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Abstract: The paper aim to explore the impact of global human resource practice on employee job performance in Palestinian firm's 

based on human resource studies in several cultures. A literature review covered the relationship between the variables. A quantitative 

method used in this study, the result indicate global human resource practice has a positive significant impact on employee job 

satisfaction in Palestinian firms. This paper contributes to existing knowledge by testing HR practices in different firms. However, the 

study result provide practitioners with better insights into some practices that could elevate the employee job satisfaction. Future studies 

needs to explore other global human resource practices affect on organizational commitment, employee behaviors and attitude in 

different industries and different countries.  
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1. Introduction 
 

In this world increasing globalization depend on employee 

job satisfaction, therefore,  a global human resource that can 

ideally provide a competitive advantage has become more 

essential [1]and[2]. employees job satisfaction is foundations 

of success in the organizations; researchers involved in the 

management of human capital and have fully focused on 

global HR practices[3]. In fact, global HR practices are 

related to employee performance that has been well 

documented. Significant research on the global HR Practices 

performance relationship has been established and global HR 

practices are related to a number of firm performance 

measures such as market value, return on equity, and 

operational measures of performance [4]. 

 

Global human resources departments are transforming as the 

modern business faces numerous and complex challenges, 

and exploit opportunities [5]. The transformation of global 

human resources today is a direct call for the rapid changes 

within businesses due to factors such as globalization [6]. In 

the global competition within the flat and connected new 

world, decision making in organizations has become 

increasingly intricate and convoluted. The new global world 

has widened the talent pool for excellent and marginal 

workers and for permanent and fluid workers[7]and[8]. An 

organization„s talent can be a source of a sustained 

competitive advantage and can affect important 

organizational outcomes such as survival, profitability, 

customer satisfaction level, and employee performance [9] 

and [10]. Human resources need to take advantage of 

technology and data analytics to build a global human 

resource information system that collects and stores data 

from various source s[11]. The system will help to analyze 

the data to provide business insights, predict future needs and 

develop strategies to fill those needs. Companies with the 

ability to foresee and sustainably manage their workforce 

needs – especially for high skills – will gain the decisive 

competitive advantage [12].  

 
 Global staffing, global training, global performance 

appraisal and global leadership development are the 

components of global human resources with the greatest 

potential for powerful leverage for global firms[13]. The 

effect of global human resource management (GHRM) 

practices popularly known as HR practices on organizational 

performance, employee attitudes, turnover, commitment, and 

productivity has been a leading area of research in the 

developed world for years[14][15][16],[17] and [19]. But 

surprisingly, very limited number of studies have been 

conducted on HR practices in the context of developing 

countries in general and Palestine in particular. Since the 

very limited number of studies have been conducted on 

global HR practices in the context of developing countries in 

general[20] and Palestine in particular[21]and[22]. This 

study has been conducted to fill the obtainable research gap 

and to explore the effect global HR practices and job 

satisfaction in the context of Palestine firms. This study will 

help Palestinian academicians, researchers, policy-makers, 

practitioners, students, for more study on the global human 

resource in Palestine. Thus, there is a necessity to study the 

relationships of these global HR practices on employee job 

satisfaction to understand whether it is worthwhile to 

implement these kinds of practices. It would also offer an 

opportunity for organizations to eliminate the practices that 

are obsolete 

 

2. Literature Review  
 

2.1 Employee Job Satisfaction 

 

The most referred definition of job satisfaction was offered 

by [23] who defined job satisfaction as a pleasing or positive 

emotional state resulting from the evaluation of a person‟s 

job. Employee job satisfaction is an inter-disciplinary term 

that has been paying attention of the researchers and 
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practitioners from different disciplines such as psychology, 

human resource management, organizational behavior. In 

literature, there are a large number of studies that analyze the 

term from many different perspectives and its relationship 

with various organizational variables [24]. But there is no 

universal definition of employee satisfaction that exposes all 

these dimensions at the same time. Most of the definitions 

emphasize the importance of employees‟ job-related 

perceptions that link their expectations and what they receive 

in return describes job satisfaction as a pleasurable or 

positive emotional state resulting from the appraisal of one's 

job and job experiences. [25] In his manuscript said job 

satisfaction is a general attitude of employees either 

favorable or unfavorable towards the job. 

 

2.2 Global Human Resource 

 

A review of the literature reveals that there are three main 

perspectives on HRM practices. The universalistic approach 

states that there is an identifiable set of best practices, which 

when executed could lead to organizational improvements. 

The contingency approach attempts to contextualize the 

various HRM practices to different organizational settings 

and strategies. The configurational approach argues that a 

good fit between various HRM practices and organizational 

strategy would improve the HRM-firm performance 

relationship[26]. However, HRM practices have been defined 

in several aspects. defined of HRM practices as a system that 

attracts, develops, motivates, and retains employees to ensure 

the effective implementation and the survival of the 

organization and its members. Besides, HRM practices is 

also conceptualized as a set of internally consistent policies 

and practices designed and implemented to ensure that a 

firm‟s human capital contribute to the achievement of its 

business objectives [27]. [28]viewed HRM practices a set of 

practices used by the organization to manage human 

resources through facilitating the development of 

competencies that are firm specific, produce complex social 

relation and generate organization knowledge to sustain 

competitive advantage. Against this backdrop, we concluded 

that HRM practices relate to specific practices, formal 

policies, and philosophies that are designed to attract, 

develop, motivate, and retain employees who ensure the 

effective functioning and survival of the organization.  

Therefore, global human resource management refers to the 

policies and practices involved in carrying out the „global 

human resource(GHR)‟ aspects of a management position 

including global human resource planning, global job 

analysis, global recruitment, global selection, global 

orientation, global compensation, global performance 

appraisal, global training and development, and global labor 

relations [29],[30]and[31]. global Human Resource 

Management (GHRM) is composed of the policies, practices, 

and systems that influence employees‟ behavior, attitude, and 

performance [32],[33] and [34]. There are four top models of 

HRM such as the Fombrun, Tichy, and Devana Model of 

HRM, the Harvard Model of HRM [35], the Guest Model of 

HRM, and the Warwick Model of HRM [36]. Out of these 

models, Guest Model of HRM is considered to be much 

better than other models [37]. In an early review of the HR 

Practices literature in different countries shows the most 

common HR Practices studies are recruitment, selection, 

training and development, compensation, rewards, and 

recognition [38],[39],[40] and [41]. Six global HR practice 

selective hiring, compensation policy, rewards, recognition, 

training and development and information sharing have been 

studied with relation to employee job satisfaction 

[42],[43],[44],[45] and [46].  Regardless of these different 

ideologies, there are a number of common HRM practices 

that are overlapping in the three approaches in improving 

employee job satisfaction. In this study, an expert panel made 

up of four HR practitioners has been selected most common 

of global human resource practices to set in Palestine 

environment.  

 

Global Training and development 

The human resource development process aimed at assisting 

individuals in acquiring skills and developing abilities 

needed to perform various tasks at the workplace [47]. Once 

appointed, the employees should undergo various training 

programmes based on the nature of their jobs and 

responsibilities[48]. The employee feeling less than 

competent to do a task, are more likely to leave the field, or if 

they choose to stay, their productivity would be suboptimal. 

Hence, Training and development is one means of improving 

workforce utilization and thereby potentially raising job 

satisfaction[49]. 

 

Global Recruitment  

Recruitment and selection are part of a hiring process which 

determines the decisions as to which candidates will get 

employment offers[50]. The hiring process is completed with 

the socialization stage involves orientating new employees to 

the organization and to the units in which they will be 

working. It is important that new employees be familiarized 

with the Company‟s policies, procedures, and performance 

expectations[51]. 

 

Global Performance Appraisal  

Performance appraisal involves the identification, 

measurement, and management of human performance in 

organizations [52]. Generally, organizations conduct 

appraisals for administrative and/or developmental purposes. 

In terms of administrative purpose, the appraisal are used as 

the basis for a decision about the employee‟s work condition, 

including promotions, termination, and rewards. While 

developmental uses of appraisal, which are geared toward 

improving employees‟ performance and strengthening their 

job skills, including counseling employees on effective work 

behavior and sending them for training[53]. 

 

Global Compensation  

An organizational perspective, compensation is often viewed 

as an employer‟s designs and administrations of the various 

types of pay systems (financial and financial payments) in 

rewarding its employees who perform job or service [54] 

most employers design pay systems based on internal 

organizational variables whereby the type, level and/amount 

of pay are allocated to employees based on job structure[55]. 

As compensation was used as rewards that employees receive 

for work performed, compensation, therefore tends to affect 

employees‟ morale and job satisfaction. Benefit, pay, and 

incentives are some of the compensation package, cited in the 

most human resource management text to create value for 
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organizations and its employees. Results from other studies 

have examined compensation was one of the strongest 

determinants of employee attitudes, motivation and 

behaviors[56]. 

 

2.3 Global Human Resource Practices on Job Satisfaction  

 

There are several studies that seek to examine the correlation 

between HR practices and employee job satisfaction. [57] 

studied the impact of human resource practices on job 

satisfaction: A global study across 48 countries. They study 

aimed to determine the effect of high-performance human 

resource practices on job satisfaction across four cultural 

regions – Asia, Europe, North America, and Latin America. 

High-performance human resource practices were used to 

predict job satisfaction for each region and then compared to 

determine significant differences. Hofstede's cultural 

dimensions were employed as a basis for structuring 

hypothesized differences across cultural regions. They found 

There are significant relationships between job 

characteristics and job satisfaction across all regions of the 

world, with a sense of achievement universally the most 

important driver. Although job characteristics impact job 

satisfaction across all regions, there are significant 

differences in the relative importance of job characteristics 

on job satisfaction, consistent with Hofstede's cultural 

dimensions. [58] they examined the relationship between 

Human resource management practices and workers' job 

satisfaction. However, HRM practices raise workers' overall 

job satisfaction and their satisfaction with pay. [59] carried 

out a study to investigate human resource practices of 

contractors that lead to job satisfaction of professional staff, 

however, the finding of the study show HR practices are 

significantly correlated with job satisfaction. [60] carried out 

an empirical study on employees‟ perceptions of Human 

Resource Management (HRM) practices in the architectural 

industry. they found most of the respondents were satisfied 

with their jobs overall, although they were least satisfied with 

their pay. [61] he observes the relationship between HR 

Practices i.e. (Training and Development, Respect and 

Integrity, Opportunities for Growth/Career Path, Increments 

& promotion, performance appraisal, compensation, and 

benefits) with the employee job satisfaction in the textile 

industry in Pakistan. he found These HRM practices have a 

significant positive impact on employee Job satisfaction. The 

main objective of the study is to measure the level of 

employee job satisfaction on different HR practices. 

however, the result of the study shows that among the  HR 

practices employee job satisfaction is positively associated 

with the attitude of top management, promotional opportunity 

and benefits, and services. [62] they studied Measurement of 

Employees‟ Job Satisfaction on HRM Practices of 

Commercial Banks in Bangladesh, The results of the study 

indicate HRM practice a positively and significantly 

correlated with job satisfaction. they studies aim to explore 

the impact of HR practices on job satisfaction in the context 

of Bangladesh. A total of 60 responses from 20 

manufacturing firms were collected and analyzed objectively. 

It was found that HR practices have a significant association 

with job satisfaction (JS). In addition, human resource 

planning (HRP), and training and development (TND) were 

found to have a positive impact on job satisfaction (JS). It 

was also found that TND has the greatest impact on JS.  other 

similar countries could benefit from this paper by exploring 

the association between HR practices and job satisfaction. 

Hence, the study on the link should be continued, especially 

from the global perspective, as the impact of global HR 

practices on employee job satisfaction has never been studied 

before. Thus, it is proposed that there is a positive 

relationship between those global HR practices and employee 

job satisfaction.  

 

3. Methodology  
 

This study is basically an exploratory study. Exploratory 

studies are a valuable means of finding out „what is 

happening; to seek new insights; to ask questions and to 

assess phenomena in a new light‟ [63]. It can be linked to the 

activities of the traveller or explorer. Its great advantage is 

that it is flexible and adaptable to change. This is a 

quantitative study whereby data is collected in a cross-

sectional manner using questionnaires. The questionnaire on 

global HR practices and employee job satisfaction was 

distributed to the employees in by HR department. The 

questionnaire statements were adapted based on the literature 

review, as discussed above. The questionnaire contained 

three sections, which are the background of the respondents, 

global HR practices, and employee job performance. The 

instrument tries to measure the extent of the implementation 

of the HR practices explained in the article and the ten 

dimensions of employee job satisfaction, the statements of 

global HR and employee job performance designed to answer 

based on Five-point Likert scale with responses ranging used 

in the questionnaire from 1 = "Strongly Disagree", 2 = 

"Disagree", 3 = "Neutral", 4 = "Agree", 5 ="strongly agree". 

The data collected after 45 days after sending the 

questionnaire. Out of 230 questionnaires distributed to 

telecommunication firms in Palestine, only 210 was collected 

and 189 used for this study after cleaning the data missed.  

 

4. Result and Findings 
 

Table 1 shows the demographic characteristics of the 

respondents. The majority of the respondent's sample are 

male (75.3%), between 34-44 years old (39.5%), married 

(85.2%), bachelor degree graduated (66.2%) and year of 

experience between 5-10 years (37.0%) that were indicated 

in the questionnaires 

 

Table 1: Respondent Profile 

Demographic details 100% 

Gender 75.3 % 

Age 39.5 % 

Marital Status 85.2 % 

Education 66.7% 

Year of Experience 37.0 % 

  Source: Field Survey, 2017 

 

Table 2 shows the descriptive statistics for research variables, 

the mean score of the GTD is at level 4.65, out of a possible 

maximum score of 5, the GS mean score is at level 4.91 out 

of a possible maximum score of 5, the GPA mean score is at 

level 4.82 out of a possible maximum score of 5, the GC 
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mean score is at level 4.69 out of a possible maximum score 

of 5. Overall, the independent variable the EJS mean score is 

at level 4.11 out of a possible maximum score of 5.          

 

Table 2: Descriptive Statistics of the Measurement Variables 

Variables M SD 

GTD 4.65 0.719 

GR 4.91 0.756 

GPA 4.82 0.797 

GC 4.69 0.743 

EJS 4.41 0.749 

Note GTD= global training & development, GR = global 

recruitment, GPA= global performance appraisal, GC= global 

compensation and EJS= employee job satisfaction. 

 

Table 3: Regression Results 

Independent Variables Standardized Coefficients t-values 

GTD .316 3.34 

GR .201 2.87 

GPA .375 2.10 

GC .169 2.36 

R2 .823  

Adjust R2 .817  

F 36.2  

Dependent variable employee job satisfaction 

      

Regression analysis which was conducted on employee job 

satisfaction as the dependant variable and four global HR 

practices as the independent variables: global Recruitment, 

global training & development, global Performance 

Appraisal, global Compensation handling to 

telecommunication firms in Palestine. Results of regression 

analysis indicate adjusted R2 of 0.817 and a F-value 36.2 

with four independent variables (see table3). Adjusted R2 of 

0.817 reveals that 81.7 % of total variance of employee job 

satisfaction is explained by pre-specified bundles of HRM 

practices. That is fourth independent variables in the model 

account for 81.7% of total variance in dependant variable: 

employee retention 

 

Based on table 3, there is a relationship statistically 

significant at the significance level (0.05 = α) between 

(global training & development, global recruitment, global 

performance appraisal and global compensation) on 

employee job satisfaction at telecommunication firm's 

respondents. Variable global training & development show 

value of (Beta = 0.316, T value 3.34) for the variable global 

recruitment show value of (Beta = .201, T value 2.87), 

variable global performance appraisal show value of Beta = 

0.201, T value at level 2.10) and for the last variable which is 

global compensation & benefits show the value of Beta = 

0.169, T value 2.36). The regression result findings based on 

the Table 3, the researcher could accept the research 

hypothesis. 

 

5. Discussion  
 

There were significant differences in the degree to which 

adapting global human resource practices impacted job 

satisfaction. This study is particularly important in light of 

the human resource management practices, the fact that 

today‟s corporations are large multinational in nature due to 

fewer trade barriers, growing international economies, fast 

communication, and outsourcing. The regression analyses for 

each region showed similarities in the significance of the 

fourth human resource practices as relates to overall job 

satisfaction. The results of this study indicate that GHRP is 

impressively being practiced in the Palestinian firms. GHRP 

were found to be highly integrated into the overall 

organizational goals and objectives of the sampled 

companies. Findings of this study show that providing global 

training and development for employees is positively related 

to employee job satisfaction. The result proof from the 

previous research[64].The study is quite significant in this 

respect global recruitment on employee job satisfaction. The 

resulting proof from the previous research[65].The result 

indicated there is a significant in this respect global 

performance appraisal on employee job satisfaction. The 

result proof from the previous research[64] and [65]. The 

result indicated there is a significant in this respect global 

compensation on employee job satisfaction. The result proof 

from the previous research [66]. 

 

Overall the model is supported by data and the results 

suggest that GHRP, global training, career planning system 

and job definition are the key strategic HR practices that 

influence employee job satisfaction in the Palestinian firms. 

It therefore, implies that companies operating in the 

Palestinian firm's should pay more attention to these practices 

with a view to improving their implementation across the 

industry. 

 

5.1 Limitation and Suggestion for Research 

 

No research is without limitations including the current 

research. The study was conducted on a small sample of 

organizations which would limit the generalization of the 

findings. Nevertheless, it does provide some empirical 
knowledge of global HR practices in a developing country 

that is Palestine. It also explored the relationship of global 

HR practices only four dimensions with employee job 

satisfaction. Beside these dimensions there might be other 

dimensions of GHRP such as job security, can influence the 

employee job satisfaction. The findings of the study will be 

useful to develop further research hypotheses on what other 

global HR practices used in different countries can design for 

developing employees to several organizational in Palestine 

content. as results highlighted the importance of GHR as a 

means to realize cherished organizational values concern for 

employees‟ job satisfaction in Palestine firms. Future 

research also needs to explore what other global human 

resource practices affect on organizational commitment, 

employee behaviors and employee attitude in different 

industries in Palestine,  and different countries. The future 

study also can add more variables as the outcome of 

employee job satisfaction. This study has shown that while 

achievement  an important determinant of job satisfaction in 

Palestine.  
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