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Abstract 
 

 

The study aimed at identifying the impact of the e-management of human resources on the performance of 
the APC. To achieve the objectives of this study a questionnaire was developed, and distributed to a sample 
which was selected randomly and consists of (246) employees data were valid to be processed and analyzed 
afterwards with the statistical program(SPSSv.20) The most important results: There is an impact of the 
dimensions of the e-management of human resources in the job performance, explaining the (56.9%) of the 
variation in job performance. The study recommends the need to work to strengthen the dimensions of e-
management of human resources  in the APC through the understanding of senior management of the nature 
and level of importance of e-management of human resources  in order to improve their job performance. 
 

 

Keywords: E-management in human resources, job performance, APC  
 

Introduction 
 

Human resources are one of the most important resources to achieve success for organizations. Whatever the 
availability of funds and the development of legislation and the availability of technology, these elements are 
unable to achieve success if there are no competent individuals at various levels who are able to achieve the 
goal in the light of the best use of the material and organizational components. Improving the performance 
of these human resources is the main focus of the efforts of managers, as it is par excellence of the most 
important objectives of the organization, where the efficiency of the performance of any organization and in 
any sector depends on the efficiency of the performance of its human resources, which is supposed to 

perform its functions assigned to it effectively. 
 

The success of business organizations requires keeping abreast of what is new in management and in their 
ability to invest their resources in activities through which they obtain outputs that contribute to their survival and 
growth, by looking for strategic approaches that enable them to meet these challenges. The most secure strategic 
approach among these approaches is the importance of e-management within the human resources and human 
capacities that the institution possesses because of its great importance and its ability to contribute positively or 
negatively in achieving the objectives of the institution. This ensures access to advanced positions in competition, 
leadership and creativity. The human resources that organizations have is a wealth for them, so they must develop 
and invest human resources in them a good investment for what may benefit them in improving the performance of 
workers, which is a vital factor in the development of human resources, and a source of organizational success, 
because of their role It is important to find successful policies and strategies that lead to organizations having 
qualified human resources that can carry out workloads in various fields (Fraij, 2016). 
 

Electronic management of human resources is the process of applying and employing modern technology to 
various human resources functions in organizations, and the most common and applied functions of this technology 
is training and e-recruitment, where jobs are advertised and applied immediately on the Internet, and training using 
the Internet and multimedia which helps To minimize the use of paperwork, simplify procedures and accomplish 
work more accurately and quickly (Ben Zama, 2018).  
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(Mansoor, et.al, 2015) describes it as a system designed to perform human resource functions, apply web-

based technologies and use them consciously, for direct access to the organization's human resources management 
and access to its information on Scale, providing many opportunities to manage this information. The general 
approach to e-management within the human resources framework focuses on the nature of the work that 
individuals do and allow them to make decisions and provide them with feedback about the effectiveness of their 
performance and work to develop them and use their skills and abilities, based on commitment and participation 
(Bataineh, 2017). E-management within the human resources framework (Ali, 2014) makes information accessible 
and accessible, including a range of HR applications that enhance staff capabilities and motivate them to do their 
jobs, and provide them with opportunities to do more in their work and efficiency.  Human resources management is 
an effective engine for the development of organizations. It is the sum of activities that seek to recruit, recruit, 
develop and maintain the human element in these organizations, especially recruitment, training, planning and 
evaluation. On this basis, we find that the technological factor has a big role in these changes, therefore, the 
electronic management of human resources represents all the electronic structures and decisions used in the 
functions of human resources management in the institutions in terms of electronic testing and employment 
(Stulgienė, & utiutienė, 2012). The progress and development that different organizations aspire to in all areas is the 
interest in e-management within the framework of human resources, which is a future-oriented management and 
works in a manner consistent with all other business plans in the organization, and this management tends to use 
intensive human resources practices where emphasis on evaluation Measuring knowledge, skills and potential for the 
future as well as establishing employment and evaluation programs, incentive programs, compensation and training 
to meet these requirements (Seresht, et.al, 2008).  

 

Abu Safi & Sawaqeed (2011) have shown that e-management within the human resources framework 
includes a focus on high trust relationships between management and employees, especially as it is based on the 
assumption that employees can trust in making important decisions about the workplace. This enables employees to 
develop their knowledge and skills in making important decisions about the management of their business events 
that result in greater productivity and efficiency. It is based on the relationship between management and employees 
in the organization by containing employees and involving them to achieve the goal of increasing the performance 
and productivity of the organization. 

 

The relationship between e-management in the context of human resources and improving job performance 
is that the sustainability of the human resource must receive the most care and attention, in addition to focusing on 
the development of integrated mechanisms and development plans to support these resources so that they can 
compete and keep pace with future developments and achieve the required level of flexibility To the required 
momentum. This can only be achieved through in-depth study, scientific analysis and an effective approach that 
addresses all modern methodologies and leading global applications and selects the best and most appropriate 
method to build our human resources capabilities carefully and credibly and qualify them to prove their merit and 
realize their potentials in a positive and efficient manner. 
 

The study Problem : 
 

In light of the increasing progress in the use of modern technology, the use of e-management within the 
framework of human resources has become an indispensable requirement in the human resources departments in all 
sectors, and although many organizations apply the concept of e-management to their work, there is a slow in some 
Organizations in the transformation of traditional management to electronic management where the emergence of 
electronic management has led to a qualitative leap in the performance of the work of the organization, which led to 
the emergence of pressure to shift from the traditional method to electronic and they face many challenges, including 
inefficiency in the use Programs and devices to convert their traditional business to electronic or lack of the 
necessary equipment and infrastructure of this organization, and as a result of the increasing progress in the use of 
modern technology and computer applications has become the role of the use of electronic management is necessary 
within the framework of human resources to improve performance and raise efficiency because of its positive results 
towards improving performance APC is distinguished and distinguished by harnessing the intellectual potential and 
behavioral skills in solving problems. It also enables individuals to share and share knowledge among themselves and 
exchange experiences and expertise. To be better able to make the right decision and respond to the challenge of 
competition, and to achieve this it is necessary to develop electronic infrastructure, so that the directorates through 
which to raise the level of services and the efficiency of its employees. Therefore, this study comes in an attempt to 
answer the following question:  
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Is there an impact of the dimensions of electronic management of human resources on the performance of 

the APC the importance of studying The importance of this study comes from the importance of the subject covered 
by the study and analysis, as there is a tendency to apply e-management within the framework of human resources in 
all activities, which is an important topic in modern management thought, being an important source of the survival 
and sustainability of the organization, especially in institutions that It seeks to adopt a modern management strategy 
that focuses on the mechanisms and strategies that help in the development of electronic human resources 
management and its applications in the APC. 

 

Therefore, the researcher hopes that this study will contribute to the development of proposals for officials 
and decision makers in the APC on the most important material and human needs necessary for the application of 
electronic management of human resources as it helps to improve the level of job performance . The present study 
could serve as a starting point for further studies on the application of e-management within the framework of 
human resources as one of the modern concepts in management thought. 

 

Objectives of the study 
 

 The study seeks to analyze the impact of e-management within the framework of human resources on the 
performance of the APC and emerges from the following sub-objectives: 
 

1. Know the level of perceptions of respondents in the APC towards electronic management of human resources and 
each of its dimensions (e-polarization, electronic selection and e-learning). 

2. Know the level of perceptions of respondents in the APC towards job performance and every dimension of its 
dimensions (quality of work, speed of performance, provide pioneering ideas). 

3. Make recommendations based on the results of the study that help decision makers to adopt the use of electronic 
management of human resources as an approach that contributes to the success of organizations to improve the level 
of interest in job performance in the APC. 
 

Study hypotheses 
 

This study attempts to examine the following zero hypotheses: Hypothesis 1: There is no statistically 
significant impact of the respondents' perceptions at the level of  (0.05≥) of the electronic management of human 
resources combined (electronic polarization, electronic selection and e-learning) on the job performance (quality of 
work, speed of performance, provide leadership ideas) in the company Arabic . The following sub-hypotheses 
emerge: The first sub-hypothesis: There is no statistically significant impact at the level (0.05≥) of the electronic 
management of human resources e-polarization, e-selection, e-learning) on the quality of work as a dimension of the 
jop performance of the APC.. 
 

The second sub-hypothesis: There is no statistically significant effect at the level (0.05≥) of the electronic 
management of human resources (e-polarization, electronic selection and e-learning) on the speed of performance as 
a dimension of the performance in the APC. 

The third sub-hypothesis: There is no statistically significant effect at the level (0.05≥) of the electronic 
management of human resources (e-recruitment, e-selection and e-learning) in the presentation of pioneering ideas as 
a dimension of the job performance in the APC. Procedural definitions: a. Independent Variable: Electronic Human 
Resources Management: The application of any technology that enables managers and employees to have direct 
access to human resources management and other organization services for communication, electronic recruitment, 
e-selection, e-learning and other administrative purposes. This dimension is measured through the arithmetic 
averages of the respondents' answers to the questionnaires (1-14). 
 

It consists of the following sub-dimensions: 
 

1. E- Polarization: Allowing job applicants to submit their applications digitally via e-mail or by filling out a form on 
the website. Business organizations resort to creating websites through which job seekers can apply for available 
jobs. This dimension is measured through the arithmetic averages of the respondents' answers to the 
questionnaires (1-4). 

2. E-Selection: Attracting the suitable competencies and attracting the manpower needed by the organization in order 
to choose from them what it deems appropriate to work in. This dimension is measured through the arithmetic 
averages of the respondents' answers to the questionnaires (5-9). 
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3. E-learning: modern software to measure the gap between the specifications of workers and the objectives of the 

foundation of the business organization and then can nominate employees for different courses, which can receive 
many of them through the Internet. This dimension is measured through the arithmetic averages of the 
respondents' answers to the questionnaires (10-14). 

 

The dependent variable: Job performance : The concept of performance is linked to both the behavior of 
the individual and the organization and occupies a special place within the organization as the final product of the 
outcome of all activities, at the level of the individual and the organization. It also refers to the outcome of human 
behavior in the light of procedures and techniques that guide work towards achieving the desired objectives, all these 
dimensions will be studied in the APC, and this variable can be measured through the arithmetic averages of the 
respondents' answers to the questionnaire paragraphs (15-29): It consists of the following sub-dimensions: 
 

1 - Quality of work: the ability of the APC to organize and carry out the work accurately without any deficiencies or 
defects and according to the standards recognized in the sections of the company and to match the 
characteristics and specifications of work with the required level. This dimension is measured through the 
arithmetic averages of the respondents' answers to the questionnaires (15-19). 

2 - Speed of performance: the role of the APC in making the employee possess the necessary cognitive, technical and 
professional skills to do his job in the shortest possible time, without prejudice to the quality and quality of work 
and this dimension is measured through the arithmetic averages of the respondents to the questionnaires (20-24). 

5. Providing Entrepreneurial Ideas: The APC encourages employees to submit ideas in the work circle that are 
unusual and come with a positive result, and an optimal investment of available resources. This dimension is 
measured through the arithmetic averages of the respondents' responses to the questionnaires (25-29). 
Population of Study and its sample: The study population consists of all (453) employees of the Arab Potash 
Company. A simple random sample (70%) was drawn through the lists and using the job number from the study 
population. The questionnaires were distributed on all vocabulary of the sample. They recovered (265) 
questionnaires (83.6%) of the size of the sample of the study, and excluded (19) questionnaires that are not valid 
for statistical analysis. ) Of the sample of the study which is valid for scientific research purposes. Study model: 
The figure below shows the model of the study, where the independent variable in this study was the electronic 
management of human resources (e-recruitment and electronic selection and e-learning) and the dependent 
variable is job performance (quality of work, speed of performance, the presentation of pioneering ideas). 

 

Study Tool: 
 

The questionnaire was developed based on the theoretical Framework and previous studies in the subject. 
The questionnaire consisted of three parts: Part I: It includes information reflecting the characteristics of the study 
sample, according to the demographic variables (age, educational qualification, experience, job title, gender). Part II: 
This section includes paragraphs covering the independent study variable (electronic management of human 
resources).Part III: This section includes paragraphs covering the dependent study variable (functional performance). 
Validity of the study: The questionnaire was presented to (6) arbitrators from the Jordanian universities to verify the 
validity of the questionnaire paragraphs. Stability of the study: The stability of the tool was confirmed by the test-
retest method by distributing it to an exploratory sample of (25) respondents from outside the study sample. The 
dimensions of the study, and the results as shown in table (1) as follows: 

 

Table(1) The stability coefficient value of the internal consistency of the instrument as a whole and 
each dimension of the study
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No Dimension Stability coefficient 

  Test-Retest Cronbach's Alpha 

1 e-polarization 0.88 0.87 

2 e-selection 0.87 0.82 

3 e-learning 0.86 0.83 

1-3  e-management of human resources - - 

1 Quality performance 0.88 0.85 

2 Speed performance 0.89 0.86 

3 Provide entrepreneurial ideas 0.92 0.89 

1-3  Job performance  - - 
 

Statistical processing: 
 

1.The descriptive statistical methods (frequencies, percentages, computational averages, standard deviations), 
analytical (variance amplitude, tolerant variance, multiple regression analysis, and multigrade gradient analysis) 
were used to answer the study questions and to test their hypothesis validity using the (SPSS.21.1 ). The 
following are the statistical methods that will be used: 

2.Descriptive Statistic Measures to describe the characteristics of the study sample members, based on frequency and 
percentages, to describe the characteristics of the sample of the study, the arithmetic averages, and the standard 
deviations to understand the perceptions of the employees of Jordanian commercial banks towards human 
resources information systems, . 

2. The Variance Inflation Factory (VIF) test and Tolerance test were used to ensure that there was no high 
correlation between the independent variables and the Skewness test to ensure that the data followed normal 
distributions. The four regression conditions (moderate distribution, mean, constant variation, error 
independence) were used. Multiple regression analysis was used to test the validity of the study models, the effect 
of the independent variable and its dimensions on the dependent variable and its dimensions, and the Stepwise 
Multiple Regression Analysis Independent variables in the equation of the dependent variable prediction. 

   

Previous studies: 
 

Bataineh (2017) The study aimed to know the impact of e-management on the performance of employees, the 
researcher followed the descriptive analytical approach, and then analyzed the relationship between e-management 
and the performance of employees, aimed at knowing the impact of e-management on the performance of 
employees. Develop a questionnaire consisting of 24 items to collect initial information from the study population, 
then analyze this information using SPSS V 22. The results showed a significant positive relationship between all 
dimensions of e-management and staff performance. The study presented a set of recommendations, the most 
important of which is the continuous follow-up of the application of the concepts of e-management in public and 
private administration and service management in order to keep up with the challenges and development and focus 
on accessibility, globalization and the provision of services, Possible.The study (Fraij, 2016) found that there is a 
statistically significant impact on the impact of electronic polarization and includes (electronic attraction, electronic 
selection, electronic training and electronic evaluation) on the performance of the task (performance of the task), and 
the study also found a statistically significant impact on the impact of electronic polarization Finally, the study 
concluded that there is no statistically significant effect on the effect of electronic polarization on the performance 
(adaptive performance). Descriptive research includes collecting data to test hypotheses or answer questions related 
to the current situation. For the study topic, the researcher designed a survey tool that can be managed for selected 
topics. The purpose of the survey tool was to collect data on respondents' attitudes towards banks with the adoption 
of electronic recruitment. The study population was all managers and heads of departments working in the Jordanian 
commercial banking sector. The sample of the researcher was a random stratified sample in which the researcher 
divided the sample into Banks and heads of departments) and then published the questionnaire randomly on them. 

 

AlShammari, 2015 This study, which was applied at the secondary level to 113 managers in the State of 
Kuwait, revealed some obstacles that prevent the application of electronic management. The results showed that the 
constraints were the infrastructure, the lack of periodic maintenance, the lack of trained cadres to implement them, 
the fear of change in the work and the amount of effort caused by these disadvantages and disadvantages. Study 
(Mansoor, Shah, Rehman & Tayyaba, 2015)  
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The study focuses on analyzing the impact of training and development efforts in Pakistan's SMEs on staff's 

intention to leave the organization as an expense and a waste of time and resources by the organization. The study 
will also assess the final impact of staff intentions on the organization's performance. Salary-based staff in 
organizations with 5 to 250 staff were selected on the basis of stratified sampling for data collection purposes. Of the 
600 questionnaires distributed, 290 were returned and 278 were used for the study. It has been found that the 
relationship between training and development and organizational performance is mediated positively by the 
intention of staff leaving organizations. A positive relationship may exist due to a number of other factors such as 
inflation, and fewer jobs in the Pakistani context. This study will be of great interest to SME practitioners, shifting 
their focus towards increased training and development efforts The study (Ali, 2014) aimed at examining the indirect 
relationship between HRIS characteristics and gaining continuous competitive advantage through HRM practices. 
For the purpose of the research, a “best practice” approach has been adopted in human resource management 
practices. Data was collected on HRMS features and the competitive advantage gained through a structured 
questionnaire conducted with 110 HR professionals, 21 IT technicians and 124 sales managers working at the 
Egyptian Company for Mobile Services. The results showed that HRMS features related to the inclusiveness of the 
database network and integration have the greatest impact on the effectiveness of transformational HRM practices in 
HR planning and training that explain the relationships between HRM / UN-Women. 
 

A study (Felck, 2014) conducted in the United States aimed at revealing the extent of the use of electronic 
management and its related programs in the management of administrative departments in universities, the sample of 
the study consisted of (36) male section head working in different administrative departments, and a questionnaire 
was composed of a component The results of the study showed that (67%) of the heads of departments have a good 
knowledge of computers and want to apply it in their administrative work. Between computer knowledge and 
between level Its use in electronic management, the results of the study also showed that electronic management 
reduces the workload of department heads, accelerates the pace of work, and reduces errors. The study (Seresht, 
2012) in Iran aimed to reveal the effectiveness of the application of electronic management and obstacles to its 
application in Iranian universities, the questionnaire was used in addition to the interview to collect data, the sample 
of the study consisted of (239) faculty and administrative staff. The study results showed that there are administrative 
obstacles that limit the application of electronic management, such as lack of technological awareness, lack of 
experience, lack of motivation and desire, in addition to cultural and technological obstacles. The study sample also 
pointed to the effectiveness of applying electronic management in reducing time and effort. In the event of the 
removal of obstacles appliedThe study (Boateng, 2007), entitled "The role of human resources information systems 
in strategic human resources," aimed to verify the role played by human information systems in the management of 
strategic human resources. The study was conducted on (170) Finnish companies, of which 27 companies responded. 
The study targeted a sample of human resources managers.  

 

The study found that human resources information systems play a major role in the strategic human 
resources management policies, and the study proved that the human resources specialist in the research companies 
emphasize the need to use human resources information systems to support strategic human resources management 
policies. In a study (Ngai & Wat, 2006) titled “Human Resource Information Systems: Review and Empirical 
Analysis”, it aimed to identify the reality of the uses of human resources information systems in business 
organizations operating in Hong Kong and also aimed to identify the benefits and impediments Human Resources 
Information System (HRIS) sample of 500 users of human resources information systems in a number of business 
organizations operating in Hong Kong. One of the most important results is that one of the most important benefits 
of using HRIS system is its ability to quickly adapt to changes in the internal and external work environments. As 
showed The study pointed out that the most important obstacle to the application of human resources information 
systems is the lack of physical resources to adopt these systems. In a study by Antonio, et, al, 2006, entitled “Using 
HRMS to Apply for Employment, a Spanish Case”, it aimed to study the use of HRIS as a tool in employment 
decisions as well as the relationship between HRIS The sample of the study consisted of (334) Spanish companies 
with more than (200) employees in each company. The most prominent results were that (88%) of the surveyed 
companies use the human resources information system to receive applications and (85.3%). Of the companies using 
the system to store data, (64.7%) of companies use the system to pass Data survey and (42.2%) of companies use the 
system to make decisions related to the process of recruitment and selection.  
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The results of the study also showed that companies that rely on internal polarization based on human 

resources information systems applications have better results in the recruitment and recruitment of candidates from 
companies that do not rely on this system (89.3%). 

 

What distinguishes this study: 
 

It is clear that this study meets with some of the previous studies that dealt with the subject in some sub-
variables and dimensions, but what distinguishes this study is the difference in terms of the objective and the study 
population and the sample as well as address the dimensions of variables within the framework of the study and its 
limits differently from those of other studies. Through the survey of previous studies we can see what characterized 
this study as follows: 
 

1. In terms of the objective of the study: where this study came to fill the shortage in this area, which is the link 
between the two variables of electronic management of human resources and functionality by removing them 
together in the APC. 

2. In terms of study variables: where the previous studies dealt with many independent and dependent variables but 
did not address any of the variables of the current study combined, the current study differed as it studied e-
management within the human resources dimensions (e-polarization and electronic selection and e-learning) on 
the level of performance Career dimensions: (quality of work, speed of performance, provide pioneering ideas) 
from the point of view of managers in the APC. 

3. In terms of the study population: where the study communities differed in the previous studies that have been 
referred to in the current study, but this study was distinguished that it addressed a society that was not addressed 
in any of the other studies, namely the APC where the members of the study community in the staff and 
supervisors The heads of departments and managers of the APC. 
 

Results 
 

Testing hypotheses: Test the first hypothesis: There is no statistically significant impact at the level of 
significance (0.05≥) of electronic management of human resources (e-polarization, e-selection, e-learning) in the 
jop performance of the APC. Table(2) Results of Multiple Regression Analysis to Test the Relationship between 
E-management of human resources with Different Dimensions in Job performance at APC 

 

Independent variables  
Dependent variables Electronic learning Electronic selection Electronic Polarization 

(0.279=Beta ( )t= 

3.998)* 
(0.058=Beta ( )2.522 t= 

)* 
(0.503=Beta ( )t= 7.238 

)* 
Job performance  

(0.201=Beta ( )2.991 t= 

)* 
(0.206=Beta ( )t= 

3.074)* 
(0.219= Beta ( )t= 4.169 

)* 
Quality performance 

(0.216=Beta ( )3.992 t= 

)* 
(0.189=Beta ( )t= 

2.943)* 
(0.404= Beta ( )t= 6.313 

)* 
Speed performance 

(0.128=Beta ( )t= 

2.673)* 
(0.059=Beta( )t= 1.61) (0.208= Beta ( )t= 3.098 

)* 
Provide entrepreneurial 
ideas 

* significance at the level (0.05) 
 

It is evident from the statistical results in Table (2), and from the follow-up of the values of (t) test that the 
sub-variables and related (e-polarization, e-selection, e-learning) have an impact on the performance of the APC, 
based on the values (t) calculated, These are significant values at the significance level (0.05≥). The following 
requires the following: Rejection of the null hypothesis, which states that: There is no significant statistically 
significant impact at the level (0.05≥) of e-management within the framework of human resources (e-polarization, 
e-selection, e-learning) in the performance of the potash company Arabic . When conducting a stepwise multiple 
regression analysis to determine the importance of each independent variable in contributing to the mathematical 
model, which represents the impact of e-management within the framework of human resources (e-polarization, e-
selection, e-learning) in the performance of the APC  
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As shown in Table (3), which shows the order of entry of independent variables in the regression equation, 

the electronic polarization ranked first, and explained (48.9%) of the variance in the dependent variable, followed by 
the e-learning variable, and explained with the Electronic polarization (58.9%) of the variation in the dependent 
variable, and finally entered the electronic variable selection, where he explained with the previous variables 
amounted to (63.1%) of the variance in job performance in the APC as a dependent variable. Table(3) Results of 
"Stepwise Multiple Regression" to Predict the jop performance of APC through E-management of human resources 
as Independent Variables 

 

t.Sig t. Values  R2 Value  The entry of the independent 
elements in the prediction 
equation 

0.000 10.651*  0.489 Electronic Polarization 

0.000 7.762*  0.589 Electronic learning 

0.000 5.983*  0.631 Electronic selection 

* significance at the level (0.05) 
 

t.Sig t. Values  R2 Value  The entry of the independent 
elements in the prediction 
equation 

0.000 6.840*  0.338 Electronic Polarization 

0.000 5.381*  0.386 Electronic learning 

0.000 4.861*  0.401 Electronic selection 

* significance at the level (0.05) 
Sub-hypothesis 1: No statistically significant effect at  (0.05≥) For electronic management of human 

resources (e-polarization, e-selection, e-learning) in the quality performance as a dimension of the jop performance 
of the APC..It is evident from the statistical results in Table (2) and the follow-up of the test values (t) that the sub-
variables and related (e-polarization, e-selection, e-learning) have an impact on the quality performance as a 
dimension of the performance of the performance in the APC, based on Calculated (t) values, which are significant 
at (0.05≥). The following is required: Rejection of the null hypothesis which states that: There is no statistically 
significant impact of e-management within human resources (e-polarization, e-selection, e-learning) on the quality 
performance as a dimension of Dimensions of the jop performance of the APC..When conducting a stepwise 
multiple regression analysis to determine the importance of each independent variable in contributing to the 
mathematical model, which represents the impact of e-management within the human resources framework (e-
polarization, e-selection, e-learning) on the quality performance as a dimension The performance of the APC, as 
shown in table (4), which shows the order of entry of independent variables in the regression equation, the electronic 
polarization ranked first, and explained (33.8%) of the variance in the dependent variable, followed by the e-learning 
variable Finally, he explained with the electronic selection variable (38.6%) of the variance in the dependent variable. 
 

Table(4) Results of "Stepwise Multiple Regression" to Predict the Performance of APC through E-management of 
human resources as Independent Variables  
 

The second sub-hypothesis: There is no significant statistically significant impact at the level of  

( 0.05≥ )  of electronic management of human resources (electronic polarization, electronic selection, e-

learning) on the speed of performance as a dimension of the job performance  in the APC. 
 

It is evident from the statistical results in Table (2) and the follow-up of the test values (t) that the sub-
variables and related (electronic polarization, electronic selection, e-learning) have an effect on the speed of 
performance as a dimension of the performance of the performance in the APC, based on Calculated (t) values, 

which are significant at  ( 0.05≥ ). From the above, it is necessary to reject the null hypothesis which states that: 
There is no statistically significant impact at the (α≤0.05) level of e-management within human resources (e-
polarization, e-selection, e-learning) on the speed of performance as a dimension of Dimensions of the jop 

performance of the APC..When conducting a stepwise multiple regression analysis to determine the importance of 
each independent variable in contributing to the mathematical model, which represents the impact of e-management 
within the framework of human resources (e-polarization, electronic selection, e-learning) on the speed of 
performance as a dimension  



Hussam Althonybat                                                                                                                                                  67 

 
The performance of the APC, as shown in table (5), which shows the order of entry of independent 

variables in the regression equation, the electronic polarization ranked first, and explained (41.3%) of the variance in 
the dependent variable, followed by the learning variable Electronic, and interpreted with the polarized electronic 
variable (47.8%) of the variation in the dependent variable, and finally entered the electronic variable selection, where 
he explained with the previous variables amounted to (51.9%) of the variation in the speed of performance as a 

dependent variable. Table(5)  Results of "Stepwise Multiple Regression" to predict the speed performance of APC 
through E-management of human resources as independent variables  
 

t.Sig t. Values  R2 Value  The entry of the independent elements in the prediction equation 
0.000 12.581*    0.413 Electronic Polarization 

0.000 8.096*  0.478 Electronic learning 

0.000 4.561*  0.519 Electronic selection 

* significance at the level (0.05) 
 

Sub-hypothesis 3: There is no statistically significant impact at ( 0.05≥ ) level of e-management 
within the framework of human resources (e-polarization, electronic selection, e-learning) in provide 

entrepreneurial ideas as a dimension of the jop performance of the APC..It is evident from the statistical 
results in table (2) and the follow-up of (t) test values that the sub-variables and related (e-polarization, e-learning) 
have the effect of providing pioneering ideas as a dimension of the jop performance of the APC., based on the 
values (t Calculated values, which are significant at the level of significance (α≤0.05). The sub-variable (electronic 
selection) has no effect in provide entrepreneurial ideas as a dimension of the jop performance of the APC., where 
the calculated t values (1.771), which is not significant at the level of significance (α≤0.05). The following is required: 
Rejection of the null hypothesis which states that: There is no statistically significant impact at (α≤0.05) level of e-
management within human resources (e-polarization, e-learning) in provide entrepreneurial ideas as a dimension of 
performance. Career in the APC. Acceptance of the hypothesis regarding the variable (electronic selection) in 

provide entrepreneurial ideas as a dimension of the jop performance of the APC.. 
 

In conducting a stepwise multiple regression analysis to determine the importance of each independent 
variable in contributing to the mathematical model, which represents the impact of e-management within the human 
resources framework (e-polarization, e-selection, e-learning) in provide entrepreneurial ideas as a dimension of The 
dimensions of the job performance  of APC are shown in Table (6), which shows the order of entry of the 
independent variables in the regression equation, the electronic polarization ranked first, and explained (30.8%) of 
the variance in the dependent variable, followed by a variable. E-learning, and interpreted with the polarized 
electronic variable (33.9%) of the variation in the provision of pioneering ideas as a dependent variable. The 
graduated multiple regression equation came out as a variable (electronic selection) as a statistically insignificant 

variable and weak in interpreting the variance in the dependent variable. 
 

Table(6) Results of "Stepwise Multiple Regression" to predict the providing pioneering ideas of APC 
through E-management of human resources as independent variables 

 

t.Sig t. Values  R2 Value  The entry of the independent 
elements in the prediction 
equation 

0.000 6.273*  0.308 Electronic Polarization 

0.000 4.189*  0.339 Electronic learning 

* significance at the level (0.05) 

Recommendations: 
 

Based on the findings of the study, it recommends the following: 
 

1. The need to work to strengthen the dimensions of e-management of human resources  in the APC through the 
understanding of senior management of the nature and level of importance of e-management of human 

resources  in order to improve their performance. 
2. The need to work to establish mutual relations of cooperation between the organizations, as this allows to benefit 

from the expertise and experience of others in the formation and development of the knowledge balance of the 

importance of electronic management of human resources. 
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3. The APC takes its role in the interest of achieving organizational effectiveness, through the adoption of scientific 

bases for the selection of human resources taking into account the scientific qualifications and practical qualities 

and leadership experience and skill. 
4.Professional development and knowledge of the human resources in the APC and training them continuously, and 

develop their skills and abilities and increased knowledge of developments in the external environment and 
leading work methods to help them to reach a high degree of effectiveness, and motivate them to be advocates 
of change in this APC, and spread and nurture positive values This requires that the selection policies of 

managers should be developed and based on competence. 
5. Emphasize further scientific studies on the subject of the present study to include other organizations and samples 

to disseminate their findings and make recommendations thereon. 
 
References 

 
Abu Safi, S. K ; & Sawaqeed.N. (2011)"The Application of Electronic Mnagement and its effect on 

organizational performance in public Education sector", Mu'tah University- Faculty of 

Engineering.pp.1-65. 
Al Hawi, R. O ; & Al Damen, R. A. (2012)"The Impact of Managerial Competencieson the Organization 

Performance in  the Jordanian Airlines Organizations". Amman Arab University. College of Administrative 
and Financial Studies.PP.1-135. 

Ali, Tarek Mohamed, (2014)"The impact of HRM practices on the relationship between Using HRIS and  gaining a 
sustained competitive advantage  Evidence from the mobile services in Egypt". Ain Shams University - 
Faculty of Commerce. 

Alsakarneh,A.A.A ; & Hong , S.C. (2014)"The Impact of Electronic Management on Human Resource 
Development". Central South University. International Journal of Science and Research (IJSR). 

AlShammari, I. A. (2015). High School Principals‟ Attitudes toward the Implementation of E-administration in 

Kuwait‟ s Public Schools (Doctoral dissertation).  VOL.19 , NO. 1. PP. 13-36. 
 Alzu'bi ,Z.F.   Al kalha,Z.S(2011)  "Investigating the effects of human resource policies on organizational 

performance empirical study on commercial banks operating on Jordan". University of Jordan - College of 
Graduate Studies.PP.1-171. 

Bataineh , K. A. (2017)"The Impact of Electronic Management on the Employees' Performance Field Study on the 
Public Organizations and Governance in Jerash Governorate". Department of Business Administration, 
Faculty of Administrative Science and Finance, Irbid National University, Jordan.VOL. 8 , N. 5.  

Fraij ,J. K. (2016)"The Impact of E-Recruitment on Job Performance: A Field Study of Jordanian Commercial 
Banking Sector from Managers Point of View". Business Administration Department- Faculty of Business- 
Middle East University. 

Mansoor, H. S ; Shah, F.T ; Rehman , A.U ; & Tayyaba, A. (2015)Impact of Training and Development on 
Organization Performance with Mediating Role of Intention to Quit as Human Resource  Quality Cost". 
Department of Management Sciences, COMSATS Institute of Information Technology; University of 
Engineering and Technology;  4University of Engineering and Technology, Lahore, Pakistan.VOL. 4 , 
NO.4.PP. 787-797.  

Ramayah, T;  Ahmad, N. H ; & Hong, T. S. (2012). An assessment of e-training effectiveness in multinational 
companies in Malaysia. Journal of Educational Technology & Society, VOL. 15 , NO. 2.PP 125-137. 

Seresht, H. R.; Fayyazi, M ;  & Asl, N. S. (2008). E-management: Barriers and challenges in Iran. E-Ower Kraklead, 

Iran.    
Singh, S; Darwish, T. K; and Potocnik, K. (2016)." Measuring Organizational Performance: A Case for Subjective 

Measures". Brunel University London Business School, University of Gloucestershire Businesss School, and 
University of Edinburgh Business School. British Journal of Management, Vol. 27 

Stulgienė,A; & Čiutienė,R. (2012)." HRM CHALLENGES IN TRANSITION TO PROJECT MANAGEMENT 
(PROJECT-BASED ORGANIZATION)". Kaunas University of Technology, Lithuania, Vol. 17, No.3. 

 

 
 


