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Abstract 

This study investigates the impact of sustainable human resource management (HRMM) on 

the performance of building projects in Iraq. Human Resource Management (HRM) is 

essential for the success of construction projects. This study examines sustainable HRM 

methods that might enhance the overall performance of organizations engaged in project 

management. Research indicates that implementing sustainable HRM practices can enhance 

employee engagement and productivity, elevate the standard of work, foster effective 

communication and collaboration within teams, so positively impacting the outcomes of 

construction projects. The study examines three construction firms operating in Iraq. A total 

of fifteen participants were interviewed in order to collect their perspectives on the Human 

Resource Management (HRM) practices that have been adopted in their business and the 

resulting effects on project performance. The qualitative methodology relies on conducting 

semi-structured interviews with individuals. The snowball sampling technique was 

employed to enlist participants, ensuring a thorough survey of HRM practices across various 

construction firms in Iraq. The findings suggest that the examined organizations apply 

diverse HRM strategies to attract, cultivate, and incentivize their personnel. Tangible 

instances of achievement encompass training and development programs, initiatives to 

maintain a healthy work-life balance, and mechanisms that acknowledge and reward 

exceptional performance. Nevertheless, the participants also acknowledged the presence of 

challenges, such as the administration of temporary agreements that can impact the stability 

and drive of employees. Enhancements are recommended, namely in regards to the exchange 

of information and openness inside organizations. To summarize, this study emphasizes the 

significance of implementing sustainable human resource management practices in the 

construction industry in Iraq. Implementing efficient human resource management (HRM) 

strategies can have a beneficial impact on project performance by fostering employee 

engagement and enhancing productivity. Nevertheless, it is crucial to tackle the highlighted 

obstacles and implement measures to continuously enhance HRM processes in order to fully 

capitalize on these advantages. 

  

Keywords: Exploring, Sustainable Human, Resources Management, On the Efficiency, 
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Introduction 

Sustainable human resources management encompasses not only the attraction and retention 

of talent but also the implementation of effective strategies for its development inside a 

business (Al Aina & Atan, 2020). Consequently, to guarantee the successful execution and 

conclusion of projects in the construction sector, contemporary firms must secure a skilled 

and high-performing personnel. The successful execution of projects and the efficacy of 

project teams can be attained by project managers and leaders, among other factors, through 

sustainable human resource management practices (Shaukat et al, 2022). Organizations in 

the construction industry prioritize sustainable human resource management by formulating 

and executing policies that accurately embody their vision and mission, while also conveying 

the guiding principles to the workforce to ensure alignment of individual goals with corporate 

objectives (Gara & La Porte, 2020). Amrutha and Geetha (2020) assert that sustainability has 

profoundly impacted multiple management areas, particularly human resource management 

(HRM). In Human Resource Management, personnel are viewed not merely as tools for 

achieving economic and financial goals, but as important assets that must be preserved and 

valued (Stahl et al., 2020). This viewpoint acknowledges that employees can benefit not only 

the organization but also their families and the broader community. Consequently, HRM 

practitioners now perceive HRM as serving a dual purpose: a means to achieve an 

organization's strategic objectives focused on sustainability, and as an objective in its own 

right. In the last fifty years, the construction sector in Iraq has exhibited significant 

dynamism. Despite the importance and labor-intensive characteristics of the construction 

sector as a worldwide economic activity, there has been insufficient emphasis on examining 

human resource management difficulties and potential solutions within the construction 

industries of developing nations such as Iraq (Hatem et al., 2021).  This study examines the 

efficacy of the construction sector in Iraq, a developing nation, within the context of 

sustainable human resource management. The principal objective of this research is to 

analyze the influence of sustainable human resource management on the performance of 

construction projects in Iraq. Sustainable human resource management involves 

implementing effective management and leadership techniques customized for each 

organization to attract, retain, engage, and develop the workforce. Nonetheless, the 

examination of human resource management challenges within the construction industry has 

been neglected, despite its importance in the worldwide economy. Moreover, this domain of 

operation demonstrates many discrepancies, including regulations, health and safety norms, 

materials, and additional aspects. The construction sector in Iraq is viewed unfavorably about 

its human resource management practices and employee relations, leading to considerable 

difficulties (Abunaila, 2022). This problem is selected due to the dynamic transition from 

traditional human resource management to sustainable human resource management and its 

potential influence on the performance of construction projects in developing countries such 

as Iraq. A qualitative methodology was utilized to achieve the research objective. The 

methodology utilized involved an extensive review of current literature and semi-structured 

interviews with 15 participants from three different businesses in the construction sector in 

Iraq. 
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Methodological Approach 

Research Question And Objectives 

This study examines the influence of sustainable human resource management on the 

efficiency and effectiveness of building projects in Iraq. Unfortunately, there has been 

insufficient emphasis on investigating sustainable human resource management in poor 

countries. This study project aims to discover effective methodologies for analyzing the 

influence of sustainable human resource management on project performance within the 

construction sector of a developing nation like Iraq. The key question of this study is: "What 

is the effect of sustainable human resources management on the efficiency and effectiveness 

of construction projects in Iraq?" This issue is chosen due to the evolving paradigms from 

traditional human resource management to sustainable human resource management, and the 

possible influence of this transition on the performance of construction projects in developing 

countries such as Iraq. The main aim of this study is to understand the influence of adopting 

sustainable workforce management techniques in the construction industry on the efficiency 

and effectiveness of building projects. This study examines the management of human 

resources in Iraq's construction industry, a developing nation, within the context of 

sustainability. The primary aim of this study is to clarify the influence of sustainable human 

resource management on the performance of building projects in Iraq. Furthermore, it seeks 

to pinpoint particular strategies in sustainable human resource management techniques that 

might improve the efficiency and effectiveness of resource use in building project 

management firms. 

 

Relevance Of the Research 

Social Relevance 

 HRM is a modern model that has developed in reaction to changes in society, the labor 

market, and labor relations. It provides an innovative viewpoint on personnel management, 

highlighting the sustained development, revitalization, and replenishment of human 

resources. Conversely, conventional human resource management entails the employment of 

human resources (Mahapatro, 2021). The author posits that employee burnout, occupational 

stress, health complications, and work-life balance challenges are substantial impediments. 

Certain researchers contend that HRM could potentially mitigate these issues by reinstating 

a humanistic perspective. Construction poses distinct challenges. Won, Hwang, and Chng 

(2021) conducted research on human resource management in the construction industry, 

asserting that, although it employs a substantial segment of the global workforce, it remains 

one of the most perilous and complex sectors due to its intricate and dynamic industrial 

environments. They are contemplating the necessity of a skilled labor force governed by a 

structured framework for the construction project. This structure must synchronize several 

professional organizations, building firms, and suppliers, whose participation in the project 

fluctuates intermittently across time. The intricacy of the construction sector stems from the 

fragmentation and dynamism of its operations, together with the need to integrate many 

professional cultures. Therefore, it is essential to employ efficient human resource 

management strategies in this domain. This study could improve our understanding of how 
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Human Resource Management and Development (HRMD) may favorably influence project 

delivery in this particular business.  

 

Scientific relevance 

Fallah Shayan et al. (2022) assert that the need of sustainable development has become 

evident due to the rapid depletion of natural resources, concerns regarding financial 

inequality across communities, and the growing relevance of corporate social responsibility. 

Wojtaszczyk, Różańska‐Bińczyk, and Syper‐Jędrzejak (2024) assert that the concept of 

sustainable human resource management (HRMM) is emerging as a new paradigm resulting 

from the integration of sustainable development (SD) and human resource management 

(HRM). They claim that this issue has only lately attained acknowledgment as a research 

domain. Moreover, it underscores the growing focus on analyzing the role of human resource 

management (HRM) in fostering the long-term growth and performance of organizations, 

namely by improving societal welfare and addressing stakeholder interests. Specialists in this 

domain underscore the necessity of a holistic approach in assessing the sustainability of 

human resource management techniques. They also emphasize a lack of empirical study on 

this topic (Genari et al., 2022). They propose that research opportunities exist in the context 

of underdeveloped nations, as indicated by 45.Kanan et al. (2023) assert that there is 

insufficient theoretical and empirical evidence about the importance of human resource 

management processes and practices in fostering organizational sustainability. 

Madhavkumar (2023) indicates that extensive literature underscores the vital importance of 

the HRM function in achieving organizational performance, particularly with organizational 

and managerial behavior. Nevertheless, a limited subset acknowledges the context of 61 and 

the specific challenges presented by project-based industries. Additionally, there is a dearth 

of literature that has sought to record effective strategies for managing the HRM function 

within the construction industry, or to examine how these practices could be adapted to 

improve worker performance and job satisfaction in this sector. Minbaeva and Navrbjerg 

(2023) assert that there are various texts addressing the management of humans at both 

strategic and operational levels in the workplace. They contend that organizational behavior 

and human resource management (HRM) are well-established academic disciplines that have 

cultivated diverse methodologies and strategies to proficiently manage and develop 

individuals in accordance with the organization's strategic goals. Moreover, sustainable 

human resource management has recently garnered attention from both scholars and 

professionals in the construction industry. This is mostly due to the escalating adverse 

impacts of contemporary HRM practices on society, employees, and the environment 

(Budhwar et al., 2023). Nonetheless, there are two persuasive reasons that underscore the 

importance of examining sustainability in relation to Human Resource Management (HRM) 

within organizations. Firstly, HRM functions as a framework to direct employees' attitudes 

and actions towards achieving sustainability goals. Moreover, HRM systems can incorporate 

sustainability principles, thus promoting the long-term physical, social, and economic 

welfare of employees. In this framework, HRM is considered a definitive goal (Sitko, 2023). 

This research possesses scientific value due to the existing paucity of studies in this domain. 
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Methodological Approach 

This study uses qualitative, inductive methods. Researchers use deductive, inductive, and 

abductive methods (Proudfoot, 2023). Hypothesis importance distinguishes deductive and 

inductive methods. Deductive reasoning proves hypotheses, but inductive reasoning creates 

new ideas. Abductive research analyzes intriguing facts or puzzles to explain them. 

Deductive reasoning analyzes assumptions, while inductive reasoning creates new ideas and 

generalizations (Stephens et al., 2020). Abductive research begins with identifying and 

explaining a succession of puzzling facts or situations (Kimpimäki, 2023). To avoid 

organized approach restrictions, the research was inductive. It finds unusual patterns in raw 

data. Inductive reasoning begins with empirical evidence and proceeds to explain it 

(Wiltshire & Ronkainen, 2021). Field behaviors help researchers understand larger 

phenomena. From specific to broad. Examine how sustainable human resource management 

affects Iraqi construction projects. Investigative study.  Exploratory research seeks deep 

understanding and new perspectives by studying a topic. Use it for qualitative research that 

covers all qualities. Qualitative research clarifies real-world issues. Unlike quantitative 

research, qualitative research does not collect data or intervene. Instead, it generates ideas 

and analyzes numbers. Qualitative research integrates individuals' thoughts and actions. He 

answers 63 "why" and "how" questions instead of "how much". It can be used in mixed-

methods or qualitative research (Hall, 2020). Quality research creates conceptual frameworks 

to understand social processes in real, non-experimental environments. This method 

emphasizes all parties' interpretations, experiences, and perspectives (Levitt, 2021). 

Qualitative field research uses narratives and verbal accounts. Information from 

observations, documents, interviews, photographs, and videos is qualitative.  Qualitative 

research offers several benefits. Effective qualitative data gathering yields complete data and 

better understanding. It deepens understanding of the topic.  Qualitative research helps create 

hypotheses (Kohn & Christiaens, 2014). Human behavior patterns are hard to measure, yet 

qualitative research reveals them. Qualitative methods allow participants to express their 

thoughts, feelings, and experiences at specific moments or during major occurrences in their 

natural environments (Azungah, 2018). Qualitative research has pros and cons. Erroneous 

analyses due to uncontrolled variables influencing the collected data; subjectivity, as the 

researcher determines the relevance of data during analysis, leading to potentially divergent 

interpretations of identical data; and restricted generalizability due to the frequent use of a 

limited sample size to gather in-depth data on specific contexts, which, despite thorough 

analytical methods, may yield biased results that do not accurately represent Despite data 

management and recording technologies, data analysis sometimes requires manual 

verification or execution. This qualitative study examines sustainable human resource 

management in Iraqi construction by asking participants "how, why, and where" (Azungah, 

2018). Qualitative field research includes text and narratives. Interviews, observations, 

document analysis, photos, and videos produce qualitative data.  Qualitative research has 

several benefits. Complete qualitative data collecting improves situational comprehension. It 

enhances explanations for the phenomenon. Hypotheses come from qualitative study (Levitt, 

2021). Qualitative study better explains human behavior than quantitative. Participants can 

express their thoughts, feelings, and experiences naturally (Ataro, 2020). Statistics don't 
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accurately depict experiences, attitudes, and behaviors. Qualitative research has pros and 

cons. Uncontrolled factors reduce data reliability and inject subjectivity as the researcher 

decides significance, resulting in different interpretations of similar data. The frequent use of 

a small sample size to acquire comprehensive data on specific settings limits generalizability, 

making it difficult to draw conclusions despite thorough analysis approaches.  In this 

qualitative research, participants answer "how, why, and where" questions about sustainable 

human resource management in Iraqi construction (Buchanan, 2021).  

 

Research Design 

The research design intended a study-friendly environment. The research strategy chosen 

during research design affects how a study gathers data (Hennink, Hutter & Bailey, 2020). 

This study was effective due to its descriptive research approach and comprehensive 

framework (Nilsen, 2020). The many subjects researched are described via descriptive 

research. This method emphasises the "what" of the issue over the "why" Descriptive 

research focusses on demographics rather than causes (Pandey & Pandey, 2021). 

 

1. Data collection through semi-structured interviews 

Data was acquired via semi-structured interviews. The researcher collects personalized 

information from the subject using a semi-structured interview. Interview guides help (Ruslin 

et al., 2022). The semi-structured interview guide collects qualitative data from research 

participants using open-ended, customizable questions. Topics or concerns frame the study 

inquiry (Roberts, 2020).  This study's research question and goals shaped this guide's 

creation, review, and validation. This guide offers eleven open-ended questions concerning 

how sustainable human resources management influences Iraqi building projects' efficiency 

and effectiveness. Semi-structured interviews dominate qualitative research. Semi-structured 

interviews follow a guide with questions and themes. Interviewers can order questions, but 

they follow a format. Follow-up questions may be asked to ensure the researcher covers the 

relevant topics. This casual, interactive interview gathers details. Researchers employ semi-

structured interviews to understand a topic and its reactions (Ruslin et al., 2022).  This study 

employs semi-structured interviews with three Iraqi construction workers. Interviews were 

used to collect participant habits, beliefs, and opinions (Harrell & Bradley, 2009). Free-form 

interviews were conducted (Harrell & Bradley, 2009). Zoom videoconferencing and phone 

conversations were used for interviews in January–March 2022. In ethical interviews, the 

researcher and subjects participated. Participants signed a consent form and learned about 

the study's goals before the interviews. Most participants agreed, however some preferred 

written remarks over recorded ones (Harrell & Bradley, 2009). To do this, the researcher 

manually recorded interview observations in a notebook. This helped the researcher swiftly 

record participants' significant ideas, facial expressions, and gestures. We transcribed Arabic 

interviews in English. 

 

2. Study Population and Sample Composition 

This study explores how sustainable HRM affects Iraqi construction firms A, B, and C project 

performance. The three firms were chosen for their Iraqi building, project, and HR 
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management experience. This study examined operational, project, and strategic 

management staff from these three organizations. Probability and non-probability choose 

most samples. Probability sampling selects representative samples equally from the 

population. This strategy is used in quantitative research (Rahman et al., 2022). Non-

probability sampling is common in case studies and qualitative research. We study real 

phenomena, not population statistics, with small samples. No representative or random 

sample is needed, but specific cases or persons must be explained (Campbell et al., 2020). 

Quality and exploration make non-probability sampling ideal for this study. This approach 

conceals the sampled population member. Selection is subjective, population unity is 

unattainable, and study results cannot be generalized. Database-based data collection is 

slower, more expensive, and less convenient than non-probability sampling (Casteel & 

Bridier, 2021). We selected 15 guys from three Iraqi construction firms, five apiece. 

Individual questions are asked to 15,68 persons.  We boosted waterfall or snowball sampling 

participation. It finds more participant recommendations utilizing original ones (Akinbaleye, 

2021). Volunteers from Company A, B, and C participated in the study. Interviewers 

employed various convenience and availability approaches. Zoom videoconferences, phone 

calls, and video were used. These methods are as reliable as face-to-face and economic 

interviews since they reduce travel costs, improve time management, and improve 

communication (Rowen et al., 2022). Jet lag, inadequate Internet, and a lack of smartphones, 

tablets, and computers may have hampered these efforts. Setting appointments around 

participants' availability was difficult. We contacted project managers, HR managers, design 

executives, and field technicians. On average, interviews lasted 45 minutes. Everyone 

attended one meeting. Before being interviewed, participants were informed of the study's 

goals, ethics, and informed consent. Work culture, motivation, worker-employer interactions, 

recruiting-to-now performance review, and HR sustainability are interview topics. 

 

3. Data analysis  

This study used descriptive theme analysis, either pooled or group. Thematic analysis 

analyzes qualitative data on participants' viewpoints, attitudes, knowledge, experiences, and 

values (Kiger & Varpio, 2020).  Word or phrase counts are not thematic analysis. It involves 

finding and summarizing implicit and explicit data themes (Morgan & Nica, 2020). In theme 

analysis, researchers study interview transcripts for patterns and contrasts. Patterns are found 

and data is classified. This ensures study outcomes meet goals. Analytical and logical 

thinking help researchers uncover data patterns, connections, and trends (Cooksey, 2020). 

Careful thematic data analysis is needed. Researchers must find patterns, correlations, and 

themes. This demands ongoing analysis and logic to understand information (Mezmir, 2020). 

The data in this study was qualitatively analyzed using descriptive thematic analysis. The 

researcher analyzed transcripts and notes for patterns and differences. Themes and categories 

organized the content. The researcher could thoroughly analyze participant perspectives and 

identify significant data pieces using this analytical strategy.  
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Results 

Analysis of Results and Discussion 

This paper analyses a study on how sustainable human resource management (SRM) affects 

Iraqi building projects. The paper emphasises semi-structured interview data from fifteen 

participants from three construction organisations. The results reveal the HRM strategies 

used by the analysed companies to recruit, develop, and reward employees. Training and 

development programmes, work-life balance initiatives, and recognition programmes 

demonstrate sustained human resource management success. The outcomes are analysed 

using this data to determine how HRM practices affect building project performance. The 

findings demonstrate how sustainable human resource management improves employee 

engagement, productivity, work quality, and team communication and collaboration. This 

study emphasises both successes and challenges, such as managing temporary agreements 

that might affect employee stability and motivation. To overcome challenges and maximise 

the benefits of sustainable human resource management to Iraq's construction sector, HRM 

techniques are suggested. This study analyses the research data and highlights the links 

between HRM practises and building project performance. It also suggests ways to maximise 

these techniques' benefits in Iraq . 

Work Experience and Role of Iraqi Construction Workers 

This study introduces selected companies and participants. Companies will be labelled A, B, 

and C, and participants 1–5 to maintain anonymity. Example: "A1" refers to Company "A" 

Participant 1. 

 

Business Profile 

Company "A" makes building industry electrical and electronic equipment since 2010. 

Through retail and bespoke modules, the company offers many products and services in Iraq. 

The company includes a branch in Basrah, Iraq's second-largest city, and headquarters in 

Baghdad. Companies "A" design, install, and maintain residential and commercial HVAC, 

lift, and escalator systems. Increase consumer value and improve the future. To dominate the 

Arab electronics industry, particularly in the subregion, the company creates long-term 

connections with renowned clients and service suppliers. The company needs engineers. Its 

company culture values customer satisfaction and quality products and services. Engineers, 

technicians, and HR managers make up the 31-person Baghdad branch. With 13 years of 

expertise, they completed 60 customer projects. Employees are recruited, trained, and 

motivated by human resource management to retain and satisfy them. 

 

Company "B" was founded in 2004 and provides consulting services in architecture, 

structural engineering, electrical engineering, mechanical engineering, interior design, 

master planning, urban design, technical assistance, supervision, and project management. 

The skilled workforce oversees design and construction, including pre- and post-contractual 

work. Over the past two decades, the organization has partnered with local and international 

architectural firms and designers. The country's many rehabilitation projects are boosting 

public sector activities, which are valued. The organization recently added private sector 



International Journal of Studies in Business Management, Economics and Strategies 

Volume 3, Issue 10, October - 2024 

ISSN (E): 2949-883X 

Scholarsdigest.org 

153 | P a g e  

 

services. The company employs 27 design engineers, architects, project managers, and HR 

professionals. After winning contracts, companies form operational teams . 

 

Company "C": This tiny Baghdad civil engineering firm has expanded since 2006. This 

company became a multipurpose consulting firm in 2013. Construction management, 

supervision, and civil/structural engineering are its specialties. Concrete, construction, 

structural analysis and design, investigations, assessments, rehabilitation, non-destructive 

testing, architectural, sanitary installations, mechanical, electrical, plumbing, and 

infrastructure are covered. Public and private services help the organization. To attract more 

clients who appreciate its services, the corporation will deploy cutting-edge technology and 

resources to compete locally. About 27 full-time staff work at the head office and project 

sites. Most employees are engineers and design, structural analysis, and concrete technology 

experts. Several part-time senior expert partners and consultants in structural engineering 

help the organization expand its competence. The company's HR management encourages 

teamwork to deliver high-quality services on time and within budget. The firm prioritizes 

local environmental conditions. For safety, employees and on-site workers are educated 

routinely. We teach and develop our personnel to better performance. 

 

Presentation of the participants and their professional experience 

 In this section, we will explore the participants' work experience in the three companies A, 

B and C construction sector in Iraq, as well as their function. We will also look at their 

involvement in construction projects to better understand their contribution to the overall 

performance of these projects. 

 

Table 1: Profile of participants and their functions in the company A 

Participants Seniority (years) Function 

A1 5 Human Resources 

Department 

A2 4 Project design engineer 

A3 3 Design engineer 

A4 10 Recruitment coordinator 

A5 5 Sales manager 

 

Table 2: Profile of participants and their functions in the company B 

Participants Seniority (years) Function 

B1 6 Architectural and engineering 

consulting 

B2 6 Coordinator and monitoring manager 

B3 9 Technical Support Manager 

B4 5 Structural Engineer 

B5 5 Human Resources Professional 
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Table 3: Profile of participants and their functions in the company C 

Participants Seniority (years) Function 

C1 5 Team Leader 

C2 10 Assistant Project Manager 

C3 8 Site Manager 

C4 6 Engineer 

C5 5 Field technician (plumbing). 

 

Each organization includes technicians and executives from the building industry. The 

participants have years of construction experience and dedicated service to their company. 

Civil engineers, architects, site managers, project managers, plumbers, and foremen are 

among the participants. The participants' years of experience in enterprises A, B, and C show 

a consistent approach to employee retention. A prior study, "Factors affecting workforce 

turnover in the construction sector: A systematic review," found similar results (Bolt, 

Winterton & Cafferkey, 2022). Employment stability and other factors affect construction 

employee turnover, according to the systematic review. Our analysis found that most 

participants in enterprises A, B, and C have 5–10 years of seniority. These organisations can 

keep a stable personnel for a long time, which can help project continuity and teamwork. 

According to the benchmark study, job satisfaction, career prospects, and organisational 

culture can affect construction personnel retention. Seniority may indicate that the firm is 

solid, but other aspects related to human resource management and employee happiness must 

be examined to properly understand employee turnover in these companies. Overview of 

organisation members' responsibilities Participants have different roles and responsibilities 

in their organisations. Civil engineers and architects plan and develop projects, while site 

managers oversee their execution. Project managers manage and organise all project aspects, 

while experienced labourers do practical duties on site. 

 

Table 4: Job description of participants within companies 

Company Participants Task 

A 

A1 I am involved in career management, talent management, compensation 

and benefits, training and development, compliance and occupational safety 

A2 I work as a builder or mechanic of elevators and escalators. 

A3 I am involved in the conception, design and installation of heating, 

ventilation and air conditioning systems in commercial and residential 

buildings. 

A4 As a Construction Recruiter, I am responsible for finding talent and filling 

various positions for our company 

A5 I promote the company's products, acquire new customers and achieve 

revenue growth goals by keeping our company competitive and innovative. 

B 

B1 Consultant in architecture and engineering. I offer advice on architectural 

design, safety standards, construction techniques, aesthetics and 

professional development. 

B2 As a Construction Project Coordinator, I plan, organize, direct, control and 

evaluate construction projects from start to finish according to schedule, 

specifications and budget. 
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B3 I am responsible for technical support. In my job, I am responsible for 

managing projects from start to finish, ensuring that the proposed plan is on 

schedule, on budget and on scope. 

B4 As a structural engineer, my work includes writing various information 

structures, using computer-aided design software, preparing material and 

project cost estimates based on technical specifications, among other 

things. 

B5 I work as a human resources staff. Part of my job is to determine the 

composition of the workforce needed to achieve our company's strategic 

objectives, prepare for the recruitment of our workforce, develop it and 

monitor its progress and evaluate its performance. 

C C1 I work as a team leader. I am responsible for building a team to carry out 

the work involved in a particular project and in accordance with the 

architectural plan. 

C2 My job includes managing supervisory staff and assigning tasks. In this 

role, I coordinate the activities of the contractors and prepare the daily 

progress report and monthly reports. 

C3 As the site manager, I organize the work on site by means of equipment, 

manpower and materials. 

C4 I am a design engineer; I am mainly interested in the design and 

construction of buildings and structures that are safe and able to withstand 

the elements to which they will be exposed. 

C5 Among other things, I carry out the installation of piping systems in 

buildings for the distribution and use of drinking water and the removal of 

waterborne waste. 

 

This table presents different career profiles in the construction industry, covering a wide 

range of roles and responsibilities within Companies A, B and C. 

 

Involvement in construction projects 

 Participants actively engage in building projects, leveraging their skills and commitment to 

ensure the successful completion of each project. Their individual endeavors and 

collaborative cooperation contribute to the attainment of project goals. 

  

Evolution Of the Construction Sector in Iraq 

The building sector in Iraq has experienced substantial advancements over time, specifically 

in reaction to the economic and political transformations inside the country. In order to 

comprehensively assess the effects of sustainable human resource management on the 

performance of construction projects in Iraq, it is crucial to analyze the historical background 

of the sector, recent significant changes, their impact on construction projects, and the 

necessity of incorporating these developments into human resource management. 

 

Historical Background of the Construction Sector in Iraq 

 Iraq's building industry has boosted its economy. Oil income and infrastructure investments 

drove construction industry expansion before conflict and political turmoil. Semenova and 

Al-Dirawi (2022) said that Iraq's building sector was vital to its GDP and provided many 



International Journal of Studies in Business Management, Economics and Strategies 

Volume 3, Issue 10, October - 2024 

ISSN (E): 2949-883X 

Scholarsdigest.org 

156 | P a g e  

 

jobs. To meet population growth, the Iraqi government has invested heavily in infrastructure, 

housing, education, and health. Iraq used the oil windfall to fund these massive projects, 

making building a key part of its economy (Waheeb & Andersen, 2022).  However, civil 

wars and political upheavals have changed the country in recent decades. Construction 

projects have stalled, reducing investment and job possibilities. Construction workers must 

respond to unpredictable and uncertain conditions due to fluctuating conditions. 

 

Major Transformations in The Last Two Decades 

Iraqi building has changed significantly during the previous 20 years. Political and civil wars 

and economic turmoil have influenced construction project design and implementation. 

Financial uncertainty, operational upheavals, and hiring and retaining top talent have plagued 

companies. The study participants noted that these changes have affected work methods and 

decision-making. Unexpected events have forced organisations to adopt more agile methods. 

Human resource management strategies must be changed to manage teams and projects in a 

changing environment. Participant B3 said industry developments have forced us to rethink 

our operations. Before the conflict, things were stable and predictable. However, we must be 

flexible to negotiate the regular changes. Thus, proactive human resource management is 

needed to ensure timely skill acquisition. To properly manage projects, we must be open to 

new ideas and eager to try new methods. Political and economic events have changed Iraq's 

building industry during the past 20 years. The 2014 rise of ISIL and its control of areas of 

Iraq caused instability and anxiety. This affected the entire economy, including construction. 

The construction sector had to adapt to the gradual economic recovery after the revolution 

(Fadhil & Burhan, 2021).   

 

Impact of these developments on construction projects 

Participants say political and economic turmoil has affected Iraqi construction projects. 

Project delays, funding, and security were major issues. Due to the country's instability, some 

projects have been abandoned. C3 participant: "Political unrest caused many problems for 

me as site manager. We prioritise safety and have taken extra steps to protect our employees 

at work. Policy changes and resource shortages often delay projects. The country's economic 

uncertainty has stalled several projects indefinitely. Participants also remarked that sector 

changes have affected labour relations and construction team dynamics. Effective 

stakeholder communication is essential for project success in the face of challenges. 

Participant A2: "The construction industry has advanced, forcing us to work together on sites. 

Engineers, labourers, and other project stakeholders must communicate well to coordinate 

and resolve issues. We meet regularly to discuss project progress, challenges, and solutions. 

After the 2014 rise of ISIS, Iraq's building industry has been heavily impacted by political 

and economic developments. This caused the seizure of some Iraqi regions, causing 

instability and adjustment in various sectors (Hasan, 2023). 
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Importance of taking these developments into account in human resources 

management 

Iraqi construction human resources management must adapt to changing conditions. 

Participants advised firms to prioritise flexibility and resilience to overcome political and 

economic uncertainty. Participant A4 said their organisation has had to adapt quickly to Iraq's 

political and economic instability. We must adjust our strategy and act quickly to manage 

unexpected events. We can easily mobilise and reassign teams based on project needs thanks 

to human resources management. Staff training is essential for improving competence and 

adapting to changing work methods. Companies should also encourage open and honest 

communication to help teams collaborate on different projects. Participant testimony shows 

its importance. B2 stresses the necessity of training and development for competitiveness in 

a changing sector. To help our workforce learn new skills and adapt to new work methods, 

we've invested in training. This has allowed us to maintain our skills and offer creative 

solutions to clients. Participant C3: "Our industry relies on good communication, especially 

for complex projects with multiple teams. We meet frequently to discuss project progress, 

challenges, and solutions. We can synchronise our efforts and quickly handle field 

difficulties. Clear communication is essential for project success. Piwowar-Sulej (2021) 

found that construction industry advances affect human resource management in construction 

organisations. Construction companies must be flexible to manage political and economic 

unpredictability, according to the study. According to these authors' research, sustainable 

human resource management can help building projects succeed in tough settings, like Iraq's 

construction sector development. These advancements can help companies manage teams 

and projects in a changing environment. Organisations can overcome Iraq's construction 

industry challenges and improve project efficiency by using adaptive and environmentally 

friendly human resources management solutions. 

  

Sustainable Human Resource Management in Construction Companies in Iraq 

Construction businesses in Iraq have significant hurdles due to the country's political and 

economic instability, making sustainable human resource management particularly vital. 

This section will examine the existing human resource management methods in these firms 

and assess their compatibility with sustainable concepts. The sub-themes that will be 

presented are recruiting and selection, training and development, work-life balance, 

communication and transparency, and recognition and awards.  

 

Presentation of current human resource management practices 

Construction firms in Iraq employ several human resource management strategies to attract, 

cultivate, and retain skilled personnel. We conducted an analysis of the participants' 

responses in order to comprehend the prevailing practices inside these companies.  

1. Recruitment and selection 

Recruiting and selecting qualified workers who fit the company's culture is crucial. Iraqi 

construction firms conduct extensive interviews and reviews to choose candidates. 

Participants said these methods attract the best candidates who share the company's values. 

Al-Tamimi and Al Anssari (2022) found that successful recruitment boosts productivity and 
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organisational performance in Iraq's construction sector. Participant A1 says his company 

mostly used newspaper and billboard job ads. However, it is exploring digital techniques to 

attract more skilled workers. Technical expertise and personal traits are used to choose 

candidates, with a focus on construction experience. Participant B2 says his company 

recruited candidates using an outside agency. The major goal is to assess candidates' learning 

and development skills and job requirements. Business culture and organisational values are 

important during choosing. The C4 Participant said his company's main goal is to acquire top 

construction personnel. To retain employees, the organisation offers good working 

conditions, competitive pay, and continual training. Employee performance, communication, 

fairness, and work-life balance are considered during the selection process.  

 

2. Training and development 

Employee development is essential for career advancement and skill improvement. In their 

paper "Human resources development as an element of sustainable HRM - with the focus on 

production engineers," Mukhuty, Upadhyay, and Rothwell (2022) claim that staff training 

and development are essential to sustainable HRM. The research emphasises that 

organisations, particularly construction firms, offer internal and external training to improve 

employees' technical and behavioural skills. These programs improve their efficiency and 

adaptability in a changing workplace. Audi makes a compact executive automobile called 

the A4. His company usually trains employees internally to improve their careers. "I had the 

privilege of participating in a training program focused on sustainable building practices." 

This has allowed me to contribute more to the company's eco-friendly projects. Participant 

B3 emphasises that his company prioritises staff training on new technology and construction 

approaches. The corporation funds external training and courses to improve employee skills. 

Training is essential for maintaining performance and market competitiveness. Participant 

C5 said his employer offers compensated work training. The participant believes these 

trainings foster employee engagement and a supportive workplace. The company also 

prioritises worker safety and gives field training to protect personnel. 

 

3. Work-life balance 

Iraqi construction workers worry about balancing work and life. To help workers balance 

personal and professional obligations, companies are offering flexible work hours and remote 

employment. This method improves employee happiness and work-life balance. Participant 

A1 said his employer values work-life balance. The company offers flexible work schedules 

and work-life balance policies. She understands the importance of a good work environment 

for employee satisfaction. Participant B2 supports his company's work-life balance rules. 

Employees receive time off and other benefits to help them balance work and life. The 

company prioritises employee wellbeing and work-life balance. The C4 participant said his 

firm values work-life balance. To retain staff, it offers flexible work hours and attractive 

benefits. Work-life balance boosts motivation and career success, according to the 

organisation. 
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4. Communication and transparency 

Management-employee communication and transparency are prioritised in the examined 

organisations. Staff gather periodically to discuss issues and opinions. This transparency 

facilitates employee participation in organisational decision-making and efficient problem-

solving. Participant A3 emphasises that his firm values communication, promoting 

transparency across hierarchies. "We hold routine meetings to deliberate on the projects and 

obstacles we encounter." We may collaborate to find and implement solutions. This creates 

a transparent workplace and helps employees understand each other's goals. Participant B2 

emphasises the importance of communication in his organisation since it helps him build 

trust with colleagues. The company regularly updates its performance, projects, and job 

opportunities. Transparency makes employees feel included and motivates them. C4 

participant emphasises that their firm values open communication. All employees are 

informed about the company's goals, challenges, and successes by management. This 

technique encourages inclusiveness and unity in the firm by helping employees understand 

their roles and how they contribute to its success.  

 

5. Recognition and rewards 

Iraqi construction companies motivate their workers with recognition and awards. There are 

formal and informal programs to recognise outstanding employee performance. This method 

boosts job satisfaction and engagement. Participant A1 says his company values employee 

recognition. They receive incentives, privileges, and job advancement for their outstanding 

performance. Employees are inspired and more dedicated by this recognition. Participant B1 

says the company honours employees' accomplishments and contributions. Team gatherings 

and special events highlight accomplishments. These incentives boost team morale and 

productivity. Participant C1 says acknowledgement is part of their company culture. 

Incentives, rewards, and professional development recognise and reward exceptional 

performance. This method motivates employees to work hard and contribute to the 

company's success. Human resources management in construction firms requires recognition 

and prizes. The participants' stories show that official and informal recognition boosts 

employee engagement, motivation, and performance. According to Naz et al. (2020), 

business employee retention and engagement are driven by these characteristics. The essay 

emphasises that recognition and prizes boost employee loyalty and engagement. Participants' 

recognition methods, such as bonuses, perks, career progression opportunities, and incentive 

schemes, match the article's guidelines for a dynamic and fulfilling workplace. Recognising 

and incentivising employees can improve employee satisfaction, commitment, and 

performance for construction companies. Recognition methods create a positive, 

collaborative environment that promotes productivity, cooperation, and company goals.  A 

study of Iraqi construction companies' human resource management practices shows a 

considerable shift toward sustainability. A, B, and C are highlighting how to improve staff 

training and professional development as part of sustainable human resource management. 

Participants A4, B3, and C1 stressed their companies' commitment to employee training. 

This orientation improves workers' technical and behavioral skills, boosting building project 

productivity. Offering training and development, these organizations recognize the impact 
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competent and well-prepared staff can have on high-quality project completion. Businesses 

A, B, and C practice sustainable human resources management through training and 

professional development. These companies invest in their employees' long-term skills, 

enabling professional growth and employee retention. These sustainable human resource 

management practices can also boost employee loyalty to their company. A, B, and C offer 

development opportunities. Companies invest on employee welfare and career progress. 

Recognizing and helping workers can boost their confidence and encourage them to 

participate in building projects. Interview excerpts from subjects A4, B3, and C1 accurately 

portray the analyses.  Participant A4: "My company strongly promotes and supports training 

and professional development." We have the opportunity to participate in frequent training 

programs that enable us to acquire new skills and remain current with the latest technology 

breakthroughs. Moreover, we provide opportunities for professional advancement, which 

motivates us to continuously seek training and development in our respective disciplines. 

Participant B3 indicated that their organization prioritizes the training and professional 

development of its staff. They offer tailored training programs that address our individual 

requirements, facilitating the acquisition of essential skills for success in our roles. 

Additionally, we provide opportunities for internal rotation, allowing exploration of different 

fields and advancement in our career paths. Participant C1: "Training and professional 

development are essential components of our company." They support our progress by 

offering us specialized training and professional development courses. This allows us to 

demonstrate our skills and stay current in the sector. Thank you, my firm, for this opportunity 

to learn and grow professionally. A detailed assessment of Iraqi construction companies' 

human resource management methods shows a shift towards sustainable, training-focused 

approaches. Saleem et al. (2022) noted that training improves construction worker 

performance and productivity. To help employees balance work and life, companies have 

adopted more flexible regulations. As participants A2, B4, and C2 demonstrate, flexible work 

hours and remote work improve employee well-being, engagement, and productivity. 

Attendee A2: "My employer values work-life balance. Their flexible schedules help me 

balance work and family. For paid and sick leave, we offer generous pay, which helps achieve 

work-life balance. Our organisation values work-life balance, said B4. Remote employment 

lets us manage our schedules and avoid long commutes. Our office childcare amenities make 

working parents' lives easier. C2 Participant: "Our company understands the importance of 

work-life balance for employee development and well-being. It offers flexible scheduling 

and sabbaticals. Our wellness programme fosters work-life balance through sports and stress 

management.  Human resource management methods in Iraqi construction firms show a 

commitment to work-life balance. To address employee well-being, companies have adopted 

flexible work hours and remote work options. Work-life balance is important in construction, 

according to Kotera, Green, and Sheffield's (2020) research. Sustainable HRM requires open 

communication and openness. Businesses recognize the importance of clear communication 

between executives and employees to build trust and foster a positive work environment. 

Effective communication enhances employee engagement and involvement in organizational 

decision-making, resulting in heightened motivation and commitment, as evidenced by 

participants A3, B1, and C5. 92 Participant A3: "The level of communication within our 
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company is highly transparent and accessible." The management holds regular meetings to 

communicate information about corporate objectives, financial performance, and current 

projects. Furthermore, they cultivate a culture of inquiry and feedback by aggressively 

prompting employees to ask questions and provide opinion during these meetings. This 

allows us to stay informed and actively influence the direction of the company. Participant 

B1: "Our company adheres to a policy of complete openness and disclosure." Employees are 

provided with all crucial information, ranging from strategic decisions to financial 

performance. Furthermore, we own internal communication solutions that streamline the 

exchange of information among teams. This methodology enables us to collaborate and reach 

well-informed conclusions. Participant C5: "Our company prioritizes effective and reciprocal 

communication." Managers are open to feedback and recommendations from employees, and 

we have established internal communication systems to facilitate this process. Moreover, we 

conduct regular meetings to share updates on project progress and address the challenges we 

face. It improves our team's unity and promotes more effective collaboration. Effective 

communication and transparency are essential for executing sustainable human resource 

management strategies in construction firms operating in Iraq. The examples given by 

participants A3, B1, and C5 illustrate how transparent communication between management 

and employees may foster trust, increase motivation, and create a positive work environment. 

This approach corresponds with the results of the research conducted by Gamil and Abd 

Rahman (2023), which highlights the causes and effects of miscommunication in the 

construction industry. Recognition and awards are essential for the sustainable management 

of human resources in the analyzed organizations. Organizations have implemented 

recognition systems to evaluate and acknowledge exceptional performance and encourage 

both individual and collaborative efforts. Participants A1, B4, and C2 have noted that 

adequate recognition of employees not only motivates them but also enhances their sense of 

belonging to the firm. Participant A1: "Formal acknowledgment at our company is 

demonstrated through annual awards programs, when personnel are publicly acknowledged 

for their exceptional accomplishments". Outstanding employees are recognized at exclusive 

gatherings attended by the entire staff. It significantly augments our motivation and 

commitment to the organization. Participant B4: "We have established an unofficial system 

of acknowledging and appreciating each other's efforts within our work team." We hold 

weekly meetings to convey appreciation and gratitude for outstanding achievement. This may 

emerge as either a simple round of applause or a letter of appreciation. This method fosters 

a positive work atmosphere and strengthens our sense of team belonging. C2 Participant: 

"Our organization has implemented a structured recognition program to commemorate the 

exceptional accomplishments of our employees". Certificates and prizes are awarded to them 

during specific events. Additionally, we encourage informal recognition among colleagues. 

Managers might convey appreciation by dispatching thank-you notes or offering informal 

rewards to acknowledge notable accomplishments of team members. This cultivates a 

positive work environment where all individuals feel valued and inspired. Recognition and 

rewards are essential components in the companies analyzed within the context of sustainable 

human resource management. Both formal and informal recognition methods play a role in 

rewarding employees' outstanding accomplishments and bolstering their commitment to the 
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firm. Participants A1, B4, and C2 assert that appropriately recognizing employees, whether 

through formal ceremonies, team meetings, or informal expressions of thanks, significantly 

impacts their motivation and sense of belonging to the organization. The results obtained 

from these testimonies correspond with the conclusions of the study conducted by Kurdi and 

Alshurideh (2020), which underscore the importance of motivational factors in employee 

retention and engagement within organizations. Organizations endeavor to create a positive 

work atmosphere, boost employee motivation, and foster a culture that appreciates and 

supports both individual and collective achievements through effective recognition and 

incentive strategies.  

 

Assessment of the impact of these practices on project performance 

1. Sustainable human resource management solutions significantly impact the overall 

performance of construction projects in Iraq. Investments in training and professional 

development augment staff proficiency, resulting in enhanced job quality, reduced errors and 

delays, and increased operational efficiency of projects, as indicated by participants A4, B3, 

and C1. The following are the precise excerpts corresponding to each theme. 

 

2. Training and professional development 

 (Impact on employee competence and quality of work) Participant A4 "We have a 

continuous training program to develop the skills of our employees, which allows us to have 

a highly qualified team that produces quality work." Participant B3: "The training we receive 

regularly helps us to be more competent and to avoid costly mistakes in our projects." 

Participant C1: "The training has helped me improve my professional skills, and this is 

reflected in the quality of my work and the speed with which I complete the assigned tasks."  

 

3. Work-life balance 

 A balance between work and personal life mitigates employee stress and burnout, leading to 

enhanced staff retention and improved productivity on projects. Content and balanced 

employees are generally more interested in their work and exert additional effort to 

accomplish project goals (Yu & Wu, 2021). Participant A2: "The fact that the company offers 

flexible working hours allows me to better manage my time and find a balance between my 

work and personal life, which has a positive impact on my productivity." Participant B4: 

"The ability to work remotely has allowed me to better balance my family responsibilities 

with my work duties, which has improved my job satisfaction." Participant C2: "The policy 

of additional leave for important family events shows that the company cares about the well-

being of its employees, which has a positive effect on our commitment and motivation in 

projects."  

 

4. Communication and transparency 

 Effective communication and openness enhance project team cohesion and foster improved 

collaboration among members. Transparent communication facilitates more efficient 

problem and conflict resolution, hence enhancing collaboration and overall project 

performance (participants A3, B1, C5). Participant A3: "Regular meetings allow us to freely 
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share ideas and solve problems quickly, which improves coordination between project 

teams." Participant B1: "Transparency in decision-making gives us a sense of ownership and 

trust in the company, which pushes us to work more effectively together." Participant C5: 

"Open communication facilitates collaboration with other departments, which strengthens 

the overall performance of our projects." 

 

5. Recognition 

Both formal and informal recognition incentivize employees to sustain their dedication and 

thrive in their responsibilities. Recognition methods enhance the organization's performance-

driven culture and foster both individual and collective contributions towards project 

accomplishment (participants A1, B4, C2). Participant A1: "Receiving recognition for my 

work motivates me to give my best and to be more involved in the company's projects." 

Participant B4: "The informal recognition from my superiors makes me feel appreciated, and 

it makes me want to continue to invest more in my work." C2 participant: "Recognition 

programs encourage us to be competitive and work together to achieve project goals." The 

examination of contemporary Sustainable Human Resources Management (SRM) practices 

in businesses A, B, and C indicates substantial alignments with the conclusions of 

Nagabhaskar, M. in his 2020 study "Motivational Factors of Employee Retention and 

Engagement in Organizations." This study by Roopavathi and Kisshore emphasizes essential 

factors that drive employee retention and engagement in firms. Through the examination of 

the experiences of respondents A1, A2, A3, A4, and A5 within Iraqi construction firms, 

correlations with the notions articulated in the study by Roopavathi and Kisshore (2020) may 

be discerned. Investment in training and professional development is a prominent aspect of 

the HRM practices of organizations A, B, and C. Participants assert that these activities 

enhance staff competencies and job quality, aligning with the concept of professional 

development articulated by Roopavathi and Kisshore (2020). Organizations that provide 

opportunities for learning and development typically maintain employee engagement and 

motivation, fostering more significant contributions to the entity. Furthermore, work-life 

balance, identified by respondents as a human resource management technique, is correlated 

with less employee stress and enhanced productivity, as articulated by Roopavathi and 

Kisshore (2020). An improved work-life balance fosters a conducive work environment, 

positively influencing employee happiness and engagement.  The respondents' emphasis on 

transparent communication aligns with the findings of Roopavathi and Kisshore (2020). 

Transparent communication enhances project coordination and efficacy, fostering a clearer 

comprehension of goals and expectations. This fosters a corporate culture in which 

employees perceive themselves as heard and valued, a significant factor in engagement as 

emphasized in the study by Roopavathi and Kisshore (2020). The respondents' emphasis on 

both formal and informal acknowledgment aligns with the findings of the Roopavathi and 

Kisshore (2020) study. Acknowledging and praising employees' accomplishments 

significantly influences their engagement and motivation to perform at a high level. It 

enhances their sense of affiliation with the organization and their confidence in leadership. 

In conclusion, the findings from the analysis of HRM practices in businesses A, B, and C 

support the conclusions of Roopavathi and Kisshore (2020) concerning the determinants of 
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motivation and employee engagement. These techniques enhance the overall performance of 

construction projects in Iraq by cultivating a work environment that promotes the retention 

of skilled staff. To fully leverage these advantages, it is imperative to consistently modify 

and enhance HRM procedures to address the unique requirements of each organization. 

  

Concrete examples of successes or challenges related to sustainable human resources 

management 

Participants provided specific instances of achievements and obstacles concerning 

sustainable human resource management inside their organizations. Participant B3 reported 

a favorable experience with Company B's recognition and rewards initiative. He received 

recognition for his outstanding performance on a challenging construction project, which 

inspired him to maintain his high standards of work. This official acknowledgment also 

motivated him to generate innovative concepts and to engage more actively in the company's 

initiatives. Participant B3: "My company provides diverse rewards and compensation for 

outstanding employees, fostering a culture of positive competition." It can significantly 

enhance morale and motivate me to totally commit to my task. I feel appreciated, which 

strengthens my dedication to the organization. Participant A5 outlines the difficulties 

associated with the annual employee performance evaluations, the execution of short-term 

contracts, and the non-renewal of contracts for individuals exhibiting subpar performance. 

He indicates that establishing a yearly assessment procedure poses challenges, as it 

necessitates time and resources to assess each employee individually. Moreover, designing a 

fair and objective evaluation system to accurately assess performance, productivity, and work 

satisfaction can be challenging. Short-term contracts pose a difficulty for human resource 

management. These contracts may engender ambiguity for employees over their future 

employment, thereby impacting their motivation and loyalty to the organization. Moreover, 

it may result in instability within work teams, as certain employees can lack the opportunity 

to renew their contracts due to inadequate performance. The non-renewal of contracts for 

underperforming employees may be viewed as a performance metric, although it can also 

generate stress and strain inside the organization. Employees may experience stress due to 

the apprehension of job loss if they fail to meet expectations, which can impact their well-

being and motivation in the workplace. Participant A5: "We implement an annual evaluation 

program for employers to assess employee performance, productivity, and job satisfaction." 

Contracts are executed on a temporary basis, and the corporation will not extend the contracts 

of employees exhibiting subpar performance. To address these problems, it is essential for 

the organization to implement a more comprehensive approach to human resource 

management. This method entails more frequent and systematic evaluations throughout the 

year, offering employees ongoing performance assessment and constructive feedback. 

Furthermore, contemplating extended contracts or professional development initiatives may 

enhance stability and employee engagement. A strategy that emphasizes enhancing 

employees' skills and well-being can foster a more supportive workplace conducive to 

sustainable organizational performance. These specific instances underscore both the 

achievements and difficulties associated with sustainable human resource management in 

construction firms in Iraq. Recognition and awards serve as potent mechanisms to enhance 
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employee motivation and engagement (Rizzo, 2019). The assessment of employee 

performance is a significant concern that can affect their well-being, motivation, engagement, 

and productivity (Salas‐Vallina, Alegre & López‐Cabrales, 2021). By considering these 

instances in the study, firms can pinpoint areas for enhancement and chances for progress in 

sustainable human resource management. 

  

The Influence of Sustainable Human Resource Management on The Performance of 

Construction Projects in Iraq 

1. Summary of results on sustainable human resource management practices 

The findings indicate that construction firms in Iraq, namely companies A, B, and C, have 

used sustainable human resource management techniques aimed at improving employee 

well-being and promoting their active participation in projects. These practices include 

rigorous recruitment, extensive training and development, promoting a healthy work-life 

balance, encouraging transparent communication, and offering recognition and awards for 

outstanding performance. Participants in the events expressed a positive opinion of these 

practices and highlighted their impact on motivation, productivity, and job satisfaction.  

 

2. Analysis of the influence of these practices on project performance 

The relationship between sustainable human resource management methods and project 

performance shows how they improve Iraqi building projects. Companies that invest in 

personnel training and development deliver better work with fewer errors and project delays. 

Improved staff skills improve resource management and project execution (Chakraborty & 

Biswas, 2020). Adopting work-life balance policy is also beneficial. These rules promote job 

satisfaction and project dedication by balancing employees' personal and professional life. 

Balanced and fulfilled employees are more driven, which boosts productivity and project 

commitment (Chakraborty & Biswas, 2020). Effective and transparent project team 

communication is essential for success. Effective communication improves collaboration and 

speeds up dispute resolution. Team cooperation improves decision-making and project 

implementation when communication is flexible (Buengeler et al., 2021). Formal and 

informal employee appreciation motivates workers to perform well and contribute to 

projects. Employees are more likely to perform well when they feel appreciated. Recognition 

improves performance-driven organisational cultures and pushes teams to meet project goals 

(Badi, 2024).  The investigation proves that sustainable human resource management can 

affect Iraqi building project performance. To improve operational efficiency and 

effectiveness in executing construction projects, companies should invest in training and 

professional development, implement work-life balance rules, encourage open and honest 

communication, and recognise staff contributions.  

 

3. Identification of key success factors or potential obstacles 

Numerous literary sources support the findings of sustainable human resources management 

(HRM) in Iraq's construction industry. Abunaila (2022) studied "Motivational factors of 

employee retention and engagement in organisations." "Does happiness promote career 

success?" was another publication. Al-Aloosy, Mirvalad, and Shabakhty (2024) confirmed 
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the findings. Motivators help companies retain and engage employees, according to 

Sepahvand and Bagherzadeh Khodashahri (2021). This study found similarities in Iraqi 

construction companies A, B, and C's HRM methods. Gelle-Jimenez and Aguiling (2021) 

found that management's commitment to Human Resource Management (HRM), the creation 

of policies and procedures that meet employees' needs, and the organisational culture that 

promotes professional and personal growth are crucial. As noted in earlier studies, incentives 

and job satisfaction are important, and participants' official and informal recognition reflects 

this. KIRPIK (2020) provides a compelling perspective on happiness and job success. The 

study shows that employee happiness might affect career success. Comparing this discovery 

with the analysis of businesses A, B, and C suggests that HRM policies that promote work-

life balance can boost employees' satisfaction, devotion, and career success. According to the 

studies, HRM in Iraq's construction sector has major success criteria and potential obstacles. 

Errida and Lotfi (2021) include management commitment, appropriate rules and practices, 

and effective communication as success factors. Many organisations struggle to use HRM 

strategies due to reluctance to change and cost constraints. We can strengthen our conclusions 

about HRM practices in the Iraqi construction industry and emphasise the importance of 

motivators, job satisfaction, and key success factors in sustainable HRM practices by 

incorporating these relevant literature references. Sustainable human resource management 

helps improve Iraqi building projects. Companies that prioritise employee well-being and 

performance see increased productivity and quality. To fully benefit from these strategies, it 

is necessary to overcome obstacles and execute the success elements that promote sustainable 

human resource management in Iraq's construction business.  

 

Future Prospects for Sustainable Human Resource Management in Iraqi Construction 

Companies 

 The growth of Iraq's building industry depends on sustainable human resource management. 

Companies realise the importance of human resources in their success as they improve 

performance and efficiency. This study discusses Iraqi construction businesses' sustainable 

human resource management opportunities and challenges. Through examination of 

participants' views, recommendations, and specific initiatives to improve human resource 

management sustainability, we may develop Iraq's construction business. 

 

1. Analysis of the perspectives identified by the participants 

 Participants saw diverse perspectives on sustainable human resource management in Iraqi 

construction enterprises. They stressed the importance of improving processes and applying 

new tactics to boost employee well-being, engagement, and performance. Training programs 

tailored to the construction industry should emphasise technical and managerial skills, 

according to several participants. Other participants suggested adding advantages like 

dedicated time off or flexible work schedules to work-life balance rules. Participants also 

proposed prioritising internal communication to improve project team cooperation and 

decision-making efficiency. 
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2. Recommendations to improve sustainable human resource management 

The researcher provided recommendations to improve sustainable human resource 

management in Iraqi construction businesses, informed by participant perspectives and best 

practices in the literature.  

a) Enhance management commitment: It is imperative that corporate management 

demonstrates unwavering dedication to sustainable human resource management. This 

entails exhibiting robust leadership in employee development, acknowledging employee 

accomplishments, and adopting a transparent and ethical approach to personnel management.  

b) Implement specialized training programs: Companies should offer industry-specific 

training initiatives designed to meet the needs of the construction sector, focusing on 

technical proficiency, site safety, project management, and leadership skills. These programs 

seek to augment staff competencies and maximize their effectiveness in projects. 

c) Promote work-life balance: It is essential for organizations to implement work-life balance 

policies that offer benefits such as flexible work schedules, discretionary leave, and extensive 

employee assistance programs. This will allow employees to more efficiently manage their 

work-life balance, thereby improving their motivation and productivity.  

d) Foster a culture of open and transparent communication: It is essential for organizations 

to cultivate open and transparent communication across all management tiers and within 

project teams. This will promote improved collaboration, accelerated problem resolution, and 

more effective decision-making. 

 

3. Proposal for concrete measures to further integrate sustainability into human 

resource management 

 To enhance sustainability in human resource management, construction firms in Iraq should 

adopt the following measures. Establish sustainable development objectives: 

 a) Organizations should define specific goals for sustainable human resource management, 

including reducing employee turnover, improving job satisfaction, and promoting diversity 

and inclusion. 

b) Quantify and assess the impact of sustainable management practices: Organizations should 

implement methods to measure the effect of their sustainable human resources management 

practices on the overall success of projects. This will facilitate the formulation of informed 

decisions and, if necessary, the execution of critical adjustments. 

c) Engage stakeholders: Organizations should actively involve stakeholders, including as 

employees, customers, suppliers, and local communities, in the implementation of 

sustainable human resource management practices. To ensure the effectiveness and relevance 

of the adopted actions, it is essential to consider their perspectives and requirements. 

 

4. Importance of business and stakeholder engagement 

Successful implementation of sustainable human resource management methods in Iraq's 

construction sector necessitates effective cooperation from businesses and stakeholders. 

When companies exhibit steadfast commitment to promoting employee welfare, developing 

their skills, and recognizing their contributions, it fosters a positive and productive work 

environment. Similarly, the involvement of stakeholders, such as employees, customers, 
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suppliers, and local communities, ensures that sustainable management practices effectively 

meet the needs and expectations of all parties involved. The proficient management of 

sustainable human resources is a vital factor in the success of building projects in Iraq. 

Organizations can improve employee engagement, commitment, productivity, and overall 

performance by integrating sustainable practices into human resource management. 

Achieving success in these projects requires steadfast commitment from management and 

the active collaboration of all stakeholders.  

 

Conclusion  

Summary of the main findings and articulation with the literature 

This study thoroughly analyzed the substantial influence of sustainable human resource 

management on the performance of construction companies in Iraq. The interviews with 

participants from companies A, B, and C highlighted critical issues that emphasize the 

importance of sustainable human resource management in Iraq's construction sector. 

Participants highlighted that firms implementing sustainable management techniques to 

attract and retain highly talented workers has a significant competitive advantage in talent 

acquisition and retention. These practices include the execution of professional development 

initiatives, the offering of attractive benefits, and the creation of a conducive work 

atmosphere. The results correspond with the study by Roopavathi and Kisshore (2020), 

which highlighted the importance of motivational factors in enhancing employee retention 

and engagement. Organizations that thrive in attracting and retaining highly skilled workers 

are better positioned to execute superior construction projects and improve their overall 

performance. Moreover, our research indicated that firms that emphasize employee 

satisfaction and well-being have elevated levels of employee engagement and productivity. 

Organizations that emphasize work-life balance, provide opportunities for career 

advancement, and recognize employee achievements foster a stimulating and energizing 

work environment. The findings correspond with the study by Goestjahjanti et al. (2020), 

which demonstrated a correlation among employee participation, work satisfaction, 

employee engagement, and staff productivity. Therefore, the satisfaction and well-being of 

employees are essential for improving the effectiveness of construction projects in Iraq. 

Moreover, our research demonstrates that firms utilizing flexible methods in reaction to 

market and regulatory changes can attain and maintain maximum performance, even amidst 

unforeseen circumstances. These companies promote clear communication, encourage 

teamwork, and emphasize agility in addressing unexpected situations. These findings 

correspond with Omran's (2016) research, which highlighted the positive effect of training 

programs on employee performance within Iraq's construction sector. Effective team and 

project management is essential for addressing issues and enhancing the performance of 

construction projects. Our research corroborated and augmented current knowledge by 

correlating our principal findings with the literature review. We examined the influence of 

sustainable human resource management on the performance of construction firms in Iraq. 

The studies by Roopavathi and Kisshore (2020) and Goestjahjanti et al. (2020) have provided 

a robust foundation for understanding the determinants of employee motivation, satisfaction, 

and engagement. Our research findings reveal the significant impact of these characteristics 
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on improving the performance of construction projects in Iraq. Aljamee and Naeem (2020) 

underscored the importance of training strategies in improving employee performance within 

the Iraqi construction sector, which corresponds with our investigation on the efficacy of 

team and project management. By analyzing our study's findings and contextualizing them 

within the existing literature, we can formulate specific suggestions for construction 

enterprises in Iraq. These principles aim to optimize human resources management and 

improve project efficiency within a dynamic economic and political environment. 

 

Attracting and retaining qualified talent 

 Construction companies gain advantages by using human resources management strategies 

that prioritize the recruitment and retention of highly skilled personnel. These methods 

encompass the execution of professional development programs, ongoing education, and the 

supply of appealing perks. By cultivating a dynamic work environment and offering 

prospects for professional growth, organizations can effectively allure top-tier personnel in 

the industry and ensure their long-term retention. The writings of Roopavathi and Kisshore 

(2020) highlight the significance of motivators in promoting employee retention and 

engagement, hence reinforcing the importance of this advice. 

1. Promoting employee satisfaction and well-being 

 Employee satisfaction and well-being should be given special consideration. Companies 

derive advantages from promoting work-life balance, offering ideal working conditions, and 

acknowledging employees' endeavors. By cultivating a constructive and inspiring work 

atmosphere, firms may enhance employee involvement and efficiency. The research 

conducted by Aljamee and Naeem (2020) supports these findings by demonstrating a positive 

correlation between employee participation and both job satisfaction and productivity. 

 

2. Adopting flexible approaches to managing teams and projects 

Given the ongoing challenges and fluctuations in the market and policy landscape, 

construction companies are required to implement adaptable strategies for overseeing their 

teams and projects. Effective communication, cooperation among teams, and adaptability to 

unforeseen circumstances are crucial for achieving optimal performance in the face of 

uncertain environments. The works of Hadi, Samikon, and Rahim (2021) also emphasize the 

favorable impact of training tactics on employee performance in the Iraqi construction sector, 

so reinforcing the significance of this suggestion. 

 

3. Invest in training and skills development 

 Investing in the training and skills development of personnel is advantageous for companies 

as it enables them to adapt to the evolving requirements of the construction sector in Iraq. 

These investments will enhance employees' expertise and flexibility in response to evolving 

work methods and upcoming technologies. Continual training ensures that personnel remain 

informed about the latest industry standards, leading to enhanced project performance as a 

whole. Alkinani's (2014) works emphasize the significance of training programs in enhancing 

employee performance within the Iraqi construction industry. 
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4. Promote communication and employee engagement 

 Effective and clear communication is crucial to promote cooperation and synchronization 

across teams engaged in distinct tasks. Companies are expected to promote employee 

engagement by actively engaging people in decision-making and acknowledging their 

contributions. Enhanced employee engagement results in heightened motivation and 

amplified production. Tijani, Osei-Kyei, and Feng (2022) have demonstrated that enhancing 

work-life balance leads to enhanced employee performance in the construction business. Our 

research has shown that sustainable human resource management significantly influences the 

performance of construction firms in Iraq. Organizations can improve their competitiveness, 

efficiency, and overall performance by adopting human resource management techniques 

that emphasize talent acquisition and retention, employee satisfaction and well-being, and 

efficient team and project management. The recommendations provided are based on the 

principal findings of our study and the insights gathered from the literature review. By 

employing these tactics, construction businesses in Iraq may thrive in a dynamic environment 

and significantly contribute to the industry's sustainable growth in the country. These 

guidelines provide clear direction for businesses aiming for success in the construction 

industry in Iraq and lay a solid foundation for future research and initiatives aimed at 

improving human resource management in this vital sector of the Iraqi economy. 

  

Contributions Of Research to Understanding the Influence of Sustainable Human 

Resource Management on The Performance of Construction Projects in Iraq 

 This study offers significant insights into the influence of sustainable human resource 

management on the efficiency and effectiveness of construction projects in Iraq. It 

underscores the growing importance that construction firms are placing on sustainable human 

resource management, particularly regarding skill development, recognition, and the 

preservation of a good work-life balance. Moreover, it highlights the significant relationship 

between sustainable human resource management practices and project performance. 

Organizations that invest in developing employee abilities, recognize their accomplishments, 

and cultivate a positive work environment typically attain greater results in their pursuits. 

This research highlights the challenges that construction firms may face in adopting 

sustainable human resource management practices, such as resistance to change and 

inadequate resources. This enables firms to identify potential obstacles and encourages them 

to adopt effective strategies to overcome them.  

 

Limitations Of the Study and Future Prospects 

It is essential to acknowledge the constraints of this investigation. The limited number of 

companies and participants inhibits the ability to generalize the findings. To obtain more 

representative results, it would be beneficial to increase the sample size by incorporating a 

larger number of construction firms in Iraq. This study focused on the application of 

sustainable human resource management practices inside construction companies in Iraq. 

Future investigations could improve the analysis by examining supplementary variables that 

influence project performance, including economic, political, and environmental factors. 

This study neglects to account for cultural variances and regional specificities that may 
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influence human resource management practices in the construction sector in Iraq. Future 

investigations should therefore explore these aspects to improve understanding of regional 

dynamics. This study, despite its limits, provides useful insights into the importance of 

sustainable human resource management in Iraq's construction business. It also establishes a 

foundation for future study to improve our understanding of the critical relationship between 

human resource management practices and project performance. 
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