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The current research was developed to determine the impact of human resources practices and its
influence on the staff's job satisfaction in the university of Damascus Syria. The methodology used was
the quantitative approach. The questionnaire survey was used as an instrument for collecting primary data
from the research sample. The random sampling method has been applied in the study.
The finding revealed that employee training, employee recruitment, and employee assessment have a
significant and positive impact on the employee training, employee recruitment, and employee
assessment, where the values = (β= 0.090, 0.0469, and 0.392) respectively, (t= 5.229, 7.761, and 2.677)
respectively, and (p= 0.004, 0.000, and 0.000) respectively.

1.

Introduction

It is known that most of our lives are more linked to our work and places of work, work environment. For this reason, the
Management concept of Human Resources and job satisfaction has taken very important for those modern organizations
that compete for seeking the balance between management and environment of the collaborators within the Corporations;
therefore, this research aims to establish the relationship that exists. Human Resources practices focusing on Training,
Recruitment, and Assessment and their influence on the staffs’ job satisfaction in the university of Damascus -Syria.
Employee training is a program aimed at developing specialized skills, information, mastery, and value creation to do a
particular job in a vastly improved way. The training program is periodic and delivered at regular intervals, rarely is it
continuous. The training develops the required range of skills and helpers developed for an employee and, to no small
extent, the development of the association. Training is essential to keep employees up-to-date with the latest patterns and
advancements expected at this time. Employee training is equally critical to newcomers, just like former employees. It
enables new employees to learn about their positions and update their job-related skills and information. Training can be
costly for the organization in both time and cash. The following are not many of the advantages of employee training:
greater effectiveness, broader value creation openings, better cross-office management, and more significant employee
dedication (Gunnigle, Lavelle, & Monaghan, 2019).
Employee training is generally delivered by an expert or specialist in a specific field or part. It is required for every busy
employee working and various phases of work. It is vital to improving the nature of the work of employees at different
levels in an association. Employee training is also required when an employee moves to start with a task and then to the
next work area of various kinds. The employee can be given bits of knowledge about the new job, the new condition, and
its organizational measures (Gunnigle et al., 2019).
It can be said that at present, job satisfaction constitutes an essential element for the achievement of social and
organizational objectives. For this reason, it is necessary to study it consistently and ensure that generated knowledge is
applied holistically and humanistically; such so that the person who is that hardworking person is not obviated and
produces (Buckley, Wheeler, Baur, & Halbesleben, 2019). As far as The University of Damascus -Syria is concerned, in
the teaching area, an unpleasant work environment is perceived and at the same time. Mohamad, Idrus, and Ibrahim
(2019) note that employees in The University of Damascus - Syria do not perceive an environment that can be motivated
by some indicators; they are perceived dissatisfied with the work they exercise day by day. Likewise, the teaching area
collaborators present a low willingness to collaborate with some particular issues, among other things. The context in
which businesses operate today, in the 21st century It is mixed; that is, on the one hand, we have an excellent long
economic outlook term, but at the same time, business management, in my humble opinion: languishes. Therefore I need
to enumerate the challenges which will face the coming organizations at present:
1) Employee Training provided in which they work, employees perceive that management is not providing enough
training with all their plans and related from every point of view.
2) Employee recruitment, which is essential, is one of the significant challenges for the institution
https://dx.doi.org/10.30566/ijo-bs/2020.38
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3) Employee assessment, which implies that the collaborator of more than that he is asked, and if he is dissatisfied,
that challenge becomes utopian.
The management of Human Resources, carries in our country, many problems, of which the most significant for the
undersigned, turns out to be the little to almost no ability of managers to make a good management in that area. Job
satisfaction is today, more than a job problem, a Public health problem, since Alfadhli, Jamaat, Al-Joki, and Al-Hweij
(2018) consider a perception of dissatisfaction. Thus, the research is carried out to identify what is the relationship between
Human Resources management and job satisfaction in The University of Damascus-Syria from the above said dimensions.
2.

Literature Review

Human Resource Management (HRM) is the strategic approach for the effective management of workers' organizations
to help the business gain a competitive advantage, commonly known as the Department of Human Resources. It is
designed to optimize employee performance in the service of strategic employer targets. HR is primarily concerned with
managing people within organizations, focusing on policies and systems. HR departments are responsible for supervising
employee- design benefits, employee recruiting, training and development, performance evaluation, and rewarding (for
example, pay management and social security systems) (Steel, Schmidt, Bosco, & Uggerslev, 2019). HR also concerns
itself with organizational change and industrial relations, balancing organizational practices with the needs arising from
collective bargaining and state laws.
Human resource's overall goal is to ensure that the organization can achieve success through people. HR professionals
manage an organization's human capital and focus on implementing policies and processes (Pang & Ruch, 2019). They
can specialize in recruiting, training, employee relationships, or benefits. Recruitment specialists find and hire the best
talent. Training and development professionals ensure that employees are trained and have continuous development. This
is done through training programs, performance evaluation, and reward programs. Employee relations deal with employee
concerns when policies are broken, such as in cases of harassment or discrimination (Pang & Ruch, 2019). Someone in
benefits develops compensation facilities, vacation family plans, discounts, and other benefits that employees can get
(Kendrick, Bartram, Cavanagh, & Burgess, 2019). Across the field are generalist or human resources business partners.
These human resources professionals could work in all areas or be representatives of workers-labor relations with
unionized employees.
HR is a product of the human relations movement of the early 20th century when researchers began documenting ways
of creating business value through strategic workforce management. It was initially dominated by transactional jobs, such
as wages and benefits administration. Due to globalization, company consolidation, technological advances, and further
research, HR from 2015 focuses on strategic initiatives such as mergers and acquisitions, talent management, succession
planning, industrial and employment relationships, and diversity and inclusion. In today's global work environment, most
companies focus on reducing employee turnover and retaining their workforce's talents and knowledge. New hires entail
a high cost and increase the risk of a newcomer not being able to replace the person who has worked in a position before.
HR departments strive to offer benefits that will appeal to workers, thus reducing the risk of losing business (Dappa,
Bhatti, & Aljarah, 2019).
Human resources can be defined as "a potential resource that organizations can use to achieve and achieve success in a
competitive environment." In this sense, HRM is all of the functions and works that ensure the effective management of
human resources in any organizational environment to benefit the organization, the individual, and the environment (Chan
Simon, 2019). According to Yuen, Loh, Zhou, and Wong (2018), human resources management is the management of all
activities carried out to gain, develop, motivate, and retain a high-performance workforce. Human resources for businesses
are necessary because they are seen as intellectual capital and a strategic value. HRM has two main objectives in terms
of enterprises: (1) Increasing efficiency and efficiency, (2) Improving the work-life quality of employees (Yin & Wang,
2018). The effectiveness and efficiency of all business activities, from production to marketing, depending on the staff's
quantity and quality (Wu, Wu, Li, & Dan, 2018). Human resources activities are activities that concern all managers in a
business (Tong, 2018). Therefore, HRM is in close relationship and interaction with all other organization (Sopoh et al.,
2018). In-house employee movements, intra-organizational variables such as investment, growth, contraction plans,
product diversification, and budget allocated for HR activities affect the decisions made on the number and quality of
staff to be recruited or removed from the organization (Shibani, Veena, & Ashish, 2018). Nigatu and Wang (2018) found
statistically significant and robust relationships between human resource management practices and job satisfaction and
organizational commitment. Performance appraisal is among the essential functions of human resources management.
Performance evaluation is meant to determine the effectiveness and success level of the person in any subject (Manga,
Fouda, Mbida, & Mvogo, 2018). The purpose of performance appraisal is to reveal the value of the product obtained by
the employee performing the task according to the organization (Liller et al., 2018).
While evaluating the effect of wages on job satisfaction from these factors, it is necessary to look at the person's level of
welfare. For employees who have reached a sufficient welfare level, the effect of wage on job satisfaction disappears (M.
Li, Perez-Diaz, Mao, & Petrides, 2018). Wexley and colleagues drew attention to expectations and the level of fulfillment
of expectations in the formation of job satisfaction. According to them, it is shaped depending on the degree of overlap
between the work environment that the person expects job satisfaction or dissatisfaction (Zhu, Sarkis, & Lai, 2013).
Factors affecting job satisfaction in the business environment; wages, management style, work, job security, colleagues,
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and incentives. In the formation of the person's expectations regarding the business environment, personal characteristics,
needs, past work experiences, and current characteristics of society play a role. Therefore, although the conditions are the
same for everyone, the job satisfaction of the employees differs. While the job satisfaction of the person with low
expectations is high, the job satisfaction of the person with high expectations may be low (Hollenbeck, Noe, & Gerhart,
2018).
Researches on the results of high or low job satisfaction in organizations have been made, and various findings have been
obtained. Acording to Zhu et al., (2013), outputs of job satisfaction have divided into three parts. Individuals,
organizational and social Individual outcomes are results such as individual performance and intention to quit;
organizational outputs are results such as labor turnover and absenteeism. Social outcomes are results, such as national
income and social stability. A lot of research has been done on the effects of job satisfaction. According to these
researches, productivity, employee performance, organizational citizenship behavior, organizational commitment,
customer satisfaction, absenteeism, workforce turnover rate, work accidents, recruitment training costs, and deviant
behaviors were found to be low in businesses with high job satisfaction (Hart, 2018; Hwang, 2018; Ko, Jeong, & Yu,
2018).
Technology makes it possible for HR professionals to train new staff members more efficiently. This gives employees
the ability to access onboarding training programs and from anywhere. This eliminates the need for trainers to meet new
face-to-face hires when filling out the necessary documents to get started. Training in virtual classes makes it possible for
HR professionals to quickly train large numbers of employees and evaluate their progress through computerized test
programs. Some employers choose to incorporate an instructor with virtual training so that new hires receive training,
which is deemed vital for the role. Employees can take control of their learning and development by engaging in training
at a time and place of their choice, helping manage their work-life balance. Managers can monitor training through the
internet as well, which can help reduce redundancy in training and training costs. Skype, virtual chat rooms, and
interactive training centers are all the resources that allow a technological approach to training.
This study presents the following hypotheses:
H1 There is a positive and significant relationship between employee training and staff job satisfaction at the
University of Damascus in Syria.
H2 There is a positive and significant relationship between employee recruitment and staff job satisfaction at the
University of Damascus in Syria.
H3 There is a positive and significant relationship between employee assessment and staff job satisfaction at the
University of Damascus in Syria.
3.

Research Methodology

For the current research, the methodology used is going to be the quantitative approach. In the quantitative approach, the
questionnaire survey will be used as an instrument for collecting primary data from the research sample. The random
sampling method will be applied in the study. In this part of the study, there is research conducted with the data obtained
through the questionnaire form prepared for the study's purpose from the employees employed in the University of
Damascus. For the current research, the questionnaire is used as the tool for the study to collect the data. The questionnaire
is adopted from previous studies. The questionnaire will include five sections; each section contains items and statements
regarding every study variable. The Respondents will be required to fill up the questionnaire with a Likert scale point.
The research's main population is the university of Damascus, Syria employees working in the teaching staff, technicians,
and administrative personnel. The total number of the University of Damascus, Syria employees in the main population,
is 8,302 employees. However, data will be collected from 367 employees at the University of Damascus, Syria. If the
sample size is 322 in the 5% confidence interval, it can represent even a substantial (500.000 and above) main population
(Hoque & Awang, 2016). In this case, it can be said that the number of data collected is large enough to represent the
main population. The study sample was also decided based on the Krejcie and Morgan (1970) Table. For the current
research, the questionnaire will be used as a tool for collecting the data from the research sample. The random sampling
method will be applied in distributing the questionnaires to the sample.
4.

Results

The reliability test is used to ensure that all the items of the questionnaire are consistent. The following table 1 displays
the results of the reliability test, followed by some explanations. According to the above table 1, the reliability test
revealed the following conclusions: There is a great internal consistency among the variable employee training items with
a Cronbach alpha value equal to 0.732. There is a great internal consistency among the variable employee recruitment
items with a Cronbach alpha value equal to 0.814. There is a great internal consistency among the variable employee
assessment things with a Cronbach alpha value equal to 0.847. There is a great internal consistency among the variable
staff job satisfaction items with a Cronbach alpha value equal to 0.911.
Table 1 Reliability Test
No.
Variables
No. of Items
Cronbach Alpha
1
Employee Training
6
0.732
3

2
Employee Recruitment
6
0.814
3
Employee Assessment
6
0.847
4
Staff Job Satisfaction
8
0.911
The response rate is the test that reflects the valid and reliable feedbacks from the respondents. This test is used to ensure
that all the collected data are usable in the research. The following table 2 displays the results of the response rate.
Table 2: Response Rate
Details
Questionnaire Distributed
367
Returned
333
Unusable Questionnaire
23
Returned and Usable
310
Not Returned
34
Response Rate
90.8%
Usable Response Rate
85.3%
For this research, the questionnaire is distributed to 367 people and 333 people responded, the response rate has been
90.8%. In the case of address invalidity in hand to hand survey distribution and cases where it was impossible to answer
due to unknown respondents in the survey. 23 surveys were excluded from the delivery number because they were not
usable. To sum it up, this research's usable response rate was 85.3%, which is considered a valid rate. The following table
3 displays the results of the respondents’ profile, followed by some explanation.
Gender
Male
Female

n
204
106

%
65.9
34.1

17-25 yrs.
26-30 yrs.

39
114

12.8
37.0

Table 3: Profile of Respondents (N = 310)
Education Level
Graduate study
Post graduate study
Age
31-35 yrs.
36-40 yrs.
> 40 yrs.

n
95
215

%
30.7
69.3

58
43
56

19.0
14.1
17.2

The respondents' profile included three main categories: gender, age, and education level. Under the gender category,
males comprised 65.9% (n = 204), while the females comprised 34.1% (n = 106) of respondents. The age category
consisted of five classifications: 17–25, 26–30, 31–35, 36–40, and above 40. Participants who were 17–25 years of age
comprised 12.8% (n = 39) of the total number of respondents, while those 26–30 years of age comprised 37.0% (n = 114),
31–35 years of age comprised 19.0% (n = 58), 36–40 years of age comprised 14.1% (n = 43), and those above 40 years
old comprised 17.2% (n = 56). Finally, the last category in the respondent profile was the education level, represented by
the participants' qualifications. This information included two types of qualification: graduate and postgraduate study
levels. The graduates comprised 30.7% (n = 95) of respondents, while participants with a postgraduate study level
comprised 69.3% (n = 215). The following table 4 displays the results of the descriptive statistics followed by some
explanations.
Table 4: Descriptive Statistics
N
Minimum
Maximum
Mean
Std. Deviation
ET
310
1.00
5.00
3.4586
1.56871
ER
310
1.00
5.00
4.2914
1.78718
EA
310
1.00
5.00
3.7143
.48795
SJS
310
1.00
5.00
3.2586
.92708
ET; Employee Training, ER; Employee Recruitment, EA; Employee Assessment, and SJS; Staff Job Satisfaction
The minimum value for the independent variables (employee training, employee recruitment, and employee assessment)
was 1.00, and the maximum value was 5.00. In the same regard, the mean score for employee training, employee
recruitment, and employee assessment were 3.4586, 4.2914, and 3.7143, respectively, which means that according to the
data retrieved that the respondents agree with the statements in the questionnaire regarding the variables employee
training, employee recruitment, and employee assessment. Furthermore, the standard deviation for the subscale
independent variables (employee training, employee recruitment, and employee assessment) was 1.56871, 1.78718, and
0.48795, respectively. On the other hand, the mean score for staff job satisfaction was 3.2586, which means that according
to the data retrieved that the respondents agree with the statements in the questionnaire regarding the variable staff job
satisfaction. Furthermore, the standard deviation for the subscale dependent variable (staff job satisfaction) was 0.92708.
The following table 5 displays the results of the correlation analysis, followed by some explanations. According to table
5, the retrieved data showed the following, which will be explained below. The table showed the following: There is a
positive and significant relationship between employee training and the staff job satisfaction with (r = 0.742) and (p-value
= 0.000). There is a significant positive relationship between employee recruitment and staff job satisfaction with (r =
0.820) and (p-value = 0.002). There is a positive and significant relationship between employee assessment and staff job
satisfaction (r = 0.780) and (p-value = 0.003).
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Table 5: Correlations
ET
ER
1

EA
SJS
Pearson Correlation
Sig. (2-tailed)
ER
Pearson Correlation
.852*
1
Sig. (2-tailed)
.015
EA
Pearson Correlation
.741*
.577*
1
Sig. (2-tailed)
.007
.005
SJS
Pearson Correlation
.742**
.820**
.780**
1
Sig. (2-tailed)
.000
.002
.003
**. Correlation is significant at the 0.05 level (2-tailed).
The following table 6 displays the results of the regression analysis, followed by some explanations. Table 6 shows the
Adjusted R Square of the model is 63.4%; this result confirms that the tested model explains the staff job satisfaction in
Damascus-Syria's university with 63.4%. The result means that employee training, employee recruitment, and employee
assessment contribute to staff job satisfaction at the University of Damascus-Syria with 63.4%. Table 4.6 displays that;
employee training, employee recruitment, and employee assessment have a significant and positive impact on the
employee training, employee recruitment, and employee assessment, where the values = (β= 0.090, 0.0469, and 0.392)
respectively, (t= 5.229, 7.761, and 2.677) respectively, and (p= 0.004, 0.000, and 0.000) respectively.
Table 6: Regression Coefficients
Model
Unstandardized Coefficients Standardized Coefficients
t
Sig.
B
Std. Error
Beta
1 (Constant)
-.983
3.861
-.254
.816
ET
.288
1.259
.090
5.229
.004
ER
.249
.000
.469
7.761
.000
EA
.663
.980
.392
2.677
.000
Adjusted R2
63.4%
a. Dependent Variable: SJS
ET

5.

Discussion

According to the previous studies, Beneficent (2018) examined that emotional intelligence is associated with employees'
demographic characteristics. Emotional intelligence has no significant relationship with job performance, job satisfaction,
and organizational citizenship behavior. Ajayi (2018) advocated the necessity of applying human resource management
techniques in hotel businesses, a service sector, to emphasize the importance of the human element and obtain the
employees' expected efficiency. Alahmad, Carter, Pierce, and Robert (2018) determined the effect of culture types in
organizations on job satisfaction. Hoboubi, Choobineh, Ghanavati, Keshavarzi, and Hosseini (2017) examined the job
satisfaction levels of public and private sector employees and the factors affecting job satisfaction. Zeffane and Bani
Melhem (2017) found a positive relationship between job satisfaction and organizational identification. It was observed
that there was a negative relationship between job satisfaction and intention to leave and between organizational
identification and intention to leave. Suharno, Katijan, and Rachmad (2017) found that career planning positively affects
job satisfaction, and the effect of career planning and professional development sub-dimensions is significant. Suharno et
al. (2017) examined the relationship between employees' job satisfaction and performance. For this, it has been tried to
determine whether employees' job satisfaction has an impact on their performances and what level if any. Nielsen and
Madsen (2017) examined the effect of corporate climate on quitting job satisfaction and job satisfaction, which is one of
the dimensions of the glass ceiling syndrome in female employees in the hospitality sector and affects mental stagnation.
L. Li et al. (2017) evaluated the job satisfaction levels and intention to leave the hotel business employees. They measured
job satisfaction and the choice to leave the 362 border unit employees working in Antalya's hotel operations.
Working people spend most of their life at work. It is essential for the person to be happy with his job to be happy in his
life and be psychologically healthy (Jang et al., 2017). Job satisfaction is a concept with a lot of research. It is determined
that about ten thousand articles have been published on the subject from past to present. The reason for such great interest
in job satisfaction is that it is thought to contribute to human resources' efficiency.
6.

Conclusion

Human resources practices constitute a sub-system of management information systems. Human resources practices
perform a unique function and task. Managing human resources, the most valuable asset of institutions requires various
data and information. While the number of works carried out under classical personnel management is deficient, the
number of human resources activities with the strategic human resources information system was over 10. This is a
situation that benefits both the organization and the employees. Human resources practices have become a significant
opportunity to increase organizational performance and efficiency. These systems, which were initially used to support
operational processes related to personnel management and control operations, are now used for primary purposes, such
as contributing to competitiveness with more advanced applications and improving the decision-making process.
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With human resources practices, it aims to support the organization in selecting employees, determining employees'
duties, evaluating their performance, analyzing, remuneration of workers, and analyzing other investments and payments,
raising and developing, solving health and social security problems. These systems, which are used to increase efficiency
in human resources management, are the systems used in organizations to collect, store, and use, examine and distribute
information for human resources. It aims to support the human resources department's employees through human
resources practices, perform routine work with the system, save time for the employees, concentrate more on strategic
jobs, and have a more qualified and quality organization.
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