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Abstract 

This study investigated the relationship between human resource management and leadership, 

from the point of view of managers of the human resource departments, financial managers, and 

credit facilities managers in Jordanian Banks. In order to study human resource management or 

leadership, and testing the following independent variables: planning, decision-making, creativity, 

communication, problem solving, and feedback, by a questionnaire distributed among managers. 

The study used an inferential descriptive analysis, by using simple regression; statistical analysis 

results showed a significant positive relationship at a 0.01 level of significance between planning 

and decision making with leadership. Moreover, by using one-way ANOVA results proved that 

there were differences between respondents’ answers according to their gender, working position, 

and experience, at a 0.05 level of significance. However, the results show that there are no 

differences between their answers according to their age or years of experience. 
 

Keywords: Leadership, Planning, Decision-Making, Creativity, Communication, Problem 

Solving, Feedback 
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INTRODUCTION 

Human resource system is designed to measure the value of contributing the use of resources 

on the economic unit level, and at the national level by contributing to the drawing employment 

policies, and the associated department of employment and wages transmission policies 

promotions and incentives in a scientific manner. Human resources systems runs according to 

the principles of certain accounting rules, according to the need of information that can be 

produced, which is delivered to those who have concerns in these resources. 

However, the specific mechanisms by which human resources affect firm performance 

are not clearly understood (Guest, 2011; Paauwe, 2009). The purpose of this paper is to build 

on previous theory and research on strategy and human resource management to identify 

important linkages between the firm's strategy, its human resources and leadership outcomes. 

 

Leadership 

Leadership measures the Company's ability to work in general, and the good leadership for the 

possibility of organization, coordination, and control, and the general supervision of all sections 

of the company, and as stated in the study (Zhao et al, 2011). The human resources 

management is the extent or the ability management or individuals have through other things 

within the company, and whenever this administration succeeded in reconciling whenever they 

managed better. Leader's role is considered as a visionary, social architect, relationship builder, 

and changer or transformer (Daft, 1999). 

 

Planning 

Planning measures the extent to which the company planning to improve its performance, and 

the extent of accommodating staff for these programs and plans (Sun et al., 2007). 

 

Decision Making 

Decision-making is the ability of institutions management to take appropriate decisions and 

appropriate that the company can as a whole benefit when recruiting staff, including the 

personal, and the level of general intelligence, and the extent of the employee's ability to deal 

with changes (Wan Ismail & Al-Taee, 2012). 

An HR system creates messages that are sent to employees and signal what is 

expected of them, how they should interact with one another, what they should focus on, what 

they should not focus on, what is rewarded, etc. (Bowen & Ostroff, 2004; Haggerty & Wright, 

2010). “The strength of the HRM system and process will determine how well employees attend 

to HRM messages, how well they understand, individually and collectively what behaviors are 
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expected, and what the outcomes will be for so behaving.” Thus, to create organizational 

resilience, it is necessary to have a strong HR system that signals expectations that are 

correctly interpreted and acted upon by employees. 

 

Creativity 

Creativity is the ability of the company's management to create a public creativity of the 

employee (Gardner, et al., 2011), and stimulated, either through bonuses or promotions, or the 

salary paid leave. As stated in the study (Uysal, 2012), the creation of creativity may help 

management to know the right person to occupy a particular job, or a particular vacancy. 

 

Communication 

Communication measures the administration's ability to communicate and deal with its 

employees, and the delivery of the objectives and strategies of the company to them. In a study 

(Bayat, 2011) confirms the researcher that the contact of the most important elements of 

successful management. 

 

Ability to Solve Problems 

Ability to solve problems measures the administration's ability to correct some of the potential 

weaknesses or failures of their own and their employees. Uncertainties are likely to affect 

leaders' behaviors and styles (De Hoogh et al., 2004). This assumes that conditions of 

uncertainty lead to such individual behaviors as withdrawals that result from feelings of stress 

and anxiety (Staw et al., 1981; Pillai and Meindl, 1998). 

 

Performance Criteria and Feedback 

Company's ability to benefit from previous mistakes, learn presidents of these mistakes, and try 

to solve the problems related to them is measured by performance criteria and feedback (Lepak 

et al., 2007). And staff performance is assessed by specific criteria based on current 

performance (Palaiogos, Papazekos, & Panayotopoulou, 2011). 

 

LITERATURE REVIEW AND THEORETICAL FRAMEWORK 

The Importance of Human Resources 

The importance and role of human resource management, previously known as personnel 

management, have changed considerably over the years. Human resources is one of the 

criteria that measured the wealth of nations, given that these resources are at the head of 

capital components and assets affecting the economic and social situation of the communities. 
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The human element and the degree of efficiency has also become the decisive factor for 

progress and economic development. 

Hayali (2007) defined human resource management as the process of determining the 

value of human resources and know how to solve problems facing them, and then identify the 

changes in them to show the real value of assets and humanitarian supply. Tacu (2012) added 

that the access to human resources development and the development of their capabilities, in 

addition to identifying extinguish expenses, write-off, and changes in valuesall the time can help 

in decision-making related to human resources. Shawish (2000) described it as the 

administrative activity on the identification of the labor needs of the project and provided specific 

powers, competencies, and coordination to take advantage of this human capital to the highest 

possible efficiency. While Albornouti (2001) defined it as the process of interest in all things 

human resources needed by any organization to achieve its goals and that includes the 

acquisition of these resources and oversee the use, protection, and upkeep, and direct them to 

achieve the organization's goals. And the need to look at accountability for human resources as 

a system of information requires the existence of "a group of human elements necessary for the 

collection and operation of data and the mechanism for the purpose converted into 

management information to help make decisions." 

Human resources and tabulation provides detailed information and analytical data that 

will help in the development of plans and control over the use of human resources and decision-

making on human resources for the purpose of rehabilitation and protection). Among the most 

important findings is that human resource strategy focuses on the alignment of the programs 

with corporate and strategic business unit plans. Consistent human resource policies and 

practices are important concerns of general management as well as the human resource 

function (Craft, 1992). Differences in human resource management policies and practices 

across industries demonstrate that policies and personnel practices vary according to the 

environment in which companies operate. However, industrial categories do not explain all such 

differences because variations in company strategies also determine human resource policies 

and practices, for it is necessary to take care of human resources on an ongoing basis and the 

ways in which to use in hiring and investment capabilities and skills of these resources 

(Gholamzadeh and Jalali, 2013) (Boxall & Purcell, 2008) (Waldman, Balthazard, & Peterson, 

2011). 

Human resource development extends beyond labor relations, to the essence of any 

capacity and rehabilitation of human development (Tacu, 2015). As the economy becomes 

more productive, innovative, and competitive through the existence of more skilled human 

potential, which increases incomes, enhance the working environment and improves the 
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exploitation and use of advanced technology (Snell and Dean, 1992; Slaughter, Ang, and Boh 

2007)? According to Oliveira & Martins (2010), development depends on technology 

infrastructure and IT human resources. 

Employees are considered one of the most important elements in any good system. 

Thus, there must be a good selection of staff and the development of each employee in the right 

place, so that it can take advantage of the different competencies in the best possible image. 

The presence of training plans for employees stem from the actual needs for the development 

of functional skills, and accounting point of view (Arthur, 1992). While Huselid (1995) indicated 

that high performance, work practices positively influence employee performance and reduce 

employee turnover. Also, high performance work practices were positively related to 

organization performance (productivity and financial).  

As stated in the study Ghneimat and Siam (2011), the existence of good and 

documented control procedures with the lack of qualified staff to implement these procedures, 

may lead to a material misstatement in the financial statements. Thus, this method provides 

extensive information on human resources working in the facility, there should be periodic 

review of the personal accounts to determine the number of employees who leave work, and the 

resulting loss of work on reduced directly from the asset. 

Albdour and Altarawneh (2102) study focused on the effect of internal corporate social 

responsibility through practices and employee engagement through the following factors: study 

training and scientific qualification, human rights, health and safety, and the balance between 

work and private life, and diversity in the workplace, through the distribution of a questionnaire 

to staff in the Jordanian banking sector. The study results showed lack of adoption of social 

responsibility work in banks in general, and found that the factor of balance between work and 

private life less Applying these factors compared with the rest of factors. While Hatch and Dyer 

(2004), found that investments in human capital had a significant impact on learning and firm 

performance. They found that three factors (human capital selection, development through 

training, and deployment) significantly improved learning by doing, which in turn improved 

performance. However, they also found that acquiring human capital with prior industry 

experience from external sources significantly reduced learning performance. Moreover, firms 

with high turnover performed poorly in comparison to their rivals due to time-compression 

diseconomies and failure to protect firm-specific human capital from imitation (Kolb, 2005). 

Dhamiji (2012) tried to identify the overall concept of online recruitment, employee as the 

most important human resource for enterprises. Information was collected through several 

views and methods, including: e-mail, Web pages and institutions, and boards of commercial e-

recruitment for these institutions. The results show that e-recruitment covering some of the most 
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important things: track and manage staff requests the candidates, especially in large 

enterprises, which can achieve remarkable benefits in terms of efficiency and cost as in Lipshitz 

et al (2007).  

From various leadership perspectives, the ways to conceptualize and measure 

leadership in times of uncertainty are related to the traits and behaviors of leaders, the reactions 

and perceptions of followers, the tactics leaders and followers use to influence each other, and 

the situational factors that affect leadership styles (Aldoory and Toth, 2004). In particular, 

leadership under conditions of uncertainty has been examined by connecting leaders' behaviors 

with uncertainty situations and by focusing on the effective influence of leaders on subordinates 

under such situations for organization effectiveness (Hunt et al., 1999; Waldman et al., 2001; 

Agle et al., 2006). Accordingly, environmental uncertainty is one of many organizational 

characteristics that affect leadership behaviors (Van Wart, 2005). 

Leadership behaviors that are considered here to be potentially important are 

support/growth-oriented leadership and goal-oriented leadership. Wan Ismail & Al-Taee (2012) 

measured the extent of the integration of the gender impact, and the qualities of leadership and 

change or transform the work style through the change of leadership of the genus to another. In 

addition, through the research in human resources contained management strategy results 

showed a relationship between the leadership qualities and change the method of work, and 

found that the females were more to change the modus operandi of the male. 

Leaders' roles for employee development have been perceived as vital because their 

discretion and responsibility tend to increase under conditions of organizational change and 

uncertainty. Druskat and Wheeler (2003) identified effective leadership behaviors for 

organizational uncertainty resolution: building social and political awareness through relating 

with team and organization members, persuading employees to attend to organization needs 

and influencing subordinates to set priorities to support organization goals in times of 

uncertainty, and facilitating empowerment that delegates authority to subordinates. Therefore, it 

is desirable to examine appropriate leadership behaviors for developing human resources under 

conditions of uncertainty. 

 

Elements of the Study Problem and Objectives of the Study 

The study problem came through questioning managers of human resource departments, 

financial managers, and credit facility managers in Jordanian banks, about the impact of 

leadership process factors namely: planning, decision-making, creativity, communication, ability 

to solve problems, and feedback on leadership. Therefore, the primary objective of this study 
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lies in the relationship between the statements of leadership based on managers’ point of view, 

in the Jordanian commercial banks. 

 

Hypotheses of the Study 

This study is based on the assessment of the relationship between leadership and management 

of human resources based on human resource managers, financial and credit facility managers 

in Jordanian commercial banks' point of view, and more specifically, this study seeks to test the 

following hypotheses: 

 

First main hypothesis 

No statistical significant relationship at the level of (α ≤ 0.01) significance between the 

management of human resources and leadership of managers from human resource managers, 

financial and credit facility managers in Jordanian commercial banks, and this hypothesis was 

divided to the following sub-hypotheses: 

 

The First Sub-hypothesis 

No statistical significant relationship at the level of (α ≤ 0.01) significance between planning and 

leadership. 

 

Sub-second hypothesis  

No statistical significant relationship at the level of (α ≤ 0.01) significance between decision-

making and leadership. 

 

Sub-third hypothesis  

No statistical significant relationship at the level of (α ≤ 0.01) significance between creativity and 

leadership. 

 

Sub-fourth hypothesis  

No statistical significant relationship at the level of (α ≤ 0.01) significance between 

communication and leadership. 

 

Sub-fifth hypothesis  

No statistical significant relationship at the level of (α ≤ 0.01) significance between ability to 

solve problems and leadership. 
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Sub-sixth hypothesis  

No statistical significant relationship at the level of (α ≤ 0.01) significance between feedback and 

leadership. 

 

The Second Main Hypothesis: that there were no statistically significant differences at the 

level of significance (α ≤ 0.05) between the responses of the respondents about leadership and 

demographic factors namely: gender, age, job position, education level, and the years of 

experience. 

 

RESEARCH METHODOLOGY 

This study is based on primary data sources, where the use of descriptive inferential statistical 

analytical method for this field study by a special distribution of a questionnaire to achieve the 

objectives of the study and testing of hypotheses. The study is based on a developed by by 

Nayyab et al. (2011). For the purpose of analysis, PASW statistics statistical program 18 

software was used. 

 

Statistical Population and Sample 

The study population was managers of human resources departments, financial departments 

and credit facility departments in Jordanian commercial banks. Where 90 questionnaires were 

distributed to managers in Jordanian commercial banks randomly, and the number of 

questionnaires that have been recovered were 84 questionnaire, all suitable for the purposes of 

statistical analysis. 

 

ANALYSIS AND HYPOTHESES TESTING 

To make sure of the reliability of the study tool, Cronbach alpha coefficient was 89.3%. Since 

the value exceeded the acceptable percentage (60%) (Aczel & Sonserpandian, 2005), it means 

the possibility of adopting the results of the questionnaire is reliable and confident. 

The study aimed to study the relationship between the management of human resources 

and leadership of managers in Jordanian commercial banks. Managers’ enjoyment as the 

respondents’ increases the sufficient expertise to answer the questionnaire and evaluate the 

relationship between human resources management and leadership in institutions. 

Consequently, the paper will test the descriptive statistical analysis of the characteristics of the 

respondents, and inferential statistical analysis to test the hypotheses of the study. 
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Personal Characteristics of Respondents 

Table (1) notes that the number of male respondents reached 60 respondents, so they make up 

more than 71% of the total respondents, in the sense that women constituted about 39% of the 

total respondents. As the table indicates that the number of human resource managers 

respondents’ tool studied was 50% of the number of respondents. Results of the analysis 

indicated that the number of respondents over the age of 40 years, were up to 42 respondents, 

so they make up 50% of the total respondents. 

This confirms the distribution of respondents by the number of years of experience, as 

seen from the table data that the number to make up about 71% of the respondents. Most of the 

respondents of the first university degree (Bachelors), where they formed about 71%, which 

indicates the presence of a satisfactory academic level, and makes them qualified to answer the 

questions of the study, and evaluate the relationship under study. 

 

Table 1: The Distribution of the Sample according to the Personal Information of 

Respondents (Demographics) 

Percentage% Value Variable / category type Demographic variable 

%4017  61 Male Gender 

 %2.12  24 Female 

%0711  12 Less than 30 Age 

%0711  12 10 – 13  

%2017  18 12 – 71  

%31  42 More than 40 

%31  42 Human Resource Managers Job position 

25% 21 Financial Managers 

25% 21 Credit Facilities Managers 

%2.12  24 3 years or less Experience 

%7214  36 2 – 01  

%2.12  24 00 – 03  

%4017  61 Bachelor Education level 

%2011  18 Master 

%410  6 Ph.D. 

 

Descriptive Analysis and Correlation Coefficient between the Variables 

Table (2) shows the means, standard deviations, and the relative importance of the respondents 

answers with the study tool. Results indicated that the respondents gave a high approval toward 

the questions, as the means were relatively high. For the mean of the respondents’ answers 

were more than 4.0 for each variable of the following: leadership, planning, decision-making, 

creativity, and ability to solve problems; but feedback and communication were below 4.0 but 
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higher than 3.9. The low value of the standard deviation gives greater reliability in data derived 

from the questionnaire analysis and the hypotheses testing used in the study process and 

achieving their goals, as all the variables under study had a high level of importance. 

 

Table 2:  Descriptive Analysis Of The Variables (Mean And Standard Deviation) 

Relative Importance Of Standard 

Deviation 

Mean Variables 

 

High 1174224 711407 Leadership 

High 11311.4 711134 Planning 

High 1174.3. 711312 Decision-making 

High 11 42.21 711407 Creativity 

High 0.4114 11 9023 Communication 

High 1132401 711134 The ability to solve problems 

High 1132073 114014 Feed back 

 

Table (3) tested the correlation between each variable influencing human resources 

management, namely: planning, decision-making, creativity, communication, and ability to solve 

the problems, feedback, and leadership. Upon a closer look at the value of Pearson's 

correlation coefficient, a positive significant strong relationship appeared between each of the 

variables of planning and decision-making and leadership. The results also indicated a positive 

relationship between the leadership, the communication, and the ability to solve problems and 

feedback, but without an acceptable level of statistical significance. However, the results 

suggested that creativity showed an inverse relationship with weak leadership from the view of 

human resource managers and employees of human resources departments, but without any 

significance. 

 

Table 3: Pearson Correlation between the Leadership and  

the Variables Affecting the Coefficient 

statistical significance Leadership (Pearson coefficient) Variable 
*11111 11224 Planning 

11113*  11711 Decision-making 

11310 -11144  Creativity 

112.4 11127 Communication 

11020 11271 The ability to solve problems 

1107. 11224 Feed back 

Statistically significant at the level of significance (α ≤ 0.01) 
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Hypotheses testing 

First Main Hypothesis 

To test the validity of assumptions, simple regression was used, where the dependent variable 

leadership and all the the independent variables namely, planning, decision-making, creativity, 

and ability to solve problems, and feedback, and communication. Table (4) gives the most 

important results of the regression relationships under study, the value of Adjusted R2, that all 

changes in the planning and decision-making as independent variables that explain 43%, and 

16% of the changes in the leadership, respectively. The high values of F associated with these 

two variables refer to the statistically significant at the 0.05 level. These results strengthens 

what was already reached in the earlier part of this study, and the relationship between 

leadership and planning and decision-making based on financial managers, human resource 

managers and credit facilities managers point of view. As these results reinforce what came of 

the results in that part concerning a positive relationship between leadership and 

communication, ability to solve problems, and feedback, and an inverse relationship between 

leadership and creativity, but without enjoying any significant statistically significant, for all the 

variables mentioned. 

 

Table 4: Simple Regression between Leadership with the Independent Variables 

F The Level Of 

Significance 

Value  – 

F 

Adjusted 

R2 

Beta  

*11111 3122. 11712 11224 Planning 
*11113 11114 11027 11711 Decision-making 

11310 11210 -  11103-  -0.099 Creativity 

112.4 11712 11120-  11127 Communication 

11020 013.7 11112 11271 The ability to solve 

problems 

1107. 01742 1112. 11224 Feed back 

* Statistically significant at the level of significance (α ≤ 0.01) 

 

The Second Main Hypothesis 

For respondents to understand the relationship between variables by demographic factor 

differences, at the level of (α ≤ 0.05) significance, by using one way Anova. Results in Table (5) 

were statistically significant due to gender differences, job position, and education levels, where 

results indicate an increase in the estimated values of F or t and low values of statistical 

significance (p-values). Specifically, the results suggest that females were more aware of the 

strength of the relationship between human management resources and leadership, and that 

human resource managers were more aware of the relationship between the variables than the 
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others were. As for the scientific qualification, PhD degree holders were more aware of the 

relationship between the variables than the others were. Nevertheless, the results indicated that 

there is no statistically significant difference between the answers by the respondents in relation 

to age or by the number of years of experience, where results indicated low values of F and a 

high value of statistical significance (p-value). 

 

Table 5: Test Differences Averages Leadership by Demographic Variables 

value  – F 

value t 

F The level of 

significance or 

t (p-value) 

Arithmetic average Variable / category type Demographic 

variable 

011117 *11110 114231 Male Gender 

717143 Female 

01441 11024 711407 Less than 30 Age 

711111 10 – 13  

711111 12 – 71  

712071 More than 41 

21207 *11110 17 2.11 Human Resource 

Manager 

Job position 

17 1343 Financial Managers 

4.0765 Credit Facilities Managers 

11.07 11730 114311 5 Years or less Experience 

711111 2 – 01  

711111 00 – 03  

41727 *11112 711231 Bachelor Education 

level 71111 Master 

712311 Ph.D. 

* Statistically significant at the level of (α ≤ 0.5) 

 

SUMMARY OF RESULTS 

The study aimed to identify the impact of the human resources management on leadership 

based on the department managers and employees in some Jordanian banks, and after a field 

study on a sample consisting of 84 bank managers, the study found the following results: 

1. There was a statistically significant positive relationship between leadership and planning and 

decision-making, therefore the first and second sub-hypothesis was rejected. 

2. There was no statistically significant relationship between leadership and creativity, 

communication, the ability to solve problems, and feedback, therefore sub-hypotheses third, 

fourth, fifth, and sixth was accepted. 

3. There were statistically significant differences between the answers of respondents by 

gender, job position, and education level as demographic variables. 
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4. There were no statistically significant differences between the responses of respondents by 

age or by the number of years of experience. 

 

LIMITATIONS 

As the target of this paper was to investigate the relationship between human resources 

management and leadership, a limitation of the study was based on the limited number of 

respondents. Moreover, a limitation of combing both respondents the managers and employees 

in the bank departments, may affect the results and biasness. In addition to the number of 

variables tested that may be expanded. 

 

RECOMMENDATIONS FOR FUTURE RESEARCH 

Based on the Previous results mentioned the research recommends to work on the use of high-

efficiency programs by managers in particular, meant to increase the efficiency of managers 

and employees in general, planning and decision-making. In addition, increase the use of high-

efficiency programs meant to increase the efficiency of managers and employees to create 

more job creation, and communication, and ability to solve the problems, performance criteria, 

and feedback. 

It also recommends taking into consideration the academic qualification of managers to 

carry out their duties as required to achieve the goals of the institution. Moreover, take into 

account the employment of employees specialized in human resources, or hold courses for 

employees in the field of human resources to increase their efficiency. 
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