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Abstract

The study aimed to identify the level of practicing the human resources staffing 
process and the level of the employees’ job involvement in the Irbid District Electricity 
Company in Jordan; it also aimed to examine the impact of human resources staffing 
process on the employees’ job involvement. The study adopted the descriptive, 
analytical method, since it determines the characteristics of the phenomenon, 
describes its nature accurately and then determines the quality of the relationship 
between its variables. The study population included all the individuals in the senior 
and middle administrative levels by 100 individuals. To achieve the objectives of 
the study, the researchers prepared a questionnaire to examine the study variables. 
One hundred questionnaires were distributed to each manager, deputy manager, 
and department head in the Irbid District Electricity Company out of which the 
researchers retrieved 97 questionnaires valid for analysis. In order to analyze the data 
collected, the study relies on the Statistical Package for Social Sciences (SPSS) where 
the descriptive statistics for all the fields of the study were estimated. The correlation 
matrix was also used to determine the relationship between variables. Furthermore, 
multiple regressions were used to determine the impact of the independent variable 
on the dependent variable. The findings showed that the level of practicing the 
human resources staffing process and the employees’ job involvement at Irbid District 
Electricity Company (IDECO) was moderate. The findings of the study showed 
that the process of human resources staffing was positively associated with the job 
involvement where the Pearson coefficient was r= .851 and at level of significance of 
0.00. The research data have also indicated that the human resources staffing process 
had a positive impact on the employees’ job involvement. The study recommended 
that the procedures of staffing in all organizations should focus on achieving the fit 
between the employee and his job through focusing on choosing employees whose 
knowledge, skills and abilities correspond to the requirements of vacant jobs and also 
through implementing different tests and selection interviews, which help choose 
the person whose traits fit the job requirements. The study has also indicated that the 
recommended organizations should also pay attention to the job design process where 
the focus is on designing jobs in a way that creates a challenge, and enables employees 
feel independence and joy during the job; in this method, the employee can be more 
involved and can work in an effective way.
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INTRODUCTION

Throughout the years, attention increased in the concept of the job 
involvement, since it contributes, as many researchers have claimed, 
to predicting the outcomes of employees, organizational performance, 
and organization’s success. Despite the importance of this behavio-
ral outcome in achieving the sustainable competitive advantage, it de-
creased in the current years. Some studies have shown that the US 
companies are suffering from the so-called “involvement gap” where 
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employees in these companies are not fully involved or not involved into the jobs they occupy which 
cost these companies an estimated amount of $300 billion per annum due to low productivity (Rizwan 
et al., 2011; Singh & Gupta, 2015). The importance of being involved is that it is at the heart of the func-
tional relationship, because it addresses what individuals do and how they behave in their roles and 
what makes them behave in other ways to achieve both their goals and the goals of the organization; 
this has a positive impact on many variables such as quality of service, customer satisfaction, high pro-
ductivity, sales, increased profitability, and competitive advantage (Madi, 2014). The need to find a term 
to describe the employees’ emotional engagement to the organization and the job was led to the birth of 
the term “job involvement”, where employees with a high degree of job involvement are ready to fully 
invest their efforts for the benefit of the organization (Al-Abadi & Al-Jaf, 2012). Due to the fact that in-
dividuals differ from each other in their perceptions, ideas, values and desires, the organizations must 
be aware of the factors that enhance the employees’ involvement and their level of commitment to both 
the job and the organization. Previous studies have pointed out that the existence of the fit, especially 
the fit between the person and his job (P-J fit) will lead to many positive behavioral outcomes such as 
job satisfaction, organizational commitment, job involvement, and organizational citizenship behavior 
(Organ, 1988; Meyer et al., 2002; Cable & DeRue, 2002; Kirstof-Brown, Zimmerman, & Johnson, 2005; 
Hoffman & Woehr, 2006; Biswas & Bhatnagar, 2013; Kim et al., 2013). Memon, Salleh, and Baharom 
(2015) defined the person-job fit as “the relationship between the characteristics of the individual and 
the characteristics of the job”. Abraham (2005) stated that there is also a correlation between the job 
involvement and the characteristics of the job which means that the more satisfying the characteristics 
of the job (job’s nature and content) and the more such characteristics are fit with the characteristics 
of the employee, the more the employee’s motivation towards the involvement in his job and made a 
high level of effort. This is consistent with the two-factor theory of 1957, which showed a relationship 
between the motivation of the individual and the job’s nature and content and the McClelland’s theory 
of needs (1985) stating that there are three needs that, if satisfied, will create the motivation required by 
the individual; jobs provide the opportunity to satisfy such needs especially if there is a fit between the 
characteristics of the individual and the characteristics of the job, which in turn leads to an increase in 
the individual’s job involvement in his job. Kanungo (1979) stated that there is a correlation between 
the job involvement and the individual’s belief that his job helps satisfy his silent needs. Therefore, or-
ganizations must work to increase the effectiveness of all processes that make it possible to achieve the 
fit between the employee and the job, most important of which is the staffing process, which is primar-
ily concerned with placing the individual in a job that meets his knowledge, abilities and ambitions. 
Studies have pointed out that the staffing process will make the individual feel that there is a perfect fit 
between him and his job; the presence of any defects in this process is usually one of the most important 
reasons that make the individual feel dissatisfied, reduce his level of motivation towards showing posi-
tive behaviors inside the job environment, and thus increase his desire to leave the job and find another 
place that achieves the fit he seeks (Schneider, 1987; Porter, 2008; Parsa, Tesone, & Templeton, 2009).

Study problem

The organizational changes faced by modern organizations as a result of globalization, the traditional 
roles from the formal requirements of jobs, the complexity of career tasks, and the growing number of 
innovations and creations have put all organizations as noted by Mbugua, Waiganjo, and Njeru (2015) 
under pressures that impose the need to develop the products and services they offer. The sustainable 
competitive advantage the organizations seek cannot be achieved without the human element capable 
of manufacturing the products and providing services at a high level of quality, which can be achieved 
through employees’ practice of behaviors that go beyond the role required to be achieved; here, we mean 
the voluntary behaviors that can be achieved through the internal integration of the individual at work 
or the psychological response to the job, which is called the job involvement. The practices of human 
resources management are the most important practices that can help in the emergence and strength-
ening of this type of behaviors (Morrison, 1996; Snape & Redman, 2010; Boon, Belschak, Den Hartog, & 
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Pijnenburg, 2014; Al-Badareen & Al-Ghazzawi, 2018) stated that the way in which human resources are 
managed is the one that establishes the employee’s relationship with the employer and the extent to which 
human resources management practices can create a social-exchange relationship between employees 
and the organization; these employees can show behaviors that go beyond those behaviors that are with-
in the requirements of their formal work, most important of which is the job involvement. Wayne, Shore, 
and Liden (1997) showed that there is a high probability that individuals interpret the decisions and prac-
tices of human resources management as an indicator of the organizational support provided to them. In 
line with the theory of social exchange (1964), if individuals realize that the organization provides them 
with the necessary support and attention, they will in turn provide it with a set of positive behaviors, 
most important of which are the organizational commitment, the organizational citizenship behavior, 
and the job involvement (Settoon et al., 1996; Wayne et al., 1997; Rhoades & Eisenberger, 2002; Shore 
et al., 2006; Lavelle et al., 2007, Nasurdin, Ahmad, & Tan, 2016). The staffing process is considered the 
most important human resources management practice that gives individuals an indication that the or-
ganization is providing the required support, since the main objective of this process is selecting the best 
individuals to fill vacant jobs through choosing individuals whose characteristics (abilities, skills, experi-
ence, and training) correspond to the requirements of vacant jobs, which leads to filling them in jobs that 
enable employees to meet their needs and ambitions (Ojochide, Charity, & Cletus, 2017). Despite the im-
portance of the staffing process in the emergence and promotion of positive behaviors among employees, 
most important of which is the job involvement behavior, most organizations, especially the Arab ones, 
still face many challenges with regard to the role that can be played by staffing processes in achieving a 
high level of the job involvement among its employees. This can be attributed to the weak realization and 
interest in the effectiveness of the staffing process by the people responsible for the human resources man-
agement; the staffing process in these organizations, as noted by Nadim (2008), Al-Farra and Al-Za’nun 
(2008), Jarghon (2009), Najadat (2014), Al-Shurman (2015), can often occur unprofessionally, without 
complying with the administrative procedures that take into account specialization, scientific qualifica-
tion, experience, which may create a mismatch between selected individuals and the jobs; this will lead 
to reducing the appearance of many positive behavioral outcomes such as job involvement. The topic of 
the job involvement and staffing process attracted many researchers such as Liao and Lee (2009), Rizwan, 
Khan, and Saboor (2011), Abutayeh and Al-Qatawneh (2012), Ekwoaba, Ikeije, and Ufoma (2015), Singh 
and Gupta (2015), Mbugua, Waiganjo, and Njeru (2015), Pangemanan (2015), Ojochide, Charity, and 
Cletus (2017), Abdallah, Obeidat, and Aqqad (2017). However, it was obvious that among the previously 
mentioned studies, there were none tackling the impact of the staffing process with its different stages 
(recruitment, selection and appointment) on the job involvement except for Abutayeh and Al-Qatawneh 
(2012), who attempted to examine the impact of one stage of the staffing process, which is selection, on 
the job involvement and concluded that there is a correlation between selection and the employees’ job 
involvement. Therefore, this study sets to examine the effect of staffing process (recruitment, selection 
and appointment criteria) on job involvement using Irbid District Electricity Company in Jordan as pop-
ulation of interest. In order to achieve this objective, we then hypothesized that:

H1: Staffing process (recruitment, selection and appointment criteria) has a significant impact on job 
involvement.

1. LITERATURE REVIEW

1.1. Human resources staffing

It is one of the most important functions of the 
human resources management that must be per-
formed with a high degree of efficiency and effec-
tiveness. Najadat (2014), Gamage (2014), Ekwoaba, 

Ikeije, and Ufoma (2015) stated that the staffing 
process enables organizations to obtain the best 
qualifications, as well as contributes to prevent-
ing the appointment of unqualified person who 
would cost the organization a lot in terms of sal-
ary, allowances and other costs resulting from 
losses committed due to wrong staffing decisions, 
which may cause the organization to lose its mar-
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ket share. The staffing process is the natural ex-
tension of the human resources planning process, 
through which the organization can achieve the 
fit between the individual and his job, on the one 
hand, and the values and culture of the organi-
zation, on the other hand, which creates a sense 
of satisfaction and makes employees more com-
mitted to the organization. Furthermore, Kristof-
Brown, Zimmerman, and Johnson (2005) indicat-
ed that employees would leave their jobs if they 
feel that their job does not fit with their knowledge, 
skills, and abilities. The staffing process comprises 
three main stages: recruitment, selection and ap-
pointment, through which individuals are recruit-
ed and differentiated according to scientific crite-
ria (Al-Salem & Al-Salih, 2006; Dessler, 2014).

1.1.1. Recruitment

It is the initial step in the human element manage-
ment and it is extremely important, as it enables 
building effective and productive workforce in the 
organizations by providing the largest number of 
individuals with the qualifications and experience 
necessary to fill the vacant jobs (Aminuddin & 
Yaacob, 2011; Sarinah, Gultom, & Thabah, 2016). 
Some researchers have defined recruitment as the 
process of acquiring and attracting human resourc-
es from within or outside the organization with the 
numbers and qualifications needed by the organ-
ization and urging them to apply for appointment 
in the organization (Hmoud & Al-Khrisha, 2007; 
Barnoty, 2007). Uygur and Kilic (2009) stated that 
recruitment refers to searching and attracting qual-
ified individuals to fill vacant jobs; it is important 
to set the requirements of this process accurately to 
ensure its effectiveness in achieving the goals that 
have been set. Recruitment’s importance is evident 
through the benefits achieved by organizations, 
since it opens all the resources of the job for the or-
ganization and enables the organization to deliver 
its message to candidates as being the best place for 
them to work, build and develop their careers; it al-
so helps the organization obtain the required qual-
ity that satisfies its needs of human resources at the 
lowest cost (Mbugua, Waiganjo, & Njeru, 2015; Al-
Hiti, 2016; Anand et al., 2018). Researchers stated 
that there are no ideal procedures for the process of 
recruitment that can be used in all organizations in 
all circumstances; there are various procedures and 
sources for recruitment and they vary according 

to the size, potential and activities of the organiza-
tion, number of people to be employed, conditions 
of the labor market, economic conditions and gov-
ernment legislations (Flippo, 1984; P. Rao & V. Rao, 
1990; Cole, 2002; Decenzo & Robbins, 2003; Sule & 
Elizabeth, 2013).

1.1.2. Selection

It represents the second stage in the staffing process. 
Al-Assaf (2016), Anosh, Hamad, and Batool (2016) 
explained the difference between selection and re-
cruitment in that recruitment seeks research and 
encouragement of people to apply for work in the 
organization, while selection aims to choose the 
best applicants most suitable for the vacant job. Al-
Salloum and Al-Adailleh (2013) defined selection as 
a comparison between the job’s specifications and 
requirements, on the one hand, and the individuals’ 
professional and behavioral characteristics, on the 
other hand. Al-Salem and Al-Salih (2006) defined 
selection as selecting people with necessary and 
appropriate qualifications to fill certain positions 
in the organization. The selection process is con-
sidered as the most sensitive and dangerous pro-
cess of staffing, since it selects applicants through 
certain stages and procedures that end up with 
excluding individuals whose suitability for vacant 
jobs will not be confirmed on the basis of criteria 
for filling the vacancies in the organization (Florea 
& Mihai, 2014). The selection process adopted in 
choosing people who were attracted depends on a 
set of clear and predefined criteria for each vacant 
job, in addition to the career analysis records where 
people whose qualifications suit the previously set 
criteria are selected (Wilson, 2005; Al-Salmi, 2008). 
Organizations may use additional methods of se-
lection such as written tests and oral interviews, 
whether they were structured or unstructured, in 
order to judge the individual’s ability with regards 
to his verbal interaction and communication, quick 
response in answering questions during the inter-
view, as well as his ability to express his ideas fluent-
ly (Durra & Al-Sabbagh, 2008).

1.1.3. Appointment

After selecting applicants through the processes 
of recruitment and selection, it is important to ap-
point them; here, the organization may face some 
problems, such as the increase in the number of 
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people suitable to fill vacant jobs; therefore, the or-
ganization can select the applicants based on age 
if it affects the job performance or on the basis of 
gender through favoring males or females (Shahri, 
2010). The appointment is defined as the process 
by which an individual is empowered in the appro-
priate job (Decenzo et al., 2010). The appointment 
process includes four main steps: issuance of the 
appointment decision, initial preparation, evalua-
tion during the trial period and empowerment af-
ter the end of the trial period and after employee’ s 
efficiency is confirmed (Judeh, 2015; Al-Hiti, 2016).

1.2. Job involvement

It is one of the modern terms compared with other 
terms in the field of human resources management. 
It was presented in 1960s by Lodahl and Kejiner 
(1965) who related the job involvement to the psy-
chological identification of an individual  with the 
work or importance of work in the individual’s self 
image (Khan & Nemati, 2011). Some researchers 
have stated that the job involvement indicates the de-
gree the person integrates with the job he practices 
and realizes its importance; the involvement means 
that the individual loves and cares about his job (Al-
Bataineh & Al-Mashakbeh, 2003). Agusramadani 
and Amalia (2018) stated that the job involvement 
means the dedication of the employee towards his 
job, as well as his active participation in his job; the 
employee’s performance in his job is considered the 
source of pride. The job involvement is the method 
through which the energy of the workforce is uti-
lized and the method of improving their commit-
ment towards the success of the organization (Khan 
et al., 2011; Mildred, 2016). The job involvement has 
become an important issue in the field of business 
management and organizational behavior, as it is 
an important source of the motivation and self-de-
velopment of employees, as well as in directing their 
behaviors toward achieving of the goals. For organ-
izations, the importance of the job involvement is 
highlighted by the fact that it helps increase the job 
satisfaction, improve the quality of the career life, 
reduce absenteeism and delays, and make individ-
uals more committed to their jobs and organiza-
tions. This greatly increases their efficiency and ef-
fectiveness and promote its competitive position in 
the market (Rizwan et al., 2011; Mgedezi et al., 2014; 
Nwiber, 2014). Job involvement includes many ele-
ments through which we can judge the level of the 

job involvement of employees at work, namely job 
engagement, functional vitality, and job dedication.

1.2.1. Job engagement

Some studies showed that the job engagement indi-
cates harnessing the members of the organization 
and investing their physical, cognitive and emotion-
al aspects in their jobs (Kular et al., 2008; Christian, 
Garza, & Slaughter, 2011). The importance of the 
job engagement lies as mentioned by Salman (2004), 
Al-Rasheed (2004) in the benefits achieved by this 
kind of behaviors to organizations represented in 
the fact that the job engagement is an important 
element in relating the organization and its em-
ployees, especially in times when organizations are 
unable to provide appropriate incentives to pay em-
ployees and come to highest level of achievement. 
Job engagement is considered an important means 
of increasing the acceptance of employees for any 
change that might serve the interest and progress of 
the organization; it is also considered as a vital in-
dicator through which we can expect whether em-
ployees would stay or leave their job.

1.2.2. Functional vitality 

Vitality refers to a combination of positive emo-
tions that occur within the context of the job and it 
consists of the elements of status (mood and emo-
tions); they are the sources out of which a physical 
strength is produced and such strength is repre-
sented in the high levels of energy when perform-
ing the daily tasks; the emotional energy which is 
represented in investing the emotions in relations 
with others and the cognitive vitality that indi-
cates a sense of mental activity (Baruch, Grimland, 
& Vigoda-Gadot, 2014; Tummers, Steijn, Nevicka, 
& Heerema, 2016). Thus, the functional vitality is 
one of the positive emotions that drive the em-
ployee towards dedicating, preparedness for the 
good investment in one job and facing difficulties 
with a high level of energy and mental flexibility 
(Op den Kamp et al., 2018).

1.2.3. Job dedication 

The employee with a high degree of job dedication 
usually performs his job with the utmost compe-
tence, honesty and fidelity in accordance with laws, 
regulations and instructions, and in favor of the 
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public interest over other interests as well as con-
ducting any initiative to maximize the interest of 
the organization (Gupta & Shaheen, 2017; Werang 
& Agung, 2017). Furthermore, a job-dedicated em-
ployee tries to avoid any negative impact of his obli-
gations and activities on his performance. job-dedi-
cated employee performs also his duties impartially 
and without discrimination among people based 
on personal criteria of gender, nationality, religion, 
color, political beliefs, or any other criteria such as 
kinship or friendship (Sweem, 2009). 

2. STUDY METHODOLOGY

2.1. Research design

The study adopted the descriptive, analytical 
method, since it determines the characteristics of 
the phenomenon, describes its nature accurately 
and then determines the quality of the relation-
ship between its variables. The survey method, 
which is considered appropriate for the current 
study, was used to collect data on both the in-
dependent variable and the dependent variable 
through the questionnaire, and also to enable the 
researcher to combine the quantitative and quali-
tative research inputs, which contributes to reach-
ing for conclusions for developing and improving 
reality (Mbugua, Waiganjo, & Njeru, 2015).

2.2. Study population

The study population consisted of the individuals 
in supervisory positions in the senior and middle 
administrative levels in Irbid District Electricity 
Company (IDECO) operating in Jordan by 100 
individuals.

2.3. Data collection 

For the purpose of collecting the preliminary da-
ta for the current study, a questionnaire consist-
ing of both open- ended and closed-ended type of 
questions was prepared. There were 97 recovered 
and valid questionnaires by a rate of 97%. The sec-
ondary data needed for the current study was col-
lected through the published theoretical literature 
related to the study variables from various books, 
periodicals and master’s theses in addition to in-
formation available online. 

2.4. Data analysis

Data collected in the study were analyzed through 
the Statistical Package for Social Sciences (SPSS), 
where the descriptive statistics for all the fields of 
the study were estimated by extracting the means 
and standard deviations. The correlation matrix 
was also used to determine the relation direction 
between the independent variable and the depend-
ent variable. Furthermore, multiple regressions were 
used to determine the impact of the staffing of hu-
man resources with its different dimensions on the 
job involvement. To determine the reliability of data, 
Cronbach’s alpha coefficient was used which were 
estimated at 0.75-0.92, which were high and accept-
able for application purposes; studies indicated that 
the ratio of accepting the reliability coefficient was 
0.70 and above (Sekaran & Bougie, 2010).

3. RESULTS

3.1. Process of human resources 
staffing

For the purpose of identifying the level of prac-
ticing the staffing process, respondents were asked 
regarding the extent of practicing this process in 
the company. The findings in Table 1 showed that 
the level of practicing the human resources staff-
ing process at Irbid District Electricity Company 
(IDECO) was moderate, where the mean for the 
answers of the respondents on the items related to 
the independent variable (practicing staffing pro-
cess) was 3.52.

Table 1. Human resources staffing process

No. Dimension Mean
St. 

deviation
Level  

of practicing
1 Recruitment 3.63 0.65 Moderate

2 Selection 3.50 0.72 Moderate

3 Appointment 3.43 0.70 Moderate

4
Practicing of HR 
staffing process 3.52 – Moderate

3.2. Job involvement

Means and standard deviations of the respondents’ 
answers on the items reflecting the level of the job 
involvement of Irbid District Electricity Company 
(IDECO) employees were extracted. The findings in 
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Table 2 showed that the employees’ job involvement 
was moderate since the mean of the items measur-
ing the level of the job involvement was 3.44.

Table 2. Employees’ Job Involvement

No. Dimension Mean
St. 

deviation
Level of job 

involvement

1 Functional vitality 3.50 0.78 Moderate

2 Job engagement 3.43 0.82 Moderate

3 Job dedication 3.39 0.74 Moderate

4
Level of employees’ 
job involvement 3.44 – Moderate

3.3. Correlation analysis

The correlation analysis was to conducted test the 
strength of the relationship between the research 
variables. The findings of the study presented in 
Table 3 showed that the process of human resourc-
es staffing was positively associated with the job 
involvement where the Pearson coefficient was 
r = .851 and at level of significance of 0.00, which 
means that there is a strong statistically significant 
correlation between the human resources staffing 
process and the job involvement. 

Table 3. Correlation matrix
Human 

resources 

staffing 
process

Job 

involvement

Human 

resources 

staffing 
process

Pearson 

correlation
sig. (2-tailed)

1
.851

0.00

Job 

involvement

Pearson 

correlation
sig. (2-tailed)

.851

0.00
1

3.4. Regression analysis

The study conducted a regression analysis to iden-
tify the significance relationship of the human re-
sources staffing process against the employee job 
involvement. Table 4 showed that the coefficient 
of determination is 0.76; therefore, about 76% of 
the variation in the employee job involvement is 
explained by human resources staffing process. F 
test value was 99.04 by a statistical significance of 
0.00, which is statistically significant; this means 
that there is an impact for the HR staffing process 
on the job involvement, which supports hypothe-
sis H1.

DISCUSSION AND CONCLUSION

The study was based on the premise that the job involvement contributes to predicting the employee’s 
behavioral outcomes, organizational performance, and the organization’s success. The importance of 
the involvement lies in entering the heart of the career relationship that it takes what people behave in 
their roles and what makes them behave in other ways to achieve both the goals of the organization and 
their goals, which has a positive impact on many variables such as service quality, customer satisfac-
tion, high productivity and sales, increased profitability, and achieving of the competitive advantage. 
This is consistent with Kahn theory (1990), which indicates that the job involvement is an important 
aspect through which the organization can increase the productivity of its employees. Deeply involved 
employees usually exert additional efforts whether they were physical, mental or emotional to achieve 
the organizational goals. In addition, the employees who are involved in their job avoid engaging in 
any unwanted activities by the organization, which results in increased productivity. Therefore, organ-
izations need to focus on all processes and strategies that can increase the involvement of employees 
in their jobs, most important of which the process of staffing with its different stages. The staffing pro-
cess helps fit the employee with his job, which eventually results in many positive behavioral outcomes 
among employees, including the job involvement. Many studies have indicated that there is a correla-
tion between the staffing of employees and their job involvement and that there is a correlation between 

Table 4. Regression analysis

Dimension β T Sig R R2 F Sig

Recruitment 0.04 0.55 0.58 0.87 0.76 99.04 0.00

Selection 0.41 4.19 0.00 – – – –

Appointment 0.47 5.22 0.00 – – – –
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the person-job fit, which is the fit already achieved by the staffing process and the emergence of many 
positive behavioral outcomes such as the job satisfaction, organizational commitment, job involvement, 
and organizational citizenship behavior (Organ, 1988; Meyer et al., 2002; Cable & DeRue, 2002; Kristof-
Brown, Zimmerman, & Johnson, 2005; Hoffman & Woehr, 2006; Biswas, Bhatnagar, Abutayeh, & Al-
Qatawneh, 2012, 2013; Kim, Aryee, Loi, & Kim, 2013). Accordingly, the current study was carried out for 
the purpose of determining the level of practicing the staffing process and job involvement of employees 
in one of the Jordanian companies that provide the electricity service to the Northern districts of Jordan, 
and explaining the impact of this process on the job involvement of the employees of this company. 
The results have shown that the level of practicing the staffing process according to the procedures re-
quired was not sufficient, which may deprive the company from getting the required quality of employ-
eese, specially those whose characteristics correspond to the requirements of the job they will occupy. 
Respondents indicated that the company does not adequately examine and accept staffing applications 
based on the qualifications, specialization, and skills required to fill the vacant jobs. The respondents 
indicated also that the company does not perform all the required tests in the selection process and in 
conducting interviews as required, and the company does not adopt a sufficient trial period for the new 
employee nor holds training programs to prepare and direct the newly appointed employee. This can be 
attributed to the organizations’ weak interest in the effectiveness of the staffing process by the people re-
sponsible for the human resources management; this is in agreement with Nadim (2008), Al-Farra and 
Al-Za’nun (2008), Jarghon (2009), Najadat (2014), Al-Shurman (2015) who revealed that the practicing 
of the staffing process in the surveyed organizations was not in the required level.

The results also showed that the level of the job involvement of employees was not at the level that would 
help the organization to obtain the benefits achieved by this type of behavioral outcomes, most important 
of which is increasing the satisfaction of employees, reducing the rate of leaving jobs and increasing pro-
ductivity. This can be attributed to many challenges the most organizations still face with regard to the role 
that can be played by staffing process, the staffing process as the previous studies stated can often performed 
unprofessionally, not taking into account specialization, scientific qualification, experience, which may cre-
ate a mismatch between selected individuals and the jobs; this will lead to reducing the appearance of many 
positive behavioral outcomes such as job involvement (Nadim, 2008; Al-Farra & Al-Za’nun, 2008; Jarghon, 
2009). This is in agreement with Singh and Gupta (2015) who stated that there is a decrease in the employees’ 
job involvement. 

In addition, the results indicated that there was an impact for the staffing process on the job involvement of 
employees; this is in agreement with Memon, Salleh and Baharom (2014) who stated that person-job fit be-
tween an individual’s attributes and their surroundings, which is considered one of the criteria that must be 
included by all staffing practices can increases the positive emotions, attitudes and behaviors, when fit occurs, 
consequently it generates work-related positive attitudinal and behavioral outcomes. This result is consistent 
also with Alsaedi and Akar (2010), Abutayeh and Al-qatawneh (2012) who revealed a positive correlation 
between effective staffing and job involvement; effective staffing, as mentioned in some studies, achieves a fit 
between the employee and his job (Chatman, 1989; Rynes & Gerhart, 1989; Bowen et al., 1991; Judge & Ferris, 
1992; Sekiguchi, 2007). Furthermore, the empirical evidence indicated that the fit between the employee and 
the job, which is one of the criteria of the staffing process leads to an increase in the employee’s involvement 
in his job and the deeply involved employees are considered an important asset for the proper performance 
of their functions and for success and survival in today’s rapidly changing environment (Hollenbeck, 1989; 
Bretz & Judge, 1994; Mgedezi, Toga, & Mjoli, 2014; Nwibere, 2014). 

MANAGERIAL IMPLICATIONS

One of the most important challenges faced by organizations today is the method of retaining talents; 
therefore, it became important that organizations understand the extent of employees’ adhere to the 



262

Problems and Perspectives in Management, Volume 17, Issue 2, 2019

http://dx.doi.org/10.21511/ppm.17(2).2019.19

job. Accordingly, the study aimed to help the management achieve the desired goals of the organization 
by identifying the most important behavioral outcomes of employees that enable it to achieve its goals 
efficiently and effectively, most important of which is the job involvement. Involved employees exert 
additional efforts in conducting their tasks and they not only become physically involved in their jobs, 
but also mentally and emotionally, and they make their jobs the focus of their lives. Based on this, the 
organization can best achieve its desired objectives through this type of employees. The attempt of the 
current study lies in identifying the most important factors that influence the involvement of employees, 
which were represented in identifying the impact of the staffing process on the job involvement. The 
procedures of staffing should focus on achieving the fit between the employee and his job through fo-
cusing on choosing employees whose knowledge, skills and abilities correspond to the requirements of 
vacant jobs and also through implementing different tests and selection interviews, which help choose 
the person whose properties fit the job requirements he wants to work in.

Furthermore, organizations need to provide job opportunities that not only correspond to the capabil-
ities of individuals, but also help meeting the needs of individuals and achieving their aspirations and 
desires. Thus, the staffing process must take into account the fit between the need and supply, which 
means that the selected employee should be given a career that helps satisfy his needs, desires and 
ambitions.

Organizations should also pay attention to the job design process where the focus is on designing jobs in 
a way that creates a challenge, and enables employees feel independence and joy during the job; in this 
method, the employee can be more involved and can work in an effective way.

REFERENCES

1. Abdallah, A., Obeidat, B., & 
Aqqad, N. (2017). An integrated 
model of job involvement, job 
satisfaction and organizational 
commitment: A structural 
analysis in Jordan’s banking 
sector. Communications and 
Network, 9(01), 28-53. https://doi.
org/10.4236/cn.2017.91002 

2. Abraham, C. (2005). Exploring 
determinants of job involvement: 
An empirical test among 
senior executives. International 
Journal of Manpower, 
26(5), 457-473. https://doi.
org/10.1108/01437720510615143 

3. Abutayeh, B., & Al-Qatawneh, 
M. (2012). The effect of human 
resource management practices 
on job involvement in selected 
private companies in Jordan. 
Canadian Social Science, 8(2), 
50-57. http://dx.doi.org/10.3968/j.
css.1923669720120802.2256 

4. Agusramadani, & Amalia, L. 
(2018). The influence of job 
involvement and job satisfaction 
toward employee turnover 
intention (Case in Indonesia 

Broadcasting). Journal of Business 
and Management, 20(5), 11-
18. Retrieved from http://www.
iosrjournals.org/iosr-jbm/pa-
pers/Vol20-issue5/Version-5/
B2005051118.pdf  

5. Al-Abadi, H., & Al-Jaf, W. (2012). 
Strategies of promoting the job 
involvement and its impact on 
achieving a high-performance 
level for business organizations: 
An exploratory study of a 
sample of employees in the Iraqi 
banking sector in Erbil. Retrieved 
from https://www.iasj.net/
iasj?func=fulltext&aId=63662

6. Al-Assaf, F. (2016). The impact 
of implementing human resource 
management strategies on job 
performance: A case study on 
Amman Civil Airport. Master 
thesis, Amman Arab University, 
Jordan.

7. AL-Badareen, R., & Al-Ghazzawi, 
H. (2018). Diversity training 
and its impact on the employees’ 
organizational commitment: 
job satisfaction as a moderating 
variable in the Classic Fashion 

Apparel Industry company. 
International Journal of Business 
and Management, 13(10), 116-128. 
https://doi.org/10.5539/ijbm.
v13n10p116 

8. Al-Bataineh, M., & Al-Mashakbeh, 
Z. (2010). Knowledge management 
between theory and practice. 
Jordan: Jalis Al-Zaman House of 
Publishing.

9. Al-Farra M., & Al-Za’nun, M. 
(2008). The reality of the selection 
and appointment policies 
in administrative jobs in the 
Palestinian National Authority 
ministries in the Gaza Strip. IUG 
Journal Humanities Research, 
16(2), 693-743. 

10. Al-Hiti, K. (2016). Human 
resources management: strategic 
approach. Wa’il House for 
Publishing and Distribution, 
Jordan.

11. Al-Rasheed, S. (2004). Towards 
a building of systematic 
framework for creativity and 
excellence of business in Arab 
organizations, the proceedings of 
the Fifth annual Arab conference 



263

Problems and Perspectives in Management, Volume 17, Issue 2, 2019

http://dx.doi.org/10.21511/ppm.17(2).2019.19

in the Administration. King Faisal 
University, Saudi Arabia.

12. Al-Saedi, M., & Akar, Z. (2010). 
The role of functional engagement 
in high performance analytical 
survey study in the Faculty of 
Management and Economics/
University of Karbala. Retrieved 
from http://drelsaidi.blogspot.
com/2015/08/blog-post_27.html 

13. Al-Salem, M., & Al-Salih, A. 
(2006). Human resources 
management: strategic approach. 
Modern Book House, Jordan.

14. Al-Salloum, T., & Al-Adailleh, A. 
(2013). Impact of the perception 
of organizational support on 
the organizational citizenship 
behavior among faculty members 
at King Saud University in Saudi 
Arabia: Field Study. Journal of 
Administrative Sciences, 25(1). 
Retrieved from https://search.
Mandumah.com/Record/466947 

15. Al-Salmi, A. (2008). Human 
resources management. Gharib 
House for printing and publishing, 
Egypt.

16. Al-Shurman, M. (2015). Job 
analysis and its’ impact in 
achieving the effectiveness of the 
staffing process at King Abdullah 
University Hospital. Master thesis, 
Jadara University, Jordan.

17. Aminuddin, A., & Yaacob, M. 
(2011). The effects of recruitment 
and promotion practices on 
employees’ job satisfaction in 
the local governments. Voice of 
Academia, 6(1), 11-22. Retrieved 
from https://kedah.uitm.edu.
my/v1/images/stories/voa/vol6_
no1_2011/11-22.pdf

18. Anand, V., Shanthanlakshmi, 
M., Srinivasan, G., Arunkumar, 
V., Icewarya, G., Nandhu, S., & 
Kamatchi, S. (2018). A study 
on effectiveness of recruitment 
organizational support in ITeS. 
International Journal of Pure 
and Applied Mathematics, 119(7), 
2755-2764. Retrieved from https://
acadpubl.eu/jsi/2018-119-7/
articles/7c/89.pdf

19. Anosh, M., Hamad, N., & Batool, 
A. (2014). Impact of Recruitment 
and selection of HR Department 
Practices. European Journal of 

Business and Management, 6(31), 
200-205. 

20. Barnoty, S. (2007). Human 
resources management. Wa’il 
House for Publishing and 
Distribution, Jordan.

21. Baruch, Y., Grimland, S., & 
Vigoda-Gadot, E. (2014). 
Professional vitality and career 
success: Mediation, age and 
outcomes. European Management 
Journal, 32(3), 518-527. https://doi.
org/10.1016/j.emj.2013.06.004 

22. Biswas, S., & Bhatnagar, J. (2013). 
Mediator analysis of employee 
engagement: Role of perceived 
organizational support, P-O Fit, 
Organizational Commitment 
and Job Satisfaction. The Journal 
for Decision Makers, 38(1), 27-
40. https://doi.o rg/10.1177%
2F0256090920130103 

23. Boon, C., Belschak, F., Den 
Hartog, D., & Pijnenburg, M. 
(2014). Perceived human resource 
management practices: Their 
effect on employee absenteeism 
and time allocation at work. 
Journal of Personnel Psychology, 
13(1), 21-33. https://doi.
org/10.1027/1866-5888/a000101 

24. Bowen, D., Ledford, G., & 
Nathan, B. (1991). Hiring 
for the organization, not the 
job. Academy of Management 
Executives, 5(4), 35-51. Retrieved 
from https://www.jstor.org/
stable/4165035?seq=1#page_scan_
tab_contents

25. Bretz, R., & Judge, T. (1994). 
Person–Organization fit and 
the theory of work adjustment: 
Implications for satisfaction, 
tenure and career success. Journal 
of Vocational Behavior, 44(1), 
32-54. https://doi.org/10.1006/
jvbe.1994.1003 

26. Cable, D., & DeRue, D. (2002). 
The convergent and discriminant 
validity of subjective fit 
perceptions. Journal of Applied 
Psychology, 87(5), 875-884. 
Retrieved from https://www.ncbi.
nlm.nih.gov/pubmed/12395812

27. Chatman, J. (1991). Matching 
people and organizations: 
Selection and socialization 
in public accounting firms. 

Administration Science Quarterly, 
36(3), 459-484. Retrieved 
from https://www.jstor.org/
stable/2393204?seq=1#page_scan_
tab_contents

28. Christian, M. S., Garza, A. S., & 
Slaughter, J. E. (2011). Work 
engagement: A quantitative review 
and test of its relations with task 
and contextual performance. 
Personnel Psychology, 64(1), 89-
136. http://dx.doi.org/10.1111/
j.1744-6570.2010.01203.x 

29. Cole, G. (2002). Personnel and 
human resources management. 
Educational Low-Priced 
Sponsored Texts with Continuum, 
London. 

30. DeCenzo, D. A., & Robbins, 
S. P. (2003). Personnel/Human 
Resources Management. New Delhi: 
Prentice Hall of.

31. DeCenzo, D. A., & Robbins, S. P. 
(2003). Personnel/human resources 
management. New Delhi: Prentice 
Hall of India Private Ltd. 

32. Dessler, G. (2014). Fundamental 
of human resource management. 
Pearson Education, New York.

33. Durra, A., & Al-Sabbagh, 
Z. (2008). Human resources 
management in the 21st century. 
Wa’il House for Publishing and 
Distribution, Jordan.

34. Ekwoaba, J., Ikeije, U., & 
Ufoma, N. (2015). The impact of 
recruitment and selection criteria 
on organizational performance. 
Global Journal of Human Resource 
Management, 3(2), 22-33. 

35. Flippo, E. (1984). Personnel 
management. McGraw-Hill Books, 
New York.

36. Florea, N., & Mihai, D. (2014). 
Analyzing the influence of IE 
factors on recruitment and 
selection performance using 
KALMAN filter. Journal of 
Science and Arts, 4(29), 299-320. 
Retrieved from https://docplayer.
net/28618759-Analyzing-the-
influence-of-ie-factors-on-re-
cruitment-and-selection-perfor-
mance-using-kalman-filter.html

37. Gamage, A. (2014). Recruitment 
and selection practices in 
manufacturing SMEs in Japan: An 



264

Problems and Perspectives in Management, Volume 17, Issue 2, 2019

http://dx.doi.org/10.21511/ppm.17(2).2019.19

analysis of the link with business 
performance. Ruhuna Journal of 
Management and Finance, 1(1), 
37-52. Retrieved from http://
www.mgt.ruh.ac.lk/rjmf/pdfs/
RJMF0101_JA_p37.pdf

38. Gupta, M., & Shaheen, M. (2017). 
Impact of work engagement on 
turnover intention: moderation 
by psychological capital in India. 
Business: Theory and Practice, 
18(1), 136-143. https://doi.
org/10.3846/btp.2017.014 

39. Hmoud, K., & Al-Khrisha, 
Y. (2015). Human resources 
management. Al-Massira House 
for Publishing and Distribution, 
Jordan.

40. Hoffman, B., & Woehr, D. 
(2006). A quantitative review 
of the relationship between 
person-organization fit and 
behavioral outcomes. Journal of 
Vocational Behavior, 68(3), 389-
399. http://dx.doi.org/10.1016/j.
jvb.2005.08.003 

41. Hollenbeck, J. (1989). Control 
theory and the perception of 
work environments: The effects 
of focus of attention on affective 
and behavioral reactions to 
work. Organizational Behavior 
and Human Decision Process, 
43(3), 406-430. https://doi.
org/10.1016/0749-5978(89)90045-
9 

42. Jarghon, E. (2009). The reality 
of the selection and appointment 
policy in the administrative jobs 
in the Ministry of Education and 
Higher Education in Gaza and 
its impact on the organizational 
loyalty. Master thesis, the Islamic 
University, Gaza, Palestine.

43. Judeh, M. (2015). Human 
resources management: strategic 
approach. Wa’il House for 
Publishing and Distribution, 
Jordan.

44. Judge, T., & Ferris, G. (1992). The 
elusive criterion of fit in human 
resource staffing decisions. 
Human Resources Planning, 15(4), 
47-67. Retrieved from https://
www.researchgate.net/publica-
tion/242075450_The_Elusive_Cri-
terion_of_Fit_in_Human_Re-
sources_Staffing_Decisions

45. Kanungo, R. (1979). The concepts 
of alienation and involvement 
revisited. Psychological Bulletin, 
86(1), 119-138. http://dx.doi.
org/10.1037/0033-2909.86.1.119 

46. Khan, K., & Nemati, A. (2011). 
Impact of job involvement on 
employee’s satisfaction: A study 
based doctors working at Riphah 
International University Teaching 
Hospitals in Pakistan. African 
Journal of Business Management, 
5(6), 2241-2246. Retrieved from 
http://citeseerx.ist.psu.edu/view-
doc/download?doi=10.1.1.1032.12
70&rep=rep1&type=pdf

47. Khan, T., Jam, F., Akbar, A., 
Khan, M., & Hijazi, S. (2011). 
Job involvement as predictor 
of employee commitment: 
Evidence from Pakistan. 
International Journal of Business 
and Management, 6(4), 252-262. 
https://doi.org/10.5539/ijbm.
v6n4p252 

48. Kim, T., Aryee, S., Loi, R., & Kim, 
S. (2013). Person-Organization 
fit and employee work outcomes: 
test of social exchange model. The 
International Journal of Human 
Resource Management, 24(19), 
3719-3737. Retrieved from 
https://www.researchgate.net/
publication/259978848_Person-
Organization_Fit_and_Employ-
ee_Work_Outcomes_Test_of_So-
cial_Exchange_Model

49. Kirstof-Brown, A. L., Zimmerman, 
R., & Johnson, E. (2005). 
Consequences of individuals’ fit at 
work: A meta-analysis of person-
job person-organization, person-
group and person-supervisor fit. 
Personnel Psychology, 58(2), 281-
342. http://dx.doi.org/10.1111/
j.1744-6570.2005.00672.x

50. Kular, S., Gatenby, M., Rees, Ch., 
& Soane, E. (2008). Employee 
engagement: A literature review 
(Kingston University, working 
paper series No. 19). Retrieved 
from https://eprints.kingston.
ac.uk/4192/1/19wempen.pdf

51. Lavelle, J., Rupp, D., & Brockner, 
J. (2007). Taking a multifoci 
approach to the study of justice, 
social exchange, and citizenship 
behavior: The target similarity 
model. Journal of Management, 

33, 841-866. https://doi.or-
g/10.1177%2F0149206307307635 

52. Liao, C. H., & Lee, C. H. (2009). 
An empirical study of employee 
job involvement and personality 
traits: The case of Taiwan. Journal 
of Economics and Management, 
3(1), 22-36. Retrieved from 
https://www.researchgate.net/
publication/240618422_An_Em-
pirical_Study_of_Employee_Job_
Involvement_and_Personality_
Traits_The_Case_of_Taiwan

53. Madi, A. (2014). Impact of 
organizational support on 
developing the job involvement 
among employees in the UNRWA’s 
Gaza regional office. Master thesis, 
the Islamic University, Gaza, 
Palestine.

54. Mbugua, G., Waiganjo, E., & 
Njeru, A. (2015). Relationship 
between Strategic Recruitment 
and Employee Retention in 
Commercial Banks in Kenya. 
International Journal of Business 
Administration, 6(1), 87-97. 
Retrieved from http://www.sciedu.
ca/journal/index.php/ijba/article/
view/6299

55. Memon, M., Salleh, R., & 
Baharom, M. N. (2015). 
Linking person-job fit, person-
organization fit, employee 
engagement and turnover 
intention: A three-step conceptual 
model. Asian Social Science, 11(2), 
313-320. https://doi.org/10.5539/
ass.v11n2p313 

56. Meyer, J., Stanley, D., Herscovitch, 
L., & Topolnytsky, L. (2002). 
Affective, continuance, and 
normative commitment to the 
organization: A meta-analysis 
of antecedents, correlates 
and consequences. Journal 
of Vocational Behavior, 61(1), 
20-52. https://doi.org/10.1006/
jvbe.2001.1842 

57. Mgedezi, S., Toga, R., & Mjoli, T. 
(2014) Intrinsic motivation and 
job involvement on employee 
retention: Case study – a selection 
of Eastern Cape Government 
Departments. Mediterranean 
Journal of Social Sciences, 
5(20), 2119-2126. https://
doi.org/10.5901/mjss.2014.
v5n20p2119



265

Problems and Perspectives in Management, Volume 17, Issue 2, 2019

http://dx.doi.org/10.21511/ppm.17(2).2019.19

58. Morrison, E. W. (1996). 
Organizational citizenship 
behavior as a critical link between 
HRM practices and service quality. 
Human Resource Management, 
35(4), 493-512. https://doi.
org/10.1002/(SICI)1099-
050X(199624)35:4%3C493::AID-
HRM4%3E3.0.CO;2-R 

59. Nadim, Z. (2008). Impact of 
selection and appointment process 
on reducing the job turnover: 
Case study at the Iraqi Middle 
East investment bank. Baghdad, 
Mansour University College. 
Retrieved from http://www.iasj.
net/iasj?func=fulltext&aId=52375 

60. Najadat, M. (2014). Human 
resources planning and its impact 
in achieving the effectiveness of 
staffing process at King Abdullah 
University Hospital. Master thesis, 
Jadara University, Jordan.

61. Nasurdin, A., Ahmad, N., & 
Tan, C. H. (2016). The role of 
staffing and orientation practices 
in predicting service-oriented 
organizational citizenship 
behavior. Asian Academy of 
Management Journal, 21(2), 
27-51. https://doi.org/10.21315/
aamj2016.21.2.2 

62. Nwibere, B. (2014). Interactive 
relationship between job 
involvement, job satisfaction, 
organizational citizenship 
behavior, and organizational 
commitment in Nigerian 
Universities. International Journal 
of Management and Sustainability, 
3(6), 321-340. Retrieved from 
https://ideas.repec.org/a/pkp/
ijomas/2014p321-340.html

63. Ojochide, M., Charity, E., & 
Cletus, O. (2017). Personnel 
selection and person-organization, 
job-fit, implication for employees’ 
performance in Nigeria. 
International Journal of scientific 
Research and Management, 5(11), 
7361-7369. Retrieved from https://
www.researchgate.net/publica-
tion/321304863_Personnel_Selec-
tion_and_Person-Organization_
Job-Fit_Implication_for_Employ-
ees’_Performance_in_Nigeria

64. Op den Kamp, E., Tims, M., 
Bakker, A., & Demerouti, 
E. (2018). Proactive vitality 

management in the work context: 
Development and validation of a 
new instrument. European Journal 
of Work and Organizational 
Psychology, 27(4), 493-505. 
https://doi.org/10.1080/135943
2X.2018.1483915 

65. Organ, D. W (1998). 
Organizational citizenship behavior: 
The good soldier syndrome. 
Lexington, USA.

66. Pangemanan, M. (2015). The 
impact of staffing, training and 
development, performance 
management on organizational 
commitment AT PT. BTN 
(PERSERO) TBK. MANADO. 
Journal emba, 3(1), 173-182. 
Retrieved from https://www.
semanticscholar.org/paper/
THE-IMPACT-OF-STAFFING-
%2C-TRAINING-AND-DEVEL-
OPMENT-%2C-Pangemanan/
c5b467737b7f240fc99a9a9268e38d2d-
47dadcdf

67. Parsa, H., Tesone, D., & 
Templeton, A. (2009). All 
employees are not created equal: 
An alternative method of assessing 
employee turnover. Journal of 
Foodservice Business Research, 
12, 317-330. Retrieved from 
https://www.researchgate.net/
publication/258331130_All_em-
ployees_are_not_created_equal_
An_alternative_method_of_as-
sessing_employee_turnover

68. Porter, M. (2008). On Competition, 
updated and expanded edition. 
Boston Harvard Business School 
Publishing, Boston.

69. Rao, P., & Rao, V. (1990). 
Personnel/human resources 
management: Text, cases and 
games. Komark, Delhi. 

70. Rhoades, L., & Eisenberger, R. 
(2002). Perceived organizational 
support: A review of the literature. 
Journal of Applied Psychology, 
87(4), 698-714. http://dx.doi.
org/10.1037//0021-9010.87.4.698 

71. Rizwan, M., Khan, D., & Saboor, 
S. (2011). Relationship of job 
involvement with employee 
performance: Moderating role 
of attitude. European Journal of 
Business and Management, 3(8), 
77-85. Retrieved from https://iiste.
org/Journals/index.php/EJBM/
article/view/603

72. Rynes, S., & Gerhart, B. (1990). 
Interviewer assessments of 
applicant “fit”: An exploratory 
investigation. Personnel 
Psychology, 43(1), 13-35. https://
doi.org/10.1111/j.1744-6570.1990.
tb02004.x 

73. Salman, A. (2004). Impact of 
job pressures on organizational 
affiliation, implementation on the 
Ain Shams University Hospitals. 
Master thesis, Ain Shams 
University, Egypt. 

74. Schneider, B. (1987). The people 
make the place. Personnel 
psychology, 40(3), 437-453. https://
doi.org/10.1111/j.1744-6570.1987.
tb00609.x 

75. Sekaran, U., & Bougie, R. (2010). 
Research methods for business: 
A skill-building approach. 
Haddington: John Wiley & Sons.

76. Sekiguchi, T. (2007). A 
contingency perspective of the 
important of PJ fit and PO fit 
in employee selection. Journal 
of Managerial psychology, 
22(2), 118-131. https://doi.
org/10.1108/02683940710726384 

77. Settoon, R., Bennett, N., & 
Liden, R. (1996). Social exchange 
in organizations: Perceived 
organizational support, leader 

– member exchange, and 
employee reciprocity. Journal 
of Applied Psychology, 81(3), 
219-227. Retrieved from 
https://www.researchgate.net/
publication/232537647_So-
cial_Exchange_in_Organizations_
Perceived_Organizational_Sup-
port_Leader-Member_Exchange_
and_Employee_Reciprocity

78. Shahri, M. (2010). Organizational 
citizenship behavior, relation and 
impact on directing Jordanian 
telecom companies towards 
performance from the perspective 
of employees. Master thesis, 
Yarmouk University, Jordan.

79. Shore, L., Tetrick, L., Lynch, 
P., & Barksdale, K. (2006). 
Social and economic exchange: 
Construct development and 
validation. Journal of Applied 
Social Psychology, 36(4), 837-867. 
https://doi.org/10.1111/j.0021-
9029.2006.00046.x 



266

Problems and Perspectives in Management, Volume 17, Issue 2, 2019

http://dx.doi.org/10.21511/ppm.17(2).2019.19

80. Singh, A., & Gupta, B. (2015). 
Job involvement, organizational 
commitment, professional 
commitment, and team 
commitment. Benchmarking an 
International Journal, 22(6), 1192-
1211. https://doi.org/10.1108/BIJ-
01-2014-0007 

81. Snape, E., & Redman, T. (2010). 
HRM practices, organizational 
citizenship behavior, and 
performance: A multi-level 
analysis. Journal of Management 
Studies, 47(7), 1219-1247. http://
dx.doi.org/10.1111/j.1467-
6486.2010.00911.x 

82. Sule, O., & Elizabeth, U. (2013). 
Impact of personal recruitment 
on organizational development: 
A survey of selected Nigerian 
workplace. International Journal of 
Business Administration, 4(2), 79-
103. Retrieved from http://www.
sciedu.ca/journal/index.php/ijba/
article/view/2585

83. Sweem, S. (2009). Leveraging 
employee engagement through 

a talent management strategy: 
Optimizing human capital through 
human resources and organization 
development strategy in a field 
study. Doctoral Dissertation, 
Benedictine University, Lisle, USA.

84. Tummers, L., Steijn, B., Nevicka, 
B., & Heerema, M. (2016). The 
effects of leadership and job 
autonomy on vitality: Survey and 
experimental evidence. Review of 
Public Personnel Administration, 
1-23. Retrieved from https://
www.researchgate.net/publica-
tion/291370117 

85. Uygur, A., & Kilic, G. (2009). 
A study into organizational 
commitment and job involvement: 
An application towards the 
personnel in the central 
organization for ministry of 
health in Turkey. Ozean Journal 
of Applied Sciences, 2(1), 113-
125. Retrieved from http://agris.
fao.org/agris-search/search.
do?recordID=TR2016015134

86. Wayne, S., Shore, L., & Liden, R. 
(1997). Perceived organizational 

support and leader-member 

exchange: A social exchange 

perspective. Academy of 

Management Journal, 40(1), 

82-111. Retrieved from https://

www.jstor.org/stable/pdf/257021.

pdf?seq=1#page_scan_tab_con-

tents

87. Werang, B., & Agung, A. (2017). 

Teachers’ job satisfaction, 

organizational commitment, and 

performance in Indonesia: A 

study from Merauke District, 

Papua. International Journal of 

Development and Sustainability, 

6(8), 700-711. Retrieved from 

https://www.researchgate.net/

publication/320842214_Teach-

ers’_job_satisfaction_organiza-

tional_commitment_and_perfor-

mance_in_Indonesia_A_Study_

from_Merauke_District_Papua

88. Wilson, J. (2005). Human resource 

development: Learning & training 

for individuals & organizations. 

Kogan Page, London.


	“Human resources staffing process and its impact on job involvement: Irbid District Electricity Company as a case study”
	_GoBack
	_Hlk521230189

