation schemes

and methods have no connection to performance management systems, and rewards are
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awarded based on seniority and position. In contrast, rewards are now awarded on a
performance basis. Performance rewards are a better motivational tool because
employee effort is tied to performance. Therefore, those who do a good job receive

rewards, and employees appreciate these rewards.

2-2 Engineering Project Success (EPS)

Forty years of research have revealed a host of new success factors and broadened
the number of success criteria. Project success here is seen as the result of a
combination of objective and subjective measures, expressed in success criteria and
measured at the end of a project (Muller and Judgev, 2012). However, the success rate
is still not as expected. For this reason, researchers began to broaden the range of
possible success factors and focus more on the structural features of the project context

and its impact on success.

There are many definitions for project success as a project’s success has been
traditionally defined as a project that meets its objectives under budget and schedule,
and it means the effectively and efficiently achieving all project objectives in scope, on
time and within budget (Larson and Gray, 2015). The factor in a project’s success
comprises five sub-dimensions (project efficiency, organizational benefits, project

impact, potential, and stakeholder satisfaction) (Joslin & Muller, 2016).

Project success is important to ensure that what is delivered is correct and will add
real value to the business opportunity. Every organization has strategic goals, and the
projects we work on for them drive those goals. Project success is important because it
ensures consistency in designing projects properly so that they fit well into the broader
context of our organization's strategic frameworks. The success of the project ensures

that the project objectives are closely aligned with the strategic goals of the company
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(Joslin & Muller, 2016). By defining a solid business case and calculating ROI
methodically, project success is critical as it can help ensure that the right thing

delivered delivers real value.

Most authors refer to project success in terms of three dimensions (time, cost, and
quality), and it is known as the iron triangle (Muller and Judgev, 2012), as shown in the

figure below:

Project’s
Success

Cost

v

Figure 2-1 : PS Dimensions

Source: (Nixon et al., 2012; Muller and Jugdev, 2012; Zakaria et al., 2015)

Time: There are many definitions of the time dimension. It is an important aspect of the
construction process for analysis purposes, and the time required to produce a
deliverable product is estimated using several techniques. (Stevenson and Starkweather
2010). One method is to define the tasks required to produce the delivered deliverables
documented in a work breakdown structure or WBS. Work effort per mission is
estimated, and these estimates are aggregated into a final workable estimate (Stevenson

and Starkweather 2010). It means the time period in a project process (Lu et al., 2015).
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Cost: it can be defined as the cost of the project and depends on several variables,
including resources, work packages such as labor rates, and minimizing or controlling
the influencing factors that create cost variances. The tools used for costing are risk

management, cost contingency, cost escalation, and indirect costs. (Yang et al., 2012).

Quality: There are many definitions of the quality dimension as it can be defined as the
specific requirements to achieve results. The overall definition of quality is what the
project must accomplish, and it is a specific description of the outcome that should be
achieved or completed. In a large project, quality can significantly impact time and cost
(Joslin and Muller, 2016). A key element of the range is the quality of the final product.
Time spent on individual tasks determines the overall quality of the project. Some tasks
may take some time to fully complete, but they can be completed in a special way with

more time. (Joslin and Muller, 2016).

2-3 Project Governance (PG)

There are many differences in how project governance is understood and defined
(Bekker and Steyn, 2009; Roe, 2015; Sankaran et al., 2007), often depending on the
technical background and field of study of the authors. (Bekker, 2015). As a result,
there is generally a lack of consensus on a single definition of project governance (Roe,
2015), as evidenced by the variety of terms used in the literature (Ahola et al.,
2014).Mdiller (2009, p. 4) defines project management as “... a system of values,
responsibilities, processes, and policies that enable projects to achieve organizational
goals and promote perform it is in the best interest of all stakeholders, internal and
external, and of the company itself. Garland (2009, p. 10) defines it simply as “the

framework within which project decisions are made.”
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According to Klakegg et al. (2009), governance covers all aspects of the
organization, starting with corporate governance from the board of directors to the top
management level is responsible for the implementation and up to the project

management level.

Project governance: refers to “Involving a set of relationships between a company's
management, its board, its shareholders and other stakeholders [...] and should provide
proper incentives for the board and management to pursue objectives that are in the

interests of the company and its shareholders and should facilitate effective monitoring

OECD (2004)” .

The relationship between governance and administration of projects and their
success has recently attracted the attention of researchers. Governance in the project
area is often defined as the system of values, structures, processes, and policies that

enable projects to achieve organizational goals (Mdiller, 2016).

Miiller et al. (2016b) followed Biesenthal and Wilden (2014) and used corporate
and country-level governance concepts that reach the project level. Following Dean
(2010) they used: Sovereignty — which refers to supreme power or authority. It is one of
the most basic principles in governance and addresses the rights of autonomy, mutual
recognition, and control (Krasner, 2001). In the realm of projects, it refers to the right to
the autonomy of standalone projects and mutual recognition of projects within the
organization, as well as mutual control, for example, through resource sharing (Muller
et al.,2016b). This applies similarly to program and portfolio governance. Sovereignty
overlaps partly with the concept of project autonomy (e.g., Gemunden et al., 2005).

However, the inclusion of mutual recognition and external control widens its scope.
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There is a direct relationship between PG and EPS , according to different empirical
studies (Abednego and Ogunlana, 2006; APM, 2015; Joslin and Miller, 2016)).
However, the mechanisms by which governance project success improvement has not

been explored in the literature.
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2-4 Previous Studies

¢ Adnane Belout*, Clothilde Gauvreau, ( 2004) entitled:

“Factors influencing project success: the impact of human resource management”
This study aimed to know the impact of human resource management (HRM) on
the success of projects in which the researcher distributed a questionnaire to a sample of
Canadian organizations from the fields of different, according to a research model that
includes nine factors, including human resource management as an interpreted variable
and "project success" as a variable. It continues with the project's life cycle, the project's
field of activity, and the project's organizational structure as the variables that govern
this relationship. The study concludes that all factors (including human resource
management) are significantly related to project success. This relationship varies across
different lifecycle stages—project and the type of project area and its organizational

structure.

e Dvir, et al., (2006) entitled “Projects and Project Managers: The relationship

between project managers’ personality, project types, and project success.”

This study focuses on the relationship between project type, project manager's
personality, and project success. The study used descriptive and analytical methods. The
results can be translated into guidance for managers on how to create a better fit
between project managers and the projects assigned to them, to ensure more successful
projects and results. It seems to suggest that managers have identified project managers
who feel overwhelmed by the time and become overly restless with employees who
enjoy solving complex problems. People who understand and often think in unique

ways, unlike others, are likely to be less productive.
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¢ Amin Akhavan Tabassi *, A.H. Abu Bakar,(2008) entitled:
“Training, motivation, and performance: The case of human resource

management in construction projects in Mashhad, Iran.”

This study aimed to determine the impact of training, motivation and performance
could play a significant role in increasing the quality of construction projects especially
in Mashhad on construction projects , and to achieve the goal of the study , the
researcher distributed a set questionnaire were sent to 120 out to groups of respondents
and the results showed that the quality of construction projects is strongly correlated
with workforce training in HRM practices. Ultimately, it is hoped that this study will
help governments, companies, and disaster managers understand the consequences in
different parts of Iran of poor construction quality and lack of skilled workers. And

cause them to take appropriate measures to prevent possible damage.

e Lerner, M., Azulay, I., & Tishler, A. (2009) entitled:

“The Role of Compensation Methods in Corporate Entrepreneurship.”

The results clearly show that entrepreneurs like remuneration to be linked to
internal company performance and, in fact, to their performance. At the same time, non-
business people prefer payment methods independent of their success. These results
emphasize the importance that entrepreneurs attach to the link between internal project
performance and commensurate rewards for entrepreneurs to participate. In other words,

conditional compensation is a method preferred by entrepreneurs of the organization.

e Tahir Masood (2010) entitled :

“IMPACT OF HUMAN RESOURCE MANAGEMENT (HRM) PRACTICES ON
ORGANIZATIONAL PERFORMANCE: A MEDIATING ROLE OF
EMPLOYEE PERFORMANCE”

This study previewed that organizations with transparent selection systems, well-

planned training programs, and employee involvement in decision-making are high
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performers. These institutions become attractive to domestic and foreign investors for
new investments that contribute to the tremendous growth of economic activities in
Pakistan. Since employee performance plays a role in mediating between HRM and SP
practices, motivating HRM practices can improve their performance, helping to increase

business efficiency.

e Hwang and Ng (2013) entitled “Project management knowledge and skills for

green construction: Overcoming challenges”

This article researched to identify the challenges faced by project managers
undertaking green building projects and identify key areas of knowledge and skills
required to meet them. Meet this challenge. The study followed a qualitative approach
by reviewing documents and survey methods through interviews with project managers.
The results indicate that project managers may face challenges such as higher costs for

green construction projects and more risks due to different forms of project delivery.

e Khan and Farooq ( 2014) entitled:
“Human resource management practices and project success, a moderating role of

Islamic Work Ethics in Pakistani project-based organizations”

The objective of this study was to know the impact of human resource management
practices (selection and appointment of personnel, training, and development,
performance evaluation, compensation system) on the success of employees—a project
with the presence of “Islamic work ethic” as a modified variable for this relationship.
To test the study's hypotheses, the researcher distributed a questionnaire to a sample of
project-based organizations in Pakistan that used multiple regression analysis to analyze
the data collected. The results also indicate that “work ethic only has a changing effect

on the relationship between employee selection and appointment and project success.
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e Yang et al., (2015) entitled:
“A framework for evaluating relationship among HRM practices, project success,

and organizational benefit.”

This study aims to evaluate the relationship between HRM and PS, and the
organizational benefits of project-based companies, according to the research model
represented in management practice. Human resource management (engagement,
training, and development, human resource planning, job design, performance
management, teamwork) as independent variables for project success (as the dependent
variable), in addition to including the working environment, working conditions, and
project characteristics as a modifier for this relationship. To realize the study's
hypotheses, the researcher distributed a questionnaire to a group of Taiwanese
companies based on the development of new products to process this data. The results
indicate that the positive relationship between human resource management practices

and project success depends on the working environment (working hours, free time).

¢ Rueda Contreras, Jiménez Almaguer, S.nchez Tovar, ( 2015) entitled:
""Perceptions of the impact of training, compensation, and recruitment on project

effectiveness.”

The study aimed to verify the impact of human resource management practices on
the success of projects. To do this, fundamental component analysis and multiple
regression analysis were used to analyze the data collected by distributing
questionnaires to a sample of 108 companies based on projects are active in the cities of
Tampico and Victoria (Mexico), and most importantly, the study's important conclusion
is the presence of a positive impact Human resource management practices “training
system and employee compensation” on project performance, while “Staff selection did

not have a significant effect on project performance.
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e Huma Sarwarl, Junaid Aftabl, Haisam Sarwar, Amna Shahid, (2016) entitled:
“Role of HRM in Project Success of Project Oriented Organizations in Southern

Punjab, Pakistan.”

The study aimed to determine the role of human resource management practices in
the success of the project, and to achieve the objective of the study, the researcher
distributed a questionnaire to 270 employees working on the project. Various projects
are active in southern Pakistan. Using a set of representative statistical methods mainly
in the coefficients of stability, correlation, and multiple regression analysis to process
these data, the research results have discovered a significant impact of the selection and
appointment of staff in human resource management practices, employee performance
evaluation” on project success, when it does not No significant effect of training and

Employee development for project success.

e Manju Patel (2016) entitled :
“Impact of governance on project delivery of complex NHS PFI/PPP schemes”

The study aimed to determine the role of governance on project delivery and the
results showed that the organizational and management structure of a project must
always have a clear accountability agreement with the single project sponsor
responsible for managing the project. that provides clear management responsibilities,
simplifies decision-making structures, and speeds up the processes essential to
managing project implementation, financial success, and organizational change, which

is the underlying problem of the project. It will help.

e Suhaib Al-Khawaldah (2017) entitled :

“The Impact of Project Managers Competencies on Projects success”
This study showed that the importance of project management skills is average;

Experience is most important, followed by skills and lastly, knowledge. The results also
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show that the significance of the project's success is, on average, time is most important

then quality then cost.

e Ahmed Ayesh (2019 ) entitled :
“The Impact of Projects Team Competencies on Projects Success: Field Study at

Jordanian Pharmaceutical Manufacturing Organizations”

This study concluded that project team members in Jordanian pharmaceutical
manufacturing organizations use their skills in knowledge, experience, and skills to
achieve project success. Also, project team members in Jordanian pharmaceutical
manufacturing organizations use their skillset of knowledge, experience, and skills to
ensure project success. in these organizations in an appropriate manner. However, the
success of the project in terms of time and cost requires more care, and organizations
need more commitment to start the project in the allotted time, on-time delivery, the
ability to Project profitability in organizations requires a commitment to provide project
financing in accordance with a specific budget and care to deliver the project within the

bounds of the estimated cost.

e Masood Elahi* and Muhammad Shakil Ahmad,(2020) entitled:
“Human resource management practices and project success in hydel projects of
Pakistan: moderation of Islamic work ethics and country of origin.”

This study demonstrated the relationship of selected HRM practices with project
success. It examined the moderating role of Islamic work ethics and country of origin
after gathering data from 357 respondents working on projects in Pakistan. The results
divulged that ETD and ECS had a significant positive relationship with PS out of the
selected four HRM practices. It was revealed that organizations that focus on training

and development of their employees with periodic training programs and having a
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compensation system based on performance, as well as a reward system in place,

contributes to the project success in projects of Pakistan.

Arabic Studies:-

o Alili Amen, Diab Zaqqay, Swar Yousef (2018), entitled:

“The Impact of Human Resource Management Practices on the Success of the
Project- afield Study of a Sample of Projects in the State of “Sidi Bel Abbes.”

This research aimed to know the impact of human resource management practices
on the success of projects, after conducting an analytical questionnaire study for a group
of project-based institutions in the state of Sidi Bel Abbes, where it was found that there
is a positive and moral impact on the selection and appointment of employees on the
success of the project ,as the proper selection of human resources and obtaining
competencies according to the needs of the project ensures the formation of an efficient
work team that contributes to achieving the objectives of the project in terms of the
specified time, the allocated budget, the required quality in addition to customer

satisfaction.

2-5 What distinguishes this study from previous studies?

This study distinguished from the other previous studies on variables collected from
the above-mentioned studies to examine the impact of human resources management
practices with its dimensions (“selection and appointment, “training and development, *
and compensation system) on Engineering project’s success in its dimensions (time,
cost, quality) in the Jordanian commercial banks. Thus, the present study is considered
one of the few studies in the Arab environment, specifically in the Jordanian
environment, which dealt with this subject within the limits of the researcher's

knowledge.

29



Moreover, this study will be applied to Jordanian commercial banks, where
variables have not been studied before. Besides, the current study will focus on a very
important sector, which is Jordanian commercial banks, which have not considered yet

in previous studies in Jordan.

2-6 Introducing Jordanian commercial banks

Overview (Central Bank of Jordan website, 25th of December 2021).

The banking and financial sector in the Hashemite Kingdom of Jordan is known by
its stability which has maintained its solidity in 2020, despite of the challenges and risks
created by the Covid-19 pandemic and its impact on the economic and financial
conditions in Jordan. However, the solidity and the stability of this sector is due to the
government and the central bank policies that helped to reduce the severity of the
consequences of these challenges, this resulted to have a high levels of capital, as well
as adequate liquidity and profitability.

Correspondingly, the Jordanian’s banking system has a high capital adequacy ratio,
with the percentage ranging between 17 % and 21 % between 2007 and 2020, It is
generally higher than the rate set by the Central Bank. Hence, the capital adequacy ratio
in 2020 has maintained the same level recorded in 2019 at 18.3%, significantly higher

than its level in 2018 of 16.9%.

The banking sector consist of 24 banks operating in Jordan and distributed on three
types which are:
* The commercial banks.

* The Islamic banks.
* The foreign banks in Jordan.

As including 15 Jordanian banks: 13 commercial banks and three Islamic banks as
well as eight branches of foreign banks. In this study we will be focusing in Jordanian

Commercial Banks which consist of (13) Banks. ( see Appendix 2 )

30



Chapter THREE
Study methodology and procedures

31



Chapter THREE
Study methodology and procedures

This chapter presents the research methodology in terms of study design, sample,
population, reliability, validity, and the procedure and the statistical processes the

researcher used in this study.

3-1 Study Design

This research adopted a descriptive and analytical approach to testing the impact of
human resource practices (“selection and appointment,” “training and development,”
and Compensation system), with the presence of project governance as moderating

variable on Engineering project's success in Jordanian commercial banks.

3-2 Population and Study Sample

The study population consists of the Jordanian commercial banks' sector
employees were related to projects sector , which are 13 Jordanian commercial banks.

Appendix (2)

The study sample: Due to the large size of the study population, the appropriate
convenious sample was relied upon. The researcher depended on the Uma Sekaran table
to determine Sample Size. Based on this table, the sample size will be (384). However,
the researcher used both (fieldwork and social media) to reach the employees in the
banking sector. Thus, after around three months of hard work in questionnaires
distribution, we reached more than (400) employees of Jordanian commercial banks.
Unfortunately (386) answers were retrieved, and the valid questionnaire for analysis

was (379) while the response rate was (97%).
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3-3 Data Collection Methods

Secondary Source: The data used are collected from books, literature, scientific
journals, published studies, university articles, electronic sources on the Internet, and

various databases to obtain the latest global research on the subject of this study.

Primary Source: Data collection is performed specifically for the purpose of this
study by creating a questionnaire suitable for the type of study and its title and by

extrapolating the scientific aspects of that variable, the previous literature.

The impact of human
resource practices
(“selection and .
Secondary Data appointment”, “training Prlmary Data
Books, literature, and development” and . .
scientific journals, Compensation system), Questionnaire
published studies, thesis, with presence of project
university articles, and the governance as
Worldwide Web on the moderating variable, on
Internet. projects success in
Jordanian commercial
banks

Figure 3.1: Data collection sources

Source: Prepared by the Researcher
Here are the steps in developing the questionnaire as a tool for collecting data from the
sample:
- The researcher depends on previous research to build the measurement of the

variables in the questionnaire, which is shown in the table below:



Table (3-1) Variable’s measurements references.

Variables

Measurements Reference

Selection and appointment (SA)

(Tahir Masood,2010)

Training and development (TA)

(Tahir Masood,2010)

Compensation sysytem(CS)

(Tahir Masood,2010)

Projects success (PS)

(Ahmed Ayesh,2019)

Project governance (PG)

(Farhan Al Fayez,2014) , (Ata, Carlos, Ofer &
Imran,2017)

3-4 Research Instrument

The questionnaire consisted of the following parts: as shown in appendix (3)

- Part one: Demographics and sample characteristics questions. It is represented

by (job title, workplace, Educational qualification, Experience, gender, age, and

Monthly income).

- Part two: Independent variables questions (Selection and appointment, training

and development, and Compensation system).

- Part three: Dependent variable questions (Engineering projects success in

Jordanian commercial banks).

- Part four: Moderating variable questions (Project governance).

The researcher interviewed a panel of reviewers from employees of Jordanian

commercial banks with various levels of job titles, some of the interviews were held in

offices and some were by phone calls and discussed the topic of the study.

Note that the number of questions for every part was chosen depending on

procedural definitions and construct validity .

3-5 Statistical Methods

The researcher coded all gathered data and processed it to analyze the study data
and test its hypotheses; the SPSS Ver26 software was used to conduct descriptive and

inferential analysis by using statistical methods. Consequently, the (0.05) significance

level has been used in examining hypotheses. As shown in Table (3-2).
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Table (3-2). The statistical methods used

Descriptive statistics:

Frequencies and Percentages: To measure the distributions of the characteristics of the
sample members

Arithmetic mean: to measure the average answers of the sample members on the items
of the study questionnaire
Five-point Likert scale

Strongly . Strongly
Degree Agree Agree Neutral Disagree Disagree
Approval 5 4 3 2 1
Relative | g1 10006 | 61-80% | 41-60% 21-40% 1-20%
weight
Length of the upper - lower _ 5-1 =1.33
period= The number of levels 3
Levels number to be :
Ranged Degree
1-2.33 Low
2.34 —3.67 Medium
3.68-5 High

Standard deviation: to measure the dispersion of the answers of the sample members
from their arithmetic mean

Inferential statistics:

Skewness and Kurtosis to test normal distribution of the data.

Person Correlation test to test the correlation coefficients of the independent variables
and the validity of the construct to show the extent to which the degree of each item is
correlated with the total score of its axis, and to determine the ability of each item of the
scale to be distinguished.

Multiple linear regression test to test the effect of independent variables on the
dependent variable, and simple regression analysis to test the effect of each independent
variable on the dependent variable.

VIF test to test the non-interference of independent variables and to test the power of
building the study model

Consistency coefficient (Cronbach Alpha) to test the stability of the study instrument

Exploratory factor analysis of the asymptotic structural validity test

Hierarchical integration regression

But, to achieve the research goals.
The following table shows the distribution of the study sample according to their

demographic variables.
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Table (3-3). Distribution of the study sample according to their personal and

occupational variables

Variable Category Frequency | Percent
Female 168 44.3
Gender Male 211 55.7
Total 379 100
BCSA 149 39.3
Diploma 13 3.4
. e High diploma 77 20.3
Educational qualification Master 79 208
PHD 61 16.1
Total 379 100
22 - less than 30 65 17.2
30 - less than 38 153 40.4
Age (years) 38 -Less than 46 119 31.4
46 and above 42 11.1
Total 379 100
1000 - <1500 121 31.9
1500 - <2000 103 27.2
. 500 - <1000 91 24.0
B ETe 2l Less than 500 22 5.8
more than 2000 42 11.1
Total 379 100
10 - less than 15 140 36.9
15 and above 44 11.6
Years of Experience 5 - less than 10 149 39.3
Less than 5 46 12.1
Total 379 100
Amman Cairo Bank 27 7.1
Arab Bank 42 11.1
Arab Banking Corporation 15 4.0
Arab Jordan Investment Bank 28 7.4
Bank al Etihad 28 7.4
Bank of Jordan 21 55
Bank Capital Bz_mk of Jordan 40 10.6
Housing Bank 41 10.8
Invest Bank 26 6.9
Jordan Ahli Bank 44 11.6
Jordan Commercial Bank 22 5.8
Jordan Kuwait bank 25 6.6
Societe Generale de Bangue /Jodanie 20 5.3
Total 379 100
Engineer 109 28.8
Head of Section / Center 43 11.3
Job title Human resource officer 59 15.6
Senior Engineer 92 24.3
Supervisor 76 20.1
Total 379 100
Number of Projects you 11-20 Projects 183 48.3
- . : Less than 10 Projects 130 34.3
Participated in during M han 20 proiect 66 174
Years of Experience ore than 20 projects '
Total 379 100
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The results shown in the above table showed the following:

The percentage of (55.7%) of the study sample members are males, while the
percentage of females is (44.3%). The reason may be that the percentage of males is
close to the percentage of females because the nature of the job in banks does not
depend on one gender more than the other.

(39.3%) of the study sample hold a bachelor's degree, (20.8%) have a master's
degree, (20.3%) hold a higher diploma, (16.1%) hold a doctorate, and (3.4%) hold a
diploma which indicates that most of Jordanian commercial banks employees have
high scientific degrees which enhance the importance of this study.

A percentage of (17.2%) of the study sample members are between (22-less than
30) years old, and (40.4%) are between (30- less than 38) years old, and (31.4%)
aged between (38-less than 46), and the percentage of those over 46 years old
(11.1%).

(31.9%) of the study sample of individuals whose monthly income ranges between
(1000- less than 1500 JD), and (27.2%) between (1500- less than 2000 JD), and
(24%) between (500- less than 1000 JD), (11.1%) (More than 2000 JD), and (5.8%)
their monthly income is less than (500 JD). This indicates that there is an effective
system for compensation in banks

A percentage (39.3%) of their experience ranges between (5-less than 10) years,
(36.9%) between (10-less than 15) years, and (12.1%) have less than 5 years of
experience, and (11.6%) their experience more than 15 years.

Percentage of (28.8%) of the study sample members are engineers, and (24.3%)
senior engineers, (20.1%) supervisors, (15.6%) human resource officers, (and

11.3%) head of section/center.
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- The largest percentage of the study sample has reached the number of projects in
which they participated during their years of experience between (11-20 projects)

with a percentage (of 48.3%) and (34.3%) (less than ten projects), (17.4%) more

than 20 projects.

Face validity :

The researcher conducted (pilot study) with professional academic staff from

reputable universities in Jordan, and they delivered scientific recommendations that

supported the research instrument. Appendix 1

Construct validity:

To ensure the structural validity of the study tool, Pearson Correlation coefficients
were found between each paragraph and the total score for its axis in order to determine
the ability of each paragraph of the scale to be distinguished. Items whose correlation

coefficient is less than (0.25) are considered low and should be deleted ( Linn &

Gronlund, 2012), and the following tables show this:

Table (3-4). Correlation coefficients between each of the paragraphs of the
dimensions of the independent variable and the total degree of its axis

Dimensions of the independent variable: HRM practices

Selection and Training and Compensation system
appointment (SA) Development (TD) (CS)
Paragraph Corre_la}tion Paragraph Corre_la!tion Paragraph Corre_la}tion
coefficient coefficient coefficient
1 .699™ 7 .699™ 14 7117
2 744 8 628" 15 750"
3 743" 9 676" 16 737"
4 .695™ 10 728" 17 737"
5 691 11 719" 18 745™
6 7117 12 725" 19 750"
- 523" 13 687" 20 651"

**_Correlation is significant at the 0.01 level (2-tailed).
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It is clear from the data shown in the above table that the coefficients for
distinguishing paragraphs for "HRM practices” ranged between (0.523-0.750), which
are significant values at the level (04<0.01), which mean that the paragraphs have a high
distinction and greater than (0.25), and this indicates the paragraphs of the independent

study variable are true to what they were designed to measure.

Table (3-5). Correlation coefficients between each of the paragraphs of the
dimensions of the dependent variable and the total score for its axis

Dimensions of the dependent variable: E.Project success
Duration Cost Quality
Paragraph Corre_lqtion Paragraph Corre_lgtion Paragraph Corre_lqtion
coefficient coefficient coefficient
21 801 24 730" 30 727
22 .820™ 25 737" 31 801"
23 764 26 757" 23 7797
27 7427 33 758"
28 728" 34 7427
29 698"
** Correlation is significant at the 0.01 level (2-tailed).

It is clear from the data shown in the above table that the coefficients for
distinguishing paragraphs for "E.Project success" ranged between (0.698-0.820), which
are significant values at the level (¢<0.01), which means that the paragraphs have a high
distinction and greater than (0.25), and this indicates the paragraphs of the dependent

study variable are true to what they were designed to measure.



Table (3-6). Correlation coefficients between each of the paragraphs of the
moderated variable and the total score

Moderate variable: Project Governance
Paragraph Corre]qtion Paragraph Corre_la}tion
coefficient coefficient
35 582" 43 620"
36 621" 44 692"
37 616" 45 655"
38 583" 46 658"
39 622" 47 636"
40 650" 48 6717
41 698" 49 664"
42 627" 50 .603™
**_ Correlation is significant at the 0.01 level (2-
tailed).

It is clear from the data shown in the above table that the coefficients for

distinguishing paragraphs for "Project governance" ranged between (0.583-0.692),

which are significant values at the level (¢4<0.01), which means that the paragraphs have

a high distinction and greater than (0.25), and this indicates the paragraphs of the

moderated study variable are true to what they were designed to measure.

Convergent structural validity using exploratory factor analysis:

To ensure the convergent structural validity of the study variables, the exploratory

general analysis test was used, and the following tables show that

Firstly: Convergent structural validity, exploratory factor analysis of the

independent variable (HRM

practices):

Table (3-7). Saturation (loading) values of factors that represent the independent

variable through orthogonal rotation of the axes (Varimax)

Saturation values on the extracted factors

4 Paragraph Selection and | Training and | Compensati
appointment | Development | on system
(SA) (TD) (CS)
The bank (Recruitment & selection) system 550
1 | followed is well defined.
The bank uses Standardized tests in the .685

2 | selection process of employees
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Saturation values on the extracted factors
# Paragraph Selection and | Training and | Compensati
appointment | Development | on system
(SA) (TD) (CS)
The bank uses comprehensive selection process .652
3 | before rendering a decision
The bank uses unbiased test and interviewing .619
4 | techniques for selection
The bank has strong merit criteria for candidates 656
5 | selection.
The bank uses attitude and desire to work in a 645
6 | team and individual as a criterion in selection
The Bank implements training and development 628
7 | programs based on the performance gap
The Bank conducts annual specialized training 965
8 | programs for each job
The Bank holds orientation training programs 591
9 | for new employees to acquire work skills
The Bank evaluates the effectiveness of training 653
10 | programs using scientific evaluation methods.
T&D has helped reduce employee turnover in .686
11 | the bank
T&D has resulted in higher employee 671
12 | performance in the bank
T&D has resulted in higher financial returns for 655
13 | the bank
Compensation offered by the bank matches the 500
14 | expectancy of employees.
The bank determines salaries on the basis of 297
15 | market competitiveness
The bank determines compensation based on the 738
16 | employee's competence
The compensation for all employees is directly 749
17 | linked to their performance.
The bank offers both financial and non- 671
18 | financial rewards without discrimination
My last year's salary raise was better than the 546
19 | previous one.
20 | In general, I understand why | get what | get 524
KMO 0.938
Eigen value 8.294 1.195 1.085
Explained variance ratio 41.47 5.97 5.43
Cumulative Explained Variance Ratio 52.871

The results of the exploratory factor analysis appearing in the above table showed
that the KMO division amounted to (0.938), and according to the rule (Kaiser, 1979),
which indicates that the minimum acceptable test value is (0.5), it turns out that the

resulting value is greater than 0.5. Thus, the sample size is sufficient and appropriate for



the study and the exploratory factor analysis application. The researcher noted from the

data shown in the above table that the Eigen value is greater than the correct one.

The results shown in the table above showed the values of the explained variance
ratios for each factor that was extracted; the lowest explanatory variance value was
(5.43), and the total explanatory ratios amounted to (52.871%) of the total variance of

the independent variable.

The results shown in the above table also show the loading values (saturation) for
each of the paragraphs of each of the extracted factors. It was found that the lowest
value was (0.500). This value is greater than (0.40), so it is considered sufficient and
appropriate and expresses acceptable and sufficient saturation values for the paragraphs.
Every factor is extracted.

Secondly: Convergent structural validity, exploratory factor analysis of the
dependent variable (E.Project success):

Table (3-8). Saturation (loading) values of factors that represent the dependent
variable through orthogonal rotation of the axes (Varimax)

Saturation values on the
# Paragraph extracted factors
Duration Cost Quality

The project management adhered to

21 | most of the scheduled points 632
Project critical activities are completed 672
22 | within the specified time '
The_ project is completely implemented 660
23 | ontime '
The bank provides project resources 697

24 | according to the project schedule
There were no major with- cost change

25 | requests during the project . 659
An appropriate budget is developed for
. .698
26 | the project
The Project budget is managed
; 642
27 | appropriately
Project costs are reduced without 684

28 | affecting the quality
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The Project has completed according to
29 | the budget allocated

The project achieves its objectives as
30 | agreed

The project is delivered completely in
accordance with the quality standards for 729
31 | the banks

Project outputs achieve client
32 | requirements

The commitment by the quality
standards for banks reduces errors in the 677
33 | project

The adherence of the quality standards
for banks enhances the efficiency of 676
34 | project team members
KMO 0.922

Eigen value 6.42 1.985 1.898
Explained variance ratio 45.86 7.03 6.41
Cumulative Explained Variance Ratio 59.305

674

.669

.705

The results of the exploratory factor analysis appearing in the above table showed
that the KMO division amounted to (0.922), and according to the rule (Kaiser, 1979),
which indicates that the minimum acceptable test value is (0.5), it turns out that the
resulting value is greater than 0.5. Thus, the sample size is sufficient and appropriate for
the study and for the application of the exploratory factor analysis, and the researcher
noted from the data shown in the above table that the Eigen value is greater than the

correct one.

The results shown in the table above showed the values of the explained variance
ratios for each factor that was extracted, and the lowest explanatory variance value was
(6.41). The total explanatory ratios amounted to (59.305%) of the total variance of the

dependent variable.

The results are shown in the above table also show the loading values (saturation)
for each of the paragraphs of each of the extracted factors. It was found that the lowest

value was (0.632). This value is greater than (0.40), so it is considered sufficient and

43



44

appropriate and expresses acceptable and sufficient saturation values for the paragraphs.

Every factor is extracted.

Thirdly: Convergent structural validity, exploratory factor analysis of the
moderated variable (Project governance):

Table (3-9). Saturation (loading) values of factors that represent the moderated
variable through orthogonal rotation of the axes (Varimax)

Saturation
values on the
G PRI extracted
factors
35 The management board had overall responsibility for project 550
governance '
Disciplined governance arrangements were applied throughout
36 Lo 597
the project life cycle
37 Roles and responsibilities for project governance were defined 606
clearly
The project's business case was supported by relevant and
38 realistic information that provided a reliable basis for making 576

authorization decisions

There were clearly defined criteria for reporting project status
39 and for the escalation of risks and issues to the relevant 622
organizational levels

Decisions made at authorization points were recorded and
communicated to the relevant stakeholders

The project had a project owner who was the single point of
41 | accountability in and to the bank for realizing project .706
outcomes and benefits

The project had a project manager who was accountable to the

40 .655

42 project owner for achieving project objectives and deliverables 628
The bank fostered a culture of frank internal disclosure of

43 . . . .624
project management information
Board members take the leading role in monitoring

44 i LY .698
managements actions and decisions
The Bank prepares guidelines that show employees procedures

45 i . . .667
for implementing business.

6 The board of Directors gives advice and offers suggestions to 673
the management staff on issues related to the project affairs '
The board of directors is keen on reviewing how the project

47 . i .646
resources are being used by the various departments
The Bank adopts flexible administrative accountability

48 . .681
mechanisms

49 The Bank operates according to administrative accountability 670

mechanisms declared to all employees.

Board members of the bank have the combination of skills,
50 (fundraising, management, legal, financial, marketing etc) .602
necessary to do their work

KMO 0.909




Saturation
values on the
# Paragraph extracted
factors
Eigen value 6.531
Explained variance ratio 40.818
Cumulative Explained Variance Ratio 40.818

The results of the exploratory factor analysis appearing in the above table showed
that the KMO division amounted to (0.909). According to the rule (Kaiser, 1979), which
indicates that the minimum acceptable test value is (0.5), it turns out that the resulting
value is greater than 0.5; thus, the sample size is sufficient and appropriate for the study
and the application of the exploratory factor analysis, and researcher noted from the data

shown in the above table that the Eigen value is greater than the correct one.

The results shown in the table above showed the values of the explained variance
ratios for each, and the total explanatory ratios amounted to (40.818%) of the total

variance of the independent variable.

The results are shown in the above table also show the loading values (saturation)
for each of the paragraphs of each of the extracted factors, and it was found that the
lowest value was (0.550), and this value is greater than (0.40), so it is considered
sufficient and appropriate and expresses acceptable and sufficient saturation values for

the paragraphs factor is extracted.

3-6 Reliability of Study Tool

Cronbach's Alpha coefficients were found to ensure the stability of the study tool,

and the results were as in the following table:
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Table (3-10). Cronbach’s Alpha coefficients for testing the stability of the study

tool
Cronbach 4 of
Study variables Alpha araaraohs
Coefficients | Paradrap
Selection and appointment
(SA) 0.82 6
Independent T_Itgnlng and Development 0.84 7
variable (TD) :
Compensation system (CS) 0.91 7
HRM practices 0.90 20
Duration 0.80 3
) Cost 0.87 6
Dependent variable :
Quality 0.89 5
(E.Projects success ) 0.88 14
Moderated variable | Project Governance 0.91 16

Through the values of Cronbach's alpha coefficients shown in the above table,
which range between (0.80-0.91), the researcher noted that all of them are more than

(0.6), which indicates the stability of the study tool (Sekaran & Bougie, 2016).

Normal distribution test:

Skewness and Kurtosis coefficients were extracted to test the normal distribution of
the study data, where if the Skewness and Kurtosis coefficient values were less than (1),
then the data is normally distributed (Doane & Seward, 2015). The following table

shows that:



Table (3-11). Normal distribution of the data based on the skewness and Kurtosis
coefficients

Mean S.td'. Kurtosis | Skewness
Deviation

Selection and appointment (SA) 3.9749 59270 0.642 -0.043
Training and Development (TD) 4.0064 .57895 0.976 -0.027
Compensation system (CS) 4.0170 .60510 0.800 -0.118
HRM practices (overall) 3.9994 - 0.284 -0.224
Duration 3.9683 67599 0.294 -0.850
Cost 4.0158 61247 0.647 -0.258
Quality 4.0876 .59480 0.276 -0.136
(E.Projects success ) (overall) 4.0239 - 0.972 -0.239
Project Governance 4.0663 - 0.891 -0.816

Through the results shown in the above table, the researcher noted that all the
values of the skewness and Kurtosis coefficient are less than 1, which indicates that the
data are distributed normally and according to the central limit theorem, which shows
that if we choose all the possible samples from a particular population, and we calculate
the arithmetic mean for each sample, We will note that all the arithmetic means of the
samples are distributed close to the normal distribution, even if the distribution of the
original population is not close to the normal distribution, provided that the number of

observations in each sample exceeds 30 observations (Fidell, Tabachnick, 2018).

The suitability of the study model to statistical methods:

To perform the multiple regression analysis tests requires that the independent
variables are highly correlated with the dependent variable, and at the same time that
they are not strongly correlated with each other because if they are strongly correlated

with each other, this reduces the value of (R) because the independent variables share a



variance The dependent variable itself, in addition to the difficulty in determining the
relative importance of each independent variable (Dudin, 2018), and in order to verify

this, the Multiple Linear Correlation Test (Multicollinearity) were conducted.

Before using this method, it was ascertained that there was no high correlation
between the independent variables (Multicollinearity) in addition to the fact that the data
fulfilled the condition of the normal distribution, and Table (3-12) indicates that the
Tolerance coefficient of the independent variables was less than 1 and greater than 0.1,
and the values of the variance inflation factor (VIF) are less than 5, which is an
indication that there is no high correlation between the independent variables (Hair et

al., 2018).

Table (3-12). The results of the test of the strength of the correlation between the
independent variables

Tolerance | VIF

Selection and appointment (SA) .393 2.547
Training and Development (TD) .355 2.820
Compensation system (CS) 419 2.387

In order to further confirm the previous result, Pearson correlation coefficients were
found between the dimensions of the independent variable to make sure that there was
no high multiple linear correlation between the independent variables, and the results in

the following table show that:
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Table (3-13). Pearson correlation for independent variables

Selection and | Training and :
. Compensation
appointment | Development | = =~ (CS)
(SA) (TD) y
Selection and appointment (SA) 1
Training and Development (TD) 749 1
Compensation system (CS) 694" 729" 1

**_Correlation is significant at the 0.01 level (2-tailed).

Through the values of Pearson's correlation coefficients in the above table,
researcher noted that the highest correlation was (0.749) between the variables of the
Selection and appointment (SA) and the Training and Development (TD), and this
indicates the absence of the phenomenon of high multiple linear correlation between the
independent variables, because it is less than 80%, which indicates that The sample is

free from the problem of high multiple linear correlation (Gujarati, 2017).
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Chapter Four

Data analysis results and hypothesis testing

4-1 Introduction

This chapter includes a presentation of the results of the statistical analysis of the
answers and estimates of the study sample about the independent, dependent and
mediator variables of the study with their dimensions by finding the means, standard
deviations and degrees of estimation, and testing the study hypotheses using simple and

multiple linear regression analysis and path analysis test.

4-2 Describe the independent, dependent, and moderator variables of
the study:
4-2-1 Description of the independent variable (HRM practices):

Table (4-1) shows the means and standard deviations of the responses of the study

sample towards the dimensions of the independent variable "HRM practices":

Table (4-1). Means, standard deviations, and the degrees of the dimensions of
""HRM practices™

Rank | # Variable Mean S.t 2 " % | Degree
Deviation
3 1 (SSeE;:tlon and appointment 3.97 503 795 | High
9 9 Training and Development 401 579 80.1 | High
(TD)
1 3 | Compensation system (CS) | 4.02 .605 80.3 | High
HRM practices 4.00 - 80.0 | High

It is clear from the results shown in the above table that the means expressing the
dimensions of the independent variable (HRM practices) ranged between (3.97-4.02),
and the dimension “Compensation system (CS)” got the highest with the high degree,

and dimension “Selection and appointment (SA)” got the lowest with a high degree



also, and the general index of HRM practices reached (4.00) by (80.0%), which
indicates that the degree HRM practices in Jordanian commercial banks came to a high

degree. The following is a breakdown of the dimensions of the independent variable:

1) Selection and appointment (SA):
Table (4-2) shows the means, standard deviations, and the order of the respondents’
answers towards the dimension of the "Selection and appointment (SA)", which was

measured based on six items.

Table (4-2). Means and standard deviations of the answers of the study sample
members towards the "'Selection and appointment (SA)""

Rank | # Variable Mean S.td . % | Degree
Deviation
5 1 The bank (Recruitment & selection) 384 890 76.8 | High

system followed is well defined.

1 5 The bank_ uses Standardized tests in 407 760 81.4 | High
the selection process of employees

The bank uses a comprehensive

2 3 | selection process before rendering a 4.01 821 80.3 | High
decision
The bank uses unbiased tests and

4 4 | interviewing techniques for the 3.97 .840 79.3 | High
selection

The bank has strong merit criteria

4 5 for candidate selection. 3.97 806 795 | High
The bank uses attitude and desire to
3 6 | work in a team and individual as a 3.99 .870 79.8 | High
criterion in the selection
Selection and appointment (SA) 3.97 - 79.5 | High

The results shown in the above table indicate that the general indicator for the
dimension of the "Selection and appointment (SA)" has reached (3.97) of the total scale
area, which indicates a high level of the Selection and appointment (SA) in Jordanian
commercial banks from the respondents’ point of view. It is also noted that paragraph
No. (2), " The bank uses Standardized tests in the selection process of employees,” got
the highest estimates with a high mean of (4.07) and a standard deviation of (0.760),

and Paragraph No. (1) " The bank (Recruitment & selection) system followed is well
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defined"” got the lowest estimates with a mean of (3.84), which is an average with a high

degree and a standard deviation of (0.890).

2) Training and Development (TD):
Table (4-3) shows the means, standard deviations, and the order of the respondents’
answers towards the dimension of the "Training and Development (TD)", which was

measured based on seven items.

Table (4-3). Means and standard deviations of the answers of the study sample
members towards the "' Training and Development (TD)"
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Rank | # Variable Mean S.td'. % | Degree
Deviation

The Bank implements training and
5 7 | development programs based on the | 4.00 .853 80.1 | High
performance gap

The Bank conducts annual

5 8 | specialized training programs for 4.00 847 80.1 | High
each job
The Bank holds orientation training

2 9 | programs for new employees to 4.03 816 80.6 | High

acquire work skills

The Bank evaluates the
1 10 | effectiveness of training programs 4.05 .802 80.9 | High
using scientific evaluation methods.

T&D has helped reduce employee

6 1 turnover in the bank 3.93 866 78.7 | High
4 12 T&D has resulted in hlg_her 401 844 802 | High
employee performance in the bank
T&D has resulted in higher :
3 13 financial returns for the bank 4.02 808 80.4| High
Training and Development (TD) 4.01 - 80.1 | High

The results shown in the above table indicate that the general indicator for the
dimension of the "Training and Development (TD)" has reached (4.01) of the total scale
area, which indicates a high level of the Training and Development (TD) in Jordanian
commercial banks from the respondents' point of view. It is also noted that paragraph
No. (10), "The Bank evaluates the effectiveness of training programs using scientific

evaluation methods,” got the highest estimates with a high mean of (4.05) and a



standard deviation of (0.802). Paragraph No. (11) "T&D has helped reduce employee
turnover in the bank™ got the lowest estimates with a mean of (3.93), which is an

average with a high degree and a standard deviation of (0.866).

3) Compensation system (CS):
Table (4-4) shows the means, standard deviations, and the order of the respondents’
answers towards the dimension of the "Compensation system (CS)," which was

measured based on seven items.

Table (4-4). Means and standard deviations of the answers of the study sample
members towards the ""Compensation system (CS)"
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Rank | # Variable Mean S.td . % | Degree
Deviation

Compensation offered by the bank

1 14 | matches the expectancy of 4.08 .822 81.6 | High
employees.

4 15 The_ bank determines sa_lgrles on the 401 856 80.3 | High
basis of market competitiveness

4 16 The bank determines ccl)mpensatlon 401 703 80.1| High
based on the employee's competence
The compensation for all employees

3 17 | isdirectly linked to their 4.04 .815 80.8 | High
performance.
The bank offers both financial and

5 18 | non-financial rewards without 3.97 .892 79.3 | High
discrimination

5 19 My last year's salary raise was better 3.96 852 79.2| High
than the previous one.

9 20 In general, | understand why | get 405 708 81.1| High
what | get

Compensation system (CS) 4.02 - 80.3 | High

The results shown in the above table indicate that the general indicator for the
dimension of the “Compensation system (CS)" has reached (4.02) of the total scale area,
which indicates a high level of Compensation system (CS) in Jordanian commercial
banks from the respondents’ point of view. It is also noted that paragraph No. (14)
"Compensation offered by the bank matches the expectancy of employees,” got the

highest estimates with a high mean of (4.08) and a standard deviation of (0.822), and



Paragraph No. (19) "My last year's salary raise was better than the previous one" got the
lowest estimates with a mean of (3.96), which is an average with a high degree and a

standard deviation of (0.852).

4-2-2 Description of the dependent variable (E.Project success):
Table (4-5) shows the means and standard deviations of the responses of the study

sample towards the dimensions of the dependent variable "E.Project success "

Table (4-5). Means, standard deviations, and the degree of the dimensions of
"Project success.""

Rank # Variable Mean Std. Deviation % | Degree
3 1 Duration 3.97 676 79.4 | High
2 2 Cost 4.02 612 80.3 | High
1 3 Quality 4.09 .595 81.8 | High
(E.projects success ) 4.02 - 80.5 | High

It is clear from the results shown in the above table that the means expressing the
dimensions of the dependent variable (E.Project success) ranged between (3.97-4.09).
The dimension “Quality” got the highest with a high degree, and dimension "Duration”
got the lowest with a high degree also. The general index of E.project success reached
(4.02) by (80.5%), which indicates that the degree of project success in Jordanian
commercial banks came to a high degree. The following is a breakdown of the

dimensions of the dependent variable:

1) Duration:
Table (4-6) shows the means, standard deviations, and the order of the respondents’
answers towards the dimension of the "Duration”, which was measured based on three

items.
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Table (4-6). Means and standard deviations of the answers of the study sample
members towards the ""Duration™

Rank | # Variable Mean S.td'. % | Degree
Deviation

The project management adhered :

2 21 to most of the scheduled points 3.91 923 78.2| High
Project critical activities are

1 22 | completed within the specified 4.00 .800 80.0 | High
time

1 | 23| The projectis completely 4.00 828 | 79.9| High
implemented on time

Duration 3.97 - 79.4 | High

The results shown in the above table indicate that the general indicator for the

dimension of the " Duration™ has reached (3.97) of the total scale area, which indicates a

high level of success of the project shown by time in Jordanian commercial banks from

the respondents’ point of view. It is also noted that paragraphs No. (22,23) " Project

critical activities are completed within the specified time, The project is completely

implemented on time " got the highest estimates with a high mean of (4.00) and a

standard deviations of (0.800, 0.828), and Paragraph No. (21) " The project

management adhered to most of the scheduled points” got the lowest estimates with a

mean of (3.91), which is an average with a high degree and a standard deviation of

(0.923).

2) Cost:

Table (4-7) shows the means, standard deviations, and the order of the respondents'

answers towards the dimension of the " Cost," which was measured based on six items.
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Table (4-7). Means and standard deviations of the answers of the study sample
members towards the ""Cost."

Rank | # Variable Mean S.td " % | Degree
Deviation

The bank provides project

2 24 | resources according to the project 4.04 .793 80.7 | High
schedule

6 |25 There were no major with- cost 3.98 845 79.7 | High
change requests during the project.

1 26 An appropriate budget is developed 405 839 81.0 | High
for the project

4 |97 The Pro;ect budget is managed 401 844 80.2 | High
appropriately

5 |08 PrOJec_t costs are r_educed without 3.99 856 79.7 | High
affecting the quality
The Project has been completed .

3|2 according to the budget allocated 4.03 843 80.6 | High

Cost 4.0158 - 80.3 | High

The results shown in the above table indicate that the general indicator for the
dimension of the "Cost™" has reached (4.02) of the total scale area, which indicates a
high level of success of the project shown by the cost in Jordanian commercial banks
from the respondents’ point of view. It is also noted that paragraph No. (26)" An
appropriate budget is developed for the project,” got the highest estimates with a high
mean of (4.05) and a standard deviation of (0.839), and Paragraph No. (25) "There were
no major with- cost change requests during the project™ got the lowest estimates with a
mean of (3.93), which is an average with a high degree and a standard deviation of

(0.845).

3) Quality:
Table (4-8) shows the means, standard deviations, and the order of the respondents'
answers towards the dimension of the "Quality," which was measured based on five

items.
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Table (4-8). Means and standard deviations of the answers of the study sample
members towards the ""Quality"’

S7

Rank | # Variable Mean S.td " % | Degree
Deviation

The project achieves its objectives as

> 30 agreed

4.04 .846 80.8 | High

The project is entirely delivered in
4 31 | accordance with the quality standards | 4.06 179 81.2 | High
for the banks

Project outputs achieve client

: 4.13 .769 82.6 | High
requirements

The commitment by the quality
2 33 | standards for banks reduces errors in 411 .756 82.1 | High
the project

The adherence of the quality standards
3 34 | for banks enhances the efficiency of 4.10 .760 82.0 | High
project team members

Quality 4.09 - 81.8 | High

The results shown in the above table indicate that the general indicator for the
dimension of the "Quality" has reached (4.09) of the total scale area, which indicates a
high level of success of the project shown by the quality of Jordanian commercial banks
from the respondents' point of view. It is also noted that paragraph No. (32)," Project
outputs achieve client requirements,” got the highest estimates with a high mean of
(4.13) and a standard deviation of (0.769), and Paragraph No. (30)"The project achieves
its objectives as agreed" got the lowest estimates with a mean of (4.04), which is an

average with a high degree and a standard deviation of (0.846).

4-2-3 Description of the moderator variable (Project Governance):
Table (4-9) shows the means and standard deviations of the responses of the study

sample towards the paragraphs of the moderated variable "Project Governance "



Table (4-9). Means and standard deviations of the answers of the study sample
members towards the ""Project Governance."
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Rank

Variable

Mean

Std.
Deviation

%

Degree

11

35

The management board had overall
responsibility for project governance

3.83

.964

76.6

High

10

36

Disciplined governance arrangements were
applied throughout the project life cycle

3.97

.866

79.4

High

37

Roles and responsibilities for project
governance were defined clearly

4.03

.786

80.6

High

38

The project's business case was supported by
relevant and realistic information that provided
a reliable basis for making authorization
decisions

4.07

762

81.3

High

39

There were clearly defined criteria for reporting
project status and for the escalation of risks and
issues to the relevant organizational levels

4.05

77

81.0

High

40

Decisions made at authorization points were
recorded and communicated to the relevant
stakeholders

4.07

792

81.4

High

41

The project had a project owner who was the
single point of accountability in and to the bank
for realizing project outcomes and benefits

4.08

.804

81.6

High

42

The project had a project manager who was
accountable to the project owner for achieving
project objectives and deliverables

4.13

.800

82.5

High

43

The bank fostered a culture of frank internal
disclosure of project management information

4.13

.763

82.5

High

44

Board members take the leading role in
monitoring managements actions and decisions

4.07

.800

81.4

High

45

The Bank prepares guidelines that show
employees procedures for implementing
business.

4.12

157

82.3

High

46

The board of Directors gives advice and offers
suggestions to the management staff on issues
related to the project affairs

4.15

122

83.1

High

47

The board of directors is keen on reviewing
how the project resources are being used by the
various departments

4.10

746

82.0

High

48

The Bank adopts flexible administrative
accountability mechanisms

4.08

.765

81.7

High

49

The Bank operates according to administrative
accountability mechanisms declared to all
employees.

4.09

.786

81.8

High

50

Board members of the bank have the
combination of skills, (fundraising,
management, legal, financial, marketing etc)
necessary to do their work

4.09

776

81.8

High

Project Governance

4.07

81.3

High




The results shown in the above table indicate that the general indicator for the
dimension of the "Project Governance" has reached (4.07), which indicates a high level
of Project Governance in Jordanian commercial banks from the respondents’ point of
view. It is also noted that paragraph No. (46), "The board of Directors gives advice and
offers suggestions to the management staff on issues related to the project affairs,” got
the highest estimates with a high mean of (4.15) and a standard deviation of (0.722),
and Paragraph No. (35) " The management board had overall responsibility for project
governance™ got the lowest estimates with a mean of (3.83), which is an average with a

high degree and a standard deviation of (0.964).

4-3 Testing the hypotheses of the Study

In this part, a review of hypothesis testing, where simple and multiple linear
regression analysis was used, and the decision rules were used to accept or reject the

following null hypothesis HO:

Significance level (a): (0.05) has been adopted as the upper limit for the significance

level.

Calculated value: The calculated value (F) is a second rule for rejecting or accepting the
hypothesis. If the calculated value of F is greater than its tabular value, this indicates the
rejection of the null hypothesis (HO), and we review the results of the hypotheses as

follows:
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4-3-1 Main First Hypothesis Test Results:

60

Ho1i: There is no impact of HRM practices (selection and appointment, training

and development, and Compensation system) on the success of E.projects in

Jordanian commercial banks at (a < 0.05).

Stepwise Regression was used to test this hypothesis, and the following table

shows that:

Table(4-10). Stepwise regression To impact independent variables on dependent variable

- Model Summery ANOVA Coefficient
3
T O
52 R Adjusted _ Sig
® S Model | R Square R df F Sig. F variable B Beta T T.
(@) q Square
Training and
1 .785% | .616 .615 1/377 | 604.784 | .000° Development .756 .785 | 24.592 | .000
(TD)
Training and
Development .468 486 | 11.675 | .000
TD
o 2 .834° | 695 .693 2/376 | 428.084 | .000° (TD)
(7p]
2 :
%) Compensation
§ system (CS) .378 410 9.856 | .000
a
o Training and
'§‘ Development .330 .342 7.528 | .000
S (TD)
Compensation
c d
3 .851 725 723 3/375 | 329.296 | .000 system (CS) .298 .323 7.717 | .000
Selection and
appointment .260 276 6.394 | .000
(SA)

* Significant at (¢<0.05)

Tabulated F = 2.6, Tabulated T = 1.96

From the results in above table we note that a stepwise regression gives a three

model:

First model: a variable (Training and Development (TD)) had the most influence

on the dependent variable (Project process), as the value of B (0.756).




Second model: a variables (Training and Development (TD), Compensation
system (CS)) had the most influence on the dependent variable (Project process), as the
value of B(0.468) for variable training and development, and B(0.378) for variable

compensation system.

Third model: we note that the independent variables combined (selection and
appointment, training and development and Compensation system) have a statistically
significant effect on project success, as the calculated F value (329,295) is greater than
its tabular and equal value (2.6), which is significant at a significance level less than
(0.05), which indicates the significance of the study model at a degree of freedom
(3/375), and the value of R2 (0.725) indicates that the HRM practices explained 72.5%
of the variance in project success, and through Correlation coefficient R (85.1) we note

that there is a strong relationship between the HRM practices and project success.

The results of the coefficients table for this hypothesis show that the "Training
and Development (TD)" dimension had the greatest impact on project process, as it
reached a beta value of (0.342), and the calculated T value reached (7.528), which is
greater than its tabular value (1.96) and is statistically significant at a lower level. of
(0.05), and came in second place "Compensation system (CS)" where the beta value
was (0.323), and the calculated T value reached (7.717) which is greater than its tabular
value (1.96) and statistically significant at a level less than (0.05), and then "Selection
and appointment (SA)" where the beta value was (0.276), and the calculated T value
was (6.394), which is greater than its tabular value (1.96) and statistically significant at

a level less than (0.05).

Based on the above, we reject the null hypothesis and accept the alternative

hypothesis which states: There is an impact of HRM practices (selection and
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appointment, training and development and Compensation system) on the success of the

engineering project in Jordanian commercial banks at (o < 0.05).

4-3-1-1 The results of testing the sub-hypotheses:
To test the sub-hypotheses, multiple regression was used, and the table (4-10) table

shows that, and from the results, the researcher noted that:

o There is an impact of selection and appointment on the success of E.projects in
Jordanian commercial banks at (a0 < 0.05).

o There is an impact of training and development on the success of E.projects in
Jordanian commercial banks at (a0 < 0.05).

o There is an impact of the compensation system on the success of E.projects in

Jordanian commercial banks at (o < 0.05).

4-3-2 Main Second Hypothesis Test Results:

Ho2: Project governance dose not moderates the impact of HRM practices
(selection and appointment, training and development, and compensation system)

on the success of E.projects in Jordanian commercial banks at (o < 0.05).
To test the Second Main hypothesis, hierarchical regression analysis and the results
shown in the following table illustrate that:

Table (4-11). Results of the influence of the HRM Practices on E.Project success With
the presence of project governance

Dependent | Independent Fc':rslt s':e{) T Sgclomlj ftzp .
variable Variable Beta a CL.:_a € Itg. Beta | “2 Cl%a e ltg-
Selection and
appointment 276 6.394 .000* | .163 3.995 .000*
(SA)
Training and . R
_ Development .342 7.528 .000* | .245 5.800 .000
E.Project (TD)
success Compensation .323 7.717 000* | 231 5953 000
system (CS)
HRM Practices .851 31.461 .000* | .578 15.307 .000*
Project
Governance 357 9.445 .000*
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R .851 .882
R2 724 777
AR? 724 0.053

F 989.769 89.202
Sig. F 0.000* .0.000*

The above table displays the results of a hierarchical regression based on two
models, and the results of the first model based on the first step of the analysis reflected
the presence of a statistically significant effect of the independent variable (HRM
Practices) on the dependent variable (E.Project success), where the value of F (989.769)
and the level of significance (0.000) was less than (0.05), and the value of the
coefficient of determination (R?) (0.724), which indicates that the independent variable

explains its (72.4%) of the variance in the dependent variable.

In the second step, a variable (Project Governance) was entered into the regression
model as the value of the coefficient of determination increased. It is a statistical
significant, where the value of F reached (89.202) at a level of significance (0.000) less
than 0.05. The value of beta was at as a change (.357 ) and the value of t (9.445) and a
level of significance (0.000) and this confirms the significant effect of the variable
(Project Governance) in modifying the effect of the independent variable on the
dependent variable, where the percentage of interpretation of the total variance

improved by (5.3%) to rise from (72.4%) to (77.7%).

Based on the above, we reject the null hypothesis and accept the alternative
hypothesis, which states: Project governance moderates the impact of HRM practices
(selection and appointment, training and development, and compensation system) on the

success of E.projects in Jordanian commercial banks at (o < 0.05).
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Chapter Five

Discussing findings and recommendations
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Chapter Five

Discussing findings and Recommendations
5-1 Introduction

In this chapter, the results were discussed in light of the results of the statistical
analysis process responding to the sample’s answers to a study’s variables, with the aim
of identifying the Impact of human resource management practices on the success of
Engineering projects in Jordanian commercial banking sector, and to investigate the
moderating role of project governance in the impact of HRM practices on projects

SUCCeSsS.

5-2 Discussing Descriptive Results

5-2-1 Discussing the results of the descriptive analysis of the independent variable:

The results of the study showed that the degree of HRM practices in Jordanian
commercial banks came to a high degree, and the all dimensions that represent HRM
practices got a high degree ranged between (3.97-4.02), and the dimension "
Compensation system (CS)" got the highest with a high degree, and dimension

“Selection and appointment (SA)” got the lowest with a high degree also.

The researcher attributes this result to the fact that banks are concerned with human
resource management and apply its dimensions to a large extent as required by the

nature of all banks, the necessary accuracy, and quick completion of work.

- The results of the study showed that a high level of the Selection and appointment
(SA) in Jordanian commercial banks from the respondents' point of view is due to the
fact that the bank uses Standardized tests in the selection process of employees and uses

comprehensive selection process before rendering a decision.
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- The results of the study showed a high level of the Training and Development
(TD) in Jordanian commercial banks from the respondents' point of view; this is due to
the fact that the bank evaluates the effectiveness of training programs using scientific
evaluation methods and holds orientation training programs for new employees to

acquire work skills.

- The results of the study showed indicate a high level of Compensation system
(CS) in Jordanian commercial banks from the respondents’ point of view, this is due to
the fact that the bank compensation offered by the bank matches the expectancy of
employees, and In general, | understand why | get what | get, and the compensation for

all employees is directly linked to their performance.

5-2-2 Discussing the results of the descriptive analysis of the dependent variable:

The results of the study showed that the degree of E.project success in Jordanian
commercial banks came to a high degree. The means expressing the dimensions of the
dependent variable (Engineering Project success) ranged between (3.97-4.09). The
dimension “Quality” got the highest with a high degree, and the dimension "Duration”

got the lowest with a high degree also.

The study results showed a high level of success of E.project shown by time in
Jordanian commercial banks from the respondents’ point of view; this is because the
critical project activities are completed within the specified time and is completely

implemented on time.

- The results of the study showed a high level of success of E. project demonstrated

by cost in Jordanian commercial banks from the respondents' point of view, this is due
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to the fact that an appropriate budget is developed for the project, and the bank provides

project resources according to the project schedule.

- The results of the study showed a high level of success of E.project shown by
quality in Jordanian commercial banks from the respondents' point of view, this is due
to the fact that Project outputs achieve client requirements, and the commitment by the

quality standards for banks reduces errors in the project.

5-2-3 Discussing the results of the descriptive analysis of the moderated variable:

The results of the study showed a high level of Project Governance in Jordanian
commercial banks from the respondents’ point of view, this is due to the fact that the
board of directors gives advice and offers suggestions to the management staff on issues
related to the project affairs, and the project had a project manager who was accountable
to the project owner for achieving project objectives and deliverables, and the bank

fostered a culture of frank internal disclosure of project management information.

5-3 Discussing the Results of the Study Hypotheses

5-3-1 Discussing the results of the first main hypothesis:
The results of the study showed there is an impact of HRM practices (selection and
appointment, training and development and Compensation system) on the success of

Engineering projects in Jordanian commercial banks at (o0 < 0.05).

The researcher attributes that this result is due to the fact that human resource
management practices are one of the basics for the success of any project, as the
application of human resource management practices encourages working cadres to
engage in their work actively and effortlessly and provide their knowledge and

experience, thus reaching the completion of a successful project.

67



The result of this study agreed with the study of Adnane Belout*, Clothilde
Gauvreau, (2004), were concludes that all factors (including human resource
management) are significantly related to project success and that this relationship varies
across different lifecycle stages. Project, as well as the type of project area and its
organizational structure, and with Yang et al., ( 2015) were results indicate that the
positive relationship between human resource management practices and project
success depends on the working environment (working hours, free time), and with the
study of Masood Elahi* and Muhammad Shakil Ahmad,(2020) concluded that the
selected four HRM practices, ETD and ECS had a positive significant relationship with

E.PS.

5-3-1-1 Discussing the results of the first sub-hypothesis:

- The results of the study showed there is an impact of selection and appointment

on the success of E.projects in Jordanian commercial banks at (a < 0.05).

The researcher attributes this result to the fact that the application of the selection
and appointment variable results in the selection of qualified and experienced
employees, which contributes greatly to the success of E.projects, as they need

competence and experience.

The result of this study agreed with the study of Khan and Farooq, ( 2014) where
the result indicates that “work ethic only has a changing effect on the relationship
between employee selection and appointment and E.project success. And Huma
Sarwarl, Junaid Aftabl*, Haisam Sarwar2, Amna Shahidl, (2016) concluded that a
significant impact of the selection and appointment of staff in human resource
management practices, employee performance evaluation” on project success, and with

the study of Alili Amen, Diab Zaggay, Swar Yousef (2018) were found a positive and
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moral impact on the selection and appointment of employees on the success of the

project.

And the result of this study conflicts with the study of Rueda Contreras, Jiménez
Almaguer, S.nchez Tovar, ( 2015) concluded that a staff selection did not have a

significant effect on project performance.

5-3-1-2 Discussing the results of the second sub-hypothesis:

- The results of the study showed there is an impact of training and development on

the success of E.projects in Jordanian commercial banks at (o < 0.05).

The researcher attributes this result is due to the fact that training leads to
developing the capabilities of human resources and keeping pace with technological

developments at work, which contributes to the success of E.projects.

The result of this study agreed with the study of Rueda Contreras, Jiménez
Almaguer, S.nchez Tovar, ( 2015) were concluded that a positive impact of Human
resource management practices “training system and employee compensation” on
project performance and with the study of Amin Akhavan Tabassi *, A.H. Abu
Bakar,(2008) were concluded that the quality of construction projects is strongly
correlated with workforce training in HRM practices, and with the study of Masood
Elahi* and Muhammad Shakil Ahmad,(2020) concluded that the organizations with a
focus on training and development of their employees with periodic training programs
and having compensation system based on performance as well as a reward system in

place contributes to the project success in projects of Pakistan.
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The result of this study conflicts the study of with Huma Sarwarl, Junaid Aftabl*,
Haisam Sarwar2, Amna Shahidl, (2016) were conclude that there is no significant

effect of training and Employee development on project success.

5-3-1-3 Discussing the results of the third sub-hypothesis:

- The results of the study showed there is an impact of the compensation system on

the success of E. projects in Jordanian commercial banks at (o < 0.05).

The researcher attributes that this result is due to the fact that the compensation
system is considered as a reward and incentive for the employee to be presented to him
based on his performance at work, which encourages the employee to support you with
his work to the fullest in order to obtain it and has the greatest impact on the success of

E.projects.

5-3-2 Discussing the results of the second main hypothesis:

The results of the study showed there is a statistically significant effect at the level
of significance (0<0.05) for HRM practices on E.project success with the presence of
Project governance as a mediating variable in Jordanian commercial banks and with a

total sum effect of (0.854) at the level (0<0.05).

The result of this study agreed with the study of Yang et al. (2015), where results
indicate that the positive relationship between human resource management practices

and project success depends on the working environment (working hours, free time).

5-4 Conclusion
- Through this study, the researcher attempted to find out the impact of human
resource management practices on the success of E.projects in the Jordanian

commercial banking sector after an analytical study based on a questionnaire
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conducted to Jordanian commercial banks, where they found that there is a positive
impact of employee selection and appointment, training and development and
compensation system on E.project success and outcomes. This result is consistent
with the results of previous studies.

Banks are concerned with human resource management and apply its dimensions to
a large extent as required by the nature of all banks; the necessary accuracy and
quick completion of work lead to the success of projects, as shown in the results of
this study.

Banks use Standardized tests in the selection process of employees and use a
comprehensive selection process before rendering a decision which leads to the
success of E.projects, but it has the lowest value among HRM dimensions.

Banks evaluate the effectiveness of training programs using scientific evaluation
methods and hold orientation training programs for new employees to acquire work
skills; it has the highest value among HRM dimensions which leads to the success
of E.projects.

Compensation offered by the bank matches the expectancy of employees, and in
general, the compensation for all employees is directly linked to their performance,
leading to the success of E.projects.

Governance in banks gives advice and offers suggestions to the management staff
on issues related to the project affairs, and the project had a project manager who
was accountable to the project owner for achieving project objectives and

deliverables which leads to the success of E.projects
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5-5 Recommendations

Based on the results obtained, the researcher recommends the following:

Recommendations for the Jordanian commercial banks:

1. The need to continue enhancement to the (selection and appointment, training and
development and compensation system) through the commercial banking field and
understand the importance of the (selection and appointment, training and
development and compensation system) to increase the success of E.projects in the
commercial banking field.

2. Jordanian commercial banks must continue to pay attention to doing more effective
mechanisms in selecting and appointment of project personnel, which (selection
and appointment) have the lowest value in the study results.

3. Jordanian commercial banks must proceed permanently with the implementation of
a compensation system, which has a clear and effective impact on the success of
E.projects in Jordanian commercial banks, as shown in the results of the study.

4. Jordanian commercial banks must proceed permanently with the training and
development programs for the employees, which has a clear and effective impact
on the success of E.projects in Jordanian commercial banks, as shown in the results
of the study

5. Jordanian commercial banks, as shown in the results of the study, have effective
governance that ensures E.project success, which has an effective impact on the
independent variables (selection and appointment, training and development, and

Compensation system).



Recommendations for the Researchers:

1. The study recommends researchers carry out studies on the same topic, related to
other economic sectors such as oil and gas companies, and industrial companies, as
these companies are projects service and productivity, and they need to study the
impact of the project team's skills on the success of these projects.

2. The study recommends that researchers conduct investigations in the same sector,
dealing with the impact of HRM practices on the success of E.projects in Jordanian
commercial banks in other countries.

3. As the results shows that factors in the model, the study recommends that other
factors may affect the success of E.projects, such as the size of the project and the

rules and regulations that may affects on E.project’s success.
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Appendices
Appendix (1)
List of arbitrators
Name Major Academic rank workplace
Ahmad Ali Salih Bl.JS.I ness- Professor Middle East University
Administration
Asma’a Al-Amarneh Fmanmal_and Professor Middle East University
accounting
Management
Abeer Al-Faouri information Associate Professor Al-Balga Applied University
system
Abdallah Bataineh Marketing Associate Professor Middle East University
Management
Morﬁ?,ﬁ:g Al- information Associate Professor Al-Balga Applied University
system
Sameer Al Jabali Marketing Associate Professor Middle East University
Executive Manager of
Bashar Fakhouri Engineering engineering and administration Housing Bank
affairs department
Manal Sha’ban Engineering Head of Engineering Center Housing Bank




Appendix (2)

Arab bank

bank al Etihad

Jordan Commercial Bank

Arab Jordan Investment Bank (AJIB)

The Housing Bank for Trade and Finance

Invest Bank

Arab Banking Corporation -Jordan

Societe Generale De Banque - Jordanie

Bank of Jordan

Cairo Amman Bank

Capital Bank of Jordan

Jordan Kuwait Bank

Jordan Ahli Bank
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Appendix (3)

B .ugill lg].u.l_l lAe gl o
MIDDLE EAST UNIVERSITY

Aamman - Jordan

Middle East University
Business faculty
Business Department
Dear Prof,

In today's business environment, human resources are seen as a company's most valuable
asset, which it employs largely to achieve its objectives . The basis of competitiveness is
shifting as a result of the ever-increasing rate of technological advancement . However, to
achieve optimal performance goals, modern organizations must adhere to human resource

management (HRM) practices.

Khan and Rasheed (2015) found that selected HR practices (employee recruitment and
selection, employee training and training, employee compensation systems, and employee
performance assessment) influence awareness of E.project success. Found to give. Analysis has
shown that project-based organizations are unusual in nature, so only selected HR practices

are important.

Successful organizations have always strived to build reliable human resource
management systems, but few can afford it due to the very high costs associated with creating
dedicated and separate departments. Summarizing the various perspectives, it can be
concluded that HRM is a defined building and process including, but not limited to,
recruitment and selection, evaluation, training and development, employee engagement,

career planning systems, professional growth and compensation system.

In order to complete the master’s degree in Business Administration Department, Middle East
University, Amman-Jordan.

In acknowledgment of your esteemed, well known academic extensive experience and scientific
experts the researcher turns to you in respect of evaluating the attached questionnaire, which
was developed based on previous studies relevant to the study variables, taking into account the
formulation, adaptation and modification of the paragraphs in line with current trends. Your
notes and input will highly value in bolstering the questionnaire’s paragraphs making them
more valid for the purpose they were composed for.



Please note that basis of the questionnaire measurement would be a five-point Likert scale,
employed accordingly:

Strongly agree Agree Somewhat agree | Disagree | Strongly disagree
5 4 3 2 1
Study Hypothesis:

H1: There is no impact of HRM practices (selection and appointment, training and development and
Compensation system) on the success of projects in Jordanian commercial banks at (o < 0.05).
The following sub —hypothesis are derived from the key hypothesis above:
H1.1: There is no impact of selection and appointment on the success of engineering projects in
Jordanian commercial banks at (a0 < 0.05).
H1.2: There is no impact of training and development on the success of engineering projects in
Jordanian commercial banks at (a0 < 0.05).
H1.3: There is no impact of compensation system on the success of engineering projects in
Jordanian commercial banks at (o < 0.05).
H2: Project governance dose not moderate the impact of HRM practices (selection and appointment,
training and development and compensation system) on the success of engineering projects in Jordanian

commercial banks at  (a <0.05)

Study Model:

Moderator Variable

1-6 Study Model

Project
governance

Dependent Variable
Independent Variables

HRM Practices
5
Selection and Hiaz
appointment
J— Engineering
Training and Hoa.2 Project success
development

Compensation
system

Figure (1-1): Study model
The researcher prepared the model based on the review of the sources below
the model's structure was adopted from the following studies
(Aftab. Sarwar, Shalhid, 2016; Khanand Farooq, 2014; Yangetal., 2015)for HEM manjupatel
2016 (for PG)
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Demographic data

Please tick the appropriate response box:
Your Title:

O Engineer o Sr. Engineer o0 Human resource officer o Supervisor
0 Head of Section

Name of your Bank ?

O Housing bank 0 Arab Bank  0lJordan Kuwait bank 0Bank al Etihad

0 Amman Cairo Bank 0 Bank of Jordan olJordan Ahli Bank o Capital bank of
Jordan o Jordan Commercial Bank o Arab Jordan Investment Bank 0 Invest

Bank o Societe Generale de Banque /Jodanie 0O Arab Banking Corporation

Educational qualification
o Diploma o BCSA o High diploma o Master o PHD
Years of Experience:

O Less than 5 o5 -lessthan 10 010 - less than 15 o 15
and above

Number of Projects you Participated in during Years of Experience
O Less than 10 Projects o 11-12 Projects 0 More than 20 projects
Gender:
o Female o Male
Age (years):
022—lessthan30 ©30-lessthan38 038 -Lessthan 46
0 46 and above
Monthly income (JD) :
0 Lessthan 500 ©500-<1000 o 1000 -<1500
0 1500-<2000 o more than 2000
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NO.

Item

Item Appropriate

Item Clarity Item Relationship
to measure
Not
Clear Uncle Ap.prop Approp | Related SUIEL
ar riate . ed
riate

Appro
priate
Adjust
ment

Independent Variable:

factors affecting the engineering project success in jordanian commercial banks , the role of selection and
appoitment , training and development and compensation sysytem on the project sucess

¢ omadly JLEAYI) oo el pall 038 5 B Y1 A jlatl ol il o Uad 8 oy i) o e 358 3 Gl gall e pane sefiiuaal) il
(CL\LAi}’—ﬂ‘eLb—IS _)g)kﬂ\jk._\gjﬂ\

Selection and appointment (SA) : refers to choose the proper and the right candidate for the right job with the right

skills, ability to perform and contribute to the success of the project

£ 5l Jlail g anld Cuny TasDUall <l il s <l el pa dpniiall digda sl w3all 5 Canliall (i dll L) a5 2ot g LAY

L Aalail

The bank (selection and apointment)
system followed is well defined.
Laldas il g HLaAY) dolee & il aadiny
Jua laass

The bank uses Standardized tests in the
selection process of employees
dlee A3as gall Ol LEAY) Glil) andtiy

The bank uses comprehensive selection
process before rendering a decision

AN A9 U8 ALl sl dlee Sl ardioy

The bank uses unbiased test and
interviewing techniques for selection
ol oa) 5 anie s 1LES) i) pasi

The bank has strong merit criteria for

candidates selection.
Cadiopall JLEAY 45 83 jlaa Hulaa i) ellia

The bank uses attitude and desire to work
in a team and individual as a criterion in
selection

R 5858 el el il i
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NO.

Item

Item Clarity Item Appropriate Item Relationship
to measure
Not
Clear Uncle Ap.prop Approp | Related SUIEL
ar riate . ed
riate

Appro
priate
Adjust
ment

Training and Development (TD): It is one of the practices that contributes to success in terms of increasing
productivity, reducing costs and motivating employees , whereby employees gain valuable information as

well as expertise in the implementation professional obligations
Qi i ¢ Gl gall jda g CallSl) Jl Al 80l ) das (e zladll 8 aalad Al Gl jlaal) saa) g ghalll g o i)
Adigall Slal 3V 345 83 5al) ) ALYl dad il slaa ) sila all

The Bank implements training and
development programs based on the
performance gap
Ao ol A8y shali g ) el o il day
AN E Y

The Bank conducts annual specialized
training programs for each job

Ak

The Bank holds orientation training
programs for new employees to
acquire work skills

) (il sall g 65 ) gral o il Niay
el & g lusY

10

The Bank evaluates the effectiveness of
training programs using scientific
evaluation methods.

Bk aladiuly Co il el 5y Agllad aniliy il o iy
el vl

11

T&D has helped reduce employee
turnover in the bank
O dane Jli5 (& shaill g oy pill ae Ly
Gl A sl gal)

12

T&D has resulted in higher employee
performance in the bank
ol <lsl uglaidly il e i

13

T&D has resulted in higher financial
returns for the bank
el Alle e I skl 5 il (g5
elill




91

NO.

Item Clarity Item Appropriate Item Relationship | Appro
to measure .
Iltem Not priate
Adjust
Clear Uncle Ap.prop - Unrelat jus
ar riate T ed ment

Compensation system (CS): is an incentive received for services rendering for the organization . It
motivates employees towards performance and ultimately to organizational effectiveness .

Al o) 1 Al ) 5 iyl Simg b Aadiiall e sl i 48 0% il 53 1(CS) by sal) pll

14

Compensation offered by the bank
matches the expectancy of employees.

i sl Bl 5 (S i g il o

15

The bank determines salaries on the
basis of market competitiveness

8 5

16

The bank determines compensation
based on the employee's competence .

LJL}A” 58S u.u\.ui L.A‘: ua.};a.ﬂ‘ Lﬂ.\.\]\ RREW)

17

The compensation for all employees is
directly linked to their performance.

158Lse Sl Gl el gpmn il 5 o 5
el

18

The bank offers both financial and non-
financial rewards without discrimination

Omad 053 Al e g Al il i) and,y

My last year's salary raise was better than
the previous one.

19 )
Ll (g Jumdl culS aalall alad) i)y 53 5,
In general, | understand why | get what |
get

20

ae Juanl o o duanl 13l agdl cale JSi
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NO.

Item

Item Appropriate

Item Clarity Item Relationship
to measure
Not
Clear Uncle Ap.prop Approp | Related SUIEL
ar riate . ed
riate

Appro
priate
Adjust
ment

Dependent Variable: (projects success ): The concept of project success was developed to set the
standard Criteria to help project participants carry out the project the most desirable results were obtained . so
the success of the project divided in two parts, the success of the project itself. Shown by time, cost, quality
2 e 5 pdhall 8 (S il 520 Losal Al qn gl g 5 piall o o g s o o 2 (@bl i) gl il

The project management adhered to
most of the scheduled points

21
A ganall Ll alaray & 5 piiall 5 la) a3l
Project critical activities are completed
within the specified time
22 Ot g s hall dalel) Al (e ol
Jasall ¢ gl
The project is completely implemented
23 | ontime
2l 8 Gl &SI g g iall 2 o3
The bank provides project resources
24 | according to the project schedule
g soall Jsaal 8d 5 & 5 pliall o)) s cludl i s
There were no major with- cost change
requests during the project .
2 o AL Lt ) A pad el o) i el o
&l
An appropriate budget is developed for
26 | the project
- & sl i 4 jae puza g
The Project budget is managed
27 | appropriately
Clie S g g pdall Al Jae 1S
Project costs are reduced without
28 | affecting the quality
sagall Ao il (50 g 5 pdall CaSS S o
The Project has completed according to
29 the budget allocated
daradall 4l hall Coua g 5 plall il o3
The project achieves its objectives as
30 | agreed

ale Gaidl il e adlal g o il Giay
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Item Appropriate

Item Clarity A —— Item Relationship ﬁzg;z
NO. It .
em Uncle | Approp Not Unrelat | Adjust
Clear . Approp | Related
ar riate T ed ment

The project is delivered completely in
accordance with the quality standards
31 | for the banks

sagall yulaa 385 JalSIL g 5 el bt o3y

Project outputs achieve client

32 | requirements
Jrenll cilillaia (3883 ¢ 5 pdiall Sl A

The commitment by the quality

standards for banks reduces errors in

33 | the project

b #al) e J @l il 53 sall e ol AN
g s il

The adherence of the quality standards

for banks enhances the efficiency of

34 | project team members

3l ) jan S gull 33 gall julea e\}d&\ ol
g sl (3158 sliac]

Moderating Variable: (Project Governance): Involving a set of relationships between a company's
management, its board, its shareholders and other stakeholders [...] and should provide proper incentives for
the board and management to pursue objectives that are in the interests of the company and its shareholders
and should facilitate effective monitoring.

daliaall Cilaal s Lgaadlise 5 L jla) Gubae 5 4S 3300 3 1) (s 8l (e de gana (pauali 1 (£ gsdiall dpaSla ) Jamal) iiial)
lenatlise o Cany s 5 4S5l daliae 8 Caal Gl Calaa W) Zaglial 3 )10y 55510y Culaal Aanlie 380 a3 55 O o, 0 AY)
Aladl) 48yl Jagass

The management board had overall
responsibility for project governance

35
3] O ALK A g el 3l Galaa Jasy

g sl

Disciplined governance arrangements

were applied throughout the project life

36 | cycle

a3 )50 J) sl Aasaiall A gal) L) Gakad S
g sl

Roles and responsibilities for project
governance were defined clearly

37 51ak dalal) il s pesall 5 ) ga¥) dass o

gl s JShy g 5 pdall
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NO.

Item

Item Clarity

Item Appropriate
to measure

Item Relationship

Clear

Uncle
ar

Approp
riate

Not

Approp
riate

Unrelat

Related od

Appro
priate
Adjust
ment

38

The project's business case was
supported by relevant and realistic
information that provided a reliable basis
for making authorization decisions

O sl )5 MATY 44 G 55 ge Ll Caad duadl o

39

There were clearly defined criteria for
reporting project status and for the
escalation of risks and issues to the
relevant organizational levels.
s e M 7 s 5 83080 Hplae Gubad &5
by sl ) Llazadll 5 bl gty ¢ 5 sl
Al ¢l dpadall

40

Decisions made at authorization points
were recorded and communicated to the
relevant stakeholders
g i ofill Jalds 8 33aal) <l ) yall Jaaud oy
Anladl el (e oatimall 30

41

The project had a project owner who was
the single point of accountability in and to
the bank for realizing project outcomes
and benefits
Aadill ey Cumy g g pdie e g5 plall 55
i\}éjéj&éﬁgﬂ@\éﬁ}ﬂ@\‘;ucwﬁ%\;}l\
g sl

42

The project had a project manager who
was accountable to the project owner for
achieving project objectives and
deliverables

olal Y s 5ue 0 5S Cum g5 e e g gl ()5S
4l 55 adlaal 38T e g g piall Calia

43

The bank fostered a culture of frank
internal disclosure of project
management information

o gyl AN L) A Sl ey
&))LJ\ BJ‘J} uLA}L.A

44

Board members take the leading role in
monitoring management’s actions and
decisions
L8 ya A 200 gl 5 laY) Gulas elac 381,
B‘)\J\‘J\ Q\J\ﬁ_’ Q‘c\ﬁi\
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45

The Bank prepares guidelines that show
employees procedures for implementing
business.
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46

The board of Directors gives advice and
offers suggestions to the management
staff on issues related to the project
affairs
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47

The board of directors is keen on
reviewing how the project resources are
being used by the various departments .
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48

The Bank adopts flexible administrative

accountability mechanisms.
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The Bank operates according to
administrative accountability mechanisms
declared to all employees.
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50

Board members of the bank have the
combination of skills (fundraising,
management, legal, financial, marketing
etc) necessary to do their work
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