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Abstract

This study aimed at investigating the impact of Buncompetencies (Behavioral, Functional, and Marialye

on Caritas Jordan employees' performance; to aghtes aim the study surveyed Caritas Jordan erepkyA
questionnaire was designed to collect the requilad. The study sample and population consisteQaoitas
employees (managers, supervisors, and caseworkeas}as Jordan Human Resources department hefped t
distribute the questionnaires to all branchesdhatiocated in 10 cities (Amman, Zarqa, MadabaskarAjloun,
Huson, Fuhais, Salt, and Karak). The questionnair® distributed, and 212 statically viable quastaires
were gathered, the collected data was analyzedsing ulifferent statistical techniques such as detee
statistics, correlation, and multiple regressidhs, SPSS software was used. The questionnairesevahgated

by a panel of expertaind the employees of Caritas Jordan. The resultsated positive relationships between
behavioral, functional, and managerial human coemsés, and suggested the enhancement of employees'
performance at Caritas Jordan. The behavioral ctanpe was the one with the highest importance antiomg
three competencies, and the results showed thate8pondent believed that there was a strong eléded
connection between the three independent variableb the employees' performance. Finally, the study
suggested that the management has to undertakedsmiseons to improve the employees' performance.

Keywords: Competencies, Behavioral Competences, Functionahp@tences, Managerial Competencies,
Employee Performance, Caritas

Introduction

Human resource management (HRM) department playgieal role in Caritas Jordan. It attributes ke tfact
that human resources are the most important ass@a€ Jordan has. Employees are mandated to dramsf
Caritas strategies and goals into tangible outcame for this reason, they provide a source of caitiye
advantage to Caritas.

Caritas is an international confederation with Idmbers where its head offices are in Rome- Vatitian
belongs to a big network of humanitarian work stegeworldwide, operating in 200 areas and cousitrie

Caritas Jordan is a humanitarian charity non- guwental organization that is affiliated with theti@aic
Church. It has an international representationdhiag social and humanitarian work. It was estdtdisin 1967
as a result of June war, responding to the hunéanitaeeds that emerged from the wars and theadispient
of the Palestinian people to Jordan. (Caritas, 017

Caritas Jordan works to help the poor and the n@edye society, and develop self- potential of tieedy to
support their right in work and decent life, in &uauh to that, they provide primary & secondary lieaervices
for maternity and child care.

The Jordanian community who is aware of the locah&nitarian causes and the importance of particigan
the welfare actions by helping refugees, homeladsvictims of wars and disasters. (Caritas, 2017

The collaboration with the public and voluntarytingions is necessary in addition to the Caritatgrinational
members in order to achieve Caritas Jordan goals.

The Administrative body is responsible for the axem of the projects and programs and supervisibthe
work flow, for various activities, and events inr{fas.

Caritas Jordan works with individuals, families awmmunities, to help them meet their needs by exkiing
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their concerns and life challenges.

On one side, Caritas Jordan takes an active roleliping needy and vulnerable people, both Jordangand
migrants, regardless of gender, nationality orgiefi. Its actions addresses the humanitarian neédhe
families such as food and nonfood items, healthezhatational services. (Caritas, 2017

To serve those people, the job required a qualifesin who can work together to achieve a one common
purpose by giving the beneficiaries many typesssfsant (medical, humanitarian, and educational).

Human resources or employees of any organizatienttee most vital part so they need to be inclined a
influenced towards tasks fulfillment. Organizationsust plan different strategies to compete with the
competitors and for increasing the performancénefdrganizations in order to achieve success. "@tenge is

a specific appearance that can be measured thimelgvioral reflections which affect positively cegatively
the organizational efficiency" Tett et. al, (2000).

Amsterdam and Tims (2016) had examined a potemimivational process in which career competen@ssa
personal resource, would enhance career successggthexpansive job crafting. The results showed jibia
crafting mediated the positive relationship betweareer competencies and both internal and extparakived
employability. On the other hand showing that eampetencies may be considered a personal oes@lso
empirically examining the role of job crafting inotivational processes, and showing that enhancejgdive
career success can be an outcome of motivationakpses. Wahabi (2015) mentioned that organizatizns
use these findings to implement developmental HRRtzes which aimed at increasing career competerasid
job crafting.

Wani and Butt (2016) stated that the entrepreneadmpetencies exhibit a strong impact on the perémce.
Marjan et al, (2017) suggested that framework aftaties and challenges in talent management hasdifaal
into four categories that are structural, environtak behavioral and lastly managerial challengeklzarriers.

There are very few organizations who believe thattuman resource or employees of any organizatierits
main assets which can lead them to success orctmeléf not focused well. Hence we can assume nbat of
the organizations can progress or achieve sucecdsssithe employees of any organization are cardenith it,
are not motivated for the tasks fulfillment and lgaechievement (Khan, Anwar and Rizwan, 2013).

Problem Statement

One of the greatest challenges organizations fadaytis how to manage turnover of work force thatrbe
caused by migration of a lot of workers. Moreovehas been observed many times that employeesamo
satisfied with their jobs are still not good perfars. This may be because of their lack of motwvatnd
commitment for the organization; this point of viesmphasizes the importance of the study of human
competencies (Behavioral, Functional, and Manabexra its relationship to employee performancag8iand
Tiwair, 2011)

Problem Questions

Previous studies have addressed information ableet inpact of human competencies on employee's
performance, on each of which handled one or twopmiencies, some of these studies have recommended
carrying out further studies using more than ormadu competence.

The current study problem can be perceived by lgps@ientific answers to the following questions:
The main question:

Is there any significant impact of human competesi¢behavioral, functional, and managerial) on eyggs'
performance in Caritas Jordan?

The main question can be divided into the followsudp-questions:

1. Is there any significant impact of behavioral cotepeies on employees' performance in
Caritas Jordan?

2. Is there any significant impact of functional corgeies on employees' performance in
Caritas Jordan?

3. Is there any significant impact of managerial cotepeies on employees' performance in Caritas
Jordan?
Significance of the Study
The current study might be considered an initiative that presents the degree of effectivenessunfah
competencies and its impacts on employees' perfoyena Caritas Jordan.
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Therefore, the importance of this study stems fsgmentific and practical considerations as follows:

a. The importance of human competencies on caritadadoand their role in employees'
performance, and thus the Caritas's goals.

b. Future researchers may benefit from the resultieturrent study in their future studies
regarding human competencies in other sectors.

c. Providing top management to enact better polidiasmay serve their organizations' goals

Hypotheses:
Based on the mentioned problem statement, andeitsemts, and according to the study model, thevotig
main hypothesis can be developed:

There is no statistically significant impact of hamcompetencies (behavioral, functional, and mamapen
Caritas Jordan employees 'performance<ét05.

The main hypothesis can be divided into three syiwtheses as follows:

H1: There is no statistically significant impact b&havioral competencies on Caritas Jordan empoyee
‘performance at<0.05.

H2: There is no statistically significant impact @fnctional competencies on Caritas Jordan empkyee
‘performance ai<0.05.

H3: There is no statistically significant impact ofanagerial competencies on Caritas Jordan emmoyee
‘performance ati<0.05.

Literature review

Human competencies is one of the most common @&maghs management of people_at workplaces Omotgayo e
al, (2014). It is very difficult to enjoy life withut doing some productive work, and any activityicgkhhas so
much importance must evoke strong positive or megaeactions from, and these reactions tell hotigfsad or
dissatisfied one is with his/her work.

Human compétences and the connection of theseblesid#o performance attracted the interest of rekeas
both in the field of social psychology and the anigational psychology. This issue has been addidesser
time, differently from different perspectives andl different ways. Although experts have not reacled
conclusion universally accepted and universallyidvadhowever, certain specific features which expltiese
phenomena and their importance in organization@igchave emerged Lut (2012) . Therefore, it h@some

an important area of research that how to motiaatwloyees which leads to job satisfaction and which
ultimately improve organization's commitment.

In his study Ranky (2013) said that process aréattble to human error. Errors can occur not a@hlging the
implementation of various processes, but also @ dhsign and operation control of processes theniesl
knowledge which is interested in implementation kvas well as mental competence which is interested
analyzing and realizing the behavioral competeraleitity of dealing with other and understandingithe
behavior. (Maher, 2010)

In order to try and solve this issue, Myszewskil20stated that "First, there are decisions madaviar of the
management systems that increase risk of humamsemmoprocesses. The conflict between managers and
employees’, who are blamed for the errors, mayrabstthe elimination of errors and the improvemeft
management systems. Second, managers are expectsblve the conflict by establishing and mairitajra
policy regarding prevention against system speaichanisms of human error".

Tretten, et. al. (2015) stated that by taking a &urfactors in perspective, actions can be takemitomize
human errors in work as well as to allow for arodféss work that is accomplished in the proper.way

Therefore, it's worthy to study the impact of huncampetencies on employees' performance, whichdveald
to improvement in productivity and efficiency

Human Competencies is a commonly used term of peagéerting their working potential in real aci@st
Excellent performance depends on characteristiomaoking abilities, skills and talents and alsoiefthese
skills.

Behavioral competencies, the achievement and ssicdemdividual in an organization can be measurgd
Behavioral competencies such as knowledge, atstudehaviors, skills and abilities. Behavioral cetence
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refers to a set of characteristics, motivations attiioutes which forms the behavior and reflect tho use and
utilize knowledge and skill to achieve the desiresllts (Boyatzis, 2009)

Functional competencies are job-specific compeg&anttiat drive proven high-performance, quality itssof a
given position. Wahabi (2015) mentioned that thecfional competence is a set of qualities possessddised
by an individual in appropriate way to completeachieve the desired performance, and these atshbntlude
knowledge, skills and professional values (DavkD4).

The functional competence can be applied to differeles and functions based on the maturity oftinetion.
They are job-specific competencies that drive pnavigh-performance, quality results of a given posi They
are often technical or operational in nature.

Wahabi (2015) Managerial competencies are thesskitiotives and attitudes that are necessary td,aajad
which include such characteristics like communa@akills, problem solving, customer focus andadbdity to
work within a team. Nirachon et al., (2007) Orgatians 'managers should have specific set of canpits, in
order to succeed in enhancing organizational pesdoce".

The employees performance is a value used to d#imeabilities of safety related parts of contrgdtems to
perform safety function under foreseeable conditiddhahzad et al.,(2012) many studies indicatedstnang
organizational culture has a positive impact on leyge performance Gruman and Saks, (2011) perfarenan
management and critical aspects of organizatidfiaiency.

Although the individual performance requirements tbé HRM has placed more emphasis on viewing
performance from an organizational perspective thas previously the case with traditional personnel
management, the strong emphasis on fully utilizmgry employee’s potential clearly dictates an #gusirong
imperative to measure and enhance performanceeanttividual level. A number of end result measunés
individual performance can and have been usedddpws purposes. These include the productivitgeatee,
and turnover.

The individual abilities of the employees in retatito job performance is that it constitutes thst fstep in the
process of enhancing individual performance to likeeefit of the organization and hopefully also the
individuals themselves.

There is a different type of human abilities theseand their implications for HRM procedures amdctices.

Study Model:
The figure below illustrates the relationship betwehuman competencies, (behavioral, functional, and
managerial) and employees 'performance level iit&aiordan.

Independent Variable Dependent Variable
Human Competencies .
H1 Caritas
: ——»
Behavioral Employees
Functional H2 »  Performance
Managerial
H3

Resources: Halim and Abhyankar, Ignacio, et,all{30Masood (2013), Ramble, et. al. (2015), thedsional
HR Encyclopedia.

Statistical Analysis

This section clarify the methods and proceduresttaa been used, since it gives a detailed demoripf study
methodology, population, sample , tools used fda dallection, and explains statistical methodsiuseanalyze
data; in order to obtain the results

Research Methodology
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9.1 Study Design

In this research, books, periodicals, journalsgneices and the Internet, as a secondary source,used for
collecting the required data. The survey, as a gmynsource, was used to collect the relevant detahtandled
impact of human competencies on Caritas Jordan ®mes '‘performance.
The quantitative methods were used in this studighvlnabled the researcher to have insight on faowpke's
subjects perceived impact of human competencie€anitas Jordan employees 'performance. The research
strategy dealt with the process of the research datection that would help in achieving the reskabjectives
according to Saunders, et al. (2009).

9.2 Population and Samples:

The questionnairedave been distributed and collected from 10 cerfiterthe year 2017 from all employees of
Caritas Jordan in all levels and departments. Tdrapte consisted of (212) questionnaires. They vedrre
collected that is (100 %) of the distributed tatakstionnaires..

9.3 Data collection method

The obtained data was transferred into qualitadata through arranging it in tabular forms and @nésg it
with the aid of figures. Some results were combitwggtther to provide better analysis of the datkecied. The
results were presented in two phases; the firsppoesented the descriptive data of the study samypilige the
second presented the variables establishing a@ernew about the sample's characteristics, anéttitede of
the sample.

The questionnaire in this research was developddansisted of three parts, the first part inclutterdcovering
letter in which the research goals were explaifida: covering letter included research subject'si@sge that
their responses will be treated confidentially. Beeond part included questions related to dembgrajata.

While the third part included all statements th&asured research independent and dependent vari&ble-

Likert scale was applied for the subjects responsethe statements as follows strongly agree= Eescagree =
4 scores, neutral = 3 scores, disagree = 2 scacksteongly disagree = 1 score.

The special questionnaire designed and developgdtter the necessary data on the practices whichased
on behavioral competencies, functional competenoemagement competencies, and the level of pesiocm

To identify the impact of the competencies in tlewelopment of Caritas Jordan employees performarioe.
questionnaire consisted of four main parts, whieeefitst segment was devoted to learn about theodeaphics

of the respondents, and devoted the second patieofertebrae which covered variables of the stady
consisted of four main axes. Two versions of thestjonnaire were made and handed to research fibjec
(Arabic and English), the Arabic version is giverttiose who don‘t master English language. Thetmpmesire
was distributed by mail to Caritas Jordan employees

9.4 Questionnaire Scale Selection:

The data analysis consisted of many steps. Theated data from participants were coded and fughbjected

to an Excel database. All data were analyzed liygua SPSS software program. In order to analyee th
information on the questionnaire, the researclarsterred the raw data into codes so that thesttati software
could handle it. The data analyses were divideal thtee parts. a: data analyses for demographicnation,
and b: data analyses for each research questidngc:aregression to test the study hypothesis. Mdbghe
researchers used five points Likert Scale in thesearch since it is one of the most scales usedetisure
opinions and responses, due to ease understafdiagstudy sample indicates the extent of theiremgent on
each paragraph according to the scale in questimhas follows:

Table (1)

Strongly agree Agree To some Extent Disagree | Strongly disagree

Means and standard deviations of samples' respavesesused to find sample's attitudes towards oquresires
statements that measure the impact of human congieseon Caritas Jordan employees 'Performance. The
following scores were used for evaluating sampksponses. The sample's responses are dividedet l#vels
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of agreement: high, medium or low as follows:.
Thus, the three levels as follows:

A - Low degree = 1-2.33.

B - Medium degree 2.34-3.67

C - High degree 3.68-5

Test standard amounting (3) , the output of divgdime sum of the highest value of the scale (5)thadowest
value in which (1) over (2) , thatis { (5 +1 p/= 3}, for the purpose of diagnosis samplingt uasponses
negative and positive as follows: Limits of negatresponse are 1-299 Limits of positive response3 .

Therefore study instrument in its final form diredtto Caritas Jordan employees consisted of (3@gpaphs.
9.5 Reliability Test (Cronbach’s Alpha):

Reliability refers to the degree that the dimens®rree of accidental errors and offer constartadand is
expressed as a coefficient. The coefficient rariges (0, 00-1.00), so if the coefficient is highstimeans the
reliability is high and vice versa. There are sal/enethods to measure the research reliability ssctest, re-
test and multiple forms. Cronbach Alpha was usetiimresearch to calculate questionnaire's rdiigbi

Table (2) Reliability of the Scale’s Variables

Independent Variables Number of Items Cronbach alpha
Behavioral Competences 10 0.915
Functional Competences 9 0.883
Managerial Competencies 8 0.893
Employees Performance 13 0.762
All 39 0.947

9.6 Respondents’ Demographic Description:

The analysis of the gathered data through theashtfinistrated questionnaire of the responding samgplealed
the following results in terms of sample, gendere,aacademic level, career position, work expegerand
experience in Caritas Jordhlationalities, Centers..

Table (3): Sampling Distribution by Demographic Information

Variable Options Frequency Percentage
Less than 25 years 31 14.6
Age 25 -35 years 112 52.8
36-45 years 48 22.6
Above 45 years 21 9.9
Total 212 100%
Secondary School 25 11.8
Academic Level Diploma 45 212
Bachelor Degree 135 63.7
High Level Degree 7 3.3
Total 212 100%
Supervisor 11 5.3
Coordinator 9 3.8
Career position Head of Department 1 0.5
Administrative Employee 29 13.9
Case worker 90 425
Others 72 34
Total 212 100%
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Less than 5 years 137 64.6
Work Experience 5-10 years 47 22.4
10-15 years 13 6.1
More than 15 years 15 7.1
Total 212 100%
Less than 1 year 51 24.1
Experience in 1-5 years 129 60.8
Caritas 5-10 years 28 13.2
10-15 years 4 1.9
More than 15 years 0 0
Total 212 100%
Gender Male 73 34.4
Female 139 65.6
Total 212 100%
Nationalities Jordanian 206 97.2
Non Jordanian 6 2.8
Total 212 100%
Amman 91 42.9
Zarqa 1 0.5
Madaba 15 7.1
Karak 15 7.1
Centers Mafraq 13 6.1
Hoson 32 151
Jarash 8 3.8
Ajloun 10 4.7
Salt 11 5.2
Fuhais 16 7.5
Total 212 100%

The study sample by age year's distributionit is clear that 14.6% of the study sample agesl tlean 25 years,
and 52.8%, ranging from 25 to less than 35 yeas,22.8%, ranging from 36 to less than 45 yearslevéh9%
are larger than 45 years. The results indicateidntiost of samples 'subjects are in the middle age.

The study sample distribution by the academic leveit is clear that 63.7% holds a Bachelor's deganed,that
3.3% are holding graduate degree, and that 21.28 blatained diploma, and that 11.8% are withouégree.
The results indicated that the majority of sampkibjects have Bachelor's which is considered aadaed
value for Caritas

The study sample by Career position distribution:it is clear from the table that accounted for 42.8re
caseworker, and 34% are among others, and 13.7%nsdrative employee, and 5.2% Supervisor, and that
Coordinator of 4.2%, 0.5% Head of Department.

The study sample distribution by practical experieme: The table indicated that 64.6% of the study sample
number of years of practical experience have less b years, and 22.3%, ranging from 5 to less li@ayears,
and 6.1%, ranging from 10 to less than 15 yeaws,aarate of 7.1% the number of years of experi¢neg have

is more than 15 years.

The study sample distribution depending on the durion of work in Caritas: The table indicated that 24.1%
of the study sample the number of years to workanitas was less than a year, and 60.8%, rangarg fr to
less than 5 years, and 13.2%, ranging from 10s® tiean 15 years, and accounted for 1.9%, the nuofilyears
for the work they have is more than 15 years.

The study sample distribution by sex:We concluded from the table that 34.4% of the stsdmple were
males, while the remaining 65.6% were females.
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The study sample distribution by nationality: it can be seen from the table that 97.234.4% ofsthdy
sample were Jordanians, while the remaining 2.8% wen-Jordanians.

The study sample distribution by center work:it is clear that 42.9% are from Amman, and 15.1&sdh, and
7.5% Fuhais, and 7.1% Karak, Madaba, and 6.1% Ma#fad 5.2% Salt, and 4.7% Ajloun, and 3.8% Jerash,
and 0.5% Zarqa.

9.7 Study Variable Analysis:
A- Independent Variables Analysis:

This section contains an analysis of the data@fthdy sample, so by responding questions abeuttidy, and
review the most important results of the questiaenavhich was reached through analyzing the statd¢s) and
in light of the hypotheses identified by the reskar utilized the averages, standard deviatiors tlag relative
weight and significance of the paragraphs.
Is there any significant impact of behavioral comptencies on employee performance in Caritas Jordan?

Table (4): Means and Standard Deviations of Sampleesponses Regarding Behavioral competencies

No Statements Mean S. D. Rank Degree

1 | Employees pay full attention to wofk 4.4 0.93 1 High
details to ensure high level of safety

2 Employe_es possess good ability |to 39 0.97 5 High
communicate with others.

3 | Each employee has the ability to lead a 311 118 10 Medium
team

4 Employees are able to adapt to sudglen 3.47 11 9 Medium
arising problems.

5 | Employees are able to prioritize tagks
appropriately to achieve pre— specified 3.56 1.06 8 Medium
goals.

6 | Employees maintain professionaligm .
through difficult situations. 359 1.04 ! Medium

7 | Employees avoid unnecessary r{sk .
when taking a job related decisions 3.7 0.99 6 High

8 | Employee strives to reach requirgd 405 0.91 4 High

standards.

9 | Respecting the hierarchy and acceptjng
orders is a positive thing for the sake|of 4.38 0.89 2 High
the team work spirit.

10 | The presence of a staff in a committee
strengthens his loyalty and belonging

General Mean 3.84 0.76 High

4.09 0.94 3 High

Table (4) indicates that the study sample attituggarding impact of human behavioral competenaeged
between (3.47 - 4.4) with a standard deviations of

(1.18 - 0.89) respectively. The results indicatétebnt degrees of sample's agreement from mediurnigh
level. The results also showed that statement h¢ihployees' pay full attention to work details@asure high
level of safety" ranked the first, and the genenabn (3.84) confirms impact of behavioral competdsrun the
employees' performance from the sample's subjguiiat of view.
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e Is there any significant impact of functional compéencies on employee performance in Caritas
Jordan?
Table (5): Means and Standard Deviations for Sampl&esponses Regarding Functional competencies

No Statements Mean S. D. Rank Degree

1 | Experienced employees views 4dre

taken into consideration 4.02 1 5 High

2 | Knowledge is shared among 3.85 113 7 High
employees

3 | Written notes are very important [o
communicate technical orders [fo 3.84 1.08 8 High
others.

4 Acpve listening is an e.ffecuve medn , 5o 0.92 5 High
to improve technical skills

5 Emplqy_ees Iearn_other s_kllls I_|k? 4.43 087 1 High
organizing along with technical skills

6 | The academic level play an importgnt
role of determine the professional 3.96 0.95 6 High

role.

7 | The foreign nationalities are a ngw
experience and exposure to the 3.72 1.24 9 High
different cultures

8 | The employee’s work is based on the

Caritas’ mission and vision. 411 1.03 4 High
9 Assngn!ng jobs that matches the 4.19 1.05 3 High
educational level and degree.
General Mean 4.04 0.75 High

Table (5) indicates that study sample attitudesangigg impact of functional competencies means edng
between (3.71-4.43) and standard deviations o#{0.87) respectively. The results indicated diffeérdegrees
of sample's agreement from medium to high leveat&Shent no. (59— Employees learn other skills like
organizing along with technical skills ranked tlrstf while statement no. (7) " The foreign natilitres are a
new experience and exposure to the different cedturanked the last. The general mean (4.04) cosfimpact
of behavioral competences on the employees 'pe#iocenfrom the sample's subject's point of view.

Is there any significant impact of managerial comptncies on employee performance in Caritas Jordan?
Table (6): Means and Standard Deviations of Sampleesponses Regarding the Managerial Competencies

No Statements Mean S. D. Rank Degree

1 | Caritas Jordan strategic related isspes

3.38 1.22 8 Medium
are clear to all employees.

2 | The importance of any task, mo
matter how small, is appreciated py 3.96 1.02 3 High
higher management

3 | Management. Encourages positive

attitudes always 3.64 131 7 Medium

4 | Management makes sure that

responsibilities are clear to 4l 389 L 5 High
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employees.

5 | Management regularly discusses
performance to provide eithgr 4 0.99 1 High
positive or negative feedback

6 | Management actively suppart

3.9 1.07 4 High
employees development
7 | The staff’s knowledge of the rulgs
and regulations and tasks dedicajed 3.75 1.25 6 High
to him.
8 | Caritas’ readiness in case [of
emergencies and national disaster$ is3.99 1.04 2 High
high.
General Mean 3.81 0.86 High

Table (6) indicates that the study sample attituggmrding impact of managerial competencies onpemm
performance means ranged between (3.38-4) witldatdndeviation of (1.25-0.99). The results indidatleat
the sample's agreement ranged between low and medtatement no. (6) " Management regularly disesiss
performance to provide either positive or negatesriback" ranked the first with a mean of (4), whitatement
no. (1) " Caritas Jordan strategic related issve<laar to all employees" ranked the last. Withean of (3.38).
The general mean (3.81) confirms impact of managedmpetencies on the employees' performance frem
sample's subject's point of view.

B- Dependent Variables Analysis:
Table (7): Means and Standard Deviations of Sampleesponses Regarding the employees’ performance

No Statements Mean S. D. Rank Degree

1 | The employees' performance related 4

22 1.02 3 High
on salary

2 | The employees' performance related 5

.92 1.39 12 Low
on voluntary work

3 | Caritas successes depend on |all
employees performing excellent job 3.41 1.22 10 Medium
at their perspective positions

4 | Employees perform effective
processes to contribute in achievihg 4.51 0.9 1 High
performance expectation.

5 | Below expectations performance can
be traced to having employees wijth 4.11 0.92 5 High
low competencies.

6 | Continuous learning is the best way
to continuously improve the level ¢f 3.64 1.12 8 Medium
performance

7 | Employees are keen to reduce
communication gaps to improving 4.49 0.77 2 High
performance level

8 | The employees performance related 3

.67 1.03 7 Medium
on Bonuses
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9 | A unified dress (Uniform) affects the 3.25 144 11 Medium
conduct.

10 | Temporary Reallocation of the stgff
member from different centers is|a .
positive thing and affects the 351 .27 9 High
performance in a positive way.

11 | Strict adherence by the rules d
regulations by all the staff members 4.13 0.97 4 High
of Caritas.

12 | The right work environment, abilitijt .
and assets are enough to do the work. 3.85 1.06 6 High

General Mean 3.81 0.58 High

Table (7) indicates that study sample attitudesandigg organizational performance means ranged dmatw
(2.92-4.51) and standard deviations of (1.44-Ce8pectively. The results indicated different degrafesample’s
agreement from low to high level. Statement no."(#mployees perform effective processes to coutebn
achieving performance expectation" ranked the,fivath a mean of (4.51), and Statement no. (2) € Th
employees' performance related on voluntary woakiked the last with a mean amounting (2.92). Theigd
mean confirms the obtained results which was (3.81)

9.8 Testing Study Hypothesis:

To test the research hypothesis multiple regressesused. Before conducting the test, multicodliity must
be checked as indicated in the following table:

Table (8): Multincollinarty table

The critical
VIF Test Result value
# Competencies Tolerance (VIF)
Behavioral Competences 2.11 0.474
Functional Competences 2.55 0.391
Managerial Competencies 1.87 0.534

e VIF (+) or (-) Tolerance must be less than thdaaltvalue
Results indicated that there is no Multicollineatitetween the independent variables. This was woafl by
VIF test since all values are less than the ciitiedues 50, so it is possible to measure the impadiuman
competencies on organization performance.

9.9 The Main Hypothesis:

There is no statistically significant impact of hamcompetencies (behavioral, functional, and mamayen
Caritas Jordan employees 'performance<at05.

Table (9): Regression model summary for the main tpothesis

Independent Variance U @1 df F Sig. Decision
Variables Square
behavioral, Regression 37.556 3
functional, -~ and g6 34.296 208
managerial )
All 71.851 211 75.924 0.000 Reject

R2 0.523
R 0.723
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Model validity was tested through multiple regressi. Table (9) shows the obtained results of thet fi
independent variable that were used in the modéV3924) at significant (0.000) level. The corrigat
coefficient was R(0.723) which indicated a strongl gositive relation between independent variabid a
dependent variable, in addition R2 (0.523) whictidated that 52.3 % of variance in performance rnay

interpreted through the variance in human compéen@ his means that the model is valid for intetimg the
variance in the dependent variable is high, scetiea possibility to carry out the multiple regries.

Evident from the data presented in the table abthat, the value of F calculated is 75.924, withadug of
tabular 2.60, and comparing the values that haes lbeached in testing this hypothesis, it is evideat the
calculated value is greater than the tabular valoet is rejected the premise of nihilism, and déleeeptance of
the hypothesis alternative, which states that &hiera statistically significant effect of humanmgzetencies
(behavioral, technical, and administrative) in @exiJordan employees 'performancec##0.05 and this is
confirmed by the value of the significance leveD®=a) which is less than the level of significance 83:@.),
as the table indicates that the variation in thdependent variables (R2) were explained and ateduior
0.523 of the variance in the dependent
As for the sub-test hypotheses derived from thijzollyesis, the following tables show the results$ lzeve been
reached.

9.10 Test the first sub-hypothesis
States the hypothesis that "

There is no statistically significant impact of betoral competencies on Caritas Jordan employeefgimance
ato<0.05.

Table (10): Simple linear regression analysis o&st results (Simple Regression) impact of behavidra
competencies on Caritas Jordan employees' performap

variable.

Independent Variance S @ D.F F T Sig. Decision
Variables Square
_ Regression 27.642 1
Behavioral —==r o 44209 | 210
competencies
All 71.851 211 | 131.306 11.459 0.000 Reject]
R2 0.385
p 0.62

It is Clear from the data presented in the abottetthat the value of T calculated is 11.459, vdtialue of
Indexed 1.96, and comparing the values that haes lbeached in testing this hypothesis turns out tttha
calculated value is greater than tabular valuejtss rejected the premise of nihilism, and accdpthe
alternative hypothesis, which states that:

There is statistically significant impact of belaal competencies on Caritas Jordan employeesinpeaihce at
0<0.05.

This is confirmed by the value of the significarieeel (0.00 =o) which is less than the level of significance
(0.0520), as the table indicates that the variation initftizpendent variable (R2) explains accounted f88%
of the variance in the dependent variable..

Table (11): Simple linear regression analysis of & results (Simple Regression) impact of functional
competencies on Caritas Jordan employee's performae

Independent Variance S @ D.F F T Sig. Decision
Variables Square
_ Regression 29.461 1
Functional == o 4239 | 210
competencies
All 71.851 211 145.949 12.081 0.000 Reject
R2 0.401
] 0.640

e Tabulated value of T when the level of significai@®5>a) equal to 1.96
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Evident from the data presented in the above tdide the value of T calculated is 12.081, withaue of
tabular 1.96, and comparing the values that hawn eached in testing this hypothesis turns out tima
calculated value is greater than tabular valueat sorejected the premise of nihilism, and acdbpt alternative
hypothesis states that:

There is statistically significant impact of functonal competencies on Caritas Jordan employees'
performance ata<0.05.

This is confirmed by the value of the significadegel (0.00 =a) which is less than the level of significance
(0.05>0), as the table indicates that the variation initftizpendent variable (R2) explains accounted 40D
of the variance in the dependent variable.

9.11 Sub-test the hypothesis third this hypothesiates that:

There is no statistically significant impact of ragerial competencies on Caritas Jordan employees'
performance at<0.05.

Table (12): Simple linear regression analysis of $& results (Simple Regression) impact of managerial
competencies on Caritas Jordan employees ‘performae

Independent Variance S @ D.F F T Sig. Decision
Variables Square
_ Regression 29.146 1
Managerial = 42705 | 210
competencies
All 71.851 211 143.327 11.972 0.000 Reject
R2 0.406
B 0.637

10.

11.

e Tabulated value of T when the level of significaf@®5>a) equal to 1.96
It is Clear from the data presented in the abotetthat the value of T calculated is 11.972, veithalue of
Indexed 1.96, and comparing the values that haea beached in the test this hypothesis turns aait ttre
calculated value is greater than tabular valuégt sorejected the premise of nihilism, and acdbpt alternative
hypothesis states that: There is no statisticafjgiicant impact of managerial competencies onit@arJordan
employees' performance @&t0.05.

This is confirmed by the value of the significadegel (0.00 =a) which is less than the level of significance
(0.05>0), as the table indicates that the variation initftizpendent variable (R2) explains accounted f40®
of the variance in the dependent variable

Results

\Based on statistical analysis of the data colte¢teachieve the objectives of the study and itblgm, and
based on the outcome of the tested hypothesesndRelation to the obtained results and the lirots of the
study, a number of conclusions have been reached.
The independent variables of the study behaviduaigtional, and managerial were combined and ségdra
positive impact on Caritas Jordan employees' perdoice. The study showed that the most importameziées
that affect Caritas Jordan employees' performarscenanagerial competencies, followed by functional
competencies, and finally behavioral competenaes, so from the standpoint of the study sample. tVi$a
more, the analyzed results indicated that there parsitive relationships between behavioral, funwip
managerial human competencies and the enhancermemtpioyees 'performance at Caritas Jordan. Intiaddi
to that there is a strong interrelated connectietwben the three independent variables and theogwewb
performance.

Recommendations

On the basis of the results of this study, the reaecher proposes a number of points be taken into
consideration by Caritas Jordan to adopt new ways to encouragenifsloyees 'to developing team work
mentality. Also, they should teach their employ¢escope with changing work conditions and unplanned
circumstances. Furthermore, most senior employeest share their experience and knowledge with new
employees through in-house seminars. Managememidsketarify to employees the importance of theirrkvo
and the consequences of any shortage in compligting matter how trivial is their work on both nab and
financial fronts. What's more, Management shouldogaize the non-financial achievements, working on
establishing new leaders who can be able to |eatkdm.
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They should teach the employees how to adapt tdesudrising problems and maintain professionallsmugh
difficult situations. The presence of a staff incanmittee strengthens their loyalty and belongiegsigning jobs
that matches the educational level and degreeimpertance of any task, no matter how small, israppted
by higher management regularly discusses perforenémqrovide either positive or negative feedbadke
employees' performance related to salary that md@nsnanagement have to shed light on the scaldiseof
wages and salaries because their work is not cteshatirectly with voluntary work. The managementsinu
realize that below expectations performance catndoed to having employees with low competencies

A unified dress (Uniform) affects the conduct, sthealthy for employee performance to have expegien
different parts of the organization because thepiary Reallocation of the staff member from digfetr centers
is a positive thing and affects the performanca positive way.
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