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Abstract 
The purpose of the study is to analyze the human resource management practices effects the 
employee satisfaction. Human resource management involves in providing the services to facilitate 
working culture and develop satisfaction among the employees. It is suggested that organization 
profitability and growth in the market is directly associated with the human resource management 
efficiency and effectiveness in the organization. A sample of 380 respondents was used to analyze 
the data. To analyze the data SPSS was used. The data analysis included demographic analysis, 
descriptive statistics, correlation and regression analysis. The result showed that of planning and 
recruitment, training, compensation and performance appraisal have significant impact on employee 
satisfaction. The discussion of the result is presented and the limitation and future avenue of the 
research were discussed. 
Keywords:  Human Resource Practices, Employee Satisfaction, Iraq 
 
Introduction 
In the current world; business has been emerged towards the competitive market that has urged the 
urgency to develop those practices that increases the efficiency and effectiveness of the individuals 
considerably therefore; the human resource management practices are highly concerned and 
become effective to be focused. In order to analyze the human resource management practices there 
is been the concern over the employee development, recruitment, motivation, job satisfaction and 
attainment of goals accordingly (Watson, 2010). The human resource management has been 
extended from the point where only personnel managers were looking the matters of recruitment, 
payroll, filling the vacant positions, promotions and other individual issues. Human resource 
management is being considered as the organizational department that is concerned to recruit 
capable employees, provide them training and develop for the future to lead the organization (Wood 
and Wall, 2002).  
In the current environment; human resource management has emerged as a main component of the 
organization that becomes the strategic partner for the stakeholders and involve in the development 
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of strategic goals for the organization (Darwish, 2013). The human resource management has 
brought the attention of the market towards competing through the talent management and 
capabilities of the individual to gain the competitive advantage while in the past employees were not 
considered as the asset for the organization but the phenomenon has been changed and employees 
are the main force that enable the organization to gain the competitive edge over others (Darwish, 
2013). In the last two decades top management has changed the perception about the employees 
that they are the competitive strength for the organization that supporting services are the helping 
hands for them to produce efficiency and performance for the organizational success and meeting 
the strategic objectives (Shaukat et al, 2015).  
According to Dessler, (2013) suggested that human resource management is based upon the policies 
and procedures to carry out the operations of the department which includes the recruitment, 
selection, compensation, training and development, public relations and others. On the basis of this 
it is required from the organizational perspective that employee capabilities, skills collectively 
considered as the human capital which enable the organization to gain and sustain their competitive 
advantage over others (Shaukat et al, 2015). Therefore; the requirement of the making the 
organization strong human resource management policies and procedures should be implemented 
and focus should be upon the employee they should follow the instructions accordingly. Performance 
of the employee is directly linked with the employee satisfaction (Haquec et al, 2013). For any 
organization the key component is the human capital of that organization. Even in today’s 
contemporary business environment still organizations are facing issues regarding the human 
resources which are one of the main factors for the organizational performance ultimately leading to 
the development and growth of the organization. It is indispensable for the organizations to articulate 
such HR policies which are effective in gaining the satisfaction of the employees towards their jobs 
and ultimately leading to better organizational performance.  The same is true for the Iraqi 
organizations. Hence the purpose of the study is to analyze the impact human resource practices on 
employees’ satisfaction in Iraq. Human resource management involves in providing the services to 
facilitate working culture and develop satisfaction among the employees (Shadare et al, 2009). It is 
suggested that organization profitability and growth in the market is directly associated with the 
human resource management efficiency and effectiveness in the organization.  
 
Research Questions 

1. Is there any impact of planning and recruitment on employee satisfaction? 
2. Is there any role of training in employee satisfaction? 
3. It there any relationship between the compensation and employee satisfaction? 
4. Is performance appraisal related to employee satisfaction? 

 
Research Objectives: 
To understand the relationship of planning & recruitment with employee satisfaction. 
To examine the impact of training on employee satisfaction. 
To assess the relationship between compensation and employee satisfaction. 
To find out the effect of performance appraisal and employee satisfaction. 
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Literature Review 
Planning of human resource is directly associated with the organizational strategies and effectiveness 
of the human resource management practices in the organization. The human resource strategic 
planning is associated with the recruitment, training and retaining the employees of the organization 
(Al Saleem, 2010). Planning of human resource department is associated with the strategic planning 
of the organization to recruit right person for the right job, provide training and evaluate performance 
of the individuals in order to motivate them and urge them to produce quality results for the 
organization. It is required to collect the concrete and purposeful information that enable the 
organization to take effective strategic decision which enable the organizational success (Joudeh, 
2010). Recruitment is defined as the system to hire the individuals for the selected job and it depends 
upon the individual they have different perspective and perception to join the organization such as, 
market reputation, culture, compensation packages, bonus and others benefits (Umphress et al, 
2007). 
Recruitment and selection is considered as the process which involves two ways that suggest 
individual select the organization to apply for the said position and organization is making the 
decision to select the individual. The main feature of this process is to get the right employee to the 
right place in the organization. Recruitment and selection is a time taking process which also include 
some investment in the individual as well (Fening and Amaria, 2011). Recruitment is being defined as 
the activities of the organization where a pool of different individuals are being created that have 
shown their interest in the required position of the organization (Bratton and Gold, 2012). In other 
means it provides the information regarding the individual’s capabilities and individuals are being 
informed about the organizational benefits and perks (Heneman and Milanowski, 2007). Human 
resource planning is being defined as the system that is associated with the human resource 
requirement of the organization in order to focus upon the strategic plans and meet the future 
requirement of capable individuals. Human resource planning is the main stream that increases the 
feasibility to increase the competitive advantage and decreases the employee turnover considerably 
to facilitate organizational profitability. The purpose of this exercise to increase the succession 
planning that produces the employees to back the different positions in the organization in order to 
meet the organizational objectives (Bhagul, 2014).  
Compensation includes variable pay, incentives and one of the most satisfying element for the 
employee to increase productivity (Curran and Walsworth, 2014; Green and Heywood, 2008; 
Pendleton et al, 2009). In the current environment or market compensation is the important aspect 
of gaining the competitive advantage. There are different types of compensation involves in the 
market such as: performance based, profit based, incentive based, ownership based to retain and 
sustain the employees considerably (Heywood and Wei, 2006); employees get satisfied and develop 
the trust of the employees in the organization (Moriones et al, 2009). The compensation packages 
enable the employees to produce quality results for the organization and enable them to get satisfied 
considerably in order to achieve the organizational objectives. It is evident from the researcher’s 
study that those employees that are satisfied and efficient highly concern towards the organizational 
success rather than looking at the organizational size or other perspective.  
Performance based compensation is usually being offered to the employees and it includes two types 
such as: evaluation is being done to analyze the employee’s performance and provide them 



International Journal of Academic Research in Business and Social Sciences 
Vol. 9 , No. 2, Feb, 2019, E-ISSN: 2 22 2 -6990  © 2019 HRMARS 

 

326 
 
 

compensation or compensation is being offered on the basis of organizational profitability 
(Ogbonnaya et al, 2017). Previous studies suggested that there is a significant association among the 
compensation and employee attitude which increases the positivity and productivity (Green, 2004). 
It is evident from the study that those type of compensation that are based upon the performance 
based it increases the motivation level among the individual and productivity increases considerably 
(Ogbonnaya et al, 2017).  
Compensation includes the financial aspect and non financial aspect as well; such as incentives, 
bonus, commission, profit related incentives and others are considered as the financial aspects while 
on the other hand; non financial aspects are promotions, authority delegation, insurance, shares and 
others are considered as the non monetary benefits for the employees (Casio, 2013). In order to 
motivate employees compensation is the important tool that are being used by the organizations to 
increase efficiency and productivity; that also increases the effectiveness and profitability of the 
organization (Casio, 2013). Internationally compensation system is being included the salary 
according to the individual abilities, skills, capabilities, performance, living allowances, inflation 
covered, offering bonus twice in the calendar year, along with this employees performance is also 
linked with it to get increased share of the pay and for the future prospective pension and provident 
fund is being the part of this plan (Conrad, 2009).  
Training is considered as the systematic process that increases the efficiency and skills of the 
employees in order to improve the performance that contributes the overall performance of the 
organization. Training and development of the employees is planned when the employees are hired 
or recruited in order to equipped them adequately to meet the challenges at the workplace and 
external environment as well (Al Saleem, 2010). Training is the activity that brings change in the 
attitude and behavior of the individual to increase the capabilities, knowledge and skills to facilitate 
efficiency and effective learning; that enable the employees to meet the organizational objectives 
and working requirement in the organization (Bosninih and Al Farsi, 2003). Training is to focus upon 
the development in the attitude and individual efficiency. There are number of training provided by 
the organizations to the employees that are: on job training, orientation, safety, promotional, 
refresher, remedial and others increases the skills and capability of the employees (Choudhary and 
Lamba, 2013).  
Training of the employees increases their confidence and skills that meet the future work 
requirement considerably, training is also considered as the professional education which is being 
provided to aim that employees will contribute in the attainment of strategic goals or objectives 
(Zuelv, 2003). The study suggested that there is a positive association among the variable of training 
with the job satisfaction. The job satisfaction of the employees are based upon the content of the 
training and facilitating feature is that it should be according to the increasing the knowledge and 
expertise of the individual rather than providing those information or skills that are already equipped 
and embedded in the individual (Joudeh, 2010). The features of the training involve the time input to 
get training, training methods, subject of the training and trainees are given specific time to learn the 
knowledge and meet the objectives of the training that they should be having improved skills and 
capabilities that can increases their performance and efficiency.  
Performance appraisal is a measure that inculcates about the overall performance of the individual 
throughout the years and assessed the designated objectives are being achieved within the specific 
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time period. There are different scales, rating and test used to assess the performance of the 
individual (Murphy and Cleveland, 1995). The most important feature for the performance appraisal 
is that rater should not be biased and having enough knowledge to rate adequately. In the last three 
decades performance appraisal is having high concern for the human resource professional. The first 
industrial rating system back in 1800 was developed by Robert Owen at the Cotton Mills in Scotland 
(Heilbroner, 2011).  
Managers of the organization are required to perform their duties without biasness to ensure that 
deserving employee should be rewarded adequately; it is suggested in the study that there is a strong 
association with the trust in the management and employee perception that they are going to be 
treated fairly which increases the job satisfaction among the employees (Farndale and Kelliher, 2013). 
It is important that individual performance and team’s performance enable to determine the overall 
organizational performance (Bratton and Gold, 2012). It is important that organization should focus 
upon the communication in the organization to get the performance appraisal system improved 
(Towell, 2012).  
The purpose of the study is to analyze the effects of human resource management on employee 
satisfaction. The previous studies focused upon different variables and in this study researcher has 
selected four independent variables such as planning and recruitment, training, compensation and 
performance appraisal while the dependant variable is employee satisfaction. The selected variables 
are from the human resource management practices and largely used in the daily routine operations 
of the corporate sector. It will help the researcher to assess these variables that can provide 
employee satisfaction at their jobs and will help to identify those factors that are the main cause that 
disrupt the employee satisfaction.  
 
Conceptual Framework 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Training 

Planning and 

Recruitment 

Compensation 

Performance 

Appraisal 

Employee Satisfaction 
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Methodology 
The study seeks to investigate the effect of human resource management practices on employees’ 
satisfaction. The study in quantitative in nature as it seeks to empirically test the relationships using 
a close ended questionnaire.  
 
Questionnaire Design 
To collect the data from the respondents a questionnaire was used. The questionnaire contained two 
parts. Part A comprised of the questions regarding the demographic information of the respondents 
while part B asked the questions regarding the variables included in the research framework. All 
questions were designed using five-point likert scale. All the construct used in the research 
framework was measured using multi-items.  
 
Sample size and Technique 
A random sampling technique was used to draw the sample. A sample of 380 respondents was used 
to analyze the data. Initially the questionnaire was distributed among 500 individuals out of them 
395 questionnaires were returned. However 15 of them were left partially or fully unfilled. Hence the 
remaining 380 questionnaires were found to be useful.  
 
Data Analysis 
The data was initially put in the software using a predefined codebook. The data was first cleaned 
and preliminary analysis were done. The preliminary analysis include missing values treatment, 
normality and outliers etc. The main analysis then included demographic analysis, descriptive 
statistics, reliability, correlation and regression. SPSS 22 was employed to examine the data.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



International Journal of Academic Research in Business and Social Sciences 
Vol. 9 , No. 2, Feb, 2019, E-ISSN: 2 22 2 -6990  © 2019 HRMARS 

 

329 
 
 

Results and Findings 
The results of data analysis are presented in the following section. 
Demographic Analysis 
Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Gender Male 271 71.3 71.3 71.3 

Female 109 28.7 28.7 100.0 

Total 380 100.0 100.0  

Age 20-25 130 34.2 34.2 34.2 

26-35 193 50.8 50.8 85.0 

36-45 44 11.6 11.6 96.6 

Above 45 13 3.4 3.4 100.0 

Total 380 100.0 100.0  

Education Secondary 2 .5 .5 .5 

Diploma 75 19.7 19.7 20.3 

Bachelors 257 67.6 67.6 87.9 

Masters 41 10.8 10.8 98.7 

PhD. 5 1.3 1.3 100.0 

Total 380 100.0 100.0  

 
The demography of the respondents is presented in the above table. The table shows that out of total 
380 respondents 271 were male and 109 were females. The age of the respondents was between 26 
and 25 for around 50% of the respondents while 34% were aged between 20 and 25. 11% were 36-
45 years old while remaining 3% were above the age of 45. As far as the education of the respondents 
is concerned only 2 were having the secondary education, 75 were holding diploma, 257 were 
bachelors and 41 were masters. However only 5 respondents were holding a PhD degree. 
 
Descriptive Statistics 
 

 N Minimum Maximum Mean Std. Deviation 

EMPL_SAT 380 1.00 5.00 3.2618 1.06695 

PLAN_REC 380 1.00 5.00 3.3263 1.11631 

TRAINING 380 1.00 5.00 3.1382 1.09116 

COMPENSATION 380 1.00 5.00 3.0877 .83989 

PERFORM_APP 380 1.00 5.00 2.9395 .93044 

 
The above table shows the descriptive statistics of the variables included in the research framework. 
The minimum and maximum value of the all the variables were 1 and 5 respectively. The mean values 
ranged between 2.93 to 3.32 while the standard deviation ranged between 0.83 and 1.11. Moreover 
the total number of observation of 380 showed the sample size was 380. 
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Reliability 
The reliability of the constructs in shown in the table below. 

Constructs No of Items Cronbach’s Alpha 

Employee Satisfaction 04 0.840 

Planning and Recruitment 04 0.867 

Training 04 0.843 

Compensation 04 0.830 

Performance Appraisal 04 0.785 

 
The above table of the reliability shows the values of Cronbach’s Alpha for each of the constructs. 
The values of alpha were found to be between 0.785 and 0.867. Hence all the values were found to 
be above the threshold value of 0.7. Which means the requirement for the construct reliability was 
met.  
Correlation Analysis 
 
Correlations 

 
EMPL_SA
T PLAN_REC TRAINING 

COMPENSATIO
N 

PERFORM_AP
P 

EMPL_SAT Pearson 
Correlation 

1     

Sig. (2-tailed)      

N 380     

PLAN_REC Pearson 
Correlation 

.316** 1    

Sig. (2-tailed) .000     

N 380 380    

TRAINING Pearson 
Correlation 

.266** .276** 1   

Sig. (2-tailed) .000 .000    

N 380 380 380   

COMPENSATIO
N 

Pearson 
Correlation 

.241** .025 -.028 1  

Sig. (2-tailed) .000 .628 .584   

N 379 379 379 379  

PERFORM_APP Pearson 
Correlation 

.167** -.251** -.065 .051 1 

Sig. (2-tailed) .001 .000 .208 .324  

N 380 380 380 379 380 

**. Correlation is significant at the 0.01 level (2-tailed). 
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The above table of correlation shows that all independent variables (Planning and Recruitment, 
Training, Compensation and Performance Appraisal) were significantly correlated with the 
dependent variable (Employee Satisfaction) as the p-values for all the correlations were below 0.05. 
Moreover the correlation among the independent variables ranged from 0.025 to 0.276 which shows 
the low values of correlation. The correlation value of 0.9 and above between independent variables 
shows the high probability of multicollinearity between the two independent variables. However this 
issue was not found in the current data. 
 
Regression 
To test the hypotheses of the study regression analysis was performed the result of the regression 
analysis is shown in the table below.  
 
Coefficientsa 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.077 .312  -.246 .806 

PLAN_REC .298 .046 .312 6.467 .000 

TRAINING .202 .046 .206 4.412 .000 

COMPENSATION .288 .057 .226 5.041 .000 

PERFORM_APP .281 .053 .245 5.282 .000 

a. Dependent Variable: EMPL_SAT 
 
The above table of the regression analysis shows that planning and recruitment, training, 
compensation and performance appraisal have significant impact on employee satisfaction as the p-
values were below 0.05. Moreover all the beta coefficients were having a positive sign which shows 
that all relationships were positive. The summary of the hypotheses is presented in the table below. 
 
Summary of Hypotheses 

Hypotheses P-values Results 

There is a positive impact of planning and recruitment on employee 
satisfaction. 

0.000 Supported 

There is a positive impact of training on employee satisfaction. 0.000 Supported 

There is a positive impact of compensation on employee 
satisfaction. 

0.000 Supported 

There is a positive impact of performance appraisal on employee 
satisfaction. 

0.000 Supported 

 
The above table shows that all the hypotheses were found to be supported hence it can be said that 
planning and recruitment, training, compensation and performance appraisal have positive and 
significant impact on employee’s satisfaction. 
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Discussion and Conclusion 
The study was aimed to find out the impact of planning and recruitment, training, compensation and 
performance appraisal on employees satisfaction. The results showed the significant impact of all the 
above variables. The human resource strategic planning is associated with the recruitment, training 
and retaining the employees of the organization (Al Saleem, 2010). Planning of human resource 
department is associated with the strategic planning of the organization to recruit right person for 
the right job, provide training and evaluate performance of the individuals in order to motivate them 
and urge them to produce quality results for the organization. It is required to collect the concrete 
and purposeful information that enable the organization to take effective strategic decision which 
enable the organizational success (Joudeh, 2010). Hence the results are aligned with the above said 
literature. In order to motivate employees compensation is the important tool that are being used by 
the organizations to increase efficiency and productivity; that also increases the effectiveness and 
profitability of the organization (Casio, 2013). Training of the employees increases their confidence 
and skills that meet the future work requirement considerably, training is also considered as the 
professional education which is being provided to aim that employees will contribute in the 
attainment of strategic goals or objectives (Zuelv, 2003). The study suggested that there is a positive 
association among the variable of training with the job satisfaction. The job satisfaction of the 
employees are based upon the content of the training and facilitating feature is that it should be 
according to the increasing the knowledge and expertise of the individual rather than providing those 
information or skills that are already equipped and embedded in the individual (Joudeh, 2010). It is 
important that individual performance and team’s performance enable to determine the overall 
organizational performance (Bratton and Gold, 2012). It is important that organization should focus 
upon the communication in the organization to get the performance appraisal system improved 
(Towell, 2012). The above literature supports the results of the study and hence it can be said that 
the study provides the evidence that planning, training, compensation and performance appraisal 
significantly effects the employee satisfaction. 
 
Recommendations 
As per the findings discussed above planning and recruitment, training, compensation and 
performance appraisal have positive and significant impact on employee’s satisfaction. This key 
findings leads to the idea that it is essential for the organization to have better HR policies to have 
satisfied employees. It is recommended to the Iraqi organizations to articulate better and strong HR 
policies which are in the favor of employees as the workforce of any organization is the back bone of 
that organization hence having a better workforce leads to the better organizational performance 
which ultimately leads to the growth and development of the organization. 
 
Limitation and Future Research 
The above study is limited to the four function of Human resource management. In future research 
more functions can be examined. Moreover the study only include the close ended questionnaire as 
data collection tool hence resulting in a quantitative study. Future researches can be done employing 
mixed method research to develop the in-depth understanding of the phenomena. Moreover a 
comparative study can be performed to understand the relationship in different cultural contexts. 
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