Universal Journal of Green Human
Resources and Sustainable Humanities

o = ° %o 2 o 9= % o5 = Do I L Sl s og
dGLas Al aglalls sliwasll 4 il 5)lgall diallall disall
dsliascanll

[E'of Al-Hassan Sports City, AlGMIEer Hassan Street,
Irbid 21110, Jordan



https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/
https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/
https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/
https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/
https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/
https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/

TBP - UJGHRSH - ISSUE #1 / 2024

UJGHRSH

This content aligns with the publications of the journal, as UJGHRSH
releases each issue in both Arabic and English.

Contents

‘ Arabic

English

Applying Academic Accreditation Standards in Jordanian Universities in Light of E-Learning and
Education

The Role of Organizational Culture Between Leadership Style and Human Resource Management
Practices

The Impact of Strategic Organizational Challenges on Human Resource Management in Jordanian

Logistics Companies
Verifying Strategic Human Resource Planning in Construction Project Management Performance in
UAE
The Moderating Role of Talent Management Process Between Supply Chain and Competitive
Advantage in Jordanian Companies

33

45

58

75

2190



s,s‘f‘ A TANMEAH BASSMAH TBP
9(.!”; Universal Journal of Green Human Resources and Sustainable Humanities (UJGHRSH)
% L)W

) i AUy o sladly o el 45yl 8 ) 5alt Ladiadi Adaali

Journal homepage: https://tanmeah.com/international-green-journal-of-human-resources-and-sustainable-humanities-igjhrsh/

Applying Academic Accreditation Standards in Jordanian Universities in Light of E-Learning and Education

Safaa Ahmed Hussein Al-Shouh?, Najwa Abdul Hamid Al-Darawsheh®*

a Ministry of Education, Hashemite Kingdom of Jordan.
bJadara University, Hashemite Kingdom of Jordan.

CHRONICLE ABSTRACT

Acrticle history: The study aimed to reveal the degree of application of academic

Received: January 3, accreditation standards in Jordanian universities in the light of
2024 education and e-learning from the viewpoint of the faculty members.

Received in revised The descriptive survey method was used. The study sample consisted
format: June 12, of (285) faculty members. The questionnaire was used as a study tool.
2024 The results of the study showed that the degree of application of the

Accepted: June 25, academic accreditation standards in Jordanian universities in the light
2024 of education and e-learning from the point of view of the faculty

Available online: members came with a degree of “great” appreciation. In the light of
October 10, 2024 education and e-learning, it is attributed to the study variables: (gender,

academic rank, type of university, type of college).
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ABSTRACT

Several dynamics influencing organizational performance in private
universities, including increasing challenges such as competitiveness,
limited resources, and accreditation pressures. This paper aims to
explore the relationship between leadership styles and human resource
management practices, focusing on the role of organizational culture as
a mediator. The study adopted a literature review methodology to
analyze the relationship among the three variables (leadership styles,
human resource management practices, and organizational culture).
Recent studies published between 2021 and 2024 were collected and
analyzed using reliable databases. The findings reveal that
organizational culture plays a crucial mediating role in strengthening the
relationship between leadership and human resource management
practices. Transformational and democratic leadership styles were
found to improve organizational performance by enhancing employee
commitment and fostering a flexible organizational culture.
Additionally, human resource management practices such as training,
continuous evaluation, and motivation positively impact the
development of a supportive organizational culture; however, they
require integration with leadership styles to achieve a broader effect.
Nevertheless, this paper contributes by providing a comprehensive
theoretical framework to understand the dynamic relationship among
leadership, human resources, and organizational culture, highlighting
the central role of organizational culture in improving organizational
performance. The academic implications include adding new
knowledge to the literature on leadership, human resource management,
and organizational culture, while the practical implications offer
actionable insights for private universities in Jordan to improve
performance by building a sustainable and supportive organizational
culture. University administrations can benefit from practical solutions
to enhance organizational performance through the integration of
leadership and human resource management. Moreover, the study
provides policymakers with insights on how to foster organizational
culture to support innovation and sustainability in higher education,
creating a motivating work environment that enhances employee
commitment and satisfaction.
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6. Introduction

Human resource management (HRM) is a cornerstone of economic and social development, serving as a
critical factor in enhancing organizational efficiency and sustainability. The rapid pace of globalization,
technological innovation, and shifts in economic environments have significantly influenced HRM practices,
creating challenges that demand a strategic and adaptable approach (Bisaria & Gaurav, 2013). Traditional
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HR practices, which often rely on outdated and reactive models, have become inadequate in addressing the
complex and dynamic demands of modern organizations (Al-Zageba et al., 2018b). Small and medium
enterprises (SMESs), in particular, face considerable obstacles in aligning their human resource strategies
with broader organizational objectives. Many organizations adopt short-term operational tactics instead of
long-term preventive and strategic planning, which hinders their ability to respond effectively to competitive
pressures and external disruptions. These challenges are further intensified by the need to integrate Total
Quality Management (TQM), navigate globalization's demands, and adapt to crises like the COVID-19
pandemic (Al-Zageba & Al-Rashdan, 2020).

Human resource management is regarded as one of the most vital components of economic and social
development. Like other aspects of the development process, human resource management faces significant
challenges with the advent of the third millennium and the rapid shift toward broad globalization (Bisaria
and Gaurav, 2013). The manner in which individuals and groups within organizations interact and make
decisions can either create opportunities for growth and success or lead to issues resulting in losses, potential
failure, or even organizational collapse (Hill and Jones, 2008; Alzagebah et al., 2018a). The transformation
in human resource management processes is accelerating, much like a powerful wind of change. Many
individuals and organizations have struggled to confront these changes, with some falling victim to them.
The traditional perspective on wealth production, focused on labor, raw materials, and capital, has shifted to
incorporate knowledge, driven by the forces of economic, social, and technological globalization. This has
heightened the emphasis on managing change and encouraged organizations to adopt change management
strategies to gain a competitive edge, ensuring growth, prosperity, development, and long-term sustainability
(Schuler, 1981). The 21st century has brought a multitude of challenges that have comprehensively impacted
economic, social, and cultural aspects of life. These challenges, including globalization, heightened
competition, and others, have reshaped the dynamics of work relationships across various organizations,
raising questions about traditional organizational structures and practices (Porter, 2006; Al-Zageba & Al-
Rashdan, 2020a).

In Jordan, the issue is compounded by a lack of awareness and application of leadership principles within
many SMEs, which negatively impacts the effectiveness of HRM practices. Research highlights that
insufficient knowledge in leadership and strategic planning has contributed to organizational challenges,
affecting HR planning, policy development, and employee performance (Al-Zageba et al., 2018). As HR
functions play a pivotal role in shaping organizational resilience and competitiveness, addressing these gaps
has become critical for ensuring sustainable growth and development (Porter, 2006; Schuler, 1981). This
study aims to investigate the impact of strategic organizational challenges on HRM practices within
Jordanian SME logistics companies. By focusing on critical challenges such as TQM, globalization, and the
repercussions of COVID-19, the research seeks to provide insights into how organizations can adapt their
HR strategies to overcome these obstacles. Moreover, it highlights the importance of strategic leadership
and change management in fostering organizational success and achieving sustainable development

7. Literature Review

The studies reviewed highlight the diverse impacts of human resource management (HRM) practices and
organizational challenges across various industries, sectors, and organizational sizes. Collectively, they
underscore the critical role of HRM in shaping organizational outcomes, fostering innovation, and ensuring
sustainable performance. Cardon and Stevens (2018) emphasize that effective HR management is a critical
challenge for small and emerging ventures. Their theoretical review of literature demonstrates that while
founders often prioritize operational scalability (e.g., IT systems), they overlook the scalability of
organizational culture and workforce management practices. Early HR decisions significantly affect the
long-term success of ventures, evolving with organizational development. This finding aligns with Malkawi
et al. (2019), who argue for a balanced focus on both technical and human elements in the growth of small
firms. This study highlights a significant gap in entrepreneurial practices, emphasizing the need for founders
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to view HRM as a strategic component of business development.

Algadi (2012) explores the strategic role of HR practices in Jordanian private universities, revealing a
statistically significant impact of recruitment and training on employee performance. However, the study
notes that compensation systems do not exhibit a significant effect on worker performance. This finding
points to a nuanced understanding of HR practices, suggesting that non-financial factors like training and
opportunities for development may hold more weight in academic contexts. The study’s recommendation
for increased employee participation in decision-making underscores the importance of fostering inclusivity
and engagement in HRM practices. Quraish (2016) examines HRM’s influence on administrative creativity
in Algeria’s industrial ministry. Findings indicate that HR practices significantly impact employee
creativity, with moral incentives emerging as a key driver for fostering innovation. This study provides
valuable insights into public sector HRM, emphasizing the importance of aligning HR policies with
employee motivation and creative potential. The recommendation to increase moral incentives reflects a
broader shift toward recognizing the psychological and emotional dimensions of workforce management.
Fey et al. (2000) and Batt (2002) offer complementary perspectives on the relationship between HRM and
organizational performance. Fey et al.’s study of foreign firms in Russia underscores the positive effects of
nontraditional training and salary increases on performance outcomes. Respecting job confidentiality and
providing administrative incentives were also identified as critical factors in enhancing both staff and
managerial performance. Similarly, Batt (2002) highlights the importance of HR practices in reducing
employee quit rates and improving sales growth through enhanced customer satisfaction. Training, skill
development, and participative decision-making emerge as pivotal HR strategies for fostering employee
retention and driving organizational growth. In addition, Gabriel (2016) investigates the link between HR
practices, emotional performance, and customer satisfaction, employing multilevel modeling and diary
methods. The study reveals that HR practices enhancing skills, motivation, and opportunities directly impact
emotional performance, which varies across sectors. This nuanced perspective aligns with prior research by
Associates (2020), Cardon and Stevens (2004), and Quraish (2016), which collectively highlight the
multidimensional nature of HRM and its sector-specific implications.

The reviewed studies collectively underscore the multifaceted impact of HRM on organizational outcomes
across different contexts. A common thread is the strategic importance of HRM practices in fostering
employee performance, organizational innovation, and customer satisfaction. However, there are evident
gaps in understanding the contextual and sectoral variations in HRM effectiveness. For example, while non-
financial incentives like training and decision-making participation are impactful in academic and public
sectors, financial incentives remain crucial in more performance-driven contexts like customer service or
multinational operations. Additionally, the studies highlight the evolving role of HRM in addressing not
only operational but also emotional and cultural dimensions of workforce management. This evolution
reflects the increasing complexity of modern organizations and the necessity for adaptive and inclusive HR
strategies. Future research should focus on integrating these findings into a comprehensive framework that
accounts for organizational size, sectoral characteristics, and cultural contexts, ensuring that HRM practices
are both effective and sustainable in diverse environments.

2.1 Globalization

The impact of globalization on human resource development and management has become increasingly
significant, driven by the integration of global rules and their influence on local industries and businesses.
Globalization has transformed the operational landscape of organizations, compelling them to make
substantial adjustments in how they recruit, train, retain, and support a workforce that is often geographically
dispersed across several countries, each with its unique cultural, legal, and social frameworks (Schuler et
al., 1993). One of the primary challenges posed by globalization is managing diverse cultural identities
within a global workforce. Understanding and respecting these cultural differences are crucial for fostering
collaboration and maintaining employee engagement. A lack of cultural sensitivity can lead to
communication barriers, decreased morale, and conflicts within multicultural teams, ultimately affecting
organizational performance (Hofstede, 2001). Human Resources (HR) departments also face the intricate
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task of complying with diverse foreign labor laws and regulations, which vary significantly across
jurisdictions. These include differences in employment contracts, taxation policies, workplace safety
standards, and employee benefits. Non-compliance with these regulations can result in severe legal and
financial repercussions for organizations operating internationally (Dowling et al., 2013). Moreover,
technological advancements have further influenced the role of HR under globalization. Organizations must
adopt innovative HR technologies to manage remote and hybrid teams, streamline global payroll systems,
and conduct virtual training programs. These technologies enable HR departments to collect and analyze
workforce data, supporting data-driven decisions to address challenges unique to globalized operations
(Stone et al., 2020). Beyond operational adjustments, globalization demands a strategic rethinking of HR
practices. HR must align organizational goals with the realities of a globally diverse workforce by creating
inclusive policies, developing global leadership programs, and fostering an organizational culture that values
diversity and innovation. These strategies not only enhance organizational adaptability but also contribute
to building a collaborative and inclusive workplace (Ulrich, 1997). However, globalization has profoundly
impacted human resource development and management. Organizations must address cultural diversity,
adhere to foreign regulations, and leverage technology to remain competitive. By strategically adapting their
HR practices, companies can support a global workforce effectively and create an environment conducive
to innovation and growth.

2.2 Quality management

The implementation of quality management techniques enables organizations to improve internal
efficiencies, which is considered as a prerequisite to become competitive in global marketplace (Lambert
and Ouedraogo, 2008; Stading and Vokurka, 2003). Total quality management (TQM) is an organization-
wide process-oriented philosophy that requires changes not only in production systems, but also in decision-
making processes, employee development, and employee participation and involvement (Alaaraj, 2018a).
when organizations aim towards TQM, they adopt more constructive approach to the management of human
resources (HR) by upgrading the role of HR function, and redesigning existing human resource management
(HRM) practices to fit into quality plans and objectives (Blackburn and Rosen, 1993; Vouzas, 2004; Alaaraj
et al., 2018; Alzagebah & Abdullah, 2015). In other words, organizations introduce process improvement
initiatives within the HR department in such a way to support strategic aims of quality and to bring it more
in line with TQM principles (see Greasley, 2004; Hur 2009; Santos-Vijande and Alvarez-Gonzalez, 2009).

2.3Covid-19

The impact of COVID-19 on working practices and human resource management (HRM) has been a subject
of extensive discussion, yet much of the discourse remains general, focusing on broad trends such as the
emergence of a "new normal." Common predictions include a permanent shift toward remote working and
increased workplace flexibility. While these may indeed materialize, such assumptions fail to account for
the nuanced, context-specific implications of COVID-19 on work practices, well-being, and HRM
(Alzagebah et al., 2020). A critical analysis of the literature and recent findings reveals a more complex
picture, underscoring the variability of these impacts across industries, organizations, and cultural contexts.
COVID-19, as a global pandemic, has disrupted industries worldwide, but the extent and nature of its impact
vary significantly based on institutional and cultural contexts. While many organizations have embraced
remote work, the readiness and adaptability of HRM practices differ. For instance, in countries with robust
digital infrastructure, the transition to remote work was relatively seamless. Conversely, in regions with
limited technological access, remote working posed significant challenges, highlighting the digital divide's
role in shaping HR outcomes. Alzagebah et al. (2020) emphasize the need to examine these localized
nuances, as institutional factors such as labor laws, organizational culture, and employee expectations shape
the pandemic's influence on HRM practices.

Recent research underscores the uneven impact of COVID-19 across industries. While most sectors
experienced significant disruptions, some, such as e-commerce, technology, and healthcare, saw positive
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growth. These sectors capitalized on increased demand for their services, driving innovation and agility in
workforce management. On the other hand, industries like tourism and hospitality faced devastating losses,
necessitating mass layoffs and workforce restructuring. The divergence in sectoral outcomes underscores
the need for HRM strategies that are tailored to specific industry challenges and opportunities. Alzagebah
et al. (2020) note that while remote work may be feasible for knowledge-based industries, it remains
impractical for sectors requiring physical presence, such as manufacturing and retail. While commentators
frequently predict the normalization of remote work post-pandemic, the reality is far from definitive. Many
organizations are still evaluating the long-term viability of remote working arrangements. Preliminary
findings suggest that while remote work offers flexibility and cost-saving potential, its impact on
productivity and employee well-being remains inconclusive. This uncertainty is particularly pronounced in
contexts where organizations lack prior experience with remote work. Alzagebah et al. (2020) argue that the
absence of established systems, policies, and procedures has hindered the effective implementation of
remote work in many regions, such as Australia, where workplace changes require significant due diligence.
Organizations are currently in a state of flux, debating the future of remote work without reaching definitive
conclusions. This indecision reflects the broader uncertainty surrounding COVID-19's long-term effects on
workforce dynamics. Many organizations are still assessing remote work's impact on employee
performance, engagement, and productivity. Moreover, the implementation of remote work requires a
comprehensive overhaul of HR systems, including performance evaluation, communication protocols, and
technology integration. Alzagebah et al. (2020) highlight that such transformations are resource-intensive
and demand strategic planning, particularly in contexts where remote work is a relatively new concept.
However, the impact of COVID-19 on HRM and working practices is far more complex than generalized
narratives suggest. While some changes, such as the rise of remote work and increased flexibility, may
persist, their extent and effectiveness will depend on contextual factors, including industry, geography, and
institutional frameworks. The need for context-specific research is critical to understanding these dynamics
and informing effective HR strategies. As organizations continue to adapt, the role of HRM will be pivotal
in navigating the uncertainties of the post-pandemic workplace, balancing immediate needs with long-term
sustainability and resilience.

8. Methodology

The study employs a descriptive analytical approach to investigate "The effect of strategic organizational
challenges on managing human resources in the light of entrepreneurship as a moderating variable in
Jordanian SME companies.” This approach is particularly effective as it not only identifies and describes
the features of the population but also provides insights into the relationships and patterns among the
variables under study (Alaaraj et al., 2016a; Alaaraj et al., 2016b). Sampling is critical for obtaining
representative and reliable results without the need to study the entire population. In this study, the target
population includes all employees of Jordanian SME companies registered with the Jordanian Ministry of
Industry and Trade. The researcher conducted fieldwork across a domain of 500 companies, classified as
small to medium-sized based on their capital and workforce. These companies collectively employed
approximately 6,500 individuals, comprising 500 administrators and 6,000 employees. A stratified random
sample of 120 respondents (administrators and employees) was selected to ensure diverse representation.
This sampling technique is justified as it saves time, reduces costs, and yields accurate and efficient results,
enabling the study to achieve its objectives effectively.

The study is structured into two main components: theoretical and practical. The theoretical foundation
draws on the researcher’s background in business administration and incorporates a comprehensive review
of literature on the impact of strategic organizational challenges on HRM. This includes insights from books,
periodicals, university theses, and other secondary sources, which were used to develop the conceptual
framework for the study. The practical aspect of the study utilizes descriptive and analytical methods to
collect, analyze, and interpret data. Primary data were gathered through questionnaires distributed to
company employees either via mail or face-to-face interviews, depending on feasibility. The questionnaire
was designed to capture key variables related to HRM challenges and entrepreneurship as a moderating
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factor. Secondary data were used to complement this process, forming a robust theoretical and practical
foundation. The collected data were processed using SPSS Version 29, a statistical software package widely
used for social science research. This enabled the researcher to decode and analyze the data systematically,
test hypotheses, and draw conclusions. The statistical analysis provided a basis for identifying significant
trends and relationships, helping to address the research objectives comprehensively.

The methodology adopted in this study is supported by recent advancements in research design and
analytical approaches highlighted in the literature. Lootah (2024) demonstrates the importance of adopting
innovative methodologies, such as blockchain integration, to explore complex relationships in financial
reporting practices, emphasizing the need for adaptive methods to address contemporary challenges.
Similarly, Maabreh (2024) underscores the role of financial technology in promoting inclusivity, advocating
for systematic reviews and integrative approaches to better understand emerging trends in technology-driven
environments. Moreover, Razzak et al. (2024) provide evidence of the significance of incorporating digital
tools, such as digital zakat and accounting, in enhancing corporate sustainability through financial
transparency. This aligns with the use of robust analytical tools, as demonstrated in the current study, to
ensure data-driven insights and actionable outcomes. Shboul et al. (2024) further highlight the moderating
role of digital leadership in transforming educational practices, emphasizing the utility of examining
moderating variables, such as entrepreneurship, in complex organizational contexts. Lastly, Shubailat et al.
(2024) showcase the effectiveness of employing advanced analytical techniques, such as blockchain
evaluation, to improve governance and management frameworks, reinforcing the methodological rigor
applied in this research.

This study integrates theoretical and practical methodologies to examine a critical topic in the field of
business administration and human resource management. The use of a descriptive analytical approach,
supported by systematic sampling and advanced statistical tools, ensures that the study's findings are both
robust and actionable. By blending literature reviews with empirical data collection, the study offers
valuable insights into how strategic organizational challenges affect HRM in Jordanian SMEs, with
entrepreneurship acting as a moderating variable. The outcomes are expected to contribute to the academic
discourse and provide practical recommendations for improving HRM practices in similar contexts.

9. Findings

The study provides valuable insights into the influence of globalization, TQM, and COVID-19 challenges
on human resource (HR) planning, particularly within the entrepreneurial context of Jordanian SMEs. By
examining the interplay of these strategic challenges, the research highlights both the vulnerabilities and
adaptive capacities of SMEs in navigating complex organizational environments. Below, we critically
discuss these findings in light of broader HR and organizational management literature.

4.1 Strategic Organizational Challenges and HR Planning

The study underscores the significant effect of strategic organizational challenges on HR planning,
particularly in the context of entrepreneurship. This finding aligns with the argument that organizational
challenges necessitate a proactive and adaptive HR approach to sustain business performance (Cardon &
Stevens, 2018). SMEs, often limited in resources and expertise, face heightened difficulty in formulating
robust HR strategies. However, entrepreneurship as a moderating factor presents opportunities for
innovative solutions, such as fostering employee engagement through participative decision-making. The
findings highlight a gap in SME capabilities, suggesting that targeted HR interventions are critical to
overcoming these challenges (Malkawi et al., 2019).

4.2 Globalization and HR Planning

Globalization emerges as a significant factor influencing HR planning. The results align with previous
research indicating that globalization compels organizations to adapt their workforce strategies to align with
international standards and cultural diversity (Schuler et al., 1993). For Jordanian SMEs, globalization
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represents both an opportunity and a challenge. While it facilitates market expansion, it also demands
compliance with foreign regulations, management of diverse cultural identities, and integration of global
HR practices. The critical challenge lies in balancing the benefits of globalization with the operational
realities of SMEs, which often lack the resources to implement comprehensive global HR strategies. This
finding emphasizes the need for capacity-building initiatives that equip SMEs to thrive in a globalized
economy.

4.3 Total Quality Management and HR Planning

The study reveals a significant relationship between TQM challenges and HR planning, underscoring the
importance of embedding quality-focused practices into HR systems. TQM’s emphasis on continuous
improvement and employee involvement aligns well with the entrepreneurial goals of SMEs, fostering a
culture of accountability and innovation (Fey et al., 2000). However, the implementation of TQM practices
often requires substantial investment in training and infrastructure, which may strain SME resources. This
tension highlights a critical need for tailored TQM frameworks that accommodate the unique constraints of
SMEs while promoting workforce efficiency and competitiveness.

4.4 COVID-19 Challenges and HR Planning

COVID-19 challenges significantly impacted HR planning, reaffirming the pandemic’s profound disruption
of traditional workforce management practices. The study’s findings resonate with broader literature that
emphasizes the pandemic as a catalyst for organizational change, particularly in the adoption of remote work
and crisis management strategies (Alzagebah et al., 2020). However, the results also reveal that SMEs,
especially in developing contexts, face unique barriers in adapting to such disruptions, including limited
technological infrastructure and managerial expertise. This highlights the importance of resilience-building
strategies in HR planning, such as flexible work arrangements, robust health and safety protocols, and digital
transformation initiatives.

4.5 Demographic Insights and Their Implications

The demographic analysis provides critical context for interpreting the findings. For instance, the
predominance of younger employees (26-30 years) and bachelor’s degree holders suggests a relatively
educated but potentially inexperienced workforce. This demographic profile may influence HR planning, as
younger employees often seek opportunities for career development and flexibility. SMEs must tailor their
HR strategies to meet these expectations, which aligns with Batt's (2002) findings on the importance of
training and participative decision-making in reducing employee turnover and enhancing organizational
performance.

4.6 Hypothesis Testing

The hypotheses of this study were tested using statistical methods to determine the significance of the
relationships between strategic organizational challenges (globalization, total quality management, and
COVID-19 challenges) and formal human resource planning, moderated by entrepreneurship, in Jordanian
SME companies. The results of hypothesis testing are summarized below:

1. H1: There is a significant effect of globalization challenges on human resource planning in the
light of entrepreneurship in Jordanian SME companies.

2. H2: Total Quality Management (TQM) challenges significantly affect human resource planning
in the light of entrepreneurship in Jordanian SME companies.

3. H3: COVID-19 challenges significantly affect human resource planning in the light of
entrepreneurship in Jordanian SME companies.
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4. Ha4: Strategic organizational challenges significantly affect human resource planning in the light
of entrepreneurship in Jordanian SME companies.

Each hypothesis was tested at a significance level of a < 0.05 using statistical tools (e.g., regression analysis
and ANOVA) in SPSS Version 29. The results are presented in the table (1) below:
Table 1: Hypothesis Testing Results

Hypothesis Independent Dependent Moderating Test p- Result
Variable Variable Variable Statistic ~ Value

H1 Globalization HR Planning  Entrepreneurship E= 0.001  Supported
Challenges 14.25

H2 TQM Challenges HR Planning  Entrepreneurship F= 0.002  Supported

16.87

H3 COVID-19 HR Planning  Entrepreneurship = 0.003  Supported
Challenges 12.63

H4 Strategic HR Planning  Entrepreneurship = 0.000  Supported
Organizational 19.34
Challenges

Globalization Challenges (H1): The analysis shows a significant effect of globalization challenges on HR
planning in Jordanian SMEs (p = 0.001), suggesting that adapting to global trends is critical for HR
practices.

TQM Challenges (H2): TQM challenges significantly influence HR planning (p = 0.002), emphasizing the
need for quality-focused approaches to workforce management.

COVID-19 Challenges (H3): The impact of COVID-19 challenges on HR planning is also statistically
significant (p = 0.003), indicating that pandemic-related disruptions have reshaped HR strategies in
SMEs.

Strategic Organizational Challenges (H4): The combined effect of strategic organizational challenges on
HR planning is highly significant (p < 0.001), reinforcing the importance of addressing these
challenges in an entrepreneurial framework.

The hypothesis testing results confirm that globalization, TQM, and COVID-19 challenges significantly

influence human resource planning in the context of Jordanian SMEs. Additionally, strategic organizational

challenges as a whole have a profound impact on HR planning, moderated by entrepreneurial factors. These
findings highlight the need for SMEs to adopt adaptive and innovative HR practices to navigate these
challenges effectively.

10. Discussion

The results of this study provide compelling evidence for the significant impact of strategic organizational
challenges, namely globalization, Total Quality Management (TQM), and COVID-19, on human resource
planning (HRP) in Jordanian SMEs. Entrepreneurship emerged as a moderating factor that influences the
relationship between these challenges and HR planning outcomes. Below, the findings are critically
discussed in light of the relevant literature and their practical implications. The study revealed a significant
effect of globalization challenges on HR planning (p = 0.001), supporting the premise that global trends and
pressures shape workforce management in SMEs. This finding aligns with Schuler et al. (1993), who argue
that globalization compels organizations to adopt more agile and inclusive HR practices to navigate
international standards, diverse cultural contexts, and competitive pressures. However, while globalization
offers SMEs opportunities for market expansion, it also imposes operational burdens, particularly in
contexts like Jordan, where resource constraints and limited global exposure prevail. The findings suggest
that SMEs must prioritize training in cross-cultural competencies and implement technology-driven HR
solutions to bridge global-local divides, ensuring that they remain competitive and adaptable in the global
market.
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The significant influence of TQM challenges on HR planning (p = 0.002) underscores the growing need for
SMEs to integrate quality management principles into their HR systems. TQM emphasizes continuous
improvement, employee involvement, and accountability, which are critical for enhancing organizational
performance (Fey et al., 2000). However, implementing TQM in SMEs often requires substantial investment
in infrastructure, training, and cultural change, which can be daunting for resource-constrained
organizations. The findings suggest that Jordanian SMEs could benefit from phased TQM implementation
strategies, leveraging entrepreneurial practices to foster a culture of quality and innovation. This approach
aligns with the broader literature advocating for adaptive TQM models tailored to SME-specific contexts.
The study also highlights the significant impact of COVID-19 challenges on HR planning (p = 0.003),
reflecting the profound disruptions caused by the pandemic. These results are consistent with findings from
Alzagebah et al. (2020), who identified the pandemic as a major catalyst for organizational change,
particularly in adopting remote work, digital tools, and crisis management strategies. However, the results
also underscore the unique challenges faced by SMEs in Jordan, such as limited technological infrastructure
and a lack of pre-pandemic preparedness for remote work. This suggests a need for resilience-focused HR
planning, including investment in digital transformation, health and safety protocols, and flexible work
arrangements. The study’s findings emphasize that while COVID-19 has accelerated change, SMEs must
adopt sustainable HR strategies to address both immediate and long-term workforce challenges.

The overall effect of strategic organizational challenges on HR planning (p < 0.001) highlights the
complexity of managing HR in a dynamic and uncertain environment. Entrepreneurship, as a moderating
factor, plays a critical role in enabling SMEs to adapt to these challenges. This finding aligns with Cardon
and Stevens (2018), who argue that entrepreneurial practices such as innovation, adaptability, and strategic
decision-making are essential for effective HR management in small and emerging ventures. For Jordanian
SMEs, the interplay between entrepreneurship and strategic HR planning offers a pathway to resilience and
growth. By embedding entrepreneurial principles into HR systems, organizations can navigate challenges
more effectively, foster employee engagement, and enhance organizational performance.

The findings of this study have several practical and theoretical implications. For practitioners, the results
highlight the importance of adopting a proactive and strategic approach to HR planning, particularly in the
face of globalization, TQM, and COVID-19 challenges. SMEs must invest in capacity-building initiatives,
leveraging entrepreneurship to drive innovation and resilience in their HR practices. From a research
perspective, the study underscores the need for context-specific investigations into HR planning, particularly
in developing economies like Jordan. Future studies could explore the long-term effects of these challenges
on organizational outcomes and examine the interplay between entrepreneurship and HRM in greater depth.

11. Conclusion

This study sheds light on the complex challenges that globalization, TQM, and COVID-19 present for HRP
within Jordanian SMEs. These challenges demand innovative and flexible HR practices; however, the
inherent resource and expertise limitations faced by SMEs often hinder effective implementation. By
situating the findings within the broader HR literature, this study emphasizes the urgent need for strategic
capacity-building and context-specific solutions tailored to SMEs’ unique needs. Future research should
delve deeper into how entrepreneurial factors can moderate these challenges, enabling SMEs to capitalize
on their strengths and sustain growth in a competitive environment.

6.1 Impact of Strategic Organizational Challenges

The study critically examines the influence of strategic organizational challenges—globalization, TQM, and
COVID-19—on HR planning, underscoring their significant impact. It highlights the necessity for SMEs to
adopt adaptive strategies that align with the ever-evolving business environment. Globalization, for instance,
compels organizations to adopt workforce practices that account for cultural diversity, compliance with
international regulations, and the demands of global competition. In developing economies like Jordan, these
challenges are further compounded by limited resources and global exposure, creating a dual impact: while
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globalization fosters opportunities for growth, it also introduces complexities that require robust and
innovative HR strategies. SMEs must leverage entrepreneurial innovation to navigate these pressures and
ensure their workforce remains competitive and adaptable. Similarly, the findings affirm the substantial role
of TQM in shaping HR planning. TQM principles, such as continuous improvement, employee involvement,
and accountability, are crucial for organizational performance. However, the practical realities of
implementing TQM, including resource constraints and the need for cultural change, pose significant
challenges for SMEs. The study suggests that phased or adaptive TQM strategies tailored to SME-specific
contexts can help balance these challenges, ensuring that quality-focused HR practices remain sustainable
and effective.

6.2 COVID-19 as a Catalyst for Change

The study highlights COVID-19 as a transformative challenge for HR planning, reshaping traditional
workforce management practices and accelerating the adoption of digital tools and flexible work
arrangements. The pandemic introduced unprecedented disruptions, but it also fostered opportunities for
innovation and resilience in HR systems. For Jordanian SMEs, the findings emphasize the importance of
institutionalizing pandemic-related lessons, such as investing in digital transformation and fostering a
culture of flexibility. A proactive approach to these changes will not only prepare SMEs for future crises
but also enhance workforce engagement and productivity in the long term.

6.3 Entrepreneurship as a Moderating Factor

A critical insight from the study is the role of entrepreneurship as a moderating factor in navigating strategic
challenges. Entrepreneurial principles such as adaptability, innovation, and proactive decision-making
emerged as vital enablers of effective HR planning. Embedding these principles into HR systems empowers
SMEs to address organizational challenges more effectively, fostering a resilient and agile workforce. This
dynamic interplay between entrepreneurship and HR planning provides a promising foundation for future
research, particularly in understanding how entrepreneurial behaviors can drive long-term organizational
SuCCess.

6.4 Broader Implications

The study’s findings carry significant implications for both practitioners and scholars. For practitioners, they
underscore the importance of strategic and adaptive HR planning that aligns with the unique challenges
posed by globalization, TQM, and COVID-19. Policymakers and industry leaders must support SMEs
through capacity-building initiatives, including targeted training programs, digital infrastructure
development, and access to entrepreneurial resources. For scholars, the findings highlight the necessity of
context-specific research that explores the intersection of HR planning and entrepreneurship, particularly in
the SME sector. This study demonstrates the multifaceted impact of strategic organizational challenges on
HR planning in Jordanian SMEs. It underscores the critical role of entrepreneurship in enabling SMEs to
adapt to and thrive within a complex and dynamic business environment. By leveraging entrepreneurial
principles and adopting innovative HR strategies, SMEs can build more resilient and sustainable
organizational frameworks, ensuring their long-term success in an increasingly competitive global economy.
These findings serve as a foundation for future research and practical interventions aimed at strengthening
SME resilience and growth.
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ABSTRACT

This paper investigates the impact of strategic human resource
planning on construction project management performance, focusing
on infrastructure contracting companies. Strategic HR planning plays
a critical role in enhancing project outcomes by addressing key
performance dimensions such as cost efficiency, timeliness, quality,
and safety. Using a mixed-methods approach, the research integrates
qualitative insights from semi-structured interviews with quantitative
data obtained through structured surveys. The study examines how
strategic HR practices influence performance, with particular attention
to the mediating roles of green HR practices, innovation capacity, and
demographic factors like company size, capital, and age. The findings
demonstrate that strategic HR planning significantly improves project
management performance. This improvement is achieved by aligning
workforce strategies with organizational goals, integrating Health,
Safety, and Environmental (HSE) frameworks, and adopting green
supply chain management practices. Green HR practices were found to
positively influence sustainability outcomes, emphasizing the role of
environmentally conscious HR strategies in achieving long-term
success. Similarly, the study highlights the contribution of strategic HR
practices to fostering innovation capacity, which enhances the
organization’s ability to generate and implement innovative solutions,
particularly critical in a dynamic and competitive industry like
construction. Additionally, the study identifies financial evaluations as
an essential component of strategic planning. These evaluations help
organizations assess project feasibility, identify potential weaknesses,
and align financial strategies with HR practices to enhance project
success. The influence of demographic factors, including company size
and age, further underscores the importance of tailoring HR strategies
to organizational characteristics. Larger and more established
companies tend to exhibit stronger project performance, benefiting
from their resource base and institutional knowledge. Moreover, the
research offers practical recommendations for construction firms
seeking to optimize their HR strategies to achieve enhanced efficiency,
sustainability, and competitiveness. However, the study is not without
limitations. Its focus on infrastructure contracting companies in UAE
limits the generalizability of findings to other industries or regions.
Additionally, the reliance on self-reported data introduces potential
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biases, and the cross-sectional design does not capture long-term
effects of HR strategies. Future research should adopt longitudinal
designs to explore the sustained impact of strategic HR planning and
extend the scope to include other industries and geographic contexts.
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12. Introduction

Strategic Human Resource Planning (SHRP) has gained recognition as a critical enabler of organizational
success, particularly in industries where workforce dynamics play a pivotal role. In the United Arab Emirates
(UAE), the construction sector is a cornerstone of economic growth, driven by large-scale infrastructure
projects, real estate developments, and visionary initiatives like the UAE Vision 2030. These projects are
often characterized by their complexity, multinational workforce, and high-performance expectations,
making effective HR management a necessity. SHRP involves aligning human resource strategies with
organizational goals to ensure the availability of skilled personnel, optimal workforce allocation, and
enhanced productivity. In construction project management, where time, quality, and cost are paramount,
SHRP can significantly influence project outcomes by addressing workforce challenges such as skill
shortages, cultural diversity, and labor turnover. This study focuses on verifying the role of SHRP in
enhancing construction project management performance within the UAE, exploring its impact on project
efficiency, workforce effectiveness, and overall success. Strategic planning is widely recognized as a
cornerstone of organizational success and goal achievement. As noted by Abusharekh et al. (2020), the
ability of an organization to thrive depends significantly on the accuracy and robustness of its strategic
planning processes. This perspective is echoed by Bolland (2020), who highlights how organizational
practices have evolved from long-term planning to strategic planning, culminating in the modern concept of
strategic management. However, while the theoretical foundation for strategic planning is well established,
its practical implementation often varies across industries and regions, raising questions about the contextual
factors influencing its effectiveness. Critically, strategic human resource planning (SHRP) plays a pivotal
role within this framework. Kudaibergenov et al. (2021) emphasize that SHRP is a fundamental activity
performed by human resource management to align workforce capabilities with organizational goals.
However, there remains an ongoing debate regarding the extent to which SHRP contributes to overall
strategic alignment in diverse organizational contexts. For example, while SHRP is designed to anticipate
future workforce needs and address skill gaps (Trost, 2020), its effectiveness can be hindered by external
uncertainties such as market volatility or regulatory changes. This highlights the need for continuous
adaptation of SHRP practices to maintain alignment with organizational objectives.

SHRP focuses on estimating an organization’s future human resource needs in alignment with strategic
goals (Trost, 2020). This involves comparing projected workloads with the current and anticipated
capabilities of the workforce to determine gaps in skills or personnel. However, while Trost underscores the
importance of such planning, critics argue that many organizations fail to account for rapidly changing
conditions, such as technological advancements or workforce demographic shifts, which can render
traditional SHRP approaches insufficient. This critique aligns with the argument that dynamic industries,
like construction, require more flexible and adaptive HR planning models. Moreover, strategic planning for
HR encompasses not only workforce optimization but also the ability to meet the organization’s needs amidst
internal and external changes. The complexity of balancing internal talent development and external hiring
often challenges HR managers, particularly in industries like construction, where project-based work
necessitates a blend of technical skills and adaptability. This underscores the critical need for HR practices
to evolve in tandem with organizational and industry-specific demands. The construction sector significantly
influences economic growth due to its multiplier effect on other industries. For example, in the UAE,
government and private sector investments have driven positive growth in construction, contributing 3.8%
growth in 2019 (Strategic Plan 2011-2019). Despite its economic importance, the construction industry faces
unique challenges, such as the complexity, cost, and time demands of modern projects (Alzagebah et al.,
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2018a). These challenges have been exacerbated globally by the COVID-19 pandemic, highlighting the need
for robust strategic planning to navigate disruptions effectively (Domenech et al., 2019; Al-Zageba & Al-
Rashdan, 2020a; Kayali, 2021). These structural inefficiencies underscore the critical role of strategic
planning, particularly SHRP, in addressing workforce challenges and enhancing sector performance.

The UAE’s construction industry has been a major driver of economic diversification, contributing
significantly to GDP and employment. The sector is characterized by high-profile projects such as the Burj
Khalifa, Expo 2020 infrastructure, and the ongoing NEOM collaborations, attracting a multinational
workforce and leveraging advanced technologies. However, the fast-paced and high-stakes nature of the
industry presents unique challenges in managing human resources effectively. Traditional human resource
practices in the UAE construction sector often focus on short-term staffing to meet immediate project needs,
overlooking the strategic alignment of HR with broader organizational objectives. This reactive approach
can lead to inefficiencies, such as delays, cost overruns, and workforce dissatisfaction. SHRP addresses these
challenges by emphasizing proactive planning, workforce optimization, and strategic alignment, ensuring
that HR practices contribute to long-term project success. Despite the evident potential of SHRP in
transforming construction project management, research on its application in the UAE remains limited
(Lootah, 2024; Maabreh, 2024; Shboul et al., 2024). The UAE’s reliance on a diverse and transient
workforce, coupled with its ambitious construction projects, makes it an ideal setting to study the
effectiveness of SHRP. Key areas of exploration include workforce planning, skill development, talent
retention, and the integration of HR analytics in project management. By examining SHRP in the context of
the UAE construction sector, this study seeks to provide actionable insights for industry stakeholders,
highlighting strategies to enhance workforce performance, reduce project risks, and achieve sustainable
growth. The findings are expected to contribute to the literature on strategic HR management in construction
and support the UAE's vision of becoming a global leader in innovation and infrastructure development.
This paper aims to explore the extent to which SHRP can enhance construction project management
performance in UAE, providing a framework for aligning workforce strategies with organizational
objectives. By addressing these gaps, the study seeks to contribute to the growing body of literature on the
intersection of HR planning and project management, with implications for both theory and practice.

13. Literature Review and Hypotheses

Strategic planning is integral to improving construction project management performance. By aligning
workforce capabilities with project requirements, SHRP can mitigate issues such as skill shortages,
workforce turnover, and mismatched competencies, all of which are prevalent in the construction sector.
However, as previous studies have shown, the implementation of SHRP is not without its challenges. For
instance, while strategic planning can theoretically enhance contractor performance and project outcomes,
there is often a disconnect between planning and execution due to resource constraints, lack of data-driven
decision-making, or insufficient managerial expertise. In addition, strategic planning is an essential
determinant of organizational success, particularly in industries like construction, where workforce
dynamics directly influence project outcomes. While SHRP offers a structured approach to aligning HR
capabilities with organizational goals, its effectiveness is contingent upon industry-specific challenges and
contextual factors. In the UAE, the construction sector provides a compelling case for examining the role of
SHRP in enhancing project management performance. By integrating critical insights from the literature
and contextual analyses, this study aims to advance understanding of how strategic HR practices can drive
organizational success in dynamic and challenging environments.

2.1 Enterprise Resource Planning: Definitions and Functional Perspectives

The concept of Enterprise Resource Planning (ERP) has been a subject of extensive debate, with no
universally agreed-upon definition. Generally, ERP is understood as an integrated software system designed
to provide a holistic view of all business processes within an enterprise. It acts as a bridge between these
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processes, ensuring seamless communication and operational efficiency (Ehie and Madsen, 2005). This
characterization underscores ERP’s role as a centralized system that links various business units through a
shared database. However, while this definition captures the technical essence of ERP, critics argue that it
oversimplifies the dynamic nature of ERP systems, which often require significant customization to align
with the unique needs of organizations. From another perspective, ERP systems are described as platforms
that organize enterprise data, ensuring it is distributed effectively to relevant departments (Veysel & Hinge,
2013). This interpretation highlights the functional utility of ERP in enhancing decision-making and
operational efficiency. Yet, it raises questions about the challenge’s organizations face in achieving this
level of integration. For instance, the success of ERP implementation often depends on organizational
readiness, employee training, and the adaptability of the system to changing business environments. These
factors suggest that while ERP systems provide a powerful framework for data management, their potential
is often constrained by implementation barriers and organizational inertia.

2.2 The Role of ERP Systems in Centralized Business Management

At its core, ERP serves as a centralized structure that directs, stores, and updates business information
(Lengnick-Hall and Lengnick-Hall, 2006). This capability is particularly valuable in today’s fast-paced
business environments, where real-time data access and integration are critical. However, while the
centralized nature of ERP systems is seen as an advantage, it can also pose risks, such as data security
concerns and system downtimes, which can disrupt operations. Critics also argue that the reliance on a single
system for all business processes can lead to over-standardization, potentially stifling innovation and
flexibility within organizations. The effectiveness of ERP systems is also contingent on their alignment with
an organization’s strategic goals. For example, while ERP systems offer the potential for streamlined
operations and improved decision-making, their implementation requires significant investment and
organizational change. This has led some scholars to question whether the benefits of ERP systems justify
their costs, particularly for small and medium-sized enterprises (SMEs) that may lack the resources to
support large-scale ERP deployments.

2.3 ERP and Human Resource Information Systems (HRIS): Strategic Implications

In contemporary business practices, ERP systems have increasingly intersected with Human Resource
Information Systems (HRIS) to enhance workforce management. As businesses shift toward leaner
organizational structures, reducing management levels and workforce size, HRIS has become an essential
tool for supporting strategic HR functions (Al-Zageba & Al-Rashdan, 2020). These systems enable rapid
access to personnel data, streamline administrative tasks, and empower employees to manage their own
information. However, while HRIS systems alleviate the administrative burden on HR departments, they
also require a cultural shift toward digital adoption and self-service practices, which may face resistance
from employees accustomed to traditional HR models. Critically, the integration of HRIS within ERP
systems aligns HR management with broader strategic goals. By providing managers with real-time data,
HRIS enhances decision-making related to talent management, succession planning, and workforce
optimization. However, the reliance on technology for HR functions raises concerns about data privacy and
the potential dehumanization of HR practices. Lengnick-Hall and Lengnick-Hall (2006) caution that while
technology can enhance efficiency, it should not replace the human element in managing employee relations
and organizational culture.

2.4 Challenges and Opportunities in ERP and HRIS Implementation

While ERP and HRIS systems offer numerous benefits, their implementation is fraught with challenges.
High costs, technical complexities, and the need for employee training are common barriers to successful
deployment. Moreover, the integration of these systems requires careful planning to ensure they align with
organizational goals and do not disrupt existing workflows. Veysel and Hinge (2013) argue that the success
of ERP systems depends on their adaptability to organizational needs, a factor often overlooked during the
implementation phase. Despite these challenges, ERP systems remain a vital tool for modern enterprises.
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Their ability to centralize data, streamline processes, and enhance decision-making provides organizations
with a competitive edge in an increasingly data-driven world. By integrating HRIS into ERP platforms,
organizations can further align their workforce management strategies with their overall business objectives,
driving efficiency and supporting long-term growth. The evolving definitions and perspectives on ERP
systems reflect their complexity and multifaceted nature. While they offer significant potential for
operational efficiency and strategic alignment, their implementation requires careful consideration of
organizational needs, resources, and cultural factors. By leveraging the capabilities of ERP and HRIS
systems, businesses can enhance their decision-making processes and workforce management strategies.
However, the critical success of these systems lies in balancing technological innovation with the human
aspects of management, ensuring that they serve as enablers of organizational growth rather than mere
technical tools.

2.5 Strategic Management as a Tool for Innovation and Efficiency

Strategic management has a practical and essential role in managing innovation and creativity to enhance
organizational efficiency and effectiveness. According to Dhamdhere (2015), strategic planning serves as a
form of knowledge management that enables projects and institutions to utilize resources effectively. While
this perspective underscores the transformative potential of strategic management, critics argue that its
success depends heavily on the organization's capacity to foster a culture that values innovation and
creativity. Without this cultural alignment, even the most well-designed strategic plans may fail to achieve
the desired outcomes. Moreover, strategic planning in human resource management (HRM) leverages
structured databases and analytics to enhance decision-making processes. For example, evaluations of
personnel within the HR system can guide decisions regarding promotions, training needs, and external
recruitment strategies (Al-Zageba et al., 2018). However, the reliance on system-generated insights raises
concerns about the over-reliance on data-driven decisions, potentially neglecting qualitative factors such as
interpersonal skills and employee aspirations, which are harder to quantify but equally important for
organizational success.

2.6 Human Resource Information Systems in Workforce Planning

Human Resource Information Systems (HRIS) provide HR managers with critical tools for optimizing
workforce planning. These systems enable quick access to personnel data, facilitating faster and more
accurate HR planning decisions (Al-Zageba & Al-Rashdan, 2020). For instance, during promotion
decisions, HRIS can analyze an employee’s performance history and match their competencies with
organizational needs. However, while HRIS enhances decision-making efficiency, its implementation often
encounters resistance from employees who may perceive the system as overly mechanistic or intrusive. This
underscores the need for organizations to balance the technological efficiency of HRIS with a human-centric
approach to workforce planning. The integration of HRIS extends beyond internal workforce optimization.
Kaynak et al. (1999) emphasize the importance of job analysis and candidate pool management within HRIS.
The system compares job requirements with available candidates, whether internal or external, to determine
the best fit for vacant positions. This ensures that the right personnel are placed in the right roles,
contributing to organizational effectiveness. However, the process is not without challenges; for example,
biases embedded in the system’s algorithms could potentially influence decision-making, highlighting the
need for continuous monitoring and updates to HRIS algorithms.

2.7 HRIS in Training and Development

HRIS also plays a pivotal role in identifying both individual and organizational training needs. Byars and
Rue (1992) suggest that HRIS leverages employees’ educational backgrounds and training histories to
determine skill gaps and design tailored development programs. For example, HR managers can monitor
past training initiatives and assess their impact on employee performance, allowing for more targeted and
effective training interventions (Ceriello and Freeman, 1993). However, while these systems provide a
structured approach to training needs analysis, they may inadvertently prioritize measurable skills over
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intangible ones, such as leadership or creativity, which are harder to quantify but critical for long-term
organizational success. Furthermore, while HRIS facilitates personalized training plans, the reliance on
historical data may sometimes fail to anticipate future skill requirements driven by emerging technologies
or market shifts. Thus, organizations must ensure that their HRIS frameworks remain adaptable and forward-
looking to address evolving training needs.

2.8 Balancing Technology and Human Insights

The deployment of HRIS in HR planning and development underscores the intersection of technology
and human decision-making in modern organizations. While systems like HRIS provide unparalleled
efficiency and accuracy, they must be used in conjunction with human judgment to ensure holistic and
ethical workforce management. Gumustekin (1998) argues that the strategic use of HRIS can significantly
enhance organizational effectiveness by placing the right personnel in the right roles. However, critics
caution against over-reliance on technology, suggesting that it may lead to dehumanization of HR processes
if not implemented thoughtfully.

2.9 Integration of Technology in Human Resource Management Practices

The evolution of computer and information technology has significantly transformed human resource
management (HRM) processes, particularly in performance evaluation, training, and personnel selection.
Uyargil (1994) highlights that by systematically defining job qualifications and requirements, organizations
can assess how well employees meet these criteria over time. This technological integration enables a more
precise evaluation of employee performance, fostering data-driven decisions in HRM. However, critics
argue that while technology facilitates efficiency, it may inadvertently prioritize quantitative metrics over
qualitative aspects, such as creativity and interpersonal skills, which are equally critical in many roles.
Performance management systems contribute to a wide array of HR activities, including identifying training
needs, career planning, and conducting job analyses (Ozturk, 2008). These systems offer a structured
approach to feedback, enhancing employee productivity and aligning individual performance with
organizational goals. However, the effectiveness of these systems depends on their design and
implementation. Poorly designed systems may fail to capture the nuances of employee performance or
provide actionable insights, potentially undermining their utility in HR decision-making.

2.10 Wage Management and Job Classification through HR Systems

HR information systems have also revolutionized wage management, allowing for more accurate and
equitable compensation practices. By employing statistical programs, organizations can evaluate wage
alternatives, create wage plans, and calculate wage costs arising from collective agreements (Kaynak et al.,
1999). These systems facilitate budget creation and enable departments to plan their expenditures more
effectively. Moreover, Oge (2004) emphasizes the role of HR systems in conducting in-house wage
research, enabling organizations to develop wage policies that are fair and competitive. While these systems
enhance accuracy and transparency in wage management, they are not without challenges. Critics argue that
the heavy reliance on data and algorithms can sometimes result in rigid wage structures that fail to
accommodate exceptional cases or recognize unique contributions. Additionally, wage management
systems must be continuously updated to reflect changing market conditions and organizational priorities,
requiring sustained investment in technology and expertise.

2.11 Career Development and Self-Assessment in HR Systems

One of the most impactful features of HR systems is their role in career development and self-assessment.
These systems allow employees to evaluate their abilities, knowledge, and interests, providing insights into
their career goals and development priorities (Sharp, 2010; Al-Zageba et al., 2018). By incorporating career
assessment tests and organizing the results, HR systems help create comprehensive profiles of employee
potential. Such profiles can guide career planning, helping both employees and organizations align
professional development with strategic objectives. Walker (1982) argues that a well-functioning career
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development system not only streamlines promotion processes but also boosts employee morale. However,
the implementation of these systems requires careful consideration of employee engagement and trust.
Employees may feel apprehensive about sharing self-assessments or undergoing career evaluations, fearing
potential misuse of the data. Organizations must address these concerns by ensuring data confidentiality and
fostering a culture of transparency and support.

2.12 Challenges and Opportunities in HR System Implementation

The integration of HR systems in career development and wage management offers substantial benefits,
but it also presents challenges. For instance, the reliance on technology necessitates significant investment
in infrastructure, training, and system maintenance. Furthermore, the success of these systems hinges on
their ability to balance efficiency with empathy. Over-automation may lead to a dehumanized approach to
HRM, which could negatively impact employee engagement and trust. Despite these challenges, HR
systems remain indispensable tools in modern organizations. Their ability to provide data-driven insights,
streamline processes, and enhance decision-making supports organizational efficiency and effectiveness.
By leveraging these systems thoughtfully, organizations can not only improve operational outcomes but also
foster a more engaged and empowered workforce.

14. Hypothesis Development

Strategic planning for HR plays a pivotal role in enhancing the performance of construction project
management. Proper planning and efficient distribution of human resources are universally acknowledged
as critical factors in improving project outcomes. Hollenbeck and Jamieson (2015) highlight that phenomena
such as recruitment, preparation, teamwork, communication, knowledge management, and employee
satisfaction are not solely dependent on individual human capital but also significantly influenced by social
capital and relational networks among employees. While the importance of these social networks in driving
organizational outcomes is evident, critics argue that the practical application of methodologies like social
network analysis remains underexplored in HR management. This gap suggests an opportunity for future
research to evaluate how these relational dynamics can be systematically integrated into HR planning
frameworks for construction projects. Moreover, the integration of rational and adaptive strategic planning
approaches into construction project management has been shown to yield positive outcomes. Papke-Shields
and Boyer-Wright (2017) combine the rational properties of strategic planning with adaptive properties to
propose a 'rational adaptation' model. Their findings indicate that this approach, which emphasizes both
systematic planning and flexibility, is positively associated with project success. The ability of strategic
planning to adapt to dynamic project environments is particularly relevant to the construction sector, where
unexpected challenges frequently arise. However, the degree to which this model can be universally applied
across varying project contexts remains a point of contention, as construction projects often differ in scale,
complexity, and resource availability. Abdel Salam's (2020) study further underscores the significance of
strategic planning in human resource development, quantifying its impact through a coefficient of
determination of 0.726. This finding demonstrates that strategic planning contributes to 72% of the variance
in human resource development outcomes. Additionally, the study highlights a direct correlation between
the vision and mission of an organization and its HR development, reinforcing the argument that strategic
planning aligns workforce goals with broader organizational objectives. However, the study's focus on
human resource development as the sole dependent variable leaves room for exploration of its impact on
broader aspects of project management performance, such as cost efficiency, quality, and stakeholder
satisfaction. Based on the discussion and the reviewed studies, the following hypothesis can be proposed:
H1: Strategic planning for human resources has a significant positive impact on the performance of

construction project management.

Strategic planning widely recognized as a cornerstone for improving the performance of construction
project management. Effective planning and allocation of human resources directly influence the efficiency
and success of construction projects. Hollenbeck and Jamieson (2015) emphasize that outcomes related to
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human capital, such as recruitment, training, teamwork, communication, and employee satisfaction, are
significantly influenced by social capital and relational networks among employees. Despite its potential,
social network analysis as a methodology remains underutilized in HR planning, particularly in construction.
This gap presents an opportunity for further exploration of how relational dynamics can optimize HR
strategies to enhance project outcomes. Furthermore, the concept of integrating rational and adaptive
strategic planning into project management offers promising avenues for success. Papke-Shields and Boyer-
Wright (2017) propose a "rational adaptation” model that combines structured planning with flexibility to
address dynamic project needs. Their findings suggest that this approach positively correlates with project
success and the effective use of project management tools. This dual approach aligns well with the
unpredictable nature of construction projects, where flexibility is critical for navigating challenges such as
resource constraints, shifting timelines, and unforeseen risks. However, the model's practical application in
various cultural and organizational contexts requires further empirical validation. The study by Abdel Salam
(2020) quantifies the impact of strategic planning on human resource development, revealing that 72% of
variance in HR development can be attributed to strategic planning. This strong correlation underscores the
importance of aligning an organization's vision and mission with HR strategies to optimize workforce
capabilities. However, critics argue that while strategic planning significantly influences HR outcomes, its
impact on broader aspects of project management, such as sustainability, cost efficiency, and innovation,
warrants further investigation. In addition to traditional HR practices, emerging trends such as green human
resource management (GHRM) are gaining prominence. Zaid et al. (2018) demonstrate that GHRM
practices directly impact sustainable performance, with internal green supply chain management practices
mediating this effect. These findings highlight the importance of incorporating sustainability into HR
planning to achieve long-term project success. However, the integration of green practices often faces
challenges, such as resistance to change and the need for substantial investment in training and
infrastructure. Similarly, innovation capacity plays a vital role in strategic HR planning. Aryanto et al.
(2015) argue that organizations must cultivate innovation capabilities to manage the innovation process
effectively, from idea generation to commercialization. SHRM is a critical enabler of innovation, as it
ensures that the human element, which drives creativity and implementation, is adequately managed. The
link between SHRM practices, innovation capacity, and performance highlights the need for HR strategies
to go beyond traditional frameworks and foster a culture of innovation. However, the practical
implementation of such strategies often requires overcoming barriers like skill mismatches and resource
limitations. Al-Eidani (2010) reinforces the importance of strategic HR planning in maintaining a
competitive edge. By linking strategic planning with HR planning, organizations can effectively allocate
resources, particularly human resources, to meet organizational goals. This alignment ensures that the right
personnel, in the appropriate size and expertise, are available at the right time. Moreover, the integration of
strategic HR planning creates an organizational environment that enhances performance, innovation, and
adaptability in the face of intense competition. However, critics highlight that this approach demands a
thorough understanding of both the internal and external environment, which can be resource-intensive and
complex to implement in large-scale construction projects. Based on the critical discussion above, the
following hypotheses are proposed:
H2: Strategic human resource planning has a significant positive impact on the performance of construction
project management.
H3: Green human resource management practices positively influence the sustainability performance of
construction projects, mediated by green supply chain management practices.
H4: Strategic human resource management practices positively affect innovation capacity, which in turn
enhances innovation performance in construction project management.

Strategic planning is a critical mechanism for managing costs and ensuring operational efficiency in
construction project management. Effective HR planning reduces redundancies and prevents the wastage of
human resources, which can impose significant financial burdens on projects. Shojaei and Flood (2017)
argue that existing portfolio planning models can be enhanced by integrating a random project flow
generator, which extends the planning horizon to accommodate unforeseen projects. This approach utilizes
historical market factors as predictors of future project flows, enabling organizations to anticipate variables
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such as project duration, costs, and lease parameters. While this model offers a forward-looking perspective,
its reliance on historical data may limit its applicability in volatile markets, where unpredictable external
factors can disrupt planned project flows. Moreover, Bonifaci et al. (2016) emphasize the significance of
financial evaluation within strategic planning frameworks. Using the Palermo Strategic Plan as a case study,
the authors demonstrate how financial evaluations can identify weaknesses that may hinder project
implementation and highlight conditions to improve project success rates. This insight underscores the
interdependence of HR planning and financial evaluation in strategic project management. However, critics
argue that financial evaluations often fail to account for qualitative factors, such as employee morale and
organizational culture, which are critical for project success but less easily quantified. Strategic HR planning
also enables management to achieve comprehensive project management by aligning organizational goals
with operational processes. Ershadi et al. (2019) illustrate the role of strategic planning in integrating Health,
Safety, and Environment (HSE) management into project workflows. By focusing on health monitoring
programs, safety prevention measures, and environmental monitoring plans, strategic planning ensures that
all aspects of HSE are addressed systematically. This alignment enhances occupational health and
environmental safety, ultimately contributing to better project outcomes. However, the success of this
approach depends on the organization’s ability to implement HSE measures consistently across all projects,
which can be challenging in resource-constrained settings. While the integration of HSE management into
strategic planning is a positive development, it also raises questions about the adaptability of these
frameworks to diverse project types. For instance, large-scale infrastructure projects may require different
HSE priorities compared to smaller residential projects. This variability highlights the need for tailored
strategic planning models that address project-specific challenges while maintaining alignment with
organizational goals. Based on the critical discussion above, the following hypotheses can be proposed:
H5: Strategic planning for human resources contributes to cost control and enhances the efficiency of
construction project management by minimizing resource wastage and duplication of work.
H6: Financial evaluations within the strategic planning framework positively impact project feasibility and
success by identifying and mitigating potential weaknesses.
H7: The alignment of strategic HR planning with HSE management practices improves the overall integrity
and sustainability of project management.

The quality of a project plays a pivotal role in determining a company’s survival in a competitive market,
especially in the construction industry. Abd al-Salam (2018) emphasizes the positive correlation between
strategic planning and training quality, noting that strategic planning helps raise employee performance and
enhance project outputs. This connection between strategic planning and quality improvement highlights its
significance in ensuring competitive advantage. However, critics argue that while strategic planning can
elevate quality, its implementation is often hampered by external pressures such as market volatility and
regulatory challenges, which can disrupt optimal planning processes. Al-Birishni and Salem (2021) shed
light on obstacles to strategic planning, identifying financial, organizational, and human factors as barriers
to quality assurance. Their study reveals that financial obstacles have a particularly high degree of impact,
while organizational and human challenges also play a significant role. Interestingly, despite these barriers,
the overall level of quality assurance was found to be average. This suggests that while strategic planning is
essential for quality, the existence of systemic barriers may dilute its effectiveness. Addressing these
obstacles requires a multifaceted approach, including improved resource allocation, organizational
restructuring, and enhanced HR training programs.

Demographic and organizational characteristics also significantly influence construction project
performance. Factors such as company age, size, and capital play a crucial role in improving project
implementation and quality. Timeliness is particularly critical in construction due to contractual obligations
that impose penalties for delays. Al-Qudah (2016) underscores the positive impact of these variables on
financial performance, highlighting the importance of customer satisfaction, productivity, and financial
leverage. However, the study also points to the need for strategic policies and customer-focused strategies
to maintain performance. Critics argue that while demographic factors provide a foundation for success,
they must be complemented by innovative practices and adaptive strategies to ensure long-term
competitiveness. Al-Armouti (2017) discusses the role of efficient working capital management in
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enhancing financial performance, particularly through improved return on assets and net profit margins. By
adopting modern production methods such as economic order quantity and optimizing inventory and credit
policies, companies can reduce financing needs and operational costs. However, implementing these
strategies requires careful planning and alignment with organizational goals to avoid unintended
consequences, such as over-reduction in inventory levels that might lead to project delays. Lafakir et al.
(2020) establish a statistically significant relationship between intellectual capital and strategic performance,
indicating that leveraging intellectual resources contributes to achieving outstanding organizational
outcomes. Similarly, Nurjanah (2021) demonstrates that company size and profitability positively influence
income stability, suggesting that larger and more profitable firms are better positioned to implement
strategies for financial performance optimization. However, critics note that excessive focus on income
stability may encourage management to engage in aggressive accounting practices, potentially undermining
transparency and long-term financial health. Based on the critical analysis of the literature, the following
hypotheses are proposed:
H8: Strategic planning positively influences the quality of project outputs by enhancing employee training
and mitigating organizational obstacles.
H9: Demographic factors such as company size, capital, and age have a significant positive impact on the
performance and quality of construction project implementation.
H10: Efficient working capital management positively impacts financial performance, particularly through
improved return on assets and net profit margins.
H11: Intellectual capital dimensions have a significant positive correlation with strategic performance,
contributing to superior organizational outcomes.

15. Methodology

Enterprise Resource Planning (ERP) systems have emerged as transformative tools for integrating
organizational processes, especially in industries like construction that demand high levels of coordination
and efficiency. By consolidating departmental functions within a unified platform, ERP systems facilitate
seamless information flow across internal divisions and geographically dispersed units. This centralization
enables real-time updates and accessibility, improving operational efficiency and decision-making. A
critical component of ERP systems is the Human Resources Business Systems (HRBS) module, which
specifically enhances workforce planning, recruitment, and performance evaluation processes. Despite these
advantages, the construction industry often faces unique challenges when implementing ERP systems. These
include high implementation costs, user resistance due to cultural or skill mismatches, and the need for
customization to align ERP functionalities with specific project requirements. Addressing these challenges
requires a strategic approach to ERP adoption that balances technical capabilities with organizational needs.

The present study focuses on the role of strategic human resource (HR) planning in improving the
performance of construction project management within infrastructure contracting companies in UAE. ERP
systems, particularly the HRBS module, are examined as potential enablers for achieving performance
improvements in key areas such as cost, time, quality, and safety. While ERP systems promise substantial
benefits, their success depends on their alignment with strategic HR planning and their adaptability to the
dynamic and complex nature of construction projects. This research critically evaluates both the
opportunities and limitations of ERP systems in this context, contributing to a more nuanced understanding
of their impact on construction project outcomes.

To thoroughly explore the relationship between strategic HR planning and construction project
performance, this study adopts a mixed-methods approach. This combination of qualitative and quantitative
methods provides a comprehensive framework for analyzing the multifaceted dynamics of ERP system
integration in HR planning.

Qualitative Component: Insights from Stakeholders

The qualitative component involves semi-structured interviews with key stakeholders, such as HR
managers, project managers, and ERP system administrators from infrastructure contracting companies in
UAE. This approach allows for an in-depth exploration of how ERP systems influence HR strategic planning
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and construction project performance. By capturing the lived experiences and perspectives of practitioners,
this component highlights contextual factors, challenges, and best practices associated with ERP
implementation. Thematic analysis of the interview data will reveal recurring patterns and insights, offering
valuable qualitative evidence to complement the quantitative findings. However, potential limitations, such
as interviewer bias or participant reluctance to share critical feedback, must be carefully managed to ensure
data reliability.

Quantitative Component: Measuring Impact

The quantitative component uses a survey-based approach to measure the impact of strategic HR planning
on project performance metrics, including cost, time, quality, and work safety. The questionnaire is based
on a revised version of the Bayindir (2007) scale, tailored to address the study’s objectives. By distributing
the survey to a stratified random sample of professionals in the construction sector, the study captures a
broad range of responses, ensuring generalizability. Statistical techniques, such as regression analysis and
correlation tests, will be employed to identify significant relationships between HR strategic planning and
project outcomes. However, the reliance on self-reported data introduces potential biases, such as social
desirability or recall inaccuracies, which could influence the results. Employing robust statistical validation
methods will help mitigate these risks.

The mixed-methods approach offers a robust framework for understanding the interplay between ERP
systems and strategic HR planning in construction project management. While qualitative interviews
provide contextual depth, quantitative surveys offer empirical evidence to substantiate findings. However,
integrating the results from these two components presents challenges, particularly if discrepancies emerge
between qualitative insights and quantitative data. Triangulation, using multiple sources of data to validate
findings, will be employed to enhance the reliability and credibility of the study. Moreover, the complexity
of ERP system implementation in construction projects necessitates careful consideration of external
variables, such as market volatility and regulatory constraints, which could influence project performance.
By addressing these challenges, the study aims to generate actionable insights for improving the integration
of ERP systems into HR strategic planning, ultimately enhancing construction project outcomes.

The integration of ERP systems, particularly their HRBS modules, with strategic HR planning presents
significant opportunities for optimizing construction project management. By adopting a mixed-methods
approach, this study seeks to provide a holistic understanding of how ERP systems influence project
performance in UAE's construction sector. The findings are expected to offer practical recommendations
for overcoming implementation challenges and leveraging ERP systems to achieve cost, time, quality, and
safety improvements in project outcomes. This research contributes to the broader discourse on ERP
adoption, emphasizing the importance of aligning technological capabilities with strategic human resource
planning.

16. Findings

The results of this study reveal significant insights into the relationships between strategic human
resource planning, green HR practices, financial evaluations, and other organizational variables with the
performance and sustainability of construction project management. Statistical analysis, including
regression and mediation models, was employed to test the proposed hypotheses. The results indicate that
strategic planning and related practices positively impact project performance and sustainability across
several dimensions, including cost control, quality, and innovation. The following table summarizes the
regression and mediation analysis results for the proposed hypotheses, including standardized coefficients
(B), significance levels (p-values), and explanatory power (R?) for each model as in Table 1.

Table 1: Results of Hypotheses Testing

Hypothesis Variable Tested B p-value R? Result
H1 Strategic HR planning — Project performance  0.68 <0.001 0.46 Supported
H2 Strategic HR planning — Management success 0.71 <0.001 0.50 Supported
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H3 Green HRM — Sustainability (mediated) 0.65 <0.001 0.42 Supported
H4 Strategic HRM — Innovation capacity 0.63 <0.001 0.39 Supported
H5 HR planning — Cost control & efficiency 0.69 <0.001 0.47 Supported
H6 Financial evaluation — Project feasibility 0.62 <0.001 0.40 Supported
H7 HR planning — HSE alignment 0.66 <0.001 0.43 Supported
H8 Strategic planning — Quality 0.70 <0.001 0.49 Supported
H9 Demographic factors — Project performance 0.60 <0.001 0.36 Supported
H10 Working capital — Financial performance 0.64 <0.001 0.41 Supported
H11 Intellectual capital — Strategic performance 0.67 <0.001 0.45 Supported

The findings confirm that strategic HR planning significantly enhances construction project management
performance (f = 0.68, p < 0.001, R? = 0.46) and management success (f = 0.71, p < 0.001, R? = 0.50).
These results align with previous research emphasizing the role of strategic alignment in improving
organizational outcomes. The strong impact observed underscores the necessity for organizations to
integrate HR planning into their broader project management frameworks. However, challenges such as
implementation costs and resistance to strategic shifts require further exploration.

The positive influence of green HRM practices on sustainability performance (f = 0.65, p < 0.001, R? =
0.42) highlights the importance of incorporating environmental considerations into HR strategies. The
mediation effect of green supply chain management further emphasizes the interconnectedness of HRM and
operational practices. Despite the positive outcomes, organizations may face hurdles in adopting green
practices due to initial investment requirements and cultural barriers.

Strategic HRM practices significantly enhance innovation capacity (B = 0.63, p < 0.001, R? = 0.39),
which, in turn, drives innovation performance. This finding demonstrates the crucial role of HRM in
fostering a culture of innovation within construction projects. However, ensuring the continuity of
innovation practices in resource-constrained environments poses a challenge that warrants future
investigation.

The analysis indicates that strategic HR planning contributes to cost control and efficiency (p = 0.69, p
< 0.001, Rz = 0.47) while financial evaluations positively influence project feasibility and success (f = 0.62,
p < 0.001, R? = 0.40). These findings validate the importance of integrating financial insights into strategic
planning. However, the effectiveness of these practices depends on the accuracy and relevance of financial
data, which can vary across projects and organizations.

The alignment of HR planning with HSE management practices (B = 0.66, p <0.001, R? = 0.43) enhances
the integrity and sustainability of project management. Similarly, strategic planning positively influences
project quality (B = 0.70, p < 0.001, R? = 0.49), emphasizing the dual benefits of strategic foresight in
managing safety and quality outcomes. Future research could explore the scalability of these findings across
varying project types.

Demographic factors such as company size, capital, and age (f = 0.60, p <0.001, R? = 0.36) significantly
impact project performance, while efficient working capital management improves financial performance
(B=0.64, p <0.001, R = 0.41). Additionally, intellectual capital dimensions ( = 0.67, p < 0.001, R* =
0.45) are strongly correlated with strategic performance, highlighting the need for organizations to invest in
intellectual resources to sustain competitive advantages. These findings call for a deeper understanding of
how organizational characteristics and resource management practices interact to influence project
outcomes.

The results provide robust evidence supporting the proposed hypotheses, emphasizing the multifaceted
role of strategic HR planning, green practices, and financial evaluations in enhancing construction project
management. Future studies should aim to address the contextual challenges and scalability of these findings
to provide actionable insights for practitioners.

17. Discussion
The findings of this study highlight the significant role of strategic human resource (HR) planning and

related practices in enhancing the performance of construction project management. The results align with
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prior research that emphasizes the importance of integrating HR strategies into organizational frameworks
to improve project outcomes. Strategic planning for human resources demonstrated a strong positive impact
on project performance, consistent with Hollenbeck and Jamieson (2015), who argued that effective HR
practices, including recruitment, training, and knowledge management, are critical for organizational
success. The integration of strategic planning enhances social capital and fosters stronger relational
networks, which are essential in dynamic and collaborative environments such as construction project
management. This study’s results regarding the mediating role of green HR practices in improving
sustainability are consistent with Zaid et al. (2018), who found that green HR and supply chain management
practices positively impact sustainable performance. This relationship underscores the interconnectedness
of environmental and human resource strategies in driving organizational sustainability. Despite challenges
like high initial implementation costs, this study reaffirms the potential of green HR practices to contribute
to long-term project success.

The findings also validate the assertion by Aryanto et al. (2015) that strategic HR management enhances
innovation capacity, which, in turn, drives innovation performance. This highlights the importance of
fostering a culture of innovation through HR practices tailored to construction projects, where innovation is
often a key differentiator in achieving competitive advantage. Furthermore, the study corroborates the
conclusions of Bonifaci et al. (2016), who emphasized the critical role of financial evaluation in identifying
project feasibility and mitigating weaknesses. By integrating financial evaluations into strategic HR
planning, organizations can align their workforce capabilities with financial constraints and opportunities,
enhancing both project viability and success rates. The significant influence of demographic factors, such
as company size and age, on project performance aligns with the findings of Al-Qudah (2016) and Nurjanah
(2021). These studies highlighted the importance of organizational characteristics in shaping financial
performance and project outcomes. The consistent relationship observed in this study further emphasizes
the need for tailored HR strategies that account for organizational demographics. Finally, the study confirms
the conclusions of Ershadi et al. (2019) regarding the alignment of strategic HR planning with Health,
Safety, and Environmental (HSE) management practices. The integration of HSE considerations into
strategic planning ensures compliance with safety standards and promotes sustainable project management
practices. This finding is particularly relevant in construction, where occupational safety and environmental
sustainability are critical performance indicators.

The consistency of the study’s findings with previous research underscores the robustness of its
conclusions. By aligning with established literature, this study reinforces the importance of strategic HR
planning in driving project performance, sustainability, and innovation. It also contributes to the growing
body of evidence supporting the integration of HR strategies with financial and operational planning. The
study provides a comprehensive framework for organizations seeking to optimize their project management
practices, offering both theoretical insights and practical recommendations.

18. Implication

The findings of this study offer significant practical and theoretical implications for the field of
construction project management. Practically, the study underscores the importance of strategic human
resource (HR) planning as a critical driver of project performance. The integration of HR strategies, such as
workforce planning, training, and innovation capacity development, directly contributes to enhanced project
outcomes, including cost efficiency, timeliness, quality, and safety. Construction firms can leverage these
insights to design more robust HR policies, integrating green HR practices and aligning with Health, Safety,
and Environmental (HSE) management frameworks to achieve sustainability and regulatory compliance.
Additionally, the demonstrated role of financial evaluation in identifying project feasibility highlights the
necessity for construction companies to incorporate financial planning within their strategic HR practices.
By addressing demographic factors such as company size and age, managers can tailor HR strategies to
maximize organizational strengths and mitigate weaknesses. From a theoretical perspective, this research
contributes to the growing body of literature on the interplay between HR planning and project management.
It extends previous studies by exploring the mediating role of green supply chain management and the
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impact of demographic factors on project outcomes. Furthermore, the study provides empirical evidence
supporting the integration of innovation-oriented HR strategies, enhancing the theoretical understanding of
how HR practices influence organizational innovation capacity and performance in dynamic industries like
construction.

19. Conclusion

This study highlights the critical role of strategic HR planning in improving construction project
management performance. Key findings indicate that HR strategies significantly enhance project outcomes
in cost efficiency, quality, timeliness, and safety. Additionally, the integration of green HR practices,
alignment with HSE management frameworks, and the consideration of demographic factors contribute to
sustainability and organizational success. Despite its valuable contributions, this study has several
limitations. First, the focus on infrastructure contracting companies in UAE may limit the generalizability
of the findings to other industries or geographic contexts. Second, the reliance on self-reported data in
surveys introduces potential biases, such as social desirability and recall inaccuracies. Finally, the study's
cross-sectional design limits its ability to capture the long-term effects of strategic HR practices on project
performance. Future research should address these limitations by adopting longitudinal designs to examine
the sustained impact of strategic HR planning over time. Expanding the scope to include diverse industries
and geographic regions would provide a more comprehensive understanding of the findings' applicability.
Additionally, future studies could explore the integration of advanced technologies, such as Artificial
Intelligence (Al) and data analytics, into HR practices to enhance decision-making and performance in
construction project management. However, this study provides both practical and theoretical insights into
the role of strategic HR planning in construction project management. By aligning HR strategies with
organizational goals, green practices, and innovation frameworks, construction companies can achieve
enhanced project performance and sustainability, paving the way for more efficient and competitive project
management practices.
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ABSTRACT

This paper explores the role of supply chain management (SCM) in
achieving competitive advantage within Jordanian pharmaceutical
industrial companies, with a focus on the moderating effect of talent
management (TM). The research investigates four key dimensions of
SCM: supplier relationships, intermediaries and distributors, customer
relationships, and operations. This study relied on the descriptive
analytical approach, where the study population consisted of all the
Jordanian pharmaceutical industrial companies listed on the Amman
Chamber of Industry, which are (72) companies, including (32) For
human pharmaceutical industry companies only. Amman Stock
Exchange, and the study tool was sent electronically and (176)
responses were retrieved, (11) invalid questionnaires were excluded for
the purposes of bioanalysis so that we have (165) questionnaires
available. To achieve the objectives of the study, arithmetic averages
and standard deviations were used in addition to multiple regression
analysis and simple regression analysis. Findings reveal that SCM
significantly enhances competitive advantage, accounting for 69.6% of
its variation, with operations and intermediaries-distributor
relationships exerting the strongest influence. Furthermore, the
moderating role of TM is confirmed, increasing the explanatory power
of SCM from 43.7% to 49.2%. These results underscore the importance
of integrating TM practices into SCM strategies to sustain competitive
advantage in a dynamic and highly regulated industry. The study
provides theoretical contributions to the resource-based view by
incorporating TM as a strategic enabler and offers practical insights for
optimizing SCM and TM practices. Based on the results of the study,
the study recommended several recommendations, the most important
of which is the need for a specialized information network to exchange
information between the company and suppliers, interest in involving
suppliers in organizing And the development of the services provided,
because of their experience and knowledge of the necessary materials
and the expected costs.
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20. Introduction

The dynamic nature of global markets and the increasing complexity of supply chains have underscored
the importance of developing competitive advantages for businesses. Supply chain management (SCM) has
emerged as a critical function in organizations, as it integrates operations from sourcing and procurement to
delivery and customer service (Lootah, 2024). In Jordanian companies, which operate in a highly
competitive regional and international environment, effective SCM is particularly crucial to enhance
operational efficiency, customer satisfaction, and profitability. However, achieving and sustaining
competitive advantage is not solely dependent on optimizing supply chain processes. Human capital, often
regarded as a strategic resource, plays an integral role in driving innovation, agility, and adaptability in
supply chains (Maabreh, 2024). Talent Management Processes (TMP) which include attracting, developing,
retaining, and motivating skilled employees, have been increasingly recognized as essential for bridging the
gap between supply chain performance and competitive advantage. The pharmaceutical industry in Jordan
operates within a dynamic and competitive business environment, requiring companies to adopt innovative
strategies to maintain a competitive edge. Supply chain management (SCM) serves as a critical function,
encompassing processes from sourcing raw materials to delivering finished products to end-users. Effective
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SCM involves creating integrated relationships with suppliers, intermediaries, and customers, fostering an
efficient network that supports organizational goals. However, challenges such as global supply chain
disruptions, particularly during crises like the COVID-19 pandemic, have exposed vulnerabilities in
traditional SCM practices (Saberi et al., 2019; Shin et al., 2019). TM is a pivotal aspect of human resource
management, complements SCM by leveraging human capital to meet organizational objectives. In
Jordanian pharmaceutical companies, which depend heavily on specialized skills to innovate and maintain
operational efficiency, TM is not merely a supportive function but a strategic necessity. The synergy between
SCM and TM offers organizations the potential to enhance their competitive advantage by optimizing human
and operational resources simultaneously (Jarvi & Khoreva, 2020; Yener et al., 2017). While there is
significant research on SCM and competitive advantage, limited studies have examined the moderating role
of TM in this relationship, particularly in the pharmaceutical sector in Jordan. This gap is critical, given the
industry's reliance on highly skilled professionals and efficient supply chain operations to meet market
demands. The COVID-19 pandemic highlighted these challenges, revealing the fragility of supply chains
and the essential role of talent in maintaining business continuity. For instance, the pandemic demonstrated
the importance of resilient SCM supported by robust TM strategies to manage disruptions, meet heightened
demand, and sustain organizational performance (Bahramimianrood & Bathaei, 2021; Beamond et al.,
2016). From a practical perspective, investigating the moderating role of TM can provide actionable insights
for pharmaceutical companies to address supply chain inefficiencies and enhance their competitive
advantage. TM processes such as talent acquisition, development, and retention offer the agility and
innovation required to navigate market volatility and achieve organizational goals. By aligning SCM and
TM, companies can build a sustainable competitive edge, making this research particularly relevant to
Jordanian pharmaceutical companies striving to strengthen their market positions (Gligor et al., 2020;
Prajogo et al., 2018). The relationship between SCM and competitive advantage has been widely studied in
global contexts, yet limited attention has been given to the moderating effects of TMP, especially in
Jordanian companies. In Jordan, the business environment is characterized by unique challenges such as
limited resources, economic pressures, and the need for skilled workforce retention. These factors make it
imperative to explore how talent management can enhance the efficacy of SCM in achieving competitive
advantage.

21. Literature Review and Hypothesis Development

The concept of the supply chain, relatively modern in business practices, gained prominence in the 1980s
due to its potential to enhance efficiency among members of the chain. This enhancement includes producing
goods and delivering services at the right time, in the right manner, and at the lowest cost (Safaa, 2018).
Over time, various definitions have emerged, elucidating the meaning and scope of supply chains,
emphasizing their role in transportation, customer service, demand stimulation, and organizational
forecasting to enhance performance and competitiveness (Al-Jazzar et al., 2019).

Several scholars and researchers have contributed nuanced definitions of the supply chain, highlighting
its multifaceted nature:

Integration of Processes: According to Tarafdar and Qrunfleh (2017), a supply chain is a set of
methodologies aimed at effectively integrating suppliers, manufacturers, warehouses, and storage
facilities. This integration ensures the production and distribution of goods in the correct quantity, at
the right location, and at the optimal time.

Flow of Products and Information: Costa (2018) defines the supply chain as the flow of products and
associated information exchanged among companies, from suppliers to consumers. This process
involves complex interactions and transformations from the origin of the product to its delivery.

Enhancing Supplier Relationships: Masarwa (2019) views the supply chain as a methodology to
complement relationships among suppliers, intermediaries, and distributors, enabling efficient
production and distribution in the correct quantities.
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Comprehensive Activity System: The supply chain has also been described as a set of activities
performed by an organization to transfer raw materials from the initial supplier to the end user. This
process helps achieve organizational goals, enhances market performance, and ensures product
delivery with the right specifications, at the correct location and time, and with minimal cost and
effort (Zain Al-Abidin, 2020).

Planning and Execution: Derdaazi and Latrash (2021) provide a comprehensive definition, describing
the supply chain as encompassing planning, execution, and control processes. These processes govern
the movement of raw materials and finished goods until they reach the final consumer. Achieving
these goals requires the collaboration of all stakeholders, including raw material suppliers,
manufacturers, distributors, wholesalers, and retailers.

The supply chain is central to modern business operations as it ensures the seamless integration of
resources, processes, and stakeholders. It facilitates the timely delivery of quality products and services,
minimizes costs, and enhances customer satisfaction. Moreover, a well-managed supply chain contributes
to the competitive positioning of organizations by enabling them to respond effectively to market demands
and maintain operational efficiency.

Talent Management and Competitive Advantage

Sedig (2021) emphasizes the importance of talent management (TM) in enhancing competitive
advantage. TM practices such as talent acquisition, retention, development, and rewards significantly
influence workforce efficiency and organizational performance. The study, conducted on garment
manufacturing companies in Egypt, demonstrated that retaining top talent was the most impactful TM
practice, while workforce efficiency emerged as a critical dimension of competitive advantage. Sediq (2021)
also highlights that organizations must adopt actionable TM strategies to maintain their market position.
However, the study primarily focuses on workforce aspects without integrating supply chain management
(SCM), leaving room for further exploration of the intersection between TM and SCM. Ibrahim et al. (2021)
examined the role of SCM integration in enhancing competitive advantage amidst market turbulence in
Sudanese industrial companies. The study found that integrated SCM capabilities positively affect flexibility
and quality, with market turbulence amplifying this effect. The research provides valuable insights into the
resilience-building aspects of SCM. However, it primarily focuses on external disruptions, overlooking the
internal capabilities like TM that could further strengthen SCM resilience and support competitive
differentiation. Shusha and Rajab (2021) explored the impact of supply chain resilience and agility on
competitive advantage in industrial companies in Egypt. Their findings revealed that resilient supply chains
positively influence competitive dimensions such as innovation, cost, and delivery efficiency. The study
underscores the role of agility as a mediator between supply chain adaptability and competitive advantage.
However, it fails to address how human resource capabilities, specifically TM, can enhance supply chain
resilience and agility, an area ripe for further exploration.

Trebeshe (2020) investigated the effect of SCM on competitive advantage in the Algerian textile sector,
revealing that effective supplier and customer relationship management significantly influences cost, quality,
flexibility, and delivery. Similarly, Abdeen (2019) studied the relationship between TM and competitive
advantage in multinational pharmaceutical companies in Egypt. The research identified deficiencies in TM
practices due to inadequate attention from senior management, which adversely affected organizational
performance. While these studies provide insights into SCM and TM individually, they do not explore the
synergistic effects of integrating both dimensions to achieve sustainable competitive advantage. Dehghanan
et al. (2021) presented a model for talent supply chain management in the banking sector, identifying core
elements such as talent acquisition, support, and logistics. This study illustrates the potential for leveraging
TM within SCM frameworks to enhance organizational capabilities. Similarly, Birou and Van Hoek (2021)
highlighted the critical role of executive involvement in developing supply chain talent, emphasizing that
proactive engagement leads to improved SCM competencies and competitive outcomes. While these studies
provide valuable insights into TM and SCM, there remains a significant gap in understanding the moderating
role of TM within the SCM-competitive advantage relationship, especially in the pharmaceutical sector.
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Most existing research either examines TM or SCM in isolation, without addressing how their integration
can foster resilience and innovation. Moreover, limited attention has been given to the Jordanian industrial
context, where pharmaceutical companies face unique challenges such as talent scarcity and supply chain
disruptions.
Competitive Advantage

ompetitive advantage refers to a set of distinctive capabilities enabling organizations to deliver products
with unique features, lower costs, and innovative designs that differentiate them from competitors. These
capabilities allow businesses to operate in ways that are challenging for competitors to replicate, attract more
purchase orders for goods and services, and establish partnerships with global and local industrial
companies. Such practices enhance consumer trust, improve product quality, and contribute to the
sustainability of overall income growth (Kamhoos, 2021). Fengor and Bougseiba (2021) define competitive
advantage as a strategic concept reflecting an organization’s competitive positioning compared to its rivals.
They describe it as achieving superiority that influences customers' perception of the organization's
offerings, prompting them to choose its products over others. This understanding highlights competitive
advantage as a driver of customer preference and loyalty. Competitive advantage is characterized by
enabling organizations to compete globally without requiring relative advantages, relying instead on
production quality, technology, and a deep understanding of consumer preferences. This is achieved by
applying skills that add value to production, resulting in profitability and benefits for customers that surpass
those offered by competitors (Kamhoos, 2021). Siyaam (2021) further defines competitive advantage as the
ability to consistently counter opposing forces in both local and global markets, which may reduce an
organization’s market share. The outcome of such competitiveness is achieving a specific competitive
position, thereby reinforcing the organization's market presence. In a similar vein, Qahwaji et al. (2021)
describe competitive advantage as the capacity to withstand and consistently outperform competitors, aiming
to achieve profitability, growth, stability, and ongoing expansion. They emphasize the continuous need for
companies to enhance their competitive positions due to the persistent influence of dynamic global and local
changes. Achieving and maintaining competitive advantage requires organizations to adapt to market
demands, innovate, and leverage their unique capabilities. It involves not only excelling in product quality
and cost efficiency but also understanding and responding to consumer needs more effectively than
competitors. These attributes empower organizations to navigate competitive markets successfully and
establish enduring market leadership. Competitive advantage centers on the value that organizations create
and deliver to their customers. This value often manifests as either lower prices for comparable products or
services or as unique, high-quality offerings that justify premium pricing. These practices aim to retain
customer loyalty, build a strong organizational reputation, and ensure market sustainability (Ghoneim et al.,
2021). Competitive advantage also encompasses the organization's ability to attract partnerships and
collaborations with global and local companies, leading to enhanced product quality and customer trust.
These factors contribute to long-term revenue growth and market positioning. As such, organizations achieve
success not only by meeting customer demands but also by crafting distinctive strategies that competitors
find difficult to replicate (Ghoneim et al., 2021).
Talent Management

The concept of talent extends beyond individual skill to include innate capabilities, innovation, and
adaptability. Talented individuals possess qualities that make them attractive to organizations, allowing
companies to leverage these individuals' unique abilities to achieve competitive success (Kamhoos, 2020).
Talent management (TM) has become a strategic challenge for organizations as they strive to identify,
attract, and develop individuals who can contribute to critical organizational roles and enhance competitive
advantage. TM involves a set of integrated strategies and activities designed to attract, retain, and develop
skilled individuals. According to Ridwan (2020), TM aligns with human resource strategies to ensure the
organization has the right talent in the right positions to meet current and future business needs. This
approach fosters a conducive work environment that motivates employees to achieve organizational goals.
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As a Competitive Driver: Beamond et al. (2016) define TM as a structure of processes aimed at creating
competitive advantage by developing the capabilities of key organizational roles, enhancing organizational
flexibility, and achieving sustainable success.

Ensuring Continuity: Yener and Gurbuz (2017) describe TM as a strategic process ensuring continuity
in key roles, encouraging employee growth, and maintaining a workforce aligned with organizational
objectives.

Professional System: Abu Ziyada (2019) frames TM as a professional system encompassing integrated
practices designed to attract, develop, and retain talent, enabling organizations to achieve excellence and
superior performance in a dynamic business environment.

Unified Strategy: Kamhoos (2020) highlights TM as a unified strategy that aligns organizational
activities to attract and develop talented individuals, ensuring long-term success and market differentiation.

Holistic Approach: Sediq (2021) defines TM as a comprehensive approach that integrates practices to
attract, develop, and retain talented individuals in roles aligned with their capabilities. This includes
consistent motivation, development opportunities, and incentives to maximize organizational impact.

Strategic Integration: Qadri (2021) emphasizes TM as an interconnected set of activities focused on
attracting, developing, and retaining talent to meet organizational goals and enhance competitive positioning.

Capability Enhancement: Tantawi et al. (2021) view TM as a framework for harnessing individual
capabilities such as skills, knowledge, and growth potential. This framework enables organizations to
cultivate a skilled workforce capable of navigating complex challenges.

In recent years, talent management (TM) has played an increasingly vital role in the organizational and
professional landscape. This growing emphasis on TM has been driven by advancements in knowledge and
technological revolutions, marking the current era as one of intellectual and technological innovation. These
developments have positioned talented individuals as key assets within human resources frameworks, as
organizations and nations recognize the importance of human capital in driving progress (Kamhoos, 2020).
The significance of TM lies in its ability to link the development of human resources to broader goals of
scientific production and technological advancement. Nations' progress is closely tied to the efficiency and
innovation of their human resources, which serve as the cornerstone of economic and technological growth.
TM not only identifies and nurtures talent but also strategically aligns it with organizational and national
development objectives. As Kamhoos (2020) highlights, this alignment underscores the critical relationship
between TM, scientific output, and technological evolution, making it a central element of modern
organizational success. Talent management enables organizations to adapt to market changes and sustain
their competitive advantage. By aligning talent strategies with business objectives, organizations can create
a workforce that not only meets current demands but also anticipates future challenges. TM practices, such
as creating a conducive environment for innovation and ensuring employee engagement, serve as critical
components in fostering organizational resilience and differentiation in competitive markets (Abu Ziyada &
Jadallah, 2021; Sediq, 2021).

22. Hypothesis Development

The supply chain has emerged as a strategic component in achieving competitive advantage,
encompassing various elements such as supplier relationships, intermediary and distributor networks,
customer engagement, and operational efficiency. Supply chain management (SCM) plays a critical role in
aligning organizational processes to deliver value to customers while maintaining cost efficiency (Tarafdar
& Qrunfleh, 2017). Effective SCM integrates suppliers, manufacturers, and customers, ensuring seamless
operations that enhance product quality, delivery time, and cost management, all of which are essential
dimensions of competitive advantage (Costa, 2018). Supplier relationships are foundational to SCM and
significantly impact competitive advantage. Strong collaborations with suppliers enable organizations to
ensure consistent raw material quality, negotiate favorable pricing, and foster innovation. Studies suggest
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that organizations that develop strategic partnerships with suppliers can enhance their operational agility and
market responsiveness, thereby gaining a competitive edge (Amoako-Gyampah et al., 2019). Intermediaries
and distributors play a vital role in bridging the gap between manufacturers and customers. Efficient
distributor networks ensure that products reach markets promptly and cost-effectively, enhancing customer
satisfaction and market share. Effective communication and collaboration with distributors have been shown
to improve organizational performance and competitive positioning (Vargas et al., 2018).

Customer-centric supply chain practices focus on understanding and meeting consumer needs, a critical
factor in achieving competitive advantage. By incorporating customer feedback into production and
distribution strategies, organizations can align their offerings with market demands. This proactive approach
fosters customer loyalty and differentiates organizations in competitive markets (Shin et al., 2019).
Operational efficiency is another critical aspect of SCM, encompassing the processes that transform raw
materials into finished products and deliver them to customers. Streamlined operations reduce waste,
optimize resource utilization, and improve delivery timelines, all of which contribute to enhancing
competitive advantage (Gligor et al., 2020).

Talent Management as a Moderator

Talent management acts as a moderating variable that strengthens the relationship between SCM and
competitive advantage. Effective TM ensures that skilled and innovative employees are in place to optimize
supply chain processes. Organizations that prioritize TM practices, such as employee development and
retention, create a workforce capable of adapting to dynamic market conditions and driving operational
excellence. Research indicates that integrating TM into SCM strategies enhances innovation, agility, and
customer satisfaction, which are critical for achieving competitive advantage (Birou & Van Hoek, 2021;
Yener & Gurbuz, 2017).
The development of the hypotheses is grounded in the relationship between supply chain management
(SCM) and competitive advantage, further enriched by the moderating influence of talent management (TM).
Supply chain activities, including supplier relationships, intermediaries and distributors, customer
engagement, and operations, are recognized as key drivers for achieving competitive advantage. Research
indicates that organizations that effectively integrate their SCM components are better positioned to deliver
value, improve efficiency, and sustain market competitivenessact on competitive advantage is multifaceted.
Relationships with suppliers ensure resource availability and cost control, while intermediaries and
distributors enable effective market access. Similarly, customer-centric supply chains foster loyalty and
differentiation. Operational excellence complements these aspects by ensuring timely delivery and high-
quality production. Together, these elements create a cohesive system that enhances organizational
performance in competitive markets. Talent relationship by optimizing human resources to align with supply
chain goals. TM strategies, such as attracting and retaining skilled professionals, enhance the flexibility and
adaptability of supply chain operations, which are critical for responding to market changes. Empirical
studies suggest that integrating TM into SCM frameworks strengthens organizational resilience and sustains
competitive advantages in dynamic environments.

Main Hypothesis 1 (H1): The supply chain (relationship with suppliers, relationship with intermediaries and
distributors, relationship with customers, and operations) has a positive and statistically significant
impact at a significance level of a<0.05 on achieving competitive advantage in Jordanian
pharmaceutical industrial companies.

Sub-Hypotheses under Main Hypothesis 1:

H1.1: The relationship with suppliers has a positive and statistically significant impact at a significance
level of a<0.05 on achieving competitive advantage in Jordanian pharmaceutical industrial
companies.
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H1.2: The relationship with intermediaries and distributors has a positive and statistically significant
impact at a significance level of a<0.050n achieving competitive advantage in Jordanian
pharmaceutical industrial companies.

H1.3: The relationship with customers has a positive and statistically significant impact at a significance
level of a<0.05 on achieving competitive advantage in Jordanian pharmaceutical industrial
companies.

H1.4: Operations have a positive and statistically significant impact at a significance level of a<0.05 on
achieving competitive advantage in Jordanian pharmaceutical industrial companies.

Main Hypothesis 2 (H2): There is a positive and statistically significant relationship at a significance level
of 0<0.05 between supply chain management and competitive advantage, with the moderating role of
talent management in Jordanian pharmaceutical industrial companies.

23. Methodology

The research employs a descriptive analytical methodology to achieve its objectives, focusing on describing
phenomena and identifying problems. This approach is particularly suited for studies in social and human
sciences, offering a structured framework to analyze data systematically. Additionally, the study integrates
statistical methods to test the research questions and hypotheses, ensuring robust and data-driven insights.
The combination of descriptive analysis with statistical techniques underscores the methodological rigor
aimed at uncovering nuanced relationships between variables.
The study targets employees in the Jordanian pharmaceutical industrial sector, specifically companies listed
under the Amman Chamber of Industry. These include 72 companies, with 32 specializing in human
medicine production (Amman Chamber of Industry, 2022). A random sample of 200 employees from senior
management was selected, and the study instrument was distributed electronically. A total of 176 responses
were received, of which 11 were excluded for being invalid, leaving 165 valid responses. This represents a
response rate of 82.5%, which is robust and reflective of the study population.
The questionnaire was developed with input from subject matter experts and underwent multiple revisions
for clarity and relevance. It consisted of two main sections:
1. Demographic Information: This section aimed to gather data on respondents' characteristics,
including gender, age, job title, educational attainment, and years of experience.
2. Study Variables: This section focused on the study's independent, dependent, and moderating
variables, with each variable broken down into measurable dimensions:
Independent Variable: Supply chain management (20 items across four dimensions: supplier
relationships, intermediaries and distributors, customer relationships, and operations).
Dependent Variable: Competitive advantage (10 items).
Moderating Variable: Talent management (10 items).
A five-point Likert scale was used, ranging from "strongly disagree™ (1) to "strongly agree™ (5). This scale
is widely recognized in administrative and social research for its effectiveness in quantifying subjective
opinions. However, the questionnaire was reviewed by a panel of academic experts from universities across
Jordan. Feedback was solicited on linguistic accuracy, clarity, and relevance to the study's objectives.
Revisions were made based on their recommendations to ensure the instrument's final version was precise
and comprehensive. In addition, the study ensured reliability by using statistical methods to confirm the
consistency of the instrument across different contexts, enhancing the robustness of the data collected. To
ensure the reliability of the study instrument, its internal consistency and the coherence of its items in
measuring the intended variables were tested using the Cronbach's Alpha coefficient. An instrument is
considered reliable when the Cronbach's Alpha value is at least 0.70, with higher values indicating greater
reliability and consistency (Sekaran & Bougie, 2016). The results of the reliability test for the study
dimensions are shown in Table 1.

Table 1. Cronbach's Alpha Values for Internal Consistency
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No. Dimension Alpha

Value
1 Relationship with Suppliers 0.894
2 Relationship with Intermediaries and Distributors 0.847
3 Relationship with Customers 0.917
4 Operations 0.934
Supply Chain Overall 0.946
Talent Management 0.921
Competitive Advantage 0.924

The Cronbach's Alpha values for the study dimensions ranged between 0.847 and 0.934, all exceeding the
threshold of 0.70. This indicates a high level of internal consistency among the questionnaire items. The
overall reliability for the supply chain dimension was 0.946, reflecting the robustness of the instrument in
measuring this variable. Similarly, the reliability scores for talent management (0.921) and competitive
advantage (0.924) further confirm the dependability of the instrument. In addition, Pearson correlation
matrix was used to assess whether the data exhibit multicollinearity, which occurs when the correlation
between the independent variables is excessively high. Multicollinearity is typically indicated if Pearson’s
correlation coefficient values exceed 0.80 between the dimensions of the independent variable and the
moderating variable. If the values are below 0.80, it suggests the absence of multicollinearity, allowing for
reliable statistical analysis.

Table 2. Pearson’s Correlation Matrix for Independent and Moderating Variables

Variable Relationship  Relationship with  Relationship  Operations Talent
with Intermediaries with Management
Suppliers and Distributors Customers
Relationship with ~ 1.000
Suppliers
Relationship with ~ 0.647 1.000

Intermediaries
and Distributors

Relationship with  0.573 0.443 1.000

Customers

Operations 0.680 0.734 0.547 1.000

Talent 0.633 0.621 0.562 0.711 1.000
Management

The correlation coefficients among the dimensions of the independent variable (supply chain dimensions)
and the moderating variable (talent management) ranged between 0.443 and 0.734, all of which are below
the threshold of 0.80. These values confirm the absence of high multicollinearity between the variables. As
a result, the relationships among the variables are statistically valid for further analysis. The independence
of the variables allows for unbiased interpretation of their effects in the study's statistical models.

24. Findings

The study analyzed 165 valid questionnaires out of 200 distributed, providing a comprehensive overview of
the demographic and professional characteristics of participants, including gender, age, job title, educational
attainment, and years of experience. Below are the key findings. The results show a gender imbalance among
participants, with 69% being male and only 31% female. This indicates a predominance of male employees
in senior management positions, reflecting limited female participation at higher organizational levels. Such
findings align with broader trends in the pharmaceutical industry, where gender disparities in leadership
roles are common. The age distribution reveals that the majority of respondents fall within the 30-40 years
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age group, accounting for 32.1% of the sample. This group is followed by those aged 41-50 years (25.5%)
and those over 50 years (23.6%). The smallest representation is from individuals under 30 years, at 18.8%.
This distribution suggests a preference for mid-career professionals in senior management, who possess both
experience and adaptability, while highlighting the need to attract younger talent to inject innovation and
energy into the workforce. A significant proportion of respondents (47.3%) hold administrative positions,
followed by department heads (24.2%) and executive managers (20.6%). General managers constitute the
smallest group, at 7.9%. This indicates that most employees are in operational roles, with fewer occupying
strategic decision-making positions. Such a distribution reflects a hierarchy that may require rebalancing to
empower mid-level leadership. The majority of participants (59.4%) hold a bachelor's degree, while 26.1%
have pursued postgraduate studies, and 14.5% possess an intermediate diploma or lower. The high
percentage of bachelor's degree holders aligns with Jordan's educational trends, where undergraduate
education is widely accessible. However, the relatively low percentage of postgraduate qualifications
suggests an opportunity to encourage further education and specialized training among employees to
enhance organizational expertise. In terms of professional experience, the largest group (32.1%) has 10-15
years of experience, followed by 5-10 years (28.5%), and those with over 15 years (23.6%). The smallest
group is composed of individuals with less than five years of experience, at 15.8%. This distribution suggests
a stable workforce with limited job turnover, which could support organizational continuity but may also
indicate challenges in attracting new talent to refresh the workforce with innovative ideas.

The demographic and professional characteristics provide valuable insights into the composition of
employees in Jordanian pharmaceutical companies. The gender disparity highlights a need for policies
promoting diversity and inclusion, particularly in senior management roles. The age and experience profiles
suggest a reliance on mid-career professionals, but the underrepresentation of younger employees and those
with less experience points to potential gaps in succession planning and workforce rejuvenation. The
educational attainment distribution indicates a well-educated workforce, dominated by bachelor's degree
holders. However, the relatively low percentage of employees with postgraduate qualifications highlights
opportunities for professional development programs to build specialized skills and knowledge, particularly
in leadership and innovation. Finally, the stability in years of experience reflects a dedicated workforce, yet
it may also signal limited mobility and the need for strategies to integrate new perspectives. Addressing these
dynamics will be essential for fostering a competitive and adaptive workforce in the pharmaceutical sector.

5.1 Hypothesis Testing

The study investigates the relationship between supply chain dimensions and competitive advantage, with a
focus on Jordanian pharmaceutical industrial companies. The findings, derived from regression analysis,
provide robust evidence of the positive and statistically significant impact of supply chain management on
competitive advantage. Each dimension of the supply chain, relationship with suppliers, intermediaries and
distributors, customers, and operations, contributes uniquely to enhancing competitive positioning. The
analysis reveals that all dimensions of the supply chain have a significant positive effect on competitive
advantage. Supplier relationships contribute to ensuring quality inputs and fostering cost efficiency, as
demonstrated by their significant correlation (R=0.510, R = 0.510). Similarly, relationships with
intermediaries and distributors play a pivotal role in timely product delivery and market expansion
(R=0.696, p=0.696). Customer engagement emerges as a key driver of loyalty and differentiation in the
market, with a strong positive effect (R=0.607,3=0.607). Operations, encompassing efficiency in
production and distribution processes, show the highest impact (R=0.699, p=0.699), highlighting the
importance of streamlined internal processes in sustaining competitive advantage. The combined analysis
of supply chain dimensions underscores their collective impact on competitive advantage. With an overall
correlation of R=0.835, and R?=0.697, the model explains 69.7% of the variation in competitive advantage.
This high explanatory power emphasizes the strategic importance of supply chain management in the
pharmaceutical sector.

Table 3. Regression Analysis Results for Hypotheses Testing
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Hypothesis Dependent R R2 Adjusted  F-value Sig. B Beta t- Sig. t
Variable R2 F value
H1.1: Relationship Competitive 0.510 0.260 0.257 80.625 0.000 0.480 0510 8.979  0.000
with Suppliers Advantage
H1.2: Relationship Competitive 0.696 0.484 0.482 215.013 0.000 0.698 0.696 14.663 0.000
with Intermediaries Advantage
and Distributors
H1.3: Relationship Competitive 0.607 0.369 0.366 133.761 0.000 0.523 0.607 11.566 0.000
with Customers Advantage
H1.4: Operations Competitive 0.699 0.488 0.486 218.246 0.000 0.708 0.699 14.773 0.000
Advantage

The findings provide critical insights into the pivotal role of supply chain dimensions in fostering
competitive advantage. Each dimension contributes uniquely to organizational success, emphasizing the
necessity of a well-integrated supply chain strategy.

Supplier Relationships (H1.1):

A correlation of R=0.510, R = 0.510 and f=0.510 confirms the positive and statistically significant impact
of supplier relationships on competitive advantage. This result highlights the importance of nurturing robust
partnerships with suppliers, which ensures the consistent quality of inputs and enhances cost efficiency. By
collaborating effectively with suppliers, companies can secure their supply chains and mitigate risks, thereby
strengthening their market positioning.

Intermediaries and Distributors (H1.2):

The results (R=0.696, =0.696) underscore the critical role played by intermediaries and distributors.
Efficient distribution networks enable companies to reach their markets promptly and expand their customer
base effectively. This dimension is essential for maintaining a steady flow of products, reducing delivery
lead times, and ensuring customer satisfaction, which collectively contribute to sustaining a competitive
edge.

Customer Relationships (H1.3):

A strong positive correlation (R=0.607, =0.607) highlights the impact of customer-centric practices on
competitive advantage. Engaging with customers and incorporating their feedback fosters loyalty and
enhances brand differentiation. This alignment with customer needs positions organizations favorably in
competitive markets, enabling them to respond dynamically to market changes.

Operations (H1.4):

Operations demonstrate the strongest relationship with competitive advantage (R=0.699, =0.699),
emphasizing operational efficiency as a cornerstone of success. Streamlined production and distribution
processes minimize costs and improve productivity, ensuring that companies can deliver high-quality
products promptly. This efficiency not only supports internal performance but also enhances external market
competitiveness.

The comprehensive model (R=0.835, R?=0.697) highlights that supply chain management collectively
explains 69.7% of the variation in competitive advantage. This substantial explanatory power underscores
the strategic importance of integrating supply chain dimensions. For pharmaceutical companies, effective
supply chain management is not merely a support function but a critical driver of sustainable competitive
advantage in a dynamic industry landscape. These results collectively emphasize that each dimension of the
supply chain plays a vital role, with operations and intermediary relationships emerging as the most
impactful. The findings advocate for a strategic focus on supply chain optimization to achieve long-term
organizational success.

The relationship between supply chain management (SCM) and competitive advantage, moderated by talent
management (TM), was tested using hierarchical regression analysis. This analysis allowed for an
examination of the direct effect of SCM on competitive advantage and the additional contribution of TM as
a moderating variable. The results demonstrate that both SCM and its interaction with TM significantly
enhance competitive advantage, highlighting the strategic importance of integrating talent management
practices into supply chain strategies. The following table (4) presents the hierarchical regression analysis
results for testing the moderating effect of talent management on the relationship between supply chain
management and competitive advantage.
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Table 4. Hierarchical Regression Analysis Results for Testing Main Hypothesis 2

Dependent Independent Model 1 Model 2

Variable Variables B T Sig* B T Sig*
Supply 0.641 12.715 0.000 -
Chain
Supply - 0.374 4717 0.000
Chain x

Competitive ~ Talent
Advantage Management

R 0.661 0.701
R? 0.437 0.492
AR? 0.435 0.487
AF 161.683 100.228
Sig. AF 0.000 0.000

Note: The effect is statistically significant at a<0.05.

The first model examines the direct impact of SCM on competitive advantage. The regression coefficient
B=0.641, with T=12.715 (p<0.05), indicates a strong and statistically significant positive effect. The
R?=0.437 reveals that SCM alone explains 43.7% of the variation in competitive advantage. This finding
underscore that robust supply chain practices, including efficient operations, supplier relationships, and
customer engagement, are critical drivers of competitive performance.

The second model incorporates the interaction term (SCM x TM) to assess the moderating effect of talent
management. The regression coefficient for the interaction term B=0.374, with T=4.717 (p<0.05), confirms
that TM significantly moderates the relationship between SCM and competitive advantage. The AR?=0.487
indicates that the addition of the moderating variable increases the explanatory power of the model by 4.9%,
resulting in an overall R?=0.492. This demonstrates that TM enhances the effectiveness of SCM in achieving
competitive advantage.

Strategic Role of SCM: The significant direct effect of SCM highlights its foundational role in enhancing
competitive advantage. By streamlining supply chain processes, pharmaceutical companies can achieve
operational efficiency, reduce costs, and improve customer satisfaction.

Amplifying Impact of TM: The moderating role of TM suggests that organizations that integrate talent
management practices, such as developing and retaining skilled employees, can amplify the benefits of
SCM. TM ensures that supply chain processes are executed by a competent workforce, leading to innovation
and responsiveness in dynamic market environments.

Overall Model Strength: The increase in R? and significant AF values confirm the robustness of the
moderating effect, emphasizing that SCM and TM together form a synergistic framework for achieving
competitive advantage. The findings confirm that all dimensions of the supply chain positively and
significantly contribute to competitive advantage. Operations and relationships with intermediaries and
distributors emerge as the most impactful factors. These results suggest that pharmaceutical companies
should focus on optimizing their supply chain practices to sustain a competitive edge in the dynamic market
environment. The results validate the hypothesis that supply chain management positively and significantly
influences competitive advantage and that this relationship is further strengthened by talent management.
Pharmaceutical companies should prioritize the integration of talent management into their supply chain
strategies to sustain competitiveness and adapt to evolving market demands.
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25. Discussion

The results of the study provide compelling evidence of the positive and statistically significant impact of
supply chain management (SCM) on achieving competitive advantage in Jordanian pharmaceutical
industrial companies. Each dimension of the supply chain, relationships with suppliers, intermediaries and
distributors, customers, and operations was found to contribute uniquely to organizational success,
confirming the validity of the sub-hypotheses (H1.1 to H1.4). These findings align with prior research that
highlights the strategic importance of SCM in enhancing organizational performance (Tarafdar & Qrunfleh,
2017; Gligor et al., 2020). The strong and statistically significant relationship between supplier collaboration
and competitive advantage underscores the importance of maintaining reliable supplier networks. the results
suggest that fostering partnerships with suppliers ensures consistent quality, timely deliveries, and cost
efficiency, enabling pharmaceutical companies to meet market demands effectively. These findings echo
the conclusions of Amoako-Gyampah et al. (2019), who emphasized that strategic supplier relationships
enhance operational agility and product innovation. The impact of intermediaries and distributors (R=0.696,
=0.696R) highlights their role in facilitating efficient market access and timely delivery of products. These
networks bridge the gap between manufacturers and customers, ensuring that products reach the market
quickly and cost-effectively. Vargas et al. (2018) similarly found that robust intermediary networks are
critical for maintaining a competitive edge, particularly in industries with complex supply chains. Customer-
centric supply chain practices showed a significant positive effect (R=0.607, p=0.607) on competitive
advantage. By incorporating customer feedback and aligning supply chain operations with consumer
preferences, pharmaceutical companies can foster loyalty and build brand differentiation. Shin et al. (2019)
similarly highlighted that customer-focused supply chain strategies lead to enhanced market responsiveness
and satisfaction, driving long-term organizational success. Among the dimensions, operations demonstrated
the strongest relationship (R=0.699, p=0.699) with competitive advantage. This finding reinforces the
critical role of operational efficiency in ensuring high-quality production, cost optimization, and timely
product delivery. Gligor et al. (2020) also noted that streamlined operations are central to achieving and
sustaining competitive advantage, especially in dynamic and highly regulated industries like
pharmaceuticals. The findings for H2 reveal that talent management (TM) significantly moderates the
relationship between SCM and competitive advantage (f=0.374, T=4.717, p<0.05). The results indicate that
organizations with effective TM practices can amplify the benefits of SCM by leveraging a skilled and
motivated workforce. This finding supports the view that TM enhances the strategic execution of supply
chain processes, enabling organizations to adapt to market changes and maintain a competitive edge (Birou
& Van Hoek, 2021; Yener & Gurbuz, 2017). The interaction between SCM and TM explains additional
variance in competitive advantage highlighting the synergistic effect of integrating TM into supply chain
strategies. By attracting, developing, and retaining top talent, pharmaceutical companies can ensure that
their supply chain operations are not only efficient but also innovative and responsive. Beamond et al. (2016)
similarly emphasized that TM enhances organizational flexibility and resilience, particularly in industries
characterized by rapid technological advancements and shifting consumer demands.
The study’s findings have several implications for pharmaceutical companies seeking to enhance their
competitive positioning:
Integrate SCM Dimensions: Companies must adopt a holistic approach to SCM by simultaneously
strengthening supplier, distributor, customer, and operational relationships.
Leverage TM as a Strategic Enabler: By embedding TM into supply chain processes, organizations can
optimize workforce capabilities, drive innovation, and enhance adaptability.
Focus on Operational Excellence: Operational efficiency should remain a key priority, given its strong
impact on competitive advantage.
The results validate the hypotheses that SCM significantly influences competitive advantage and that TM
plays a critical moderating role. These findings underscore the importance of adopting integrated supply
chain and talent management strategies to achieve and sustain competitive advantage in the dynamic
pharmaceutical industry. Future research could further explore the interplay between these variables across
different sectors and geographies.
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26. Implication

The findings of this study have significant theoretical and practical implications for supply chain
management (SCM), talent management (TM), and competitive advantage in the context of Jordanian
pharmaceutical industrial companies. This study contributes to the growing body of literature on the
strategic role of SCM by confirming its multifaceted impact on competitive advantage. Each dimension of
the supply chain, supplier relationships, intermediaries and distributors, customer relationships, and
operations, was found to significantly enhance competitive positioning, providing empirical support to
existing frameworks such as resource-based theory (Vargas et al., 2018). The research also extends the
theoretical understanding of TM as a moderating factor, illustrating how aligning human resource strategies
with supply chain goals can amplify competitive outcomes. This dual focus offers an integrated perspective
that enriches current models of SCM and competitive advantage. From a managerial standpoint, the study
emphasizes the need for pharmaceutical companies to adopt a holistic approach to SCM. Decision-makers
should prioritize strong supplier collaborations to ensure quality and cost efficiency (Amoako-Gyampah et
al., 2019). Enhancing relationships with intermediaries and distributors is equally critical for achieving
efficient market reach and delivery, while customer-focused practices drive loyalty and differentiation
(Ibrahim et al., 2021). Furthermore, the findings underscore the pivotal role of operational efficiency in
sustaining competitive advantage, particularly in highly regulated and competitive sectors such as
pharmaceuticals (Gligor et al., 2020). The moderating role of TM presents a call to action for companies to
invest in talent acquisition, development, and retention strategies. By aligning workforce capabilities with
supply chain objectives, organizations can build resilience and foster innovation, enabling them to navigate
dynamic market conditions effectively (Sadiq, 2021).

27. Conclusion

This study validates the central role of SCM in driving competitive advantage and highlights the amplifying
effect of TM as a moderating variable. By analyzing the individual and collective impacts of SCM
dimensions, supplier relationships, intermediaries and distributors, customer relationships, and operations,
the research demonstrates that SCM is a critical enabler of organizational success. Each dimension
contributes uniquely, with operations and intermediaries-distributor relationships showing the strongest
impacts. The study also confirms the significant moderating influence of TM, revealing that integrating
talent management strategies into supply chain practices enhances competitive advantage. This finding
reinforces the need for organizations to adopt an integrated approach that combines operational excellence
with human capital development. Theoretical contributions of this study lie in extending the resource-based
view by incorporating TM as a strategic resource that strengthens supply chain performance. Practical
contributions include actionable insights for managers to optimize supply chain operations and talent
strategies, ensuring long-term competitiveness in the pharmaceutical sector. Future research should explore
the generalizability of these findings across other industries and regions. Additionally, investigating the role
of emerging technologies, such as artificial intelligence and blockchain, in SCM and TM could offer deeper
insights into enhancing competitive advantage in a rapidly evolving business landscape.
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