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Abstract 
 

 

This research aims to determine the impact of human resources management 

strategies as an independent variable with sub-dimensions planning, recruitment, training, 

and motivation with organizational success as a dependent variable. The research problem 

lies in how human resources management strategies influence organizational success. 

This research will add scientific and cognitive value to the academic community, as its 

results can be utilized to develop these strategies and increase scientific knowledge of 

research variables. This paper relied on two main hypotheses: first, a statistically 

significant correlation exists between human resources strategies and organizational 

success. Second, there is a significant effect between human resources strategies and 

organizational success. Among the conclusions reached by the authors, there is a direct 

and fundamental impact of human resources strategies on organizational success. It was 

clarified by revealing the effect of the dimensions of human resources strategies on 

organizational success. Moreover, this paper presented a set of recommendations, the 

most significant being that organizations must define a clear human resources 

management strategy consistent with their organizational goals and vision and focus on 

recruiting and training competent employees and improving their performance. A total of 

40 questionnaires were distributed to a purposive sample of leaders at the General 

Company for Petrochemical Industries - School Supplies Factory. Based on the statistical 

program (SPSS), several statistical methods were utilized to analyze the data, including 

frequencies, percentages, arithmetic mean, standard deviation, correlation coefficient, and 

regression analysis. 
 

                                                                 
 

Introduction 

Human resources management strategies are among 

the most essential strategies influencing organizational 

success as they aim to improve employee performance and 

increase work effectiveness. These strategies include 

human resources planning, recruitment, motivation, and 

training. The problem lies in how to use these strategies to 

attract and employ appropriate and competent workers who 

suit the ambitions of their organizations. Do these 

strategies have an impact on the organization's success? 

What is the size of this impact, and what are these 

strategies? Human resources planning determines current 

and future labor needs and identifies the skills and 

experiences necessary to achieve the goals. Recruitment, 

for its part, attracts suitable candidates for the available 

jobs. In addition, the motivation strategy aims to motivate 

employees and increase their satisfaction with work. 

Finally, the training strategy develops employee skills and 

increases their ability to deal with practical challenges and 

requirements. In general, it can be said that adequate 

human resources strategies help enhance organizational 

success by attracting and selecting the right employees, 

motivating them, and developing their skills. It leads to 

increasing the organization's productivity and achieving set 

goals. This research dealt with a sample of the opinions of 

some leaders in the General Company for Petrochemical 

Industries and School Supplies Factory. A questionnaire 

was used to collect information from the targeted sample, 
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and statistical methods were used to determine frequencies, 

standard deviations, etc. The research included four 

sections; the first section dealt with the research 

methodology, while the second section was the theoretical 

aspect and included three subsections: the first was human 

resources management strategies, the second was 

organizational success, and the third was the relationship 

between the two variables. The third section discussed the 

practical aspects and the most important results. Finally, 

the fourth section included the most important conclusions 

and recommendations reached by the research  .  

First: the research problem: 

Practices have shown that human resources 

management in the organization faces current and future 

challenges due to globalization and its mechanisms and the 

rapid and successive technological developments that have 

brought about changes in the scope of work, skills, and 

capabilities required for human resources and differences 

in labor markets. For the human resources management in 

the organization to face the challenges, this requires 

employing qualified individuals who can face the 

challenges and fulfill the job requirements. To ensure the 

continued progress of the organization and its effective 

competition with other organizations and to achieve 

organizational success, it must adopt human resources 

management strategies successfully and effectively, among 

which are Strategies (Planning, employment, training, and 

motivation). Through the above, the primary problem can 

be shown more clearly by raising several questions: 

- What is the impact of human resources management 

strategies in achieving the organizational success of the 

organization? 

- What is the relationship between human resources 

management strategies and organizational success? 

- What is the reality of practicing human resources 

management strategies, and to what extent do they 

contribute to achieving organizational success? 

The importance of research 

1. This research deals with a vital and modern topic in the 

labor market, which is an attempt to identify the most 

important human resources management strategies and 

their impact on achieving organizational success. It is a 

topic that concerns all different institutions and 

companies, as human resources management is 

considered a key element in the success of any 

organization. 

2.  The research helps organizations better understand the 

importance of developing these strategies for managing 

human resources and adopting best practices, techniques, 

and methods, as well as the direct impact of these 

practices on achieving organizational success. 

3.  The research attempts to improve the organization's 

performance, increase its productivity, raise the quality 

of its services, reduce operating costs, and increase 

profits. 

4. They are adding scientific and cognitive value to the 

academic and organizational community, as the results of 

this research can be used to develop human resources 

management strategies and increase scientific 

understanding of the subject. Also, it can be used as a 

starting point for further studies on this or related topics, 

helping to improve our knowledge of developments in 

this field. 

Research objectives 

1. The primary goal of this research is to try to identify 

human resources management strategies and their role in 

achieving organizational success 

2. Analyze the human resources management strategies 

used in organizations and evaluate their impact on 

achieving organizational success. 

3. Study the relationship between human resources 

management strategies and achieving organizational 

success in the researched company. 

4. Identify human resources management's challenges in 

achieving organizational success and provide practical 

solutions. 

5. Analyze the impact of human resources management 

practices on achieving organizational success. 

Hypothetical research plan: 

Figure (1) Hypothetical research plan / Source: Prepared by the researcher: 2023 
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Research hypotheses 

The first hypothesis is that there is a statistically 

significant correlation between human resources 

management practices and organizational success. 

It is divided into the following sub-hypotheses: 

1- There is a statistically significant correlation between 

human resources planning and organizational success. 

2- There is a statistically significant correlation between the 

employment of human resources and organizational 

success. 

3- A statistically significant correlation exists between 

motivating human resources and organizational success. 

4- There is a statistically significant correlation between 

human resources training and organizational success. 

The second hypothesis is that human resources 

management strategies have a statistically significant effect 

on organizational success. 

It is divided into sub-hypotheses: 

1- Human resources planning has a statistically significant 

effect on organizational success. 

2- Employing human resources has a statistically significant 

effect on organizational success. 

3- Motivating human resources has a statistically significant 

effect on organizational success. 

4- Human resources training has a statistically significant 

effect on organizational success. 

Sample and research community 

Research community: Leaders of the General 

Company for Petrochemical Industries - School Supplies 

Factory in Baghdad Al-Taji 

Target sample: A purposive sample that includes the 

factory leaders, including heads of departments, divisions, 

and units 

Sample size: The questionnaire was distributed to a total of 

40 samples . 

Seventh: Limits of research: 

Time limits: The time limits for the research were limited 

during the academic year 2022-2023. 

Spatial boundaries: This research was applied to directors 

of departments and officials of divisions and units in the 

General Company for Petrochemical Industries - School 

Supplies Factory in Baghdad Al-Taji. 

Cognitive boundaries: strategic management, human 

resources management, and organizational behavior. 

Eighth: Statistical Methods: 

Several statistical methods were used to analyze the data 

based on the statistical program (SPSS), and these methods 

included - frequencies and percentages - arithmetic mean 

and standard deviation-Correlation coefficient -Regression 

analysis) 

Table for constructing standards 

Table (1) Scale construction table 

Source 
Paragraph 

number 

Number of 

paragraphs 
Sub variables Main variables 

Prepared by 

the researcher 

1 2 Social gender 

Demographic 

variables 

2 5 
Academic 

achievement 

3 5 
Number of years 

of news 

4 4 the age 

)Sami, 

2019:224( 

1 1-5 Planning Human 

resources 

management 

strategies 

2 6-10 recruitment 

3 11-15 Training 

4 16-20 motivation 

(Khalaf, 

2014:230) 
1 1-10 

Organizational 

success 

Organizational 

success 

Literature review. 

 Human Resources Management Strategies  

Human resources management strategies are 

procedures, policies, and methods that organizations use to 

manage and develop the employees who work for them. 

These strategies usually include planning, recruiting, 

training, and motivating human resources and aim to 

achieve the organization's goals by enhancing employees' 

efficiency and effectiveness at work. Planning for human 

resources management means analyzing the organization's 

future employee needs and determining the quantity, 

quality, and skills required to meet these needs. It also 

includes developing an integrated and effective recruitment 

strategy to attract the talents required to meet the 

organization's needs. Recruitment for human resources 

management includes selecting suitable candidates to work 

in the organization based on the requirements of the job 

and the required skills, including interviews and tests to 
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assess the necessary abilities, skills, and experience. The 

training for human resources management aims to develop 

the skills and knowledge of employees and improve their 

performance at work by providing training programs, 

workshops, and educational courses. The motivation for 

human resources management indicates managing 

employees effectively and encouraging them to work 

seriously and achieve the set goals through the use of 

various techniques and tools such as Rewards, promotions, 

grants, vacations, etc., intending to enhance productivity 

and quality and raise the level of employee satisfaction 

(Meister, 2019: 23) 

First: The concept and importance of human resources 

management strategies 

The researcher (Al-Sayyed) Make it clear that "the 

administrative process that aims to develop and manage the 

human resources group in the organization" by employing 

appropriate employees, training and developing them, 

managing their performance, rewards, and benefits, and 

improving their relationships in the workplace (Al-Sayyed, 

2021: 11). As for (Al-Maamari) he explained it as "the field 

of management that focuses on Improving the overall 

performance of the organization by organizing and 

developing the available workforce, identifying training 

and development needs, managing practical relationships, 

and motivating employees" (Al-Maamari, 2022: 9). It is 

"the process of planning and implementing policies and 

procedures related to the management and development of 

human resources in the organization" (Al-Homsi, 2021: 

15). 

As agreed, (Al-Ghaith) that it is "the process of 

managing individuals working in the organization 

effectively and in light of the changing economic and 

social challenges" (Al-Ghaith, 2022: 10). As for the 

concept of human resources strategies, explain it )Abdel 

Latif( it as "processes and procedures implemented in 

companies and institutions to manage human resources and 

their employees" in terms of recruitment, development, 

performance evaluation, management of rewards and 

grants, enhancing organizational culture, developing 

capabilities and skills, managing relations between 

employees and management and between employees 

themselves, and managing potential crises and conflicts 

(Abdel Latif, 2022: 20). Both) Awara & Eneh (defined it as 

"linking strategic human resources with the organization's 

strategy and considering them as a strategic partner to 

achieve organizational growth to formulate and implement 

the organization's strategy through human resources 

activities such as recruitment and selection, training and 

rewarding employees" (Eneh& Awara,2016:28). 

Human resource management strategies are one of the 

most important processes that any organization must pay 

attention to for several reasons, as outlined by (Abdullatif, 

2022: 23) (Al-Morshedy, 41:2019) (Deeb: 95:2020) and 

they were as follows: 

1. Improving performance: Human resources management 

aims to improve employees' performance, increase their 

productivity, and reduce the rate of errors at work. 

2. Enhancing team spirit: Human resources management 

helps strengthen team spirit among employees and 

encourages them to work as one team. 

3. Improving relationships: Human resources management 

aims to improve relationships between employees and 

management and provide a positive and stimulating work 

environment. 

4. Distinctive human resources: The importance of human 

resources management practices in organizations through 

the accessibility of competent, skilled, and talented 

human resources from different nationalities, cultures, 

and nationalities that specialize in their field of work. 

5. Enhancing the spirit of innovation: Human resources 

management enhances the spirit of innovation and 

creativity among employees, which contributes to 

improving the employees' performance and, thus, the 

performance of the organization as a whole. 

The researchers believe that human resource 

management strategies are essential to the success of any 

organization, as they contribute to achieving the set goals 

and developing a productive and stimulating work 

environment. 

 The author (Abdul Ghani) explained that 

organizations need human resources management for many 

reasons, including: (Abdul Ghani, 2021: 77). 

1. Improving performance: Human resource management 

practices help improve employee performance and 

increase work effectiveness, thus improving the 

organization's overall performance. 

2. Attracting and attracting talent: Human resources 

management practices work to attract qualified and 

talented talent to work in the organization and maintain 

their continuity in work. 

3. Employee development: Human resources management 

practices help develop employees, improve their skills 

and knowledge, and increase their experience in different 

areas of work, which helps them improve their 

performance and increase their effectiveness. 

The two researchers see the need for organizations to 

adopt human resources management practices, as they are 

considered a critical factor for the success of any 

institution. Human resources are an essential part of any 

institution and are a significant factor in determining its 

aptitude to achieve its goals and grow. 
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Second: Objectives of human resources management  

Human resources management aims to achieve several 

goals, as stated by (Al-Nabulsi, 2021: 31) (Dessler, 2020) 

(Tahami, 2022: 1445), which were as follows: 

• Attracting talented and qualified employees: Human 

resource management practices aim to attract qualified 

and talented employees who possess the skills and 

experience necessary to achieve the organization's goals. 

• Employee development: Human resources management 

practices aim to develop and train employees and 

enhance their capabilities and abilities through 

organizing training courses, workshops, practical 

applications, and other training activities. 

• Maintaining employees: Human resources management 

practices aim to maintain qualified and talented 

employees by providing an excellent and appropriate 

work environment and developing rewards and benefits 

policies that encourage employees to continue working. 

• Building a cohesive workforce: Human resources 

management practices can provide a coherent workforce 

in a productive society. 

• Creating a multicultural organization: Human resources 

management practices offer a place accommodating all 

employees with different cultures. 

 

Third: Damage caused by the absence of human 

resource management strategies 

The absence of applying correct human resources 

management strategies can lead to much damage in the 

organization, as shown by (Hejazi, 2022: 43) (Ali, 2022: 

49) and as shown below: 

1. Reducing productivity and efficiency: The lack of human 

resources management practices can lead to a lack of 

organization, definition of roles and tasks, and proper 

direction of employees, which affects productivity and 

efficiency. 

2. Increased rate of resignations and layoffs: The lack of 

human resources management practices can lead to not 

providing the necessary support to employees, which can 

lead to an increased rate of resignations and layoffs and 

thus increase the cost of compensation. 

3. Reducing the level of satisfaction among employees: The 

lack of human resources management practices can lead 

to not providing appropriate benefits and rewards to 

employees, which leads to reducing the level of 

satisfaction among employees and affecting the overall 

performance of the institution or organization. 

4. Biases: Management that favors a group of employees 

over others because of their differences leads to failure 

and failure to continue in the long term. 

5. Lack of acceptance of change: Many organizations seek 

change, unlike their employees who fear or avoid the 

cohesion of the organization conflicts and lack diversity 

for fear of their positions and new work because of the 

differences between them, workers prevent change. 

Fourth: Human resources management strategies: 

 Planning the human resources strategy contains two 

basic parts, as indicated by both) Musa & Al-Sarayrah(, 

2021: 233) which are: 

A. Analyzing the organization's objectives: This step 

includes studying and understanding the organization's 

goals, as human resources planning is an integral part of 

the organization's strategic planning. 

B. Demand analysis: Future human resource needs are 

estimated after the job analysis and description process, 

where the types of jobs and businesses and their numbers 

are determined. 

While others (Al-Bayati, 2021: 45), (Shams al-Din, 

2022: 62), (Hussein, 2021: 43), (Al-Jamil, 2022: 33) 

explained that human resources management strategies 

include planning, recruitment, training, and motivation for 

human resources: 

• Human resources planning: It is "the process of 

identifying and meeting the needs of employees in the 

organization" and includes identifying the necessary jobs 

and the skills required for those jobs, determining the 

required quantities of employees, estimating the time 

needed to provide them, and determining the financial 

resources necessary to meet the employees' needs. (Al-

Bayati, 2021: 45.) 

• Human Resources Recruitment: The process of 

"selecting and appointing appropriate employees to fill 

specific organizational positions." This process includes 

searching for suitable candidates for the advertised jobs, 

evaluating their qualifications, skills, and experience, and 

selecting the most suitable employees to fill the 

positions. 

• Human resources training: The process of "providing 

employees with the skills, knowledge, and experience 

necessary to improve their performance in the jobs they 

hold." This process includes providing employees with 

the necessary education and training on the technical, 

administrative, communication, leadership, and 

organizational skills they need. 

• Motivating human capital: These are "the processes and 

methods that are used to motivate and activate 

employees in institutions and companies to increase their 

productivity, improve their performance, raise their level 

of satisfaction with work, motivating them by providing 

rewards and incentives while providing an appropriate 

work environment, striving to train and develop workers 

while encouraging them to be creative and innovative, 

and providing an appropriate work environment." And 

other encouraging methods. 
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 organizational success 

Organizational success is one of the most important 

concepts related to the management of organizations, and it 

can be defined as "the capability to achieve the 

organization's specific goals effectively and on time." The 

degree of organizational success depends on several 

factors, including effective management of human 

resources, strategic planning, innovation, institutional 

change, and others. Achieving organizational success 

requires providing a work environment that encourages 

productivity, innovation, and continuous learning through 

developing and improving human resources practices and 

encouraging interaction and communication among all 

organization members. Organizational success can affect 

several aspects, including improving financial performance 

and productivity and raising satisfaction. Customers and 

improve the organization's general image, thus enhancing 

its position in the labor market. To achieve organizational 

success, the organization must set clear goals, provide 

sufficient resources to accomplish these goals, and 

encourage employees to contribute to achieving them with 

all their efforts and capabilities) Sauer ,2020: 165.) 

First: The concept of organizational success and its 

measurement 

The researcher (Al-Abdali) explained organizational 

success as "the capacity to achieve the organization's 

specific objectives effectively and on time, using available 

resources optimally and achieving overall satisfaction for 

employees, customers, and shareholders" (Al-Abdali, 2020: 

12). He defines ) Al-Ahmad ,2021: 9) it as "the skill of the 

institution to achieve its vision and objectives effectively, 

efficiently and in the long term, by making optimal use of 

available resources and employing them effectively by the 

best ethical and social standards." (Al-Qahtani, 2022: 10) 

believes that organizational success means "achieving the 

goals set by the organization, advancing and improving 

them by using available resources in an effective and 

timely manner while providing a stimulating and safe work 

environment for workers and achieving general satisfaction 

for all stakeholders". 

Organizational success can be measured in many 

ways, as indicated by (Al-Khalayleh, 2022: 23), the most 

important of which are: 

- Financial outputs: the organization's profits, revenues, 

and economic growth rate are measured. 

- Customer Satisfaction: the extent of customer 

satisfaction with the products and services provided by 

the organization is measured. 

- Response to changes: It measures the organization's 

capacity to adapt to changes in the market, technology, 

and economic developments. 

- Innovation and Creativity: The extent of an 

organization's capacity to innovate and create in 

designing and providing new products and services is 

measured. 

The researchers believe that measuring organizational 

success includes many different factors and varies from 

one organization to another. Many different metrics and 

tools can be relied upon to determine the extent of an 

organization's success in achieving its goals, developing its 

operations, and improving its performance according to 

specific standards. 

Second: Requirements for achieving organizational 

success: 

Several requirements must be activated to achieve 

organizational success, as stated by (Al-Omari, 2021: 42) 

(Al-Abadi et al., 2016 (127) (Al-Maghrabi , 2018: 14), the 

most important of which are the following: 

1. Having a clear and specific vision: The organization 

must have a clear and specific vision for its future goals 

and plans, and all employees must be aware of it. 

2. Strategic Planning: Specific goals must be set, clear 

plans must be defined to achieve these goals, and all 

employees must be aware of these plans and goals. 

3. Resilience: The organization must adapt to changes in 

the market, technology and economic developments, and 

deal with challenges and problems effectively. 

4. Effectiveness is a measure of the success and superiority 

of organizations and the extent of their aptitude to 

achieve their goals through planning and control. It 

results from the interaction of the components of the 

organization's overall performance and the internal and 

external variables that affect it. 

5. Efficiency: It expresses the use of rationality and 

rationality in comparing alternatives and choosing the 

best option that reduces costs or maximizes returns to the 

maximum possible degree. 

The researcher believes that achieving organizational 

success requires several requirements, such as the 

organization's aptitude to adapt to its surroundings, work 

efficiency, and other abovementioned requirements and 

factors contributing to achieving its goals. 

Third: Organizational success factors: 

The factors for organizational success are multiple, as 

indicated by (Al-Sulaiman, 2022: 67) (Al-Qadi: 2015: 170) 

(Al-Rubawi et al., 2015: 87), including the following: 

1. Effective leadership: Successful organizations require 

solid and effective leadership through setting goals, 

defining plans, and allocating resources appropriately, in 

addition to encouraging and supporting employees. 

2. Setting goals and vision: Organizations must define clear 

and well-defined goals and vision, as these goals are 
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compatible with the organization's mission and based on 

reliable data and evidence. 

3. Recruiting and developing employees: Organizational 

success requires the presence of qualified and committed 

employees through effective recruitment, developing 

competencies, and providing training and development 

opportunities. 

4. Job security: Job security is represented by the various 

dimensions of social and health protection and job 

benefits, as these matters would create psychological 

strength, raise employee morale, and lead to improved 

performance and increased productivity. 

5. Lack of market knowledge: Market knowledge is defined 

as the information the organization possesses about the 

market structure. Kotler added that it collects and 

analyzes data about the competitive markets it will target 

by determining the size of the market and the expected 

market share capable of serving it. 

The two researchers believe that organizational 

success factors include a group of factors, such as effective 

leadership of human resources, increased market 

knowledge, and others that the organization must consider 

to achieve sustainable success. 

Fourth: Dimensions of organizational success: 

The dimensions of organizational success can be 

classified into several categories, as explained by (Al-

Hammadi, 2021: 55) (Aziz & Khamis, 2022: 10) (Taweh, 

2019: 27), the most prominent of which are: 

1. Financial performance: This category relates to the level 

at which specific financial goals are achieved, and these 

dimensions are evaluated by comparing profits and 

financial returns between different periods. 

2. Customer satisfaction: This category relates to the extent 

of customer satisfaction with the products or services 

provided by the organization. These dimensions are 

evaluated by conducting customer satisfaction studies 

and measuring customer interaction and positive 

interaction. 

3. Innovation and change: This category relates to the 

organization's capability to adapt, change, and innovate 

in designing and providing new products and services. 

These dimensions are evaluated by measuring the extent 

of innovation and development in products and services 

and the organization's internal operations. 

4. Operational activity: The organization carries out a set of 

essential activities that lead it to achieve organizational 

success, including marketing, which is the activity that 

enables individuals and groups to achieve and satisfy 

their needs and desires. 

5. Strategic vision: The critical and radical changes that 

have affected various types of organizations require their 

administrative leaders to pay serious attention to the 

cases of rapid competition in the world and to develop a 

vision that represents an approach for the organization to 

deal with this changing reality. 

 The relationship between human resources 

strategies and organizational success: 

Human resources management strategies are an 

essential factor affecting organizational success. Adopting 

the right strategies for human resources management 

contributes to enhancing the performance of employees in 

the organization, increasing their satisfaction and keeping 

them at work, improving productivity and efficiency, 

enhancing creativity and innovation, and thus improving 

the results and overall performance of the organization. 

Through the dimensions of human resources practices, 

which are: 

1. Human resources planning is the process of identifying 

and providing the human resources necessary to achieve 

the organization's goals. This process includes analyzing 

current and future labor needs and providing, developing, 

training, and retaining appropriate labor. Human 

resource planning can significantly impact organizational 

success. It can provide the necessary and appropriate 

human resources to achieve the organization's goals. 

Therefore, proper human resource planning can improve 

work quality and efficiency, increase productivity and 

expediency, improve employee satisfaction, maintain 

work strength, and increase the organization's continuity 

to adapt to challenges and changes in the external 

environment. From this standpoint, it can be said that 

appropriate planning of human resources is an essential 

and decisive factor in achieving organizational success 

and the organization's desired goals. 

2. Recruiting human resources: The recruitment process is 

considered one of the most critical human resources 

practices that affect organizational success. When the 

organization employs the right workers, it helps achieve 

goals and improve performance. Therefore, the success 

of the organization depends on the organization's 

steadfast commitment to attracting and selecting workers 

who fit the vision and objectives of the organization and 

who possess the skills and knowledge necessary to 

achieve these goals. In addition, employing human 

resources helps enhance employee satisfaction and retain 

them at work, contributing to productivity efficiency and 

organizational performance. In general, employing 

suitable and appropriate human resources helps build a 

solid and effective work team, which is the basis for 

achieving organizational success. (Al-Zamil, 2020: 78) 

3. Human resources training: It is one of the primary 

practices in human resources management that aims to 

improve the skills and knowledge of employees in the 
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organization, develop their capabilities, and increase 

their productivity. The results achieved from human 

resources training are affected by many factors, 

including the type of training, implementation quality, 

and evaluation effectiveness. Human resources training 

positively affects organizational success by improving 

the overall performance level of the organization. When 

the organization's workers are well trained, they are more 

efficient and effective at work and can achieve their 

goals faster and better. Therefore, better results are 

achieved, and the organization's overall performance is 

improved. Moreover, HR training also increases 

employee satisfaction and retention at work, improves 

productivity and efficiency, enhances creativity and 

innovation, enhances investment in human resources, 

and improves the quality of work. Thus, the chances of 

organizational success for the organization in general 

increase. 

4. Motivating human resources: It plays a crucial role in 

achieving organizational success. When employees are 

motivated and given the necessary support to achieve 

their personal and professional goals, they become more 

productive and effective at work, which leads to 

improved overall organizational performance. 

Employees will feel satisfied and motivated and work 

hard to achieve the set goals if there is a high level of 

motivation. It leads to improved results and overall 

performance of the organization. Also, motivation helps 

enhance employee satisfaction and keep them at work for 

longer, reducing recruitment and training costs and 

improving organizational steadfastness. Therefore, good 

motivation for human resources is an essential factor in 

enhancing organizational success and maintaining 

improved performance in the long term (Al-Hout, 2021: 

79). 

The practical aspec 

First. Characteristics of the research sample: 

1. Gender: Table No. (2) shows us the distribution of the 

study population according to the gender variable: 60% 

of males and 40% of females. 

Table (2) Distribution of Study Population by Gender 

 Repetition The ratio 

gender 

male 24 60.0 

female 16 40.0 

the total 40 100.0 

 
2. Age: Table (3) shows us the distribution of the age 

group of the study population, where the age group (20-

30) was the most significant percentage in the study 

population, at 56.7%, then followed by the age group 

(31-40), at 26.7%. 

Table (3) Distribution of the study population according to (age) 

 Repetition The ratio 

The age 

20-30 23 56.7 % 

31-40 11 26.7 % 

41-50 4 10.0 % 

51 or more 2 6.7 % 

the total 40 100.0 % 

3. Years of experience: Table (4) shows us the 

distribution of the study population according to 

the number of years of experience, where the most 

significant percentage was for those with 

experience (1 - 10 years), at 63.3%. The lowest 

percentage was for those with (31 or more) years 

of experience, at 3.3%. 

    Number of years of service (4 ) Table 

 Repetition The ratio 

Number of years 

of service 

1-10 25 63.3 % 

11-20 7 16.7 % 

21-30 7 16.7 % 

31-or more 1 3.3 % 

the total 40 100.0 % 
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4. Academic qualification: Table (5) shows the 

distribution of the study population according to 

academic qualification; 37.5% of the community were 

bachelor's and diploma holders, and 2.5% were master's 

degree holders. 

Table (5) Distribution of the study population according to (qualification scientific) 

 Repetition The ratio 

Academic 

achievement 

Preparatory school 9 25 % 

Diploma 15 37.5 % 

Bachelor's 15 37.5 % 

Master's 1 2.5 % 

the total 40 100.0 % 

Second: Evaluating quality and conformity of the 

metric used in the research. 

Table (6) Evaluation of the quality, conformity and values of stability coefficients for the variable of 

human resources management strategies 

Dimensions questions 

External 

paragraph 

saturation 

(OL) 

Standard 

Deviation 
T Test 

P-

Value 

Cronbach's 

Alpha 

Composite 

stability 

(CR) 

Extracted 

Average 

Variance 

(AVE) 

planning 

Q1 0.845 0.057 14.939 0.000 

0.907 0.930 0.728 

Q2 0.851 0.058 14.646 0.000 

Q3 0.872 0.045 19.410 0.000 

Q4 0.840 0.051 16.480 0.000 

Q5 0.858 0.051 16.789 0.000 

recruitment 

W1 0.734 0.087 8.398 0.000 

0.855 

 

0.896 

 

0.634 

 

W2 0.846 0.055 15.312 0.000 

W3 0.830 0.058 14.296 0.000 

W4 0.770 0.076 10.173 0.000 

W5 0.796 0.093 8.522 0.000 

motivation 

R1 0.789 0.094 8.397 0.000 

0.880 

 

0.913 

 

0.676 

 

R2 0.781 0.112 6.949 0.000 

R3 0.857 0.058 14.740 0.000 

R4 0.825 0.051 16.273 0.000 

R5 0.856 0.055 15.657 0.000 

Training 

A1 0.631 0.097 6.496 0.000 

0.871 0.908 0.668 

A2 0.841 0.061 13.734 0.000 

A3 0.885 0.042 20.923 0.000 

A4 0.889 0.045 19.963 0.000 

A5 0.814 0.065 12.440 0.000 
 

A- Human resources management strategies variable 

- Table (5) shows the composite reliability (CR) values for 

the human resources management strategies variable, 

which were all within acceptable limits, ranging from 

(0.896-0.93). It is a good indicator and indicates the 

quality of the scale, as the results showed high strength 

for the capital resources management strategies variable. 

- From the values of the Cronbach's alpha coefficient, as 

their results ranged between (0.855 – 0.907), it is more 

significant than (0.70). It indicates that the validity and 

accuracy coefficient of the measurement tool have a high 

degree of acceptance and capability. 

- It appears through the external saturation values (OL) of 

the scale questions for the variable (human resources 

management strategies), as the external saturation values 

ranged between (0.631 – 0.889). It indicates that the data 

for the human resources management strategies variable 
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is appropriate for subsequent statistical analyses, which 

is a good indicator. 

- Table (5) shows the values of the average variance 

extracted (AVE) for the human resources. The 

management strategies variable was all good, as it ranged 

between (0.634 - 0.728), which is greater than (0.50), so 

as a whole, it indicates the integrity of the convergence 

of the dimensions. 

- It is clear from Table (5) that all questions were 

significant for the questions on the human resources 

management strategies variable, as they achieved the 

calculated (T-Value) value, which ranges between (6.496 

- 20.923), which is greater than its tabulated value, which 

amounts to (1.984), as well as the (P-value). The value 

calculated was less than (0.05), which reached (0.000) 

for all questions, indicating their significance, which is a 

good indicator. 

Table (7) Evaluation of the quality and conformity of the organizational success variable 

Extracted 

Average 

Variance 

(AVE) 

Composite 

stability 

(CR) 

Cronbach's 

Alpha 

P-

Value 
T Test 

Standard 

Deviation 

External 

paragraph 

saturation (OL) 

questions 

0.506 0.836 0.755 

0.000 4.842 0.146 0.706 D1 

0.000 7.560 0.089 0.669 D2 

0.006 2.736 0.226 0.618 D3 

0.000 11.405 0.065 0.738 D4 

0.000 12.703 0.064 0.811 D5 

0.000 12.379 0.063 0.779 D6 

0.000 3.628 0.183 0.665 D7 

0.000 9.872 0.080 0.794 D8 

0.000 23.835 0.037 0.884 D9 

0.000 7.539 0.102 0.772 D10 
Source: Smart Pls. V. 4 

B- Evaluating the quality and conformity of the 

organizational success variable items 

- Table (6) shows the composite accuracy (CR) values for 

the organizational success variable, which ranged 

between (0.836 - 0.886). It is a good indicator and 

indicates the presence of high reliability for the items on 

the post-scale of the organizational success variable. 

- - It is clear from the value of Cronbach's alpha 

coefficient, which ranged between (0.755-0.838), that it 

is more significant than (0.70), indicating that the 

measurement tool has high reliability. 

- The results showed external saturation whose value 

ranged between (0.618, 0.884), reflecting that the 

organizational success variable data are suitable for 

subsequent statistical analyses. 

- Table (6) shows the values of the average variance 

extracted (AVE) for the organizational success variable, 

as all of them are acceptable, as they varied between 

(0.506 - 0.611), which is greater than the value of (0.50), 

which is an excellent indicator. 

- The calculated value of (T-Value), which ranged 

between (2.736-23.835), was more significant than its 

tabulated value of (1.984). In contrast, the value of (P-

Value) reached the level of (0.000), which is less than 

(0.05) as it indicates. This result indicates the 

significance of all questions, which is a good indicator. 

Table (8): Descriptive statistics for the research variables 

Directio

n of the 

answer 

Relative 

importanc

e 

Disagreemen

t rate 

Agreemen

t rate 

Coefficien

t of 

variation 

standard 

deviatio

n 

Arithmeti

c mean 

Dimensions 

of research 

variables 

I agree 3 23.9 76.1 21.173 0.806 3.807 Planning 

I agree 1 24.0 76.0 19.449 0.739 3.800 recruitment 

I agree 2 23.5 76.5 20.484 0.784 3.827 motivation 

I agree 4 27.3 72.7 23.669 0.860 3.633 Training 

I agree second 24.7 75.3 18.282 0.689 3.767 

Human 

Resource 

Management 

Strategies 

I agree first 25.8 74.2 16.964 0.629 3.710 Organizationa
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l success 
Source: Smart Pls. V. 4 and EXCLE 

Second: Descriptive analysis of research variables 

A- Human resources management strategies variable 

It is clear from Table (7) that the highest general arithmetic 

mean in the motivational dimension was reached (3.827), 

with a level and standard deviation (0.784) and coefficient 

of variation (20.484). The percentage of agreement was 

(76.5%). The percentage of difference was (23.5%), as this 

dimension came in second place in relative importance. 

The lowest general arithmetic mean was for the training 

dimension, which reached (3.633) and was good with a 

standard deviation of (0.860) and a coefficient of variation 

(23.669). The percentage of agreement is (72.7), and the 

percentage of disagreement is (27.3). This dimension 

comes at the fourth level in terms of relative importance. 

The general arithmetic mean for the human resources 

management strategies variable was (3.767). It was good, 

with a standard deviation (0.689) and a coefficient of 

variation (18.282), and the percentage of agreement on this 

dimension was (75.3). While the percentage of difference 

was (24.7), this variable came at the second level regarding 

relative importance at the level of variables. It is clear from 

the above that the department is able, through its follow-up 

of human resource management strategies, represented by 

(Planning, recruitment, motivation, training) to achieve 

organizational success that makes it superior to other 

business organizations as well as being the lofty goal that it 

seeks to achieve. 

B- The variable of organizational success 

It is clear from Table (7) that the general arithmetic means 

for the organizational success variable reached a value of 

(3.710), with a good level, a standard deviation of (0.629), 

and a coefficient of variation (16.964). The percentage of 

agreement on this dimension reached (74.2), while the 

percentage of disagreement reached (25.8). The variable 

came in first place in terms of relative importance at the 

level of all variables. It is clear from the above that 

organizational success has received the attention of 

management and focused on it directly as the goal that it 

seeks to achieve through the adoption of several methods, 

and according to the point of view of management, human 

resources management strategies are the most appropriate 

to attain this. 

Third, testing the research hypotheses 

I limited myself to testing the hypotheses of 

association and influence I identified previously. Table (8) 

shows the statistical indicators for testing the assumptions 

between the dimensions of human resources management 

strategies in organizational success. And as follows 

Table (10): Correlation hypotheses 

Code 
Correlation 

coefficient 
Hypothesis decision 

H11 0.620 
There is a statistically significant correlation between 

the planning dimension and organizational success. 

Accept the 

hypothesis 

H12 0.543 

There is a statistically significant correlation between 

the employment dimension and organizational 

success. 

Accept the 

hypothesis 

H13 0.601 
There is a statistically significant correlation between 

the motivation dimension and organizational success. 

Accept the 

hypothesis 

H14 0.765 
There is a statistically significant correlation between 

the training dimension and organizational success. 

Accept the 

hypothesis 
 

1. Correlation hypotheses 

a. The first main hypothesis: There is a statistically 

significant correlation between human resources 

management strategies and organizational success. 

- The value of the correlation coefficient between human 

resources management strategies and organizational 

success achieved a value of (0.737) at a significance 

level of (0.000), which is smaller than (0.05), and 

therefore we accept the hypothesis (there is a statistically 

significant correlation between human resources 

management strategies and organizational success) 

- The value of the correlation coefficient between the 

dimensions of human resources management strategies 

and organizational success reached (0.620, 0.543, 0.601, 

0.765), respectively, at a significance level of (0.000, 

0.000, 0.002, 0.000), respectively, which is greater than 

(0.05). Therefore, we accept the hypothesis of 

dimensions. 

- It may become clear to us that human resource 

management strategies are directly related to 

organizational success in a reciprocal relationship, and 

this correlation is close because the values of correlation 

coefficients were high 
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Table (11) Testing the impact hypotheses 

code F value Hypothesis decision 

H21 17.468 
There is a statistically substantial impact of the planning 

dimension on organizational success. 

Accept the 

hypothesis 

H22 11.687 
There is a statistically significant correlation for the 

employment dimension of organizational success. 

Accept the 

hypothesis 

H23 15.796 
There is a statistically significant effect of the motivation 

dimension on organizational success. 

Accept the 

hypothesis 

H24 39.550 
There is a statistically substantial impact of the training 

dimension on organizational success. 

Accept the 

hypothesis 

Number of accepted hypotheses 4 
 

2- Impact hypotheses 

The second main hypothesis is that human resources 

management strategies have a statistically significant effect 

on organizational success. As from Table (9): 

- The value of (F) extracted between human resources 

management strategies in organizational success 

achieved a value of (33.246) at a significance level of 

(0.000), which is smaller than (0.05). Therefore, we 

accept the hypothesis (a statistically significant effect 

exists between human resources management strategies 

and organizational success ). 

- The extracted t value was achieved (5.766). It exceeds 

the significance level (0.05) tabular (t) value of (1.984). 

It indicates that the significance of β for the human 

resources management strategies variable is stable, as 

increasing the variable by one unit will increase 

(organizational success) by (67%). 

- From the value of Adj (²R), it is clear that the human 

resources management strategies have a variable's 

capacity to clarify (52%) the alterations that take place in 

(organizational success). 

- Table (9) shows the value of (F) extracted between the 

dimensions of HRM techniques for achieving 

organizational success, as it achieved a value of (17.468, 

11.687, 15.796, 39.550), respectively, at a significance 

level of (0.000, 0.000, 0.002, 0.000), respectively. It is 

smaller than (0.05), so we accept the hypothesis 

regarding the dimensions. 

Table (12) Statistical indicators between the dimensions of human resources management strategies 

together in organizational success 

decision Adj (R2) (R) P F T Β Α 

Human 

resources 

management 

strategies 

Accept the hypothesis (R2) 0.384 0.620 0.000 17.468 4.180 0.484 1.868 Planning 

Accept the hypothesis 0.362 0.294 0.543 0.002 11.687 3.419 0.462 1.954 Recruitment 

Accept the hypothesis 0.269 0.361 0.601 0.000 15.796 3.974 0.482 1.865 Motivation 

Accept the hypothesis 0.338 0.585 0.765 0.000 39.550 6.289 0.560 1.675 Training 

Accept the hypothesis 0.571 0.543 0.737 0.000 33.246 5.766 0.673 1.174 

Human 

Resource 

Management 

Strategies 

Source: Smart Pls V.4 

 The extracted t value was achieved (4.180). It exceeds 

the significance level (0.05) tabular (t) value of (1.984). 

It suggests that the importance of β for the planning 

dimension is stable, as increasing the variable by one 

unit will increase (organizational success) by (48%). 

 From the value of Adj (²R), it is clear that the planning 

dimension can explain (36%) of the changes that occur in 

(organizational success). 

 The extracted t value was achieved (3.419). It is greater 

than the tabular (t) value of (1.984) at the significance 

level (0.05). It indicates that the significance of β for the 

employment dimension is stable, as increasing the 

variable by one unit will increase (organizational 

success) by (46%). 

 From the value of Adj (²R), it is clear that the 

employment dimension can account for 26% of the 

variations in organizational success.). 

 The extracted t value was achieved (3.974). At the 

significance level of 0.05, it exceeds the tabular (t) value 

of 1.984. It suggests that the significance of β for the 
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motivation dimension is stable, as increasing the variable 

by one unit will increase (organizational success) by 

(48%). 

 From the value of Adj (²R), it is clear that the motivation 

dimension can account for (33%) of the variations that 

take place in (organizational success). 

 The extracted t value was achieved (6.289). It is greater 

than the tabular (t) value of (1.984) at the level of 

significance (0.05). It indicates that the importance of β 

for the training dimension is stable, as increasing the 

variable by one unit will lead to an increase in 

(organizational success) by (56%), and from the value of 

Adj (²R). The training dimension can explain (57%) of 

the changes in (organizational success). 

 Through the preceding, the use of human resources 

management strategies by the company's management 

makes it able to achieve organizational success, which 

makes it compete with other organizations, and 

following these strategies is represented by employing 

skilled and efficient workers by developing the necessary 

plans for employment, providing material and moral 

incentives to them, as well as developing training 

programs for them to develop their skills. It reflected 

positively on achieving its goal of high success levels 

among other organizations. 

Conclusions and Recommendations 

 Conclusions: 

1. The (personal) data shows that the percentage of 

males was 60%, which is more than the percentage 

of females, which amounted to 40% of the research 

sample, and that the percentage of the sample 

members whose experience was from one to ten 

years was 63.3%. The percentage of bachelor's 

degree holders was 36.7%, and the percentage of 

diploma holders was 36.7%. These facts are 

reflected in the answers and the accuracy and 

objectivity of the statements provided by the sample 

members. 

2. The responses of the sample members to the 

paragraphs of the independent variable (human 

resources management strategies) and the 

dependent variable (organizational success) were 

generally agreed upon, which gives the impression 

that the respondents realize the importance of 

human resources management strategies, especially 

in the relationship with organizational success in 

the investigated organization. 

3. Through statistical analysis of data for a group of 

the research sample, it was revealed that there is a 

statistical correlation between human resources 

management strategies and organizational success 

in the factory. The correlation coefficient for all 

dimensions of the first axis amounted to (0.620, 

0.543, 0.601, 0.765), respectively, at the level of 

significance (0.000), which is greater than (0.05), 

and therefore we accept the hypothesis. 

4. The regression analysis of the multiple linear 

regression model of the independent variable 

(human resources management strategies) on the 

dependent variable (organizational success) leads us 

to accept the second main hypothesis: There is a 

significant, statistically significant effect between 

human resources management strategies and 

organizational success. 

5. By accepting the main hypothesis, it was proven 

that factory management could employ human 

resources management strategies through the 

dimensions (Planning, employment, motivation, 

and training) and positively employ them to bring 

about positive changes in the organization's success. 

6. The results showed that human resources 

management strategies were above average 

according to the research scale, indicating the 

research sample's homogeneity. 

7. It has been proven that the least relevant and 

influential dimension is (employment.) 

 Recommendations: 

1. The factory management must give greater 

importance to (the employment dimension), as it 

has been proven that it is the least relevant and 

influential dimension, by adopting strategies of 

attraction, selection, and appointment according to 

the principle of merit and efficiency. 

2. There is a need to pay attention to the female 

element, as it has been proven that only 40% of 

employees are female. 

3. Organizations must work to enhance and improve 

human resources management strategies. These 

strategies should revolve around effective 

recruitment and employee development, 

performance appraisal and motivation, and 

promoting work-life balance. 

4. Awareness must be enhanced among managers and 

executive team members about the importance of 
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adopting effective human resources management 

strategies and supporting them with adequate 

resources. 

5. Factory strategies must include directing 

investments and allocating resources necessary to 

develop and improve human resource management 

strategies based on evidence and results 

demonstrating the positive relationship between 

strategy and organizational success. 

6. Managers must have the knowledge and skills to 

effectively implement human resource management 

strategies, such as strategic recruitment, capability 

development, team building, and performance 

management. 

7. Organizations should periodically evaluate human 

resource management strategies to measure their 

effectiveness and identify areas that can be 

improved. 
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