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Abstract

Given the organizational positive outcomes of human resource development (HRD) 
practices like organizational effectiveness, sustainable competitive advantage, and or-
ganizational commitment, the current study was designed to detect the impact of HRD 
practices (employee training, employee empowerment, employee promotion) as inde-
pendent variables on employee engagement and employee performance as dependent 
variables and to notify those who are interested. A quantitative descriptive-analytical 
method was adopted for the current research paper. Data were collected conveniently 
via a questionnaire from employees of family restaurants. Usable responses were ana-
lyzed using IBM SPSS and AMOS on the strength of structural equation modeling 
(SEM).

The current data identified employee training, employee empowerment, and employee 
promotion as key predictors of both employee engagement and employee performance. 
Employee empowerment has the highest impact on employee engagement, followed 
by employee promotion, while employee training has the highest effect on employee 
performance. Furthermore, employee engagement is positively related to employee 
performance. 
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INTRODUCTION 

Organizations are required to design and implement HRD practic-
es to ensure numerous positive organizational outcomes in terms of 
organizational performance, organizational effectiveness, enhancing 
market performance, sustainable competitive advantage, and organ-
izational commitment. Specifically, employee promotion, employee 
empowerment, employee motivation, employee training, and devel-
opment practices positively affect organizational commitment, em-
ployee competencies, and job satisfaction (Mugizi, 2019; Al-Hawary 
et al., 2013; Potnuru, Sahoo, & Sharma, 2019; Paposa & Kumar, 2019). 
Therefore, organizations should develop their human resources to be 
ready for present and future work requirements.

Given the importance of HRD practices in improving the perfor-
mance, both at individual and organizational levels, researchers have 
been interested in exploring the effects of these practices on, for in-
stance, employee engagement and employee performance. However, 
studies on this issue using the samples from the restaurant sector are 

© Amani Abu Rumman, Lina Al-
Abbadi, Rawan Alshawabkeh, 2020

Amani Abu Rumman, Ph.D., Assistant 
Professor, Business Administration 
Department, Business School, Al-
Ahliyya Amman University, Amman, 
Jordan.

Lina Al-Abbadi, Ph.D., Assistant 
Professor, Business Administration 
Department, Business School, Al-
Ahliyya Amman University, Amman, 
Jordan.

Rawan Alshawabkeh, Ph.D., Assistant 
Professor, Business Administration 
Department, Business School, Al-
Ahliyya Amman University, Amman, 
Jordan.

This is an Open Access article, 
distributed under the terms of the 
Creative Commons Attribution 4.0 
International license, which permits 
unrestricted re-use, distribution, and 
reproduction in any medium, provided 
the original work is properly cited.

www.businessperspectives.org

LLC “СPС “Business Perspectives” 
Hryhorii Skovoroda lane, 10, 
Sumy, 40022, Ukraine

BUSINESS PERSPECTIVES

JEL Classification M50, M51, M53

Keywords HRD practices, employee engagement, employee 
performance, family restaurants

Conflict of interest statement:  

Author(s) reported no conflict of interest



131

Problems and Perspectives in Management, Volume 18, Issue 1, 2020

http://dx.doi.org/10.21511/ppm.18(1).2020.12

still few, especially since restaurants rarely train the staff because they recruit and attract people with 
sufficient skills and experience. Therefore, the present study is of interest and provides additional scien-
tific knowledge by demonstrating human resource development practices in restaurants and their sig-
nificance in improving the employee engagement and performance, which, in turn, affects the overall 
success of the organization.

1. LITERATURE REVIEW 

1.1. HRD definition and practices 

HRD practices had been defined as systematic and 
planned activities outlined by organizations to en-
able the employees to acquire prerequisite skills 
for coming across present and future job demands 
(Mugizi, 2019). According to Potnuru, Sahoo, and 
Sharma (2019), HRD is one of the sources through 
which organizations can improve the competen-
cies of their employees. Although all human re-
source practices are important for the develop-
ment of human resources, some of these practices 
are primarily directed towards employee develop-
ment, such as employee training and promotion. 
The following paragraphs review the dimensions 
of HRD practices contained in the literature and 
the dimensions used in the present research paper.

HRD practices were conceptualized by research-
ers using different practices. Examples of these 
practices in the literature are summarized in 
Table 1. Fletcher (2019) examined the relationship 
between employee perceived opportunities for de-
velopment and job engagement through meaning-
fulness as a mediating variable and perceived line 
manager relations as a moderator variable. The 
author measured perceived opportunities for de-
velopment using formal opportunities like second 
men and informal such as employee recruitment 
as a leader for new projects. Mugizi (2019) used 
three practices of HRD, which were employee per-
formance appraisal, employee training, and em-
ployee promotion. Potnuru, Sahoo, and Sharma 

(2019) examined the impact of team building and 
employee empowerment as key dimensions of hu-
man resource development on employee compe-
tencies, as well as the moderating effect exerted by 
organizational learning culture on the relation-
ship between these two constructs. Jain (2014) car-
ried out a study to explore the effect of employee 
performance appraisal as a major practice of em-
ployee on employee efficiency, organizational effi-
ciency, and productivity. Amirthaiyan and Victor 
(2016) mentioned five practices of employee devel-
opment, which were performance appraisal, em-
ployee training and development, work-life qual-
ity, welfare measure, and employee engagement. 
Archana and Krishna (2016) considered employce 
training as a key pillar of HRD practices.

Three HRD practices were chosen for the cur-
rent study: employee training, employee empow-
erment, and employee promotion. Training has 
been defined as an elevator of employee perfor-
mance in accordance with his or her enhanced 
skills (Tahsildari & Shahnaei, 2015; Hidayat & 
Budiatma, 2018). Employee empowerment is an-
other elevator of employee performance because 
it improves employee motivation and belonging to 
increase his or her engagement and commitment 
(Sweis, Al-Mansour, Tarawneh, & Al-Dweik, 2013). 
According to Al-Hawary et al. (2013), employee 
empowerment can be understood by allowing the 
employee to solve problems based on his or her 
judgment, accepting his or her initiatives, and the 
management’s confidence in the employee’s judg-
ments. Finally, employee promotion refers to the 
elevation of the employee from his current job po-

Table 1. Examples of HRD practices in the literature 

HRD practices Authors

Performance appraisal
Jain (2014), Amirthaiyan and Victor (2016), Mugizi (2019), Potnuru, Sahoo, and Sharma (2019), Paposa and 

Kumar (2019)

Employee training
Mugizi (2019), Potnuru, Sahoo, and Sharma (2019), Paposa and Kumar (2019), E. Smith, Callan, Tuck, and A. 

Smith (2019)

Team building Potnuru, Sahoo, and Sharma (2019), Paposa and Kumar (2019)

Employee empowerment Mugizi (2019), Potnuru, Sahoo, and Sharma (2019), Paposa and Kumar (2019)

Employee promotion Fletcher (2019), Mugizi (2019), Potnuru, Sahoo, and Sharma (2019), Paposa and Kumar (2019)
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sition to a higher job position than on the career 
ladder (Ali & Ahmad, 2017). Njagi (2012) identi-
fied three key characteristics of employee promo-
tion, which are getting a better job position, a high-
er salary, plus extra responsibilities. Accordingly, 
the development of human resources involves pre-
paring the employee cognitively, behaviorally, and 
emotionally and ensuring his commitment to as-
sume new responsibilities after promotion.

1.2. HRD practices outcomes

Outcomes of HRD practices can be well under-
stood through social exchange theory. Fletcher 
(2019) highlights the importance of social ex-
change theory, which postulates that the employ-
ees and the management of an organization ex-
change tangible or intangible resources. Tangible 
resources such as cash incentives or intangible re-
sources like employee recognition result in more 
positive outcomes from employee engagement. 
Numerous positive outcomes of HRD practices 
had been cited in the literature. The following par-
agraphs show the development of hypotheses re-
lated to HRD practices and some of these positive 
outcomes.

1.2.1. HRD practices and employee engagement 

HRD practices aimed at improving the skills and 
competencies of employees are expected to lead 
to improved employee engagement. The term en-
gagement was first defined by Kahn (1990) when 
he defined the term as a state in which an employ-
ee dedicated himself or herself to work physically, 
cognitively, and emotionally. Jose and Mampilly 
(2012) provided theoretical support on the pos-
itive effect of HR practices on employee engage-
ment. The following is a presentation of some of 
the findings of some relevant studies on the re-
lationship between HRD practices and employee 
engagement. 

B. Shuck, Twyford, Reio Jr, and A. Shuck (2014) 
found that HRD practices had a significant neg-
ative effect on employee turnover intention when 
the relationship between these variables was me-
diated by employee engagement, as measured by 
cognitive, emotional, and behavioral engagement. 
Fletcher (2019) detected a positive relationship be-
tween employee perceived formal and informal 

opportunities for development and his or her en-
gagement level. Sattar, Ahmad, and Hassan (2015) 
pointed out that employee engagement partially 
mediated the impact of HR practices, i.e., employ-
ee training, employee reward, and employee em-
powerment, on employee satisfaction and perfor-
mance. Based on the abovementioned literature, 
the following hypotheses were assumed:

H1: Employee training significantly anticipates 
the employee engagement.

H2: Employee empowerment significantly antici-
pates the employee engagement. 

H3: Employee promotion significantly antici-
pates the employee engagement. 

1.2.2. HRD practices and employee performance

It makes sense to assume that there is a posi-
tive correlation between employee training 
and work performance because the purpose of 
training is to improve employee skills and teach 
him or her how to apply these skills at work. 
Several previous studies have confirmed this as-
sumption. The study of Busari, Mughal, Khan, 
Rasool, & Kiyaniet (2017) detected a positive ef-
fect of employee training and development on 
employee performance. Employee high degree 
of performance reported in Asfaw, Argaw, and 
Bayissa (2015) was due to employee training and 
development. 

Yamoah (2014) concluded that the positive effect 
of human resource capacity, when conceptual-
ized in terms of employee training and employ-
ee empowerment had been well documented in 
the literature. Mozael (2015) discussed the im-
pact of training and development programs on 
employee performance and concluded that the 
positive impact of training lies in the skills and 
competencies acquired by the employee, which 
in turn leads to improving his or her ability to 
carry out work tasks efficiently. Using a sam-
ple of higher education system employees in the 
Kingdom of Saudi Arabia, Alshery, Ahmad, and 
Al-Swidi (2015) asserted the positive inf luence 
of employee training on employee performance. 
Consequently, the following hypotheses were 
suggested:
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H4: Employee training significantly anticipates 
the employee performance.

H5: Employee empowerment significantly antici-
pates the employee performance. 

H6: Employee promotion significantly antici-
pates the employee performance.

H7: Employee engagement significantly antici-
pates the employee performance. 

2. METHOD

2.1. Research sample and data 
collection

The population of the current study covers the em-
ployees of family restaurants in the capital city of 
Jordan (Amman). Based on the descriptive-ana-
lytical method, questionnaires were distributed 
to a convenience sample of employees. The total 
number of valid questionnaires for data analysis 
was 213 questionnaires. The rationale why this 
method of sampling was used is the availability of 

employees at data collection time (Etikan, Musa, 
& Alkassim, 2016).

2.2. Research instruments

A questionnaire was developed to collect the da-
ta required for the current study with reference to 
the literature (Chen, Tsui, & Farh, 2002; Schaufeli, 
Salanova, González-Romá, & Bakker, 2002; Saks, 
2006; Al-Hawary et al., 2013; Aguta & Balcioglu, 
2015; Asfaw, Argaw, & Bayissa, 2015; Busari et al. 
2017; Mugizi, 2019; Potnuru, Sahoo, & Sharma, 
2019). It contained five variables: employee train-
ing, employee empowerment, employee promo-
tion as independent variables, as well as employ-
ee engagement and employee performance as 
dependent variables. The initial version included 
thirty-five items, so that each variable was meas-
ured using five items. After presenting the ques-
tionnaire to six experts from academics in three 
universities, twelve items were eliminated for their 
inadequacy to measure the variable. Table 2 pre-
sents the final version of the questionnaire after 
conducting the exploratory factor analysis (EFA), 
as will be shown later, in which reliability and va-
lidity were assured.

Table 2. Questionnaire items 

Practices Code Items Authors 

Employee training

TRG1 My training needs are determined based on my performance 

Al-Hawary et al. (2013), 

Asfaw, Argaw, and Bayissa 

(2015), Mugizi (2019)

TRG2 My organization offers me the opportunity to train

TRG3 The organization supports me to participate in workshops

TRG4 The training I receive is appropriate for me

Employee 

empowerment

EMP1 Employee participation in planning of daily activities
Al-Hawary et al. (2013), 

Potnuru, Sahoo, and Sharma 

(2019)

EMP2 Employee involvement in decision-making process

EMP3 Employee good access to information and resources

EMP4 Employee freedom to express their viewpoints 

Employee 

promotion

PRO1 I understand the advancement requirements for my job

Aguta and Balcioglu (2015), 

Busari et al. (2017), Mugizi 

(2019)

PRO2 Merit is the foundation of promotion in this organization

PRO3 Promotion opportunities are available to me

PRO4 The organization’s promotion policy is clear for me

Employee 

engagement

ENG1 I am engaged with my work so that I do not feel the time

Schaufeli (2002), Saks (2006)
ENG2 My work takes all my time

ENG3 Part of my life is that I am a member of this organization

ENG4 I can work for long hours 

Employee 

performance 

PER1 I meet my desired performance expectations
Chen, Tsui, and Farh (2002), 

Peterson, Luthans, Avolio, 

Walumbwa, and Zhang 

(2011)

PER2 I do my job efficiently

PER3 I can take my job responsibilities

PER4 I finish my work tasks on time 
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2.3. Research model

Figure 1 exhibits the conceptual model of this 
study. It incorporates five latent variables: em-
ployee training (TRG), employee empowerment 
(EMP), employee promotion (PRO), employee 
engagement (ENG), and employee performance 
(PER). The model was structured according to sev-
en hypotheses, in which HRD practices were as-
sumed to have effects on HRD outcomes. HRD di-
mensions TRG, EMP, and PRO were hypothesized 
to exert significant impacts on both employee en-
gagement and employee performance. Moreover, 
employee engagement was postulated to predict 
employee performance. 

3. RESULTS 

3.1. Reliability and validity

Exploratory factor analysis (EFA) was used to 
extract the standardized factor loadings (SFL) 
and to compute the average variance extracted 
(AVE) and composite reliability (CR). EFA was 
conducted using IBM SPSS ® version 24.0 via 
dimension reduction command, in which com-
ponents were principally extracted, based on a 
fixed number of factors and rotated by varimax 
method suppressing small coefficients below 
the absolute value of 0.4. 

Composite reliability (CR) and Cronbach’s al-
pha coefficients were used to evaluate reliability 
with values of 0.7 or greater (Al-Hawary & Al-

Smeran, 2016). According to Bacon, Sauer, and 
Young (1995), both composite reliability and 
Cronbach’s alpha are common measures used 
by researchers in structural equation modeling 
(SEM). Convergent validity was assessed based 
on the rule that removes all indicators with a 
non-significant loading (Raubenheimer, 2004). 
Therefore, factor loadings greater than 0.4 were 
chosen as a cut-off value to accept those load-
ings and hence meeting convergent validity cri-
terion. The factor structure is shown in Table 3.

Based on the results in Table 3, it was noted that 
factor 1 (employee training) could be distin-
guished using four indicators with standardized 
factor loadings ranged between 0.69 and 0.77, 
while factor 2 (employee empowerment) came 
into view through four indicators with stand-
ardized factor loadings ranged between 0.72 
and 0.82. Furthermore, the results indicated 
that the third factor of HRD practices (employ-
ee promotion) can be assessed using 4 indicators 
with standardized factor loadings ranged from 
0.69 to 0.83. Employee engagement and employ-
ee performance as outcomes of HRD practic-
es were also emanated with four indicators for 
each, with standardized factor loadings no less 
than 0.66. On that account, reliability as meas-
ured by composite reliability and Cronbach’s 
alpha coefficients was supported for the reason 
that all values of CR along with alpha coeffi-
cients were greater than 0.7 (Al-Hawary, 2012). 
Convergent validity was also supported because 
all values of AVE were greater than 0.50 (Johari, 
Yahya, & Omar, 2011).

Figure 1. Research conceptual model

TRG

EMP

PRO PER

ENGH1

H2

H3

H4

H7
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H5
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3.2. Goodness-of-fit model

The measurement model shown in Figure 2 was as-
sessed in terms of goodness-of-fit model using four 
indices, which are Chi-square/degree of freedom 
ratio (CMIN/DF), GFI (goodness-of-fit Index), CFI 
(comparative fit index), and RMSEA (Root mean 

square error of approximation). The results indicat-
ed that the values of these indices were acceptable, i.e., 
CMIN/DF = 2.66, which is less than 3, GFI = 0.889, 
which is close to 0.90, CFI = 0.91, which is higher 
than 0.90 and RMSEA = 0.072, which is less than 
0.10 (Hoe, 2008; Hill, Rey, Marin, Sharp, Green, & 
Pettit, 2015; Corrigan, Nieweglowski, & Sayer, 2019).

Table 3. Factor structure of questionnaire items

Factor Items SFL AVE CR α

Employee training

TRG1 0.721

0.527 0.816 0.823
TRG2 0.725
TRG3 0.689
TRG4 0.766

Employee empowerment

EMP1 0.822

0.580 0.847 0.834
EMP2 0.761
EMP3 0.741
EMP4 0.722

Employee promotion

PRO1 0.799

0.591 0.852 0.864
PRO2 0.834
PRO3 0.689
PRO4 0.745

Employee engagement

ENG1 0.852

0.643 0.878 0.867
ENG2 0.837
ENG3 0.772
ENG4 0.742

Employee performance

PER1 0.66

0.502 0.801 0.794
PER2 0.72
PER3 0.76
PER4 0.69

Figure 2. Research measurement model
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The structural research model constructed via 
structural equation modeling (SEM) with IBM 
AMOS version 22.0, as shown in Figure 3, illus-
trates that seven hypotheses were supported. The 
results are summarized in Table 4. However, dif-
ferent degrees of influence can be noted.

In terms of employee training (TRG), the results 
showed that the construct had significant effects 
on both employee engagement and employee per-
formance (β = 0.32 and 0.37, p < 0.05), respectively. 
Therefore, H1 and H2 were accepted. 

The results indicated that employee empowerment 
(EMP) has significant effects on employee engage-
ment (β = 0.46, P < 0.05) and employee perfor-
mance (β = 0.29, p < 0.05), which means that the 
current data supported H2 and H3. Furthermore, 
the results demonstrated that employee promo-
tion (PRO) exerted significant effects on employ-
ee engagement (β = 0.42, p < 0.05) and employee 
performance (β = 0.21, p < 0.05), which confirmed 
that H3 and H4 were true. Finally, employee en-

gagement has emerged as a significant predictor of 
employee performance (β = 0.36, p < 0.05), hence, 
H7 was accepted.

4. DISCUSSION 

Similar results were found in prior works. 
Collecting data from participants in numerous 
sectors in Pakistan, Nawaz et al. (2014) showed 
significant effects of employee training and de-
velopment on employee engagement. According 
to Chandani, Mehta, Mall, and Khokhar (2016), 
employee training is one of the most significant 
factors affecting employee engagement. Akhtar, 
Nawaz, Mahmood, and Shahid (2016) underlined 
significant effects of high performance human re-
source practices, i.e., employee training, employ-
ee empowerment, and employee rewards, on em-
ployee engagement and employee performance. 
Their results confirmed that employee engagement 
played a significant role as a mediating variable be-
tween high-performance human resource practic-

Figure 3. Structural research model
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Table 4. Results of hypotheses testing

Paths between variables β t-value p-value 
H1 Employee training → Employee engagement 0.32 11.32 0.000

H2 Employee training → Employee performance 0.37 10.29 0.000

H3 Employee empowerment → Employee engagement 0.46 16.13 0.001

H4 Employee empowerment → Employee performance 0.29 14.22 0.002

H5 Employee promotion → Employee engagement 0.42 15.04 0.000

H6 Employee promotion → Employee performance 0.21 8.16 0.031

H7 Employee engagement → Employee performance 0.36 13.22 0.002
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es and employee performance. For Bowra, Sharif, 
Saeed, and Niazi (2012), employee performance 
appraisal and employee promotion had signifi-
cant effects on employee performance. Moreover, 
Shabbir (2014) pointed out a significant effect of 
employee promotion on employee performance. It 
was revealed that employee training is positively 
related to his or her performance. Using a sample 
of middle and operational management levels in 
small organizations in India, Anitha (2014) found 
a significant impact of employee engagement on 
employee performance.

Training is one of the most important HRD prac-
tices. It can be viewed through the individual and 
the organizational lenses. The individual lens, 
in line with the theory of social identity (Asfaw, 
Argaw, & Bayissa, 2015) refers to the individual’s 
view as the motivation behind his or her behav-
ior towards the social system as a whole. Therefore, 
the employee who seeks to develop his or her ca-
reer should acquire more skills. Human capital 
theory, in the same line, indicates that employee 
characteristics, such as employee education level 
and training, have an impact on employee produc-
tivity (Yamoah, 2014). On the contrary, employee 
empowerment may be psychological or behavio-
ral (Boudrias, Gaudreau, Savoie, & Morin, 2009). 
Perhaps, the first type is prevalent in the current 
study, where empowerment was associated with 
employee engagement more than with employee 
performance because the employee believes that 

he or she can influence the work and the work en-
vironment. As for the relationship between em-
ployee promotion and performance, the employee 
believes that the promotion was due to good per-
formance, and therefore no need to improve per-
formance because he or she believes that he or she 
has already met the performance requirements. 

In a study on employee training as HRD practices 
and technological change in Singapore by Osman-
Gani and Jacobs (2005), employee training as an 
important HRD practice has been studied by in-
troducing the methods used to implement the 
training programs. Examples include practical 
work training on the job, computer-based training, 
and training using workshops and seminars, and 
simulation-based training. According to Sparkes 
and Miyake (2000), both employee off-the-job and 
on-the-job training make up two principles of 
HRD in knowledge transfer. Brown and Latham 
(2000) showed that not all types of training lead 
to improved performance; for example, they con-
cluded that self-instruction training did not im-
prove employee performance. The present study 
did not include the verification of the role of train-
ing methods, so researchers are advised to con-
duct the studies using such methods. Moreover, 
this study examines five dimensions of HRD prac-
tices; therefore, it was recommended that more di-
mensions of HRD should be used in future studies.

CONCLUSION 

This study aimed to explore the impact of human resource development practices on employee engage-
ment and employee performance. Out of HRD practices identified in the literature, three were chosen 
for this study: employee training, employee empowerment, and employee promotion. Furthermore, the 
study aimed at investigating the impact of employee engagement on employee performance. 

The results showed that the seven hypotheses were supported. And all of the practices (employee train-
ing, employee empowerment, and employee promotion) were positively related to both employee en-
gagement and employee performance.  

According to the hypotheses (H1, H2, and H3) employee empowerment had the highest influence on 
employee engagement, followed by employee promotion and employee training. 

For the hypotheses (H4, H5, and H6) Employee empowerment was also the best in terms of its effect on 
employee performance, followed by employee training and employee promotion. These results asserted 
that HRD practices are different in their impacts on employee engagement and employee performance. 
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Some affect employee engagement more than others and some affect employee performance more than 
others. This means that an organization seeks to achieve employee engagement should focus primarily 
on employee empowerment and then on employee promotion. However, if the organization’s goal is to 
improve employee performance, it should focus on employee training in the first place.

Finally, the last hypothesis (H7) shows that employee engagement enhance employee performance. So 
Organizations need to give emphasis on improving  the  employee  engagement, by designing HRD 
practices to ensure positive outcomes.
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