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Abstract

Objective and subjective criteria are essential measures of organizational success. 
However, prior studies ignored these criteria when assessing employees’ career success. 
This study aims to examine the impact of HRM practices and employee behavior on 
career success for employees in the Greater Amman Municipality. This study adopted 
a survey for data collection, as 375 questionnaires were distributed to employees work-
ing at Greater Amman Municipality in Jordan. Four weeks were given to respondents 
to complete the survey. After the allotted time had passed, 246 questionnaires had been 
gathered, with a response rate of 65.6%. Of these, 246 questionnaires were deemed 
suitable for further analysis. Convenience sampling has been used as a key technique 
for collecting data. For data analysis, SPSS (version 25) and SmartPLS (version 3.3.9) 
statistical software were used. The findings indicated that objective and subjective cri-
teria significantly affect career success. The results also showed that HRM practices and 
employee behavior significantly and positively influenced career success. Furthermore, 
employee behavior mediated the relationship between HRM practices and career suc-
cess. Since each facet reflects a significant and distinctive component of career success, 
academics and researchers should focus on both the objective and subjective dimen-
sions of career success.
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INTRODUCTION 

Individuals naturally want to succeed in their careers; the type of suc-
cess they experience relies on their expectations (Chauhan et al., 2022). 
From the perspectives of both employees and employers, career suc-
cess is crucial (Spurk et al., 2019). As a result, everyone who wants to 
succeed in their career is interested in this topic (Zhao et al., 2021). 
Employees and management will find developing more powerful ca-
reer success strategies simple by learning the elements contributing 
to career success (Wu et al., 2022). To achieve career success, individ-
uals need to set clear and realistic goals, develop the necessary skills 
and knowledge, and take actions that align with their goals. It is also 
important to be aware of industry trends and be prepared to adapt to 
changes in the job market. Moreover, networking and building strong 
relationships with colleagues and mentors can also be beneficial in 
advancing an employee’s career.

The Greater Amman Municipality seeks to achieve career success for 
employees in order to maintain them and improve their outputs. The 
reason for this seeks is that a successful career can lead to financial 
stability, allowing individuals to meet their basic needs, save for the 
future, and enjoy a comfortable lifestyle. A successful career can also 
provide a sense of purpose and personal fulfillment, as individuals feel 
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valued for their contributions. On the other hand, Effective and acceptable HRM practices aim to en-
hance an individual’s talents, skills, behaviors, and motivations and strike a balance between employees’ 
personal and professional life, which contributes to achieving their career success (Aburumman et al., 
2020). Moreover, HRM practices represent the duties and choices linked to hiring, developing, inspir-
ing, and motivating employees while arranging the functional relationships necessary to maximize 
productivity and meet corporate goals (Malik & Lenka, 2020). Therefore, this study aims to examine 
the impact of HRM practices and employee behavior on career success for employees in the Greater 
Amman Municipality. 

1. LITERATURE REVIEW  

AND HYPOTHESES

Academic researchers have extensively examined 
the career success of employees. For example, 
Hughes (1937) analyzed objective and subjective 
career success. Abele and Spurk (2009), Arthur et 
al. (2005), Ng et al. (2005), and Spurk et al. (2019) 
were more concerned with the linked components 
of career success and their subjective components 
than their objective components. Ebner and Paul 
(2022) and Golden and Eddleston (2020) avoid dis-
cussing objective career success. Ng et al. (2005) 
determined both objective and subjective out-
comes crucial. Additionally, motivational factors, 
basic values, and beliefs directly influence the abil-
ity to succeed in an employee’s career (Haenggli & 
Hirschi, 2020).

Individuals expect to succeed in their careers, and 
their expectations determine the degree of that 
achievement (Golden & Eddleston, 2020). The 
potential of employers to establish successful ca-
reers needs to be addressed (Spurk et al., 2019). 
However, employers can implement programs to 
enhance employee success (Aburumman et al., 
2020). HRM practices are crucial because they 
may directly or indirectly affect employees’ career 
success (Khan et al., 2015). Stumpf et al. (2010) ob-
served a discrepancy between reality and the for-
mal standards that result from HRM practices. A 
strong sense of unfairness may occur, detrimen-
tally influencing the objective and subjective sides 
of career success (Klendauer & Deller, 2009). 

In order to create motivation, achievement, and 
career happiness, management should use HRM 
practices to promote a healthy and friendly work-
place atmosphere (Nayyab et al., 2011; Salleh et 
al., 2020). Individuals who meet their needs and 
expectations have higher levels of career success 

(Akkermans & Tims, 2017); however, those who 
have their skills and knowledge developed more 
or less will still have a good or adverse effect on 
success at work (Kats et al., 2010). Furthermore, 
high compensation, suitable training, and devel-
opment initiatives that advance career develop-
ment positively affect both objective and subjec-
tive measures of career success (Aldoghan et al., 
2022; Tremblay et al., 2014).

The investments in HRM practices create human 
capital that is intimately related to the organiza-
tion, lowers the likelihood that they will leave, and 
improves attitude about their jobs (N. Takeuchi & 
T. Takeuchi, 2013). Tinti et al. (2017) indicated a 
significant impact of HRM practices on employee 
behavior, as HRM practices affect the dissemina-
tion of organizational image and creative sugges-
tions from employee behavior agents. Moreover, 
Shen and Benson (2016) confirmed a positive re-
lationship between HRM practices and extra-role 
behaviors that play an additional role and are fully 
mediated in their relationships through organiza-
tional identification. 

According to Ababneh (2021), firms should focus 
more on honest performance appraisal systems 
and various rewards based on fair criteria if they 
want to change employee behavior. HRM practic-
es, including hiring processes, training programs, 
performance reviews, rewards, pay, and career 
possibilities, significantly reinforce and improve 
employee behavior and increase their enthusiasm 
(Rubel et al., 2018; Saeed et al., 2019).

Employee behavior is essential because it di-
rectly affects the workgroup’s productivity, em-
ployee success, and organizational development 
(Pellegrini et al., 2018). It also improves organ-
izational performance and efficiency by foster-
ing resource sharing, creativity, and adaptation 
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(Ababneh, 2021). Employees pass through their 
careers in exploration, establishment, mainte-
nance, and decline career stages (Hu et al., 2014). 

Making the best career decision is a concern 
for workers in the exploration period (Lumpkin, 
2014). Employees who are just starting out are 
eager to build a career with their companies and 
place a strong emphasis on achievement at work 
(Coombs et al., 2018). Employees in the main-
tenance stage continue to contribute to their 
companies but are also preoccupied with mat-
ters outside of work (Lumpkin, 2014). In the de-
cline stage, they spend time and effort planning 
for their lives after leaving their current jobs be-
cause they will soon quit their firms (Coombs et 
al., 2018). According to social exchange theory, 
there is an exchange between people, and em-
ployees reciprocate in terms of how they per-
ceive and behave in response to treatment from 
their employers (Cropanzano & Mitchell, 2005). 
Employee returns can be realized through their 
positive attitudes and extracurricular actions, 
which contribute to their success when they be-
lieve that their organization cares about their 
well-being and socially responsible activities 
(Liaquat & Mehmood, 2017).

This study targets employees at the Greater 
Amman Municipality in Jordan. The paper pro-
poses that employee behavior mediates the rela-
tionship between HRM practices and career suc-
cess. This notion may be regarded as one of the 
social cognitive career theory’s premises (Lent et 
al., 2002). Lent and Brown (2008) and Schoenfeld 
et al. (2017) showed numerous implications of the 

social cognitive career theory to support career 
success. This framework (Figure 1) highlights so-
cial cognitive factors that enable employees to ex-
ercise their own control over the success of their 
careers, where they set goals for themselves and 
modify their behavior in accordance with those 
goals, such as career opportunities, compensation, 
performance, training, and growth. 

This study uses social cognitive career theory to 
assess the effect of the relationship between HRM 
practices and employee behavior on objective and 
subjective aspects of career success. Following the 
literature review, this study suggests the following 
hypotheses:

H1: HRM practices positively affect career 
success. 

H2: HRM practices positively affect employee 
behavior.

H3: Employee behavior positively affects career 
success.

H4: Employee behavior mediates the relationship 
between HRM practices and career success.

2. METHODS

This study adopted a survey for data collec-
tion. The paper targeted 11,229 employees work-
ing at Greater Amman Municipality in Jordan. 
Convenience sampling was an essential tech-
nique for collecting the data. 375 questionnaires 

Figure 1. Theoretical framework

H2

Employee behavior

Compensation

Performance appraisal

Career opportunities

Training and development

HRM Practices Career success

Subjective career success

Objective career success
H1

H3H4
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were distributed to employees working at Greater 
Amman Municipality in Jordan. Four weeks were 
given to respondents to complete the survey. After 
the allotted time had passed, 246 questionnaires 
had been gathered, with a response rate of 65.6%. 
As a result, 246 questionnaires were deemed suita-
ble for further analysis. This rate is consistent with 
Kline (2015) that a sample size of 200 or more is 
appropriate for further analysis.

The study measured HRM practice with four di-
mensions: career opportunities, compensation, 
performance appraisal, and training and de-
velopment (Aburumman et al., 2023b; Buller & 
McEvoy, 2016; Huselid, 1995). Employee behavior 
consists of four items (Organ & Konovsky, 1989). 
Career success comprises two dimensions: objec-
tive career success and subjective career success 
(Aburumman et al., 2023b). All of these items were 
measured using a 5-point Likert-type scale, where 

“1: Strongly Disagree”, “2: Disagree”, “3: Neutral”, 
“4: Agree”, and “5: Strongly Agree”.

The data analysis was started using the statistical 
software SPSS (version 25) in order to demograph-
ic information analysis and descriptive analysis. 
Then, SmartPLS (version 3.3.9) has been employed 
to assessment of measurement model and struc-
tural model (hypotheses test). Hair et al. (2019, 
p. 5) pointed out that there are many reasons to 
use SmartPLS are: “When the structural model is 
complex and includes many constructs, indicators 
and/ or model relationships; when the research 
objective is to better understand increasing com-
plexity by exploring theoretical extensions of es-
tablished theories (exploratory research for theory 
development); when the path model includes one 
or more formatively measured constructs; when 
the research consists of financial ratios or similar 
types of data artifacts”.

3. RESULTS

Table 1 presents the demographic statistics. Out 
of respondents, 59.3% were male, and 40.7% were 
female. In terms of age, the largest group of re-
spondents was between 41-50 (33.3%), followed 
by 31-40 years (31.7%), 21-30 years (25.2%), more 
than 51 years (8.5%), and less than 20 years (1.2%). 
Regarding marital status, 60.2% were married, 

35.4% were single, 3.3% were divorced, and 1.2% 
were widows/widowers. Next, 46.7% of respond-
ents had 1-10 years of experience, 37.4% – 11-20 
years, 13% – more than 20 years, and 2.8% had 
less than one year. Concerning academic qualifi-
cations, most respondents were undergraduates 
(55.3%), with 28.5% having a postgraduate and 
16.3% a diploma degree.

Table 1. Demographic information

Construct Category Frequency Percentage (%)

Gender

Male 146 59.3

Female 100 40.7

Total 246 100.0

Age

Less than 20 years 3 1.2

21-30 62 25.2

31-40 78 31.7

41-50 82 33.4

More than 51 years 21 8.5

Total 246 100.0

Status

Single 87 35.4

Married 149 60.6

Divorced 7 2.8

Widow/Widower 3 1.2

Total 246 100.0

Working 

experience

Less than 1 year 7 2.8

1-10 years 115 46.7

11-20 years 92 37.4

More than 20 years 32 13.1

Total 246 100.0

Education

Diploma 40 16.2

Undergraduate 136 55.3

Postgraduate 70 28.5

Total 246 100.0

The descriptive analysis of constructs reflects the re-
spondents’ perspective of the research topic (Sekaran 
& Bougie, 2016). Table 2 shows the descriptive anal-
ysis, including MS, SD, and variance. Career op-
portunities showed 3.352 for MS, 1.156 for SD, and 
1.337 for variance. Compensation got 3.898 for MS, 
0.833 for SD, and 0.694 for variance. Performance 
appraisal obtained 3.989 for MS, 0.850 for SD, and 
0.723 for variance. Training and development ac-
quired 3.625 for MS, 0.979 for SD, and 0.960 for 
variance. Employee behavior showed 3.341 for MS, 
1.127 for SD, and 1.271 for variance. Objective career 
success got 3.438 for MS, 1.046 for SD, and 1.095 for 
variance. Finally, subjective career success obtained 
3.112 for MS, 1.162 for SD, and 1.352 for variance. 
Thus, all constructs have more than an acceptable 
level of implementation from the respondents’ per-
spective (Sekaran & Bougie, 2016).
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The study used SmartPLS (version 3.3.9) to check 
the measurement and structural models. The 
measurement model evaluated internal consisten-
cy reliability, convergent validity, and discriminant 
validity. According to Table 3, all items were valid 
because their loadings ranged from 0.729 to 0.932, 
following the recommendations of Aburumman 
et al. (2023a). Additionally, Cronbach’s alpha val-
ues for all components were between 0.823 and 
0.926, and values for composite reliability were 
between 0.884 and 0.944. Thus, these findings 
align with Hair et al. (2019), who claimed that ac-
ceptable Cronbach’s alpha and composite reliabil-

ity values should fall between 0.70 and 0.95. Next, 
Table 3 shows that the average variance extract-
ed (AVE) for all constructs obtained values great-
er than the indicated threshold values of 0.50 and 
above (Aburumman et al., 2023a).

The paper used HTMT to assess discriminant va-
lidity. Henseler et al. (2015, p. 14) indicated that 
the new HTMT criteria, which are based on 
monotrait-heterotrait correlations, identify a lack 
of discriminant validity effectively, as evidenced 
by their high sensitivity rates. The main difference 
between the HTMT criteria lies in their specificity. 

Table 2. Descriptive analysis

Construct Mean Score (MS) Std. Deviation (SD) Variance

Career opportunities 3.352 1.156 1.337

Compensation 3.898 .833 .694

Performance appraisal 3.989 .850 .723

Training and development 3.625 .979 .960

Employee behavior 3.341 1.127 1.271

Objective career success 3.438 1.046 1.095

Subjective career success 3.112 1.162 1.352

Table 3. Consistency reliability and convergent validity

Construct Items Factor Loadings Cronbach’s Alpha Composite Reliability AVE

H
RM

 P
ra

cti
ce

s

Career Opportunities

COP1 0.791 0.895 0.928 0.763

COP2 0.903

COP3 0.898

COP4 0.897

Compensation

COM1 0.790 0.887 0.922 0.748

COM2 0.823

COM3 0.932

COM4 0.908

Performance Appraisal

PA1 0.829 0.856 0.903 0.699

PA2 0.878

PA3 0.775

PA4 0.859

Training and Development

T&D1 0.782 0.872 0.911 0.720

T&D2 0.863

T&D3 0.885

T&D4 0.860

Employee Behavior

EB1 0.767 0.884 0.921 0.745

EB2 0.893

EB3 0.892

EB4 0.893

C
a

re
e

r 
S

u
cc

e
ss

Objective Career Success

OCS1 0.825 0.823 0.884 0.657

OCS2 0.897

OCS3 0.783

OCS4 0.729

Subjective Career Success

SCS1 0.851 0.926 0.944 0.772

SCS2 0.893

SCS3 0.891

SCS4 0.881

SCS5 0.876
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Of the three approaches, HTMT 0.85 is the most 
conservative criterion, achieving the lowest spec-
ificity rates of all the simulation conditions. This 
means that HTMT of 0.85 can point to discrimi-
nant validity problems in research situations where 
HTMT of 0.90 and HTMT inference indicate that 
discriminant validity has been established. Table 
4 shows that the HTMT results for each construct 
were less than 0.85 and fell between the ranges of 
0.021 and 0.812 (Henseler et al., 2015).

Table 5 shows the assessment of the structural 
model (hypotheses testing). According to the find-
ings, HRM practices positively and directly affect 
career success (p-value = 0.000; 95% LL = 0.180; 
95% UL = 0.664) and employee behavior (p-value 
= 0.000; 95% LL = 0.305; 95% UL = 0.664); thus, 
H1 and H2 are supported. Furthermore, employee 
behavior positively and directly affects career suc-
cess (p-value = 0.000; 95% LL = 0.287; 95% UL = 
0.727), confirming H3. Finally, employee behavior 
mediated the relationship between HRM practic-
es and career success (p-value = 0.002; 95% LL = 
0.141; 95% UL = 0.482), supporting H4.

4. DISCUSSION

The findings showed that HRM practices signifi-
cantly improve both the objective and subjective 
measures of career success. These results support 
Aburumman et al. (2020), Akkermans and Tims 
(2017), and Tremblay et al. (2014). Individuals who 

feel that HRM practices meet their wants and ex-
pectations have a higher level of career success; 
however, less developed skills and knowledge will 
either favorably or negatively affect career success. 
Remuneration, opportunity, and performance 
appraisal systems based on impartial and objec-
tive standards reduce prejudice in the workplace, 
boost employee productivity and loyalty, and raise 
the bar for career success for each individual. 

HRM practices significantly and positively affect 
employee behavior. These results are consistent 
with Ababneh (2021), Rubel et al. (2018), and Saeed 
et al. (2019). Investing in HRM procedures creates 
human capital that lowers the likelihood that em-
ployees would leave and improves their attitude 
toward their jobs. Moreover, employee behavior 
significantly and positively affects career success. 
These results align with Coombs et al. (2018), Hu 
et al. (2014), and Liaquat and Mehmood (2017).

Finally, the findings showed that from the per-
spective of employees working at Greater Amman 
Municipality in Jordan, employee behavior me-
diated the association between HRM practices 
and career success. This study offers several lim-
itations that need to be acknowledged. First, a 
survey questionnaire based on a cross-sectional 
study was used as the primary method for gather-
ing data. However, a longitudinal study may help 
get precise and thorough findings. As a result, this 
study advises looking at the study model while 
employing longitudinal study as the primary data 

Table 5. Hypotheses testing

No. Hypotheses Path Coefficient Standard Error t-value p-value
Confidence Interval

Decision
95% LL 95% UL

H1 HRMP→CS 0.465 0.119 3.901 0.000* 0.180 0.664 Supported

H2 HRMP→EB 0.530 0.095 5.564 0.000* 0.305 0.694 Supported

H3 EB→CS 0.496 0.110 4.523 0.000* 0.287 0.727 Supported

H4 HRMP→EB→CS 0.263 0.084 3.136 0.002* 0.141 0.482 Supported

Note: * p < 0.001; 5,000 bootstrap samples.

Table 4. HTMT test

Construct COP COM PA T&D EB OCS SCS

COP

COM 0.809

PA 0.774 0.379

T&D 0.719 0.425 0.573

EB 0.557 0.812 0.715 0.246

OCS 0.608 0.223 0.608 0.472 0.326

SCS 0.782 0.021 0.728 0.529 0.377 0.430



332

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.28

collection method. Additionally, the interview ap-
proach can help identify the factors that relate cor-
relations between the variables under study today. 

Second, because the Greater Amman Municipality 
in Jordan was the study’s primary subject, it is 
challenging to extrapolate the findings to other 

industries. Therefore, future studies should look 
at the model of this study in other industries, in-
cluding hospitals, hotels, and banks. Finally, fu-
ture studies may use other HRM practices, such 
as participation, human resource planning, job 
description, promotion, recruitment and selection, 
and teamwork.

CONCLUSION

This study assessed the impact of HRM practices and employee behavior on career success using a social 
cognitive career theory. The findings showed that HRM practices significantly improve career success. 
HRM practices significantly and positively affect employee behavior. Employee behavior significant-
ly and positively affects career success. Finally, from the perspective of employees working at Greater 
Amman Municipality in Jordan, employee behavior mediated the association between HRM practices 
and career success.

This study’s outer and inner model tests, conducted using the PLS-SEM methodology, showed that ob-
jective and subjective factors significantly determine career success. While the achievement and level 
of satisfaction reflect the subjective aspects of job success, the number of promotions and increases in 
annual compensation reflect the objective element of career success. Because each reflects an essential 
and distinctive component of career success, future research should consider subjective and objective 
career aspects of job success.

AUTHOR CONTRIBUTIONS 
Data curation: Mohammed Saram.
Formal analysis: Omar Jaber Aburumman.
Funding acquisition: Amani Hasan.
Investigation: Mohammed Saram.
Methodology: Mohammed Saram, Omar Jaber Aburumman.
Project administration: Amani Hasan.
Resources: Amani Hasan.
Software: Omar Jaber Aburumman.
Supervision: Amani Hasan.
Writing – original draft: Mohammed Saram, Omar Jaber Aburumman.
Writing – review & editing: Omar Jaber Aburumman, Amani Hasan.

REFERENCES

1. Ababneh, O. M. A. (2021). How 
do green HRM practices affect 
employees’ green behaviors? The 
role of employee engagement and 
personality attributes. Journal 
of Environmental Planning and 
Management, 64(7), 1204-1226. 
https://doi.org/10.1080/09640568.
2020.1814708 

2. Abele, A. E., & Spurk, D. (2009). 
How do objective and subjective 
career success interrelate over 

time? Journal of Occupational 
and Organizational Psychology, 
82(4), 803-824. https://doi.
org/10.1348/096317909X470924 

3. Aburumman, O. J., Omar, K., 
& Barhem, B. (2023b). Joint 
responsibility for careers. 
Employee Responsibilities and 
Rights Journal, 35, 29-50. https://
doi.org/10.1007/s10672-021-
09401-2

4. Aburumman, O. J., Omar, K., 
& Irianto, J. (2022). Best HRM 
practices: Evidence from private 
sector. International Journal 
of Procurement Management. 
https://doi.org/10.1504/
IJPM.2021.10043974 

5. Aburumman, O. J., Omar, K., 
Al Shbail, M., & Aldoghan, M. 
(2023a). How to deal with the 
results of PLS-SEM? In B. Alareeni 
& A. Hamdan (Eds.), Explore 



333

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.28

business, technology opportunities 
and challenges after the Covid-19 
pandemic (pp. 1196-1206). 
Springer, Cham. https://doi.
org/10.1007/978-3-031-08954-
1_101 

6. Aburumman, O., Salleh, A., 
Omar, K., & Abadi, M. (2020). 
The impact of human resource 
management practices and 
career satisfaction on employee’s 
turnover intention. Management 
Science Letters, 10(3), 641-652. 
http://dx.doi.org/10.5267/j.
msl.2019.9.015

7. Akkermans, J., & Tims, M. (2017). 
Crafting your career: How career 
competencies relate to career 
success via job crafting. Applied 
Psychology, 66(1), 168-195. https://
doi.org/10.1111/apps.12082 

8. Aldoghan, M., Aburumman, 
O. J., Omar, K., & Abdulwahid, 
N. A. (2022). The impact of 
key indicators on the overall 
performance of Saudi Arabian 
telecommunication companies. 
Problems and Perspectives in 
Management, 20(3), 192-203. 
http://dx.doi.org/10.21511/
ppm.20(3).2022.16 

9. Arthur, M. B., Khapova, S. N., & 
Wilderom, C. P. (2005). Career 
success in a boundaryless career 
world. Journal of Organizational 
Behavior, 26(2), 177-202. https://
doi.org/10.1002/job.290 

10. Buller, P. F., & McEvoy, G. M. 
(2016). A model for implementing 
a sustainability strategy through 
HRM practices. Business and 
Society Review, 121(4), 465-495. 
https://doi.org/10.1111/basr.12099 

11. Chapman, D. S., Uggerslev, K. L., 
Carroll, S. A., Piasentin, K. A., 
& Jones, D. A. (2005). Applicant 
attraction to organizations and 
job choice: A meta-analytic review 
of the correlates of recruiting 
outcomes. Journal of Applied 
Psychology, 90(5), 928-944. 
https://doi.org/10.1037/0021-
9010.90.5.928 

12. Chauhan, J., Mishra, G., & Bhakri, 
S. (2022). Perceived career success 
and career advancement of 
women: Challenges in the Indian 
IT industry. International Journal 
of Human Capital and Information 

Technology Professionals 
(IJHCITP), 13(1), 1-21. https://doi.
org/10.4018/IJHCITP.293231 

13. Coombs, A., DeLuca, C., 
LaPointe-McEwan, D., & Chalas, 
A. (2018). Changing approaches 
to classroom assessment: An 
empirical study across teacher 
career stages. Teaching and Teacher 
Education, 71, 134-144. https://
doi.org/10.1016/j.tate.2017.12.010 

14. Cropanzano, R., & Mitchell, 
M. S. (2005). Social exchange 
theory: An interdisciplinary 
review. Journal of Management, 
31(6), 874-900. https://doi.
org/10.1177/0149206305279602 

15. Dries, N., Pepermans, R., & 
Carlier, O. (2008). Career success: 
Constructing a multidimensional 
model. Journal of Vocational 
Behavior, 73(2), 254-267. https://
doi.org/10.1016/j.jvb.2008.05.005 

16. Ebner, K., & Paul, K. I. (2022). 
The career decision-making 
adaptability score: Exploration and 
validation of its predictive power 
for subjective and objective career 
success. International Journal 
for Educational and Vocational 
Guidance. https://doi.org/10.1007/
s10775-022-09540-4 

17. Golden, T. D., & Eddleston, 
K. A. (2020). Is there a price 
telecommuters pay? Examining 
the relationship between 
telecommuting and objective 
career success. Journal of 
Vocational Behavior, 116, 103348. 
https://doi.org/10.1016/j.
jvb.2019.103348 

18. Greenberg, J., Ashton-James, C. 
E., & Ashkanasy, N. M. (2007). 
Social comparison processes in 
organizations. Organizational 
Behavior and Human Decision 
Processes, 102(1), 22-41. 
https://doi.org/10.1016/j.ob-
hdp.2006.09.006 

19. Greenhaus, J. H., Parasuraman, 
S., & Wormley, W. M. (1990). 
Effects of race on organizational 
experiences, job performance 
evaluations, and career outcomes. 
Academy of Management 
Journal, 33(1), 64-86. https://doi.
org/10.2307/256352 

20. Haenggli, M., & Hirschi, A. 
(2020). Career adaptability and 
career success in the context 

of a broader career resources 
framework. Journal of vocational 
behavior, 119, 103414. https://doi.
org/10.1016/j.jvb.2020.103414 

21. Hair, J. F., Hult, G. T. M., Ringle, 
C., & Sarstedt, M. (2016). A primer 
on partial least squares structural 
equation modeling (PLS-SEM). 
Sage Publications.

22. Hair, J. F., Risher, J. J., Sarstedt, M., 
& Ringle, C. M. (2019). When to 
use and how to report the results 
of PLS-SEM. European Business 
Review, 31(1), 2-24. https://doi.
org/10.1108/EBR-11-2018-0203 

23. Hall, D. T., Lee, M. D., Kossek, 
E. E., & Heras, M. L. (2012). 
Pursuing career success while 
sustaining personal and family 
well-being: A study of reduced‐
load professionals over time. 
Journal of Social Issues, 68(4), 
742-766. https://doi.org/10.1111/
j.1540-4560.2012.01774.x 

24. Henseler, J., Ringle, C. M., 
& Sarstedt, M. (2015). A 
new criterion for assessing 
discriminant validity in variance-
based structural equation 
modeling. Journal of the Academy 
of Marketing Science, 43(1), 
115-135. https://doi.org/10.1007/
s11747-014-0403-8 

25. Hu, Z., Chen, C., & Liu, Z. 
(2014). How are collaboration 
and productivity correlated at 
various career stages of scientists? 
Scientometrics, 101(2), 1553-1564. 
https://doi.org/10.1007/s11192-
014-1323-6 

26. Hughes, E. C. (1937). Institutional 
office and the person. 
American Journal of Sociology, 
43(3), 404-413. https://doi.
org/10.1086/217711 

27. Huselid, M. A. (1995). The 
impact of human resource 
management practices on 
turnover, productivity, and 
corporate financial performance. 
Academy of Management Journal, 
38(3), 635-672. https://doi.
org/10.5465/256741 

28. Kats, M. M., Van Emmerik, I. H., 
Blenkinsopp, J., & Khapova, S. N. 
(2010). Exploring the associations 
of culture with careers and the 
mediating role of HR practices. 



334

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.28

Career Development International, 
15(4-5), 401-418. https://doi.
org/10.1108/13620431011066268 

29. Khan, Q. I., Shamsudin, A. S., & 
Ismail, M. S. (2015). The influence 
of career planning and HRM 
practices on career success of 
faculty members in public sector 
universities of Pakistan. Human 
Resource Management (HRM), 
5(12), 174-188. Retrieved from 
https://www.iiste.org/Journals/in-
dex.php/DCS/article/view/23108 

30. Kirchmeyer, C. (2006). The 
different effects of family on 
objective career success across 
gender: A test of alternative 
explanations. Journal of Vocational 
Behavior, 68(2), 323-346. https://
doi.org/10.1016/j.jvb.2005.05.002 

31. Klendauer, R., & Deller, J. 
(2009). Organizational justice 
and managerial commitment 
in corporate mergers. Journal 
of Managerial Psychology, 
24(1), 29-45. https://doi.
org/10.1108/02683940910922528 

32. Kline, R. B. (2015). Principles and 
practice of structural equation 
modeling. Guilford Publications.

33. Krejcie, R. V., & Morgan, D. W. 
(1970). Determining sample size 
for research activities. Educational 
and Psychological Measurement, 
30(3), 607-610. https://doi.
org/10.1177/001316447003000308 

34. Lent, R. W., & Brown, S. D. 
(2008). Social cognitive career 
theory and subjective well-
being in the context of work. 
Journal of Career Assessment, 
16(1), 6-21. https://doi.
org/10.1177/1069072707305769 

35. Lent, R. W., Brown, S. D., & 
Hackett, G. (2002). Social 
cognitive career theory. Career 
Choice and Development, 4(1), 
255-311.

36. Liaquat, M., & Mehmood, K. 
(2017). Organization citizenship 
behavior: Notion of social 
exchange theory. Journal of 
Business and Social Review in 
Emerging Economies, 3(2), 209-
216. https://doi.org/10.26710/
jbsee.v3i2.137 

37. Lumpkin, A. (2014). The role 
of organizational culture on 

and career stages of faculty. The 
Educational Forum, 78(2), 196-
205. https://doi.org/10.1080/00131
725.2013.878420 

38. Malik, P., & Lenka, U. (2020). 
Identifying HRM practices 
for disabling destructive 
deviance among public sector 
employees using content 
analysis. International Journal of 
Organizational Analysis, 28(3), 
719-744. https://doi.org/10.1108/
IJOA-02-2019-1658 

39. Nayyab, H., Hamid, M., Naseer, 
F., & Iqbal, M. (2011). The 
impact of HRM practices on 
the organizational performance. 
The study of banking sector 
in Okara, Punjab (Pakistan). 
Interdisciplinary Journal of 
Contemporary Research in 
Business, 3(3), 661-672.

40. Ng, T. W., Eby, L. T., Sorensen, 
K. L., & Feldman, D. C. (2005). 
Predictors of objective and 
subjective career success: 
A meta‐analysis. Personnel 
Psychology, 58(2), 367-408. 
https://doi.org/10.1111/j.1744-
6570.2005.00515.x 

41. Organ, D. W., & Konovsky, M. 
(1989). Cognitive versus affective 
determinants of organizational 
citizenship behavior. Journal of 
Applied Psychology, 74(1), 157-164. 
https://doi.org/10.1037/0021-
9010.74.1.157 

42. Pellegrini, C., Rizzi, F., & Frey, 
M. (2018). The role of sustainable 
human resource practices in 
influencing employee behavior for 
corporate sustainability. Business 
Strategy and the Environment, 
27(8), 1221-1232. https://doi.
org/10.1002/bse.2064 

43. Preacher, K. J., & Hayes, A. 
F. (2008). Asymptotic and 
resampling strategies for assessing 
and comparing indirect effects 
in multiple mediator models. 
Behavior Research Methods, 
40(3), 879-891. http://dx.doi.
org/10.3758/BRM.40.3.879 

44. Rubel, M. R. B., Rimi, N. N., 
Yusliza, M. Y., & Kee, D. M. H. 
(2018). High commitment human 
resource management practices 
and employee service behaviour: 
Trust in management as mediator. 

IIMB Management Review, 30(4), 

316-329. https://doi.org/10.1016/j.

iimb.2018.05.006 

45. Saeed, B. B., Afsar, B., Hafeez, 

S., Khan, I., Tahir, M., & Afridi, 

M. A. (2019). Promoting 

employee’s proenvironmental 

behavior through green human 

resource management practices. 

Corporate Social Responsibility 

and Environmental Management, 

26(2), 424-438. https://doi.

org/10.1002/csr.1694 

46. Salleh, A. M. M., Omar, K., 

Aburumman, O. J., Mat, N. 

H. N., & Almhairat, M. A. 

(2020). The impact of career 

planning and career satisfaction 

on employee’s turnover 

intention. Entrepreneurship and 

Sustainability Issues, 8(1), 218-

232. https://doi.org/10.9770/

jesi.2020.8.1(14) 

47. Schoenfeld, J., Segal, G., & Borgia, 

D. (2017). Social cognitive career 

theory and the goal of becoming 

a certified public accountant. 

Accounting Education, 26(2), 109-

126. http://dx.doi.org/10.1080/096

39284.2016.1274909 

48. Sekaran, U., & Bougie, R. (2016). 

Research methods for business: A 

skill building approach. John Wiley 

& Sons. 

49. Shen, J., & Benson, J. (2016). 

When CSR is a social norm: 

How socially responsible 

human resource management 

affects employee work behavior. 

Journal of Management, 

42(6), 1723-1746. https://doi.

org/10.1177/0149206314522300 

50. Spurk, D., Hirschi, A., & Dries, N. 

(2019). Antecedents and outcomes 

of objective versus subjective 

career success: Competing 

perspectives and future directions. 

Journal of Management, 

45(1), 35-69. https://doi.

org/10.1177/0149206318786563 

51. Stumpf, S. A., Doh, J. P., & Tymon, 

W. G. (2010). The strength of 

HR practices in India and their 

effects on employee career success, 

performance, and potential. 

Human Resource Management, 

49(3), 353-375. https://doi.

org/10.1002/hrm.20361 



335

Problems and Perspectives in Management, Volume 21, Issue 1, 2023

http://dx.doi.org/10.21511/ppm.21(1).2023.28

52. Takeuchi, N., & Takeuchi, 
T. (2013). Committed to the 
organization or the job? Effects 
of perceived HRM practices on 
employees’ behavioral outcomes in 
the Japanese healthcare industry. 
The International Journal of 
Human Resource Management, 
24(11), 2089-2106. https://doi.org/
10.1080/09585192.2013.767059 

53. Tinti, J. A., Venelli-Costa, L., 
Vieira, A. M., & Cappellozza, A. 
(2017). The impact of human 
resources policies and practices 
on organizational citizenship 
behaviors. Brazilian Business 

Review, 14(6), 636-653. https://doi.
org/10.15728/bbr.2017.14.6.6 

54. Tremblay, M., Dahan, J., & 
Gianecchini, M. (2014). The 
mediating influence of career 
success in relationship between 
career mobility criteria, career 
anchors and satisfaction with 
organization. Personnel Review, 
43(6), 818-844. https://doi.
org/10.1108/PR-08-2012-0138 

55. Wu, C., Zhang, L. Y., Zhang, X. 
Y., Du, Y. L., He, S. Z., Yu, L. R., 
Vhen, H-F., Shang, L., & Lang, 
H. J. (2022). Factors influencing 

career success of clinical nurses 
in northwestern China based 
on Kaleidoscope Career Model: 
Structural equation model. Journal 
of Nursing Management, 30(2), 
428-438. https://doi.org/10.1111/
jonm.13499 

56. Zhao, H., O’Connor, G., Wu, 
J., & Lumpkin, G. T. (2021). 
Age and entrepreneurial career 
success: A review and a meta-
analysis. Journal of Business 
Venturing, 36(1), 106007. 
https://doi.org/10.1016/j.jbus-
vent.2020.106007 


	“The impact of HRM practices and employee behavior on career success”

