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Abstract:- The article provides a review and synthesis of 

previous research findings backed by a pragmatic 

perspective pertaining to the effects of recruitment, 

selection, and training on construction project team 

performance in Australia. The paper has been structured 

in a manner that includes a brief introduction to the topic, 

definition of the problem statement and methodology, 

definition of recruitment, selection and training, 

importance of recruitment, selection and training for 

construction projects, investigation of current state of 

recruitment, selection and training in global construction 

projects and its relatability to Australian context, 

ascertainment of shortfalls and challenges of present 

approaches and how those impact the construction team’s 

performance at present, and finally analysis of existing 

strategies and novel concepts to overcome the shortfalls of 

existing recruitment, selection, and training practices. The 

study has been concluded with actionable 

recommendations to improve the existing recruitment, 

selection and training processes in a way that enhances the 

overall performance of construction projects, which has 

been verified with the assistance of industry professionals. 

The author anticipates that the content provided in this 

article shall be beneficial for effective decision making by 

organizational leadership as well as human resources 

personnel to establish and retain high performing 

construction project teams. 
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I. INTRODUCTION 

 

Construction projects are known to be the backbone of the 

global economy, since most of the other industries are 

established based on the infrastructure that has come to fruition 

due to the efforts of the construction industry. Construction 

industry is the largest, with a direct contribution of up to 6% of 

the global GDP (Gerbert et al., 2016). However, it is also the 
industry accounting for the highest number of fatalities and 

other non-fatal industries and is known to encounter significant 

labour shortages and low efficiency in comparison to other 
industries (Gerbert et al., 2016).  

 

Hence, the above alongside the fact of the significant 

effort driven nature of construction projects that is carried out 

by a substantial number of individuals provide evidence about 

the criticality of proper human resources functionalities to 

ensure safety of associated individuals whilst maintaining 

adequate efficiency for on-time, on-budget, compliant delivery 

of projects.  

 

Further, due to its significant impact on the environment 
with at least 40% of total GHG emissions stresses the 

importance of incorporating green human resources 

management concepts to ensure that a culture that is conducive 

to sustainability is established within the organization (Yin & 

Li, 2019). 

 

Employee performance which plays a vital role in 

influencing the efficiency of a construction project is discerned 

based on the ability, experience, expertise, and skill level 

possessed by the employee to align with the objectives and 

goals of the company (Paais & Pattiruhu, Jozef R, 2020). 

According to Rozi and Sunarsi (2020), provision of assistance 
for effective decision making, evaluation of performance goals, 

provision of upskilling and assistance for adaptation, definition 

of appropriate lag and lead measures around employees 

significantly influence employee performance, thereby 

confirming the relationship of effective and efficient 

recruitment, selection and training processes with employee 

performance (Aldhuhoori et al., 2022). 

 

According to Gardi et al. (2020), the performance of an 

organization is measured using the indicators, efficiency of 

delivery, effectiveness of product/process, relevance to 
stakeholders and strategic objectives, and financial viability; 

and the human resources functionalities namely, recruitment, 

selection and training should be in alignment with the above 

parameters.  

 

As per the resource-based theory human resources are the 

core competency of an organization and their efficiency and 

effectiveness influence the level of competitiveness of the 

organization (Davis & Simpson, 2017). Performing effective 

recruitment processes which include selection of the best fit for 

positions and provision of training for upskilling to ensure 
validity of the necessity of the resource falls under the purview 

of the human resources management personnel of the 

organization (Abdullah & Othman, 2019). Further adoption of 
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efficient HR practices has also shown to enhance employee 

retention within organizations which could be vital due to the 
high turnover rates experienced in construction projects 

(Alajlani & Yesufu, Lawal O, 2022). 

 

Prevalence of higher number decision making errors 

within the construction industry has warranted the need for 

recruitment and selection of individuals with the appropriate 

competencies, and continuous training to align their 

competencies with the changing needs of the organization 

based on its growth (Jazebi & Rashidi, 2013). 

 

Given the scarcity of literature around effects of 
recruitment, selection and training on team performance in 

construction projects, this study focuses on addressing the gap 

alongside an analysis of the effectiveness of existing as well as 

proposed strategies whilst providing recommendations that 

could be adopted to enhance performance of construction 

project teams in Australia. 

 

II. METHODOLOGY 

 

The study has been completed in the form of a literature 

review and synthesis (summary). The literature review has 

been performed using the keywords “Recruitment in 
construction projects”, “Effects of selection in construction 

projects”, “Effects of training in construction projects”, 

“Effects of recruitment, selection and training on construction 

team performance”, “Recruitment and construction team 

performance in Australia”, “Selection and construction team 

performance in Australia”, “Training and construction team 

performance in Australia” by utilizing the google scholar 

search engine. A total of 113 journal articles (including other 

sources) have been utilized for the review. The findings from 

the review have then been perused and classified into broader 

topics “Definition of Recruitment, Selection & Training”, 
“Importance of Recruitment, Selection & Training for 

Construction Projects”, “Current State of Recruitment, 

Selection and Training in Global Construction Projects and its 

Relatability to Australian Context ”, “Shortfalls and 

Challenges of Present Approaches and how those Impact the 

Construction Team’s Performance at Present”, & finally, 

“Analysis of Existing Strategies and Novel Concepts to 

Overcome the Shortfalls of Existing Recruitment, Selection, 

and Training Practices” which could be adopted to enhance the 

performance in construction project management teams. The 

recommendations have then been verified for relevance and 
applicability with the assistance of 5 selected industry 

practitioners who possess at least 10 years of Construction 

Project Management experience. 

 

III. DISCUSSION 

 

A. Definition of Recruitment, Selection and Training 

Recruitment, selection and training are considered as the 

core functionalities of a  human resources department of which 

recruitment is identified as the primary function as it plays the 

most pivotal role in attracting adequate amounts of high 

quality candidates which will then be used to source/select the 
best fit for the job openings based on the alignment of their 

competencies and values with the requirements (Abdalla et al., 

2021; Hamza et al., 2021). 
 

Selection and onboarding are often considered a subset 

of the recruitment process of which selection is the process 

that is responsible for sourcing the most appropriate candidate 

out of the pool of applicants to fill the vacancy of a particular 

role (Herschberg et al., 2017; Hamza et al., 2021). 

 

Training is the functionality that assists in retaining and 

enhancing the expertise and attitude of employees that is 

conducive to the well-being of the organization in terms of 

productivity and overall performance (Alsayyed et al., 2019). 
Training is influenced by several factors, namely, supplies, 

emotional and financial support which enable systematic 

alteration attitudes, expertise and behaviours of employees in 

a way that aligns with the strategic direction of the firm (Hee 

& Jing, 2018; Alsayyed et al., 2019). 

 

Out of the training planning techniques used at present, 

according to Vathanophas (2007), adoption of the “Job 

Competence Assessment” technique is a common practice 

within United States to classify employees based on their 

performance and thereby finding competency areas that are 

lacked within underperforming employees that could benefit 
from a relevant training program that shall address it.  

 

Due to the growing need for sustainability and 

environmental related compliances, green human resources 

management has risen to prominence through its approach of 

transforming conventional HRM practices to align with the 

organization’s environmental and sustainability related 

requirements (Jabbour, 2013; Jabbour, 2015; Jabbour, & 

Beatriz, 2016). The effectiveness of green HRM practices is 

its wholesome approach of aligning organisations human 

resources performance with the environmental as well as 
economic performance unlike the traditional practices which 

centres only on the latter (Tang et al., 2018).  

 

The effectiveness and efficiency of an organization’s 

environmental approach relies on the degree of alignment of 

employees’ individual goals with the overall strategy of the 

organization which manifests the importance of the role that is 

deemed to be played by the HRM practices through its core 

functionalities namely, recruitment, selection, training, 

performance and reward systems (Renwick et al., 2013). This 

is reflected through recruitment and selection of candidates 
who possess the inner urge of being an advocate for 

environmental conservation whilst having the required 

expertise to achieve the environmental goals, compensating 

and rewarding in alignment with the accomplishment of 

environmental goals and exit policies which provide adequate 

awareness and practice to be carried to other workplaces in the 

view of influencing the conduct of the global industrial arena 

in its entirety (Grolleau et al., 2012; Kim et al., 2019; Yusoff, 

Yusmani Mohd et al., 2020; Nisar et al., 2021).  

 

According to Rayner and Morgan (2018), based on his 

study surrounding 5 leading Australian construction 
companies has manifested that the ability, motivation and 

opportunity to take decisions that impose minimal impact on 
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the environment have greatly influenced the green/sustainable 

behaviour of employees. Further, based on studies conducted 
among an Australian multinational enterprise, it is found that 

the atmosphere within the organization and the personal values 

of the employees alongside the overarching leadership style, 

organizational structure and the culture are key predictors and 

influencers of the effectiveness and efficiency of the green 

HRM practices administered by a firm (Dumont et al., 2017; 

Shafaei et al., 2020). HR teams have also found to consider its 

environmental conscious approach as a corporate social 

responsibility (Shafaei et al., 2020). 

 

Hence, as mentioned above, it is vital that recruitment, 
selection, and training alongside other human resources 

management practices are being administered in a manner that 

enables all construction projects to diminish their detrimental 

effects on the environment whilst ensuring realisation of 

project objectives thereby, resulting in improved overall 

performance of projects through sustainable improvements of 

team performance by adopting concepts such as green human 

resource management (Anton et al., 2016).   

 

B. Importance of Recruitment, Selection, & Training for 

Construction Projects 

It is a well-known fact that a company’s human 
resources, and the core functionalities of the human resource 

management processes play the most significant role in 

establishing and maintaining the competitive advantage of the 

business over its competition (Darvazeh et al., 2022). This is 

manifested by the practice of almost all successful and 

accomplished organizations that tend to recognize employees 

as their greatest asset and are hence, on a mission to 

continuously improve their levels of expertise, motivation and 

overall performance (Suriyanti, 2020).  

 

Recruitment, which is considered as the most critical 
component of human resource management functionalities, is 

responsible for attraction and selection of superior talent to 

enable the organization to obtain the competitive edge (Ore & 

Sposato, 2021). With the increasing costs of candidate 

acquisition due to competition, and costs linked to eventuation 

of risks due to recruitment of non-compatible/incompetent 

individuals to roles, successful organizations have paid close 

attention to improving the recruitment and selection processes 

in a way that is conducive to the strategic direction of the 

business (Armstrong & Taylor, 2023). 

 
Based on the research done on Nigerian construction 

industry, it is found that employee selection which is often 

considered as part of the core recruitment functionality plays 

a significant role in influencing the overall performance of 

employees through selection of candidates that are best fit for 

the roles in terms of the level of competency as well as the 

working attitude to perform the duties delegated to them 

(Aldhuhoori et al., 2022). As per the person-job fit 

approach/theory, effective employee selection processes 

enhance performance not only due to compatibility but also 

since it motivates the employee to perform at the best of 

his/her abilities which could also result in increased employee 
retention (Aldhuhoori et al., 2022). 

 

According to Aldhuhoori et al. (2022), based on the study 

done on UAE public sector construction corporations, 
employee training is found to influence employee performance 

than its close followers, recruitment and selection. Workplace 

training has resulted in increased sales and productivity 

alongside job growth which has subsequently enhanced job 

satisfaction among employees (Rui et al., 2015; Detsimas et 

al., 2016; Aldhuhoori et al., 2022). This is proven by 

DanviladelValle et al. (2019), based on the study conducted on 

employees from Lebanese construction through which it 

manifests the increase in employee retention within those 

companies through effective training and upskilling processes. 

Effectiveness of the training practices of the organization 
result not only in increasing the performance of employees but 

also their motivation to perform better as proven through the 

study done among Jordanian construction contractors 

(Alsayyed et al., 2019). According to Sendawula et al. (2018), 

nearly 50% of employee performance in the Ugandan health 

sector is influenced by the companies training and engagement 

approach thereby proving the importance of training for 

improved employee performance. Effective training and 

upskilling practice enhance the self-directedness of 

employees, self-confidence, interpersonal communication and 

relationships, effective and efficient decision making which 

immensely contribute to the overall performance of the 
organization (Alsayyed et al., 2019). 

 

Further, based on the study done on ISO-14001 certified 

Malaysian firms, integrating environmental and sustainability 

requirements with the conventional recruitment, selection, 

training and other human resources management practices 

practiced in the construction industry has provided employees 

with relatedness and meaningfulness of their role thereby 

increasing the overall job satisfaction and deriving a 

competitive advantage for the entire organization (Kim et al., 

2019; Yong et al., 2019;  Khan et al., 2020; Shafaei et al., 
2020; Darvazeh et al., 2022) 

 

Construction firms are known to possess a significantly 

less employee retention rate compared to organizations in 

other industries which directly influences the drawbacks in 

terms of overall performance of construction projects leading 

to various consequences such as delayed deliveries, budget 

overruns, non-compliances etc. Hence, this is the exact reason 

as to why possessing effective recruitment, selection and 

training processes is vital for construction companies.  

 
C. Current State of Recruitment, Selection and Training in 

Global Construction Projects and its Relatability to 

Australian Context 

According to Khan and Abdullah (2019), the existing 

recruitment process comprises of finding the requirement, 

defining the role (job description), attracting candidates to the 

opening, screening, selection, and onboarding of the employee 

into the organization (Abdalla et al., 2021). This is the 

traditional approach that is being widely adopted globally 

including Australian construction firms.  
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A recruitment process could commence in relation to 

filling up of a vacated position or establishing a new position 
(Abdalla et al., 2021). Upon approval of the higher 

management or the board of directors, the job description is 

created, and the relevant concurrence of the related 

technical/operational stakeholders is obtained alongside a 

deadline by which the position should be filled up to minimize 

the impacts on the usual business operations and then followed 

by an ascertainment whether the recruitment to be carried out 

internally or externally (Abdalla et al., 2021). 

  

Internal recruitment is a common practice that is being 

adopted across the board due to the provision of the ability to 
fill up roles immediately with the assistance of immediate 

judgement based on the past performance of the employee and 

the attitude towards work (Ali & Anwar, 2021b; Ali & Anwar, 

2021c). Job bidding, posting and direct employee references 

are some widely used methods pertaining to internal 

recruitment that are in use at present (Ali & Anwar, 2021a). 

 

Some companies opt in to utilizing external recruitment 

as they are of the view that an acceptance of a position through 

internal promotion by an existing employee may solely be 

based on salary increments and prestige thereby resulting in 

higher and ongoing demands whereas, an external recruit may 
accept the position for other reasons such as job quality, 

autonomy, relatedness, etc (Abdalla et al., 2021). Conditions 

of the labour market, legal framework and the corporate image 

of the company are some prominent factors that are considered 

during external recruitment (Ganeshkumar et al., 2019).  

 

The selection process which is considered the most vital 

component of the recruitment process deals with a plethora of 

steps namely, preliminary screening of the CVs/applications, 

administration of tests (psychometric and aptitude, if 

applicable), interviewing, medical examinations, background 
and reference checks, shortlisting, negotiations and finally the 

decision of hiring the best fit (Abdalla et al., 2021). 

 

According to Abdalla et al. (2021), based on his research 

conducted on Kurdistan telecommunication companies which 

also include construction projects has argued that the race and 

gender of the candidates are not being used as grounds for 

selection or rejection of candidates which is positive as it 

ensures equal opportunities to the individuals.  

 

Although detailed interviews are key for managerial and 
technical roles, a brief discussion is found to be sufficient for 

applicants pertaining to lower-level roles (Abdalla et al., 

2021). 

 

According to Wong (2020), utilization of competencies 

for recruitment, selection, training and retention of human 

resources are being practiced widely across all the industries 

at present. This has also been concurred by Heinsman et al. 

(2006), stating the importance of adopting competency 

management to assess individuals during recruitment and 

selection, appraise performance during employment, develop 

a training programme and for succession planning. Human 
resources processes based upon competency are effective as it 

provides a wholesome view of an individual pertaining to self-

concept, knowledge/skills level, traits and motives compared 

to that competence which only focusses on skills and expertise 
(Chouhan, Vikram Singh & Srivastava, 2014). 

 

Further, utilization of multi-criteria decision-making 

approach using a utility factor determined by higher 

management based on the alignment with strategic direction, 

is popular adopted for recruitment in construct projects, 

especially around selection of project leadership such as 

construction managers due to the complexity around the 

plethora of criteria that should be considered during 

assessment (Afshari, 2017). 

 
Training related to green approaches such as, 

development of soft and hard skills to improve the 

environmental and sustainability related performances, are in 

the surge across the construction industry to comply with the 

growing regulatory directives (Liebowitz, 2010; Teixeira et 

al., 2012; KolaOlusanya, 2013). KPIs are being developed 

pertaining to achievement of environmental objectives and 

employees are appraised against in and rewarded in the light 

of attracting best talent, retention and motivation of high 

performers (Teixeira et al., 2012). According to Phillips 

(2007), around 8% of UK-based organizations reward their 

employees financially for their green advocacy. 
 

Talent management in the private sector is focused on 

developing innate abilities of individuals to outperform each 

other in a way that aids enhancement of overall corporate 

performance whereas, that of public sector is focussed on 

developing the competencies of individuals to align with the 

core principles of the public sector and accomplish the 

objectives that are directed towards the common good (Nijs et 

al., 2014; Alferaih, 2018; CrowleyHenry & Ariss, 2018; 

Kravariti & Johnston, 2019). According to Kravariti and 

Johnston (2019), the performance of top 10% employees (high 
performers) contributes the most to the company-wide 

achievements. Private sector talent management is found to 

adopt and exclusive approach of using performance 

management through appraisals to evaluate the performance 

of employees thereby distinguishing those who can add value 

to company’s efforts to accomplish its organizational goals 

and providing curated training plans and rewards based on 

their individual performances whereas, the public sector often 

adopts an inclusive approach of using employee engagement 

instead, to ensure equality among employees and provision of 

common awareness and training sessions focused on the 
common good (Thunnissen & Buttiens, 2017; Kravariti & 

Johnston, 2019). Private sector adopts the exclusive talent 

management approach due to lesser costs and lags associated 

with the approach compared to that of the inclusive approach 

(Kravariti & Johnston, 2019). However, the countries namely, 

Canada, United Kingdom, Thailand and Malaysia have shown 

to effectively adopt both approaches in the government sector 

on a case-by-case basis (Kravariti & Johnston, 2019).  

 

All the existing recruitment, selection and training 

approaches as specified above that are adopted at present are 

highly applicable to the Australian context however, those still 
possess gaps and shortfalls that require improvement 
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especially within construction firms which contains the 

highest turnover rates compared to any other organizations.  
 

D. Shortfalls and Challenges of Present Approaches and how 

those Impact the Construction Team’s Performance at 

Present 

The quality of the applicants attracted by an organization 

critically influences the quality of the human resources 

possessed by that organization, as the final selection for 

positions is performed from the pool of available candidates 

(Aldhuhoori et al., 2022). The brand image of the organization 

plays a major role in attracting quality applicants, especially 

with the increased use of recruitment/headhunting platforms, 
Western Australian construction companies with bad track 

records around their conduct have struggled to attract quality, 

competent applicants which has impacted the business 

continuity within those firms. 

 

Although organizations tend to adopt an external 

recruitment approach due to its benefits such as acquisition of 

new skills, talents and ideas, it too has a critical drawback 

around the duration taken by a new employee to get 

accustomed to culture of the organization (Anwar & Abdullah, 

2021). These cultural frictions might often end up in the new 

employee leaving the organization prematurely. The wide use 
of online recruitment and resourcing platforms has provided 

access to a wider group of talent; however, it has also increased 

the inflow of applications of non-compatible applicants as well 

(Du Plessis, AJ & Frederick, 2012). 

 

According to Aldhuhoori et al. (2022), exercising 

unethical agendas backed by nepotism and favouritism during 

selection and training stages have shown to be detrimental to 

the overall performance of the organization, especially in 

construction firms as most of the roles are technical and 

managerial and due to dynamic and complex nature, it is 
crucial to select and upskill employees who are best fit for the 

purpose. Further, lack of transparency and ineffective 

communication within organizations pertaining to their 

selection approach often results in disappointing employees 

due to losing an opportunity to get promoted to an external 

party regardless of the degree of efforts exerted to perform 

their duties (Demir et al., 2021). 

 

According to Suhairom et al. (2014), although companies 

have adopted competency-based assessments for recruitment, 

selection and training, this is found to be challenging in 
construction firms as the professions and positions are highly 

diverse and complex.  

 

Continuous-improvement approaches around 

recruitment and selection based on historical insights from 

human resources management systems are widely adopted by 

companies. However, scarcity of practitioners with the 

aptitude pertaining retrieval and utilization of these insights 

has made it a critical challenge (Marr, 2018; Ore & Sposato, 

2021).  

 

The construction industry has been in the forefront in 
terms of the contribution to the Australian economy and the 

jobs it has been able to create. However, it is also popular for 

its high employee turnover rate compared to other industries. 

According to Hussain and Huei Xian (2019), commitment, 
justice, reputation, communication and organizational politics 

have found to affect employee turnover of which, 

organizational politics and justice around definition of 

salaries, appraisals, decisions around promotion have shown 

the greatest impact (Yean, 2016). Further, effective 

communication has shown to reduce the turnover intentions 

within employees (Hussain & Huei Xian, 2019). According to 

Hussain and Huei Xian (2019) and Yean (2016), employees 

with good political skills have shown the ability to overcome 

interpersonal friction whilst assisting the institution to meet 

strategic goals.  
 

Further, according to Nally et al. (2019), Western 

Australia also known as the mining hub and a key state in 

Australia that is known to run high valued construction 

projects is 8.2% higher than the national average pertaining to 

the gender pay gap, which highlights the gender pay gap issue 

that is prevalent in the australian construction industry. 

Although, Australia has shown significant improvement in 

filling up the voids around gender equity, certain states still 

have room for improvement to match the national averages 

(Nally et al., 2019). 

 
Although certain countries have shown progress in 

adopting a combination of inclusive and exclusive talent 

management approaches, generally, managers from the public 

sector have shown hesitancy to adopt an exclusive approach 

for the risk of being accused of favouritism and preferential 

treatment (Kravariti & Johnston, 2019). This could in return 

result in impacting the overall performance of teams due to 

lack of accountability within team members (Kravariti & 

Johnston, 2019). Further, lack of effective training programs, 

financial allocations, buy-in of higher management, and 

inefficient needs assessments have worsened the challenges 
around training within public organizations, especially public 

infrastructure related institutions that carry out construction 

projects (Alsayyed et al., 2019). The amount of efforts exerted 

on training and upskilling within the construction companies 

are at bare minimum and is done only if mandated through the 

governing laws hence, the primary objective of companies are 

to train employees for the sake of obtaining the license instead 

of the intention of upskilling workers to align with the strategic 

direction of the organization which in return has resulted in 

inadequately skilled workers who contribute to most of quality 

issues and subsequent project failures (Alsayyed et al., 2019).  
 

Hence, to drive the performance of construction project 

teams in Australia, it is vital that these shortfalls and 

challenges are adequately addressed through the adoption of 

effective and efficient strategies.  

 

E. Analysis of Existing Strategies and Novel Concepts to 

Overcome the Shortfalls of Existing Recruitment, 

Selection, and Training Practices 

The Human resources department plays a critical role in 

ensuring that the expertise and competencies of the human 

resources of the organization adequately aligns with the 
strategic direction of the organization by executing effective 

and efficient strategies to bridge the gaps around competencies 
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through attraction and selection of talent alongside training 

and retention to retain the competitive advantage whilst 
enhancing the performance of the organization (Gardi et al., 

2020). 

 

Utilization of recommendations from existing high 

performing employees, word of mouth (referrals) from 

industry leaders, and recruitment agencies have shown to be 

more effective in employing individuals who are of greater 

alignment with the objectives of the organization (Tizhe et al., 

2017). Further, since these selections are usually done based 

on mutual understanding through better clarification and 

agreements pertaining to the requirements of the role, this 
informal approach aids in better selection than the 

conventional formal approaches (Abdullah & Othman, 2016).  

 

Adoption of psychometric tests that evaluate personality 

and behavioural aspects of individuals coupled up with 

aptitudinal tests that assess the relevant skills create a 

framework to analyse the competency of candidates, which 

has shown promising results in terms of effective selection 

compared to the conventional aptitudinal approach that only 

evaluates the skills (McClelland, 1973). This has been 

confirmed by a study done on telecommunication companies 

in Kurdistan (Abdalla et al., 2021). The competencies that will 
be assessed against are required to be defined based on their 

contribution to successful performance and the ease of 

development of those (Spencer & Spencer, 2008). According 

to Spencer and Spencer (2008) If the competency is difficult 

to improve and contributes to the successful performance, 

individuals who inherently possess this competency should be 

selected and assigned to PM roles whereas, if the competency 

is not difficult to improve, yet, contributes to the success, 

should be given prominence in the training/upskilling plan. 

This has been confirmed by Moradi, Kähkönen, Klakegg, et 

al. (2020), based on the study done on Norwegian and Finnish 
construction projects.  

 

Performing a thorough need analysis to define the most 

suitable job description and the approach to be used for 

selection (internal or external, with the prioritization) and 

effective communication within the organization thereby 

ensuring transparency, is vital to improve the clarity trust 

within the organization (Abdalla et al., 2021; Demir et al., 

2021).  

 

Adoption of human resources management systems and 
resource platforms alongside artificial intelligence (AI) has 

shown the potential to automate algorithmic tasks such as 

screening of resumes, email communication, reminders, 

scheduling of interviews thereby providing the HR personnel 

more room to utilize their intellect on strategic functionalities 

such as analysis of historical data based on previous hiring 

decisions gathered by the systems to improve their resourcing 

and training approaches in alignment with the strategic 

direction of the company. Although AI has been criticized 

pertaining to discrimination, ethical and moral grounds, 

selection of applications that are similar to profiles of existing 

employees, and its inability to consider humanistic elements, 
such as empathy and emotion, these AI models can be 

programmed with biases in an ethical manner as suitable to 

align with the organizational objectives (Bryson & Winfield, 

2017; Leong, 2018; Marr, 2018; Upadhyay & Khandelwal, 
2018; Johnson et al., 2020; Ore & Sposato, 2021; Eubanks, 

2022). Definition of boundaries and a proper code of conduct 

is vital to ensure that AI is not utilized beyond its mandated 

functionalities in a way that could pose ethical issues which 

could eventually result in detrimental effects on the brand 

image of the organization (Fernandez, 2017). 

 

Attraction and selection of individuals who value 

environmental conservation and establishing feedback loop to 

continuously improve their performance within the 

organization and a reward system to not only encourage action 
but also ideation is a strategy that is currently in use, especially 

within infrastructure related firms to obtain a competitive 

advantage in terms of its alignment with global sustainability 

goals (Yong et al., 2020; Darvazeh et al., 2022) 

 

According to Afshari (2017), based on his study around 

the adoption of fuzzy linguistic evaluation approach in a large-

scale Iranian construction firm has proven the ability of the 

approach to be effective for qualitative evaluations pertaining 

to selection of construction project managers. This method 

which converts linguistic variables into fuzzy triangular 

numbers has enhanced the efficiency of decision-making 
pertaining to selection of employees by reducing the margin of 

error around qualitative variables (Afshari, 2017). Adoption of 

the fuzzy linguistic measure upon defining the selection 

parameters using the DELPHI method that consists of multiple 

rounds of ideation, feedback and prioritization which is being 

built up from previous rounds, with the assistance of a selected 

panel of experts, has proven to be successful in defining most 

appropriate selection parameters and converting qualitative 

values to workable numbers for efficient decision making 

(Wang, 2006; Nworie, 2011; Afshari, 2017).  

 
According to AlTokhais (2016), having routine 

communication with employees by Human Resources 

personnel could effectively forecast the turnover intentions 

thereby, planning any potential future recruitment 

requirements and succession (replacements).  

 

Based on the job characteristics theory, provision of 

avenues to develop a variety of skills, assignment of tasks of 

significance, adequate autonomy and feedback ensures 

meaningfulness, responsibility and retain the urge for mastery 

which could result in increasing the performance of an 
organization (Shafaei et al., 2020). Creation of jobs, and 

definition of job requirements with these factors in mind could 

not only increase the number of quality applicants but also 

retention of them upon recruitment in the long run.  

 

Proactive job analysis through routine surveys from 

managers to determine if the definition of competency is still 

valid for the role/nature of work, and if the subordinates are 

achieving the required competency goals or require further 

training has enabled organisations to review and update their 

competency measurements during recruitment as well as 

training programs for continuous improvement to align with 
the strategic direction of the organization (Siddique, 2004). 
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The critical incident technique, which consists of 5 steps 

namely, determination of the task goal, development of a 
guideline for collection of relevant incidents pertaining to that 

task, data collection, analysis, interpretation and reporting of 

the requirements, has been used widely across all industries, 

especially construction and manufacturing for preparation of 

training plans and operating procedures (Flanagan, 1954). 

 

 The BEI technique backed by the STAR interview 

approach that follows a pattern of enquiry namely, situation  

task  action  result has been beneficial for organizations 

to determine the level of competency acquisition and 

performance through identification of characteristics of 
employees who have actually performed well instead of 

relying on the inputs of employees who perceive to have 

performed well (McClelland, 1998; Spencer & Spencer, 2008; 

Uddin et al., 2012). 

 

Further JCA (job competency analysis) technique which 

consists of the steps, definition of the measurement criterion, 

analysis of job elements, performing BEI interviews, selection 

of tests and obtain measurements, development and validation 

of the model too is being widely used at present alongside the 

classic competency study which follows a similar structure 

(Spencer & Spencer, 2008). 
 

According to Adami, Rodrigues, Woods, Becerik-

Gerber, et al. (2021), prominent organizations related to the 

construction industry such as 3M, Catterpillar, Volvo, 

Komatsu, PIXO and Antycip, have shown tendency to utilize 

Virtual Reality to offer an immersive near real-life training 

experience for construction workers especially related to 

safety and heavy machinery operation. Virtual Reality (VR) is 

considered as a safer and affordable alternative to real life 

training approaches which enables the workers to get the 

exposure of high-risk tasks which also could have been 
impossible in real life (Adami, Rodrigues, Woods, Becerik-

Gerber, et al., 2021). Providing training in tasks related to an 

offshore rig, mine etc. can be considered as some examples. 

Based on the studies done by Adami, Rodrigues, Woods, 

Becerik-Gerber, et al. (2021) and Wu et al. (2020) on 

construction workers has proven that VR-based training has 

not only ensured the safety of the employees but also shown 

an increase in the knowledge, and expertise acquired not only 

among experts but also among non-experts, compared to that 

of the conventional training approaches thereby manifesting 

its effectiveness around training the incoming workforce. 
 

Due to the dynamic, complex and high-risk nature of 

construction projects, simulating the exact atmosphere of real-

life through virtual reality can be very complicated resulting 

in trainees not obtaining the actual hands-on experience prior 

to joining the workforce (Adami, Rodrigues, Woods, Becerik-

Gerber, et al., 2021). However, VR-training possess the ability 

to exemplify hazards that are normally oversighted at 

construction sites such as (electricity) thereby providing the 

workers with an effective learning experience alongside 

interactive means such as audio and imagery thereby, 

increasing concentration and engagement as well (Sacks et al., 
2013; Eiris et al., 2020).  

 

Although VR-based training carries a significant share of 

benefits, its implementation has been challenging considering 
the lack of lingual proficiency within workers in the 

construction industry which, however, has been addressed to 

an extent through localization and other audio-visual 

mechanisms (Evia, 2011). Due to the provision of a safe 

atmosphere to be creative and innovative through risk-free 

failure and instant feedback inclusive of haptics have proven 

the effectiveness of VR-based training and has further 

manifested its efficiency through supplementation with hands-

on teacher student relationships (Habibnezhad et al., 2019; 

Huang et al., 2020; Habibnezhad et al., 2021) 

 
According to Ellingrud et al. (2020), the construction 

industry has shifted its focus towards automation of at least 

half of the tasks with the intention of countering the impacts 

of labours market shifts, safety regulations and to improve the 

productivity rates. Nearly 7000 robots are forecasted to be 

commissioned at construction sites by 2025, through which the 

manpower will be more utilized on strategic, intellectual and 

altering tasks that cannot be automated or performed by a 

robot (Ellingrud et al., 2020).  

 

Construction workers are often subject to two distinct 

methods of training namely, on-the-job training, which are 
usually training pertaining to technical know-how and site-

based inductions and off-the-job training, which are usually 

pertaining to hands-on operational skills (Alsayyed et al., 

2019). According to Alsayyed et al. (2019), the systematic 

approach to ensure effectiveness of training is first performing 

a needs analysis followed by the development of the objectives 

and finally defining the techniques and methodologies to be 

used.  

 

Establishment of an atmosphere that is conducive to 

learning and upskilling with optimum duration of training 
programs that also provides employees to pick and choose the 

recommended training programs and the dates to undergo the 

training ensures that employees stay self-directed and engaged 

instead of considering it as an additional burden (Alsayyed et 

al., 2019). It is often found that staff are reluctant to undergo 

training as it could add new responsibilities into their existing 

role with no/minimal financial return which is why companies 

should have a proper sit down with the employees and try to 

ascertain in an open-minded manner as to why the employees 

are not willing to go through change and take up the new 

duties, and then try to collectively workout solutions to 
remove the barriers, instead of forcing them to commit 

(Alsayyed et al., 2019). Further the higher management should 

also ensure that they stay committed to their fair share of 

undertaking pertaining to the agreement.  

 

Another major issue that impacts project performance is 

lack of awareness pertaining to site-based activities within 

office-based roles, which could be addressed by providing 

routine awareness sessions and site-visits (Alsayyed et al., 

2019). 

 

Hence, based on the above and the study done by 
Soliman and Altabtai (2023), if the company could provide 

some sense of job security through ethical and effective 
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recruitment, selection and training processes, it could 

drastically influence the motivation factor of employees in 
construction companies than that of any salary increments and 

promotion arrangements thereby enhancing the overall output 

of the entire project team.   

 

IV. CONCLUSION 

 

Considering the rate at which the work environment and 

its context change at present, development and reviewing 

competencies required for roles and positions alongside 

enhancements within recruitment, selection and training 

approaches have turned out to be a never-ending process. The 
ability of an organization to attract and retain talent greatly 

relies on the culture that is portrayed within the organization, 

which is significantly linked to the values, beliefs and 

behaviors of the employees. The culture of an organization is 

given rise by the employees’ behaviours that have stemmed 

from the overarching ideology which has turned into habits 

over time. Hence, HR processes should play a vital role in 

ensuring that employees portray a behavior that is conducive 

for high performance and the HR team, and their core 

processes should act as an example. 

 

Accordingly, this study has defined recruitment, 
selection and training based on past literature and the 

importance of recruitment, selection and training for 

construction projects has been discussed at length with special 

mentions pertaining to the ability of construction firms to 

attract quality talent and upskill them in a way that their 

competencies remain valid alongside the changing 

requirements and demands within the industry such as 

sustainability and environmental conservation. The current 

practice pertaining to recruitment, selection and training has 

been discussed and is found to be in alignment with the 

Australian context based on the verification of the chosen 
industry leaders. Shortfalls and challenges around the existing 

processes have then been discussed along with the areas of 

changing job demands and structure with the transformation 

into the information era, novel technologies such as Artificial 

Intelligence (AI) and its ethical dilemmas, nature of 

construction projects and the sectorial classification 

(private/public), focus on taboo areas such as gender equality, 

etc. 

 

And finally, the strategies to be adopted to address these 

shortfalls have been discussed and their relatability has been 
verified through the chosen industry professionals. Of those, 

the following can be considered as prominent actionable 

recommendations – Have more inclination to seek referrals 

from high performing employees to fill up vacancies, adoption 

of psychometric tests alongside other measures that are 

adopted to ascertain the skill levels of candidates, adoption of 

a negotiation based approach instead of the traditional one-

sided interview approach, adopt accepted practices to develop 

competency requirements, conduct routine surveys to ensure 

the validity of the competencies of employees, conduct routine 

surveys to ascertain job satisfaction, adoption of AI to 

automate operational tasks, adoption of VR-based training 
during onboarding inductions with adequate localization and 

interactive features, adoption of a pull system to undertake 

training by providing the employee autonomy and 

psychological safety instead of the standard push system. 
 

Accordingly, these findings shall be significant for 

higher management and Human Resources personnel in 

Australia to make informed decisions to structure the 

recruitment, selection and training process in a way that is 

conducive to improve the construction team performance.   

 

ACKNOWLEDGMENT 

 

The Author would like to acknowledge LIGS University 

for supporting with adequate direction to complete this research 
work. 

 

REFERENCES 

 

[1]. Abdalla, P., Othman, B., Gardi, B., Sorguli, S., 

Mahmood Aziz, H., Ahmed, S., Sabir, Y., Burhan, N., 

Ali, J., & Anwar, G. (2021). Recruitment and 

Selection: The Relationship between Recruitment and 

Selection with Organizational Performance. 

International Journal of Engineering, Business and 

Management (IJEBM), 5(3), 2456–8678. 

[2]. Abdullah, N. N., & Othman, M. (2016). The 
contribution of human capital investment in the growth 

of East Asian economy–A literature review. Journal of 

Economic and Business Research, 22(1), 190–203. 

[3]. Abdullah, N. N., & Othman, M. B. (2019). Examining 

the effects of intellectual capital on the performance of 

Malaysian food and beverage small and mediumsized 

enterprises. Technology (Ijciet), 10(2), 135–143. 

[4]. Adami, P., Rodrigues, P. B., Woods, P. J., Becerik-

Gerber, B., Soibelman, L., Copur-Gencturk, Y., & 

Lucas, G. (2021). Effectiveness of VR-based training 

on improving construction workers’ knowledge, skills, 
and safety behavior in robotic teleoperation. Advanced 

Engineering Informatics, 50, 101431. 

https://doi.org/10.1016/j.aei.2021.101431 

[5]. Adami, P., Rodrigues, P. B., Woods, P. J., 

BecerikGerber, B., Soibelman, L., CopurGencturk, Y., 

& Lucas, G. (2021). Effectiveness of VRbased training 

on improving construction workers’ knowledge, skills, 

and safety behavior in robotic teleoperation. Advanced 

Engineering Informatics, 50, 101431. 

[6]. Adami, P., Singh, R., Rodrigues, P. B., BecerikGerber, 

B., Soibelman, L., CopurGencturk, Y., & Lucas, G. 
(2023). Participants matter: Effectiveness of VRbased 

training on the knowledge, trust in the robot, and 

selfefficacy of construction workers and university 

students. Advanced Engineering Informatics, 55, 

101837. 

[7]. Afshari, A. R. (2017). Methods for Selection of 

Construction Project Manager: Case Study. Journal of 

Construction Engineering and Management, 143(12). 

https://doi.org/10.1061/(asce)co.1943-7862.0001400 

[8]. Alajlani, S., & Yesufu, Lawal O. (2022). The impact of 

human resource practices on employee retention: A 

study of three private higher educational institutions in 
the United Arab Emirates. SA Journal of Human 

Resource Management, 20, 1823. 

https://doi.org/10.38124/ijisrt/IJISRT24OCT1297
http://www.ijisrt.com/


Volume 9, Issue 10, October – 2024                              International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                               https://doi.org/10.38124/ijisrt/IJISRT24OCT1297 

  

 

IJISRT24OCT1297                                                             www.ijisrt.com                   1952 

[9]. Aldhuhoori, R., Almazrouei, K., Sakhrieh, A., Al 

Hazza, M., & Alnahhal, M. (2022). The Effects of 
Recruitment, Selection, and Training Practices on 

Employee Performance in the Construction and 

Related Industries. Civil Engineering Journal, 8(12), 

3831–3841. https://doi.org/10.28991/cej-2022-08-12-

012 

[10]. Alferaih, A. (2018). Advances in Talent Management 

Research: A Review of Extant Literature. Emerging 

Markets from a Multidisciplinary Perspective: 

Challenges, Opportunities and Research Agenda, 359–

379. 

[11]. Ali, B. J., & Anwar, G. (2021a). An empirical study of 
employees’ motivation and its influence job 

satisfaction. Ali, BJ, & Anwar, G.(2021). An Empirical 

Study of Employees’ Motivation and Its Influence Job 

Satisfaction. International Journal of Engineering, 

Business and Management, 5(2), 21–30. 

[12]. Ali, B. J., & Anwar, G. (2021b). Business strategy: The 

influence of Strategic Competitiveness on competitive 

advantage. International Journal of Electrical, 

Electronics and Computers, 6(2). 

[13]. Ali, B. J., & Anwar, G. (2021c). Selfleadership skills 

as intangible resources for sustainable competitive 

advantage. Advanced Engineering Science, 46(1). 
[14]. Alsayyed, N., Sweis, R., El-Mashaleh, M., Ghalion, R., 

Amayreh, I., Niveen, A.-S., & Al Balkhi, W. (2019). 

The Effects of Training and Motivating Employees on 

Improving Performance of Construction Companies 

The Case of Jordan. International Journal of 

Information, Business and Management, 11(2). 

[15]. AlTokhais, A. (2016). The relationship between 

communication effectiveness and multicultural 

employees’ job outcomes. 

[16]. Anton, A. A., Opatha, H., & Nawaratne, N. (2016). 

Employee green performance of job: a systematic 
attempt towards measurement. Sri Lankan Journal of 

Human Resource Management, 6(1). 

[17]. Anwar, G., & Abdullah, N. N. (2021). The impact of 

Human resource management practice on 

Organizational performance. International Journal of 

Engineering, Business and Management (IJEBM), 5. 

[18]. Armstrong, M., & Taylor, S. (2023). Armstrong’s 

handbook of human resource management practice: A 

guide to the theory and practice of people management. 

Kogan Page Publishers. 

[19]. Benschop, Y., & Verloo, M. (2011). Gender change, 
organizational change, and gender equality strategies. 

Handbook of Gender, Work and Organization, 277–

290. 

[20]. Bryson, J., & Winfield, A. (2017). Standardizing 

ethical design for artificial intelligence and 

autonomous systems. Computer, 50(5), 116–119. 

[21]. Burke, M. J., Sarpy, S. A., SmithCrowe, K., 

ChanSerafin, S., Salvador, R. O., & Islam, G. (2006). 

Relative effectiveness of worker safety and health 

training methods. American Journal of Public Health, 

96(2), 315–324. 

 
 

[22]. Chouhan, Vikram Singh, & Srivastava, S. (2014). 

Understanding competencies and competency 
modeling―A literature survey. IOSR Journal of 

Business and Management, 16(1), 14–22. 

[23]. CrowleyHenry, M., & Ariss, A. (2018). Talent 

management of skilled migrants: Propositions and an 

agenda for future research. The International Journal 

of Human Resource Management, 29(13), 2054–2079. 

[24]. DanviladelValle, I., EstévezMendoza, C., & Lara, F. J. 

(2019). Human resources training: A bibliometric 

analysis. Journal of Business Research, 101, 627–636. 

[25]. Darvazeh, S. S., Mooseloo, F. M., Aeini, S., Vandchali, 

H. R., & Tirkolaee, E. B. (2022). An integrated 
methodology for green human resource management in 

construction industry. Environmental Science and 

Pollution Research, 30(60), 124619–124637. 

https://doi.org/10.1007/s11356-022-20967-8 

[26]. Davis, P. J., & Simpson, E. (2017). Resourcebased 

theory, competition and staff differentiation in Africa: 

Leveraging employees as a source of sustained 

competitive advantage. American Journal of 

Management, 17(1), 19–33. 

[27]. Demir, A., Maroof, L., Sabbah, & Ali, B. J. (2021). The 

role of Eservice quality in shaping online meeting 

platforms: a case study from higher education sector. 
Journal of Applied Research in Higher Education, 

13(5), 1436–1463. 

[28]. Detsimas, N., Coffey, V., Sadiqi, Z., & Li, M. (2016). 

Workplace training and generic and technical skill 

development in the Australian construction industry. 

Journal of Management Development, 35(4), 486–504. 

https://doi.org/10.1108/JMD0520150073 

[29]. Du Plessis, AJ, & Frederick, H. (2012). Effectiveness 

of erecruiting: empirical evidence from the Rosebank 

business cluster in Auckland, New Zealand. Science 

Journal of Business Management, 12(3), 67–79. 
[30]. Dumont, J., Shen, J., & Deng, X. (2017). Effects of 

green HRM practices on employee workplace green 

behavior: The role of psychological green climate and 

employee green values. Human Resource 

Management, 56(4), 613–627. 

[31]. Eilström, P., & Kock, H. (2008). Competence 

development in the workplace: concepts, strategies and 

effects. Asia Pacific Education Review, 9(1), 5–20. 

[32]. Eiris, R., Gheisari, M., & Esmaeili, B. (2020). 

Desktopbased safety training using 360degree 

panorama and static virtual reality techniques: A 
comparative experimental study. Automation in 

Construction, 109, 102969. 

[33]. Ellingrud, K., Gupta, R., & Salguero, J. (2020). 

Building the vital skills for the future of work in 

operations. McKinsey Global Institute. 

[34]. Eubanks, B. (2022). Artificial intelligence for HR: Use 

AI to support and develop a successful workforce. 

Kogan Page Publishers. 

 

 

 

 
 

https://doi.org/10.38124/ijisrt/IJISRT24OCT1297
http://www.ijisrt.com/


Volume 9, Issue 10, October – 2024                              International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                               https://doi.org/10.38124/ijisrt/IJISRT24OCT1297 

  

 

IJISRT24OCT1297                                                             www.ijisrt.com                   1953 

[35]. Evia, C. (2011). Localizing and designing 

computerbased safety training solutions for Hispanic 
construction workers. Journal of Construction 

Engineering and Management, 137(6), 452–459. 

[36]. Fernández, C., & Fernández, A. (2019). Ethical and 

legal implications of AI recruiting software. Ercim 

News, 116, 22–23. 

[37]. Fernandez, M. (2017). Augmented virtual reality: How 

to improve education systems. Higher Learning 

Research Communications, 7(1), 1–15. 

[38]. Flanagan, J. C. (1954). The critical incident technique. 

Psychological Bulletin, 51(4), 327. 

[39]. Ganeshkumar, C., Prabhu, M., & Abdullah, N. (2019). 
Business analytics and supply chain performance: 

partial least squaresstructural equation modeling 

(PLSSEM) approach. International Journal of 

Management and Business Research, 9(1), 91–96. 

[40]. Gardi, B., Hamawandy, Nawzad Majeed, Ali, 

Sulaiman, A. A., Mahmood, S. A., & AlKake, F. 

(2020). The effect of capital competence on the 

profitability of development and investment banks in 

Turkey. Solid State Technology, 63(6), 12571–12583. 

[41]. Gerbert, P., Castagnino, S., Rothballer, C., Renz, A., & 

Filitz, R. (2016, March 8). The Transformative Power 

of Building Information Modeling. BCG Global. 
https://www.bcg.com/publications/2016/engineered-

products-infrastructure-digital-transformative-power-

building-information-modeling 

[42]. Grolleau, G., Mzoughi, N., & Pekovic, S. (2012). 

Green not (only) for profit: An empirical examination 

of the effect of environmentalrelated standards on 

employees’ recruitment. Resource and Energy 

Economics, 34(1), 74–92. 

[43]. Habibnezhad, M., Puckett, J., Fardhosseini, M. S., & 

Pratama, Lucky Agung. (2019). A mixed VR and 

physical framework to evaluate impacts of virtual legs 
and elevated narrow working space on construction 

workers gait pattern. ArXiv Preprint 

ArXiv:1906.08670. 

[44]. Habibnezhad, M., Shayesteh, S., Jebelli, H., Puckett, J., 

& Stentz, T. (2021). Comparison of ironworker’s fall 

risk assessment systems using an immersive 

biofeedback simulator. Automation in Construction, 

122, 103471. 

[45]. Hamza, A., Othman, J., Gardi, B., Sorguli, S., Aziz, M., 

Ahmed, A., Sabir, B. Y., Ismael, B., Ali, B. J., & 

Anwar, G. (2021). Recruitment and selection: The 
relationship between recruitment and selection with 

organizational performance. Hamza, PA, Othman, BJ, 

Gardi, B., Sorguli, S., Aziz, HM, Ahmed, SA, Sabir, BY, 

Ismael, NB, Ali, BJ, Anwar, G.(2021). Recruitment and 

Selection: The Relationship between Recruitment and 

Selection with Organizational Performance. 

[46]. Hee, O. C., & Jing, K. R. (2018). The Influence of 

human resource management practices on employee 

performance in the manufacturing sector in Malaysia. 

International Journal of Human Resource Studies, 

8(2), 129–147. 

 
 

[47]. Heinsman, H., de, Koopman, P. L., & Muijen, van. 

(2006). Competency management: balancing between 
commitment and control. Management Revue, 292–

306. 

[48]. Herschberg, C., Benschop, Y., & Den, V. (2017). 

Gender practices in the recruitment and selection of 

early career researchers. Academy of Management 

Proceedings, 2017(1), 10584. 

[49]. Huang, D., Wang, X., Li, J., & Tang, W. (2020). 

Virtual reality for training and fitness assessments for 

construction safety. 2020 International Conference on 

Cyberworlds (CW), 172–179. 

[50]. Hussain, S., & Huei Xian, S. (2019). Factors Affecting 
Employees’ Turnover Intention in Construction 

Companies in Klang, Selangor. KnE Social Sciences, 

2019. https://doi.org/10.18502/kss.v3i22.5047 

[51]. Jabbour,. (2013). Environmental training in 

organisations: From a literature review to a framework 

for future research. Resources, Conservation and 

Recycling, 74, 144–155. 

[52]. Jabbour,. (2015). Environmental training and 

environmental management maturity of Brazilian 

companies with ISO14001: empirical evidence. 

Journal of Cleaner Production, 96, 331–338. 

[53]. Jabbour, & Beatriz, A. (2016). Green human resource 
management and green supply chain management: 

Linking two emerging agendas. Journal of Cleaner 

Production, 112, 1824–1833. 

[54]. Jazebi, F., & Rashidi, A. (2013). An automated 

procedure for selecting project managers in 

construction firms. Journal of Civil Engineering and 

Management, 19(1), 97–106. 

[55]. Johnson, R. D., Stone, D. L., & Lukaszewski, K. M. 

(2020). The benefits of eHRM and AI for talent 

acquisition. Journal of Tourism Futures, 7(1), 40–52. 

[56]. Khan, N. U., Bhatti, M. N., Obaid, A., Sami, A., & 
Ullah, A. (2020). Do green human resource 

management practices contribute to sustainable 

performance in manufacturing industry. International 

Journal of Environment and Sustainable Development, 

19(4), 412. https://doi.org/10.1504/ijesd.2020.110647 

[57]. Khan, S., & Abdullah, N. N. (2019). The effect of ATM 

service quality on customer’s satisfaction and loyalty: 

an empirical analysis. Russian Journal of Agricultural 

and SocioEconomic Sciences, 89(5), 227–235. 

[58]. Kim, Y. J., Kim, W. G., Choi, H., & Phetvaroon, K. 

(2019). The effect of green human resource 
management on hotel employees’ ecofriendly behavior 

and environmental performance. International Journal 

of Hospitality Management, 76, 83–93. 

[59]. KolaOlusanya, A. (2013). Embedding environmental 

sustainability competencies in human capital training 

and development. Mediterranean Journal of Social 

Sciences, 4(4), 65. 

[60]. Kravariti, F., & Johnston, K. (2019). Talent 

management: a critical literature review and research 

agenda for public sector human resource management. 

Public Management Review, 22(1), 75–95. 

https://doi.org/10.1080/14719037.2019.1638439 

https://doi.org/10.38124/ijisrt/IJISRT24OCT1297
http://www.ijisrt.com/
https://doi.org/10.1504/ijesd.2020.110647


Volume 9, Issue 10, October – 2024                              International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                               https://doi.org/10.38124/ijisrt/IJISRT24OCT1297 

  

 

IJISRT24OCT1297                                                             www.ijisrt.com                   1954 

[61]. Leong, C. (2018). Technology & recruiting 101: how it 

works and where it’s going. Strategic HR Review, 
17(1), 50–52. 

[62]. Liebowitz, J. (2010). The role of HR in achieving a 

sustainability culture. Journal of Sustainable 

Development, 3(4), 50. 

[63]. Marr, B. (2018). Datadriven HR: How to use analytics 

and metrics to drive performance. Kogan Page 

Publishers. 

[64]. McClelland, D. C. (1973). Testing for competence 

rather than for" intelligence.". American Psychologist, 

28(1), 1. 

[65]. McClelland, D. C. (1998). Identifying competencies 
with behavioralevent interviews. Psychological 

Science, 9(5), 331–339. 

[66]. McIver, D., LengnickHall, M. L., & LengnickHall, C. 

A. (2018). A strategic approach to workforce analytics: 

Integrating science and agility. Business Horizons, 

61(3), 397–407. 

[67]. Meredith, J. R., Shafer, S. M., & Samuel. (2017). 

Project management: a strategic managerial 

approach. John Wiley & Sons. 

[68]. Moradi, S., Kähkönen, K., & Aaltonen, K. (2020). 

Comparison of research and industry views on project 

managers’ competencies. International Journal of 
Managing Projects in Business, 13(3), 543–572. 

[69]. Moradi, S., Kähkönen, K., Klakegg, O., & Aaltonen, K. 

(2020). A Competency Model for the Selection and 

Performance Improvement of Project Managers in 

Collaborative Construction Projects: Behavioral 

Studies in Norway and Finland. Buildings, 11(1), 4. 

https://doi.org/10.3390/buildings11010004 

[70]. Nally, T., Taket, A., & Graham, M. (2019). Exploring 

the use of resources to support gender equality in 

Australian workplaces. Health Promotion Journal of 

Australia, 30(3), 359–370. 
[71]. Nijs, S., GallardoGallardo, E., Dries, N., & Sels, L. 

(2014). A multidisciplinary review into the definition, 

operationalization, and measurement of talent. Journal 

of World Business, 49(2), 180–191. 

[72]. Nisar, Q. A., Haider, S., Ali, F., Jamshed, S., Ryu, K., 

& Gill, S. S. (2021). Green human resource 

management practices and environmental performance 

in Malaysian green hotels: The role of green 

intellectual capital and proenvironmental behavior. 

Journal of Cleaner Production, 311, 127504. 

[73]. Nworie, J. (2011). Using the Delphi technique in 
educational technology research. TechTrends, 55, 24–

30. 

[74]. O’Donohue, W., & Torugsa, N. (2016). The 

moderating effect of ‘Green’HRM on the association 

between proactive environmental management and 

financial performance in small firms. The International 

Journal of Human Resource Management, 27(2), 239–

261. 

[75]. Ore, O., & Sposato, M. (2021). Opportunities and risks 

of artificial intelligence in recruitment and selection. 

International Journal of Organizational Analysis, 

30(6), 1771–1782. https://doi.org/10.1108/ijoa-07-
2020-2291 

[76]. Paais, M., & Pattiruhu, Jozef R. (2020). Effect of 

motivation, leadership, and organizational culture on 
satisfaction and employee performance. The Journal of 

Asian Finance, Economics and Business, 7(8), 577–

588. 

[77]. Pan, Y., Froese, F., Liu, N., Hu, Y., & Ye, M. (2023). 

The adoption of artificial intelligence in employee 

recruitment: The influence of contextual factors. In 

Artificial Intelligence and International HRM (pp. 60–

82). Routledge. 

[78]. Penney, K. (2020). Gender equity leadership in 

Western Australia: Exploring the experiences of 

executive leaders driving gender equity in the 
workplace. 

[79]. Phillips, L. (2007). Go green to gain the edge over 

rivals. People Management, 23(9), 1–9. 

[80]. RAIŠIENĖ, AGOTA GIEDRE, & Vilkė, R. (2014). 

EMPLOYEE ORGANIZATIONAL COMMITMENT 

DEVELOPMENT AT VOLUNTARY 

ORGANIZATIONS IN LITHUANIA. Human 

Resources Management & Ergonomics, 8(2). 

[81]. Rayner, J., & Morgan, D. (2018). An empirical study 

of ‘green’workplace behaviours: ability, motivation 

and opportunity. Asia Pacific Journal of Human 

Resources, 56(1), 56–78. 
[82]. Renwick, D. W., Redman, T., & Maguire, S. (2013). 

Green human resource management: A review and 

research agenda. International Journal of Management 

Reviews, 15(1), 1–14. 

[83]. Renwick, D., Redman, T., & Maguire, S. (2008). Green 

HRM: A review, process model, and research agenda. 

University of Sheffield Management School Discussion 

Paper, 1(1), 1–46. 

[84]. Rozi, A., & Sunarsi, D. (2020). The influence of 

motivation and work experience on employee 

performance at PT. Yamaha Saka Motor in South 
Tangerang. Jurnal Office, 5(2), 65–74. 

[85]. Rui, L. M., Ismail, S., & Hussaini, M. (2015). 

Professional development of project management for 

contractor in the construction project: a review. 

ProcediaSocial and Behavioral Sciences, 174, 2940–

2945. 

[86]. Rupp, D. E., Shao, R., Thornton, M. A., & Skarlicki, 

D. P. (2013). Applicants’ and employees’ reactions to 

corporate social responsibility: The moderating effects 

of first‐party justice perceptions and moral identity. 

Personnel Psychology, 66(4), 895–933. 
[87]. Sacks, R., Perlman, A., & Barak, R. (2013). 

Construction safety training using immersive virtual 

reality. Construction Management and Economics, 

31(9), 1005–1017. 

[88]. Sarkar, A., Qian, L., & Peau, Anamika Kor. (2020). 

Overview of green business practices within the 

Bangladeshi RMG industry: competitiveness and 

sustainable development perspective. Environmental 

Science and Pollution Research, 27, 22888–22901. 

[89]. Scholz, T. M. (2017). Big data in organizations and the 

role of human resource management: A complex 

systems theorybased conceptualization. Frankfurt a. 
M.: Peter Lang International Academic Publishers. 

https://doi.org/10.38124/ijisrt/IJISRT24OCT1297
http://www.ijisrt.com/


Volume 9, Issue 10, October – 2024                              International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                               https://doi.org/10.38124/ijisrt/IJISRT24OCT1297 

  

 

IJISRT24OCT1297                                                             www.ijisrt.com                   1955 

[90]. Sendawula, K., Nakyejwe Kimuli, Saadat, Bananuka, 

J., & Najjemba Muganga, Grace. (2018). Training, 
employee engagement and employee performance: 

Evidence from Uganda’s health sector. Cogent 

Business & Management, 5(1), 1470891. 

[91]. Shafaei, A., Nejati, M., & Mohd Yusoff, Y. (2020). 

Green human resource management. International 

Journal of Manpower, 41(7), 1041–1060. 

https://doi.org/10.1108/ijm-08-2019-0406 

[92]. Siddique, C. (2004). Job analysis: a strategic human 

resource management practice. The International 

Journal of Human Resource Management, 15(1), 219–

244. 
[93]. Soliman, E., & Altabtai, H. (2023). Employee 

motivation in construction companies in Kuwait. 

International Journal of Construction Management, 

23(10), 1665–1674. 

[94]. Spencer, L. M., & Spencer, M. S. (2008). Competence 

at Work models for superior performance. John Wiley 

& Sons. 

[95]. Suhairom, N., Musta’amal, Aede Hatib, Amin, & Noor, 

J. (2014). The development of competency model and 

instrument for competency measurement: The research 

methods. ProcediaSocial and Behavioral Sciences, 

152, 1300–1308. 
[96]. Suriyanti, S. (2020). Transformational leadership, 

HRM competence, information technology, and the 

performance of public service employee. Jurnal 

Minds: Manajemen Ide Dan Inspirasi, 7(1), 11–22. 

[97]. Tang, G., Chen, Y., Jiang, Y., Paillé, P., & Jia, J. 

(2018). Green human resource management practices: 

scale development and validity. Asia Pacific Journal of 

Human Resources, 56(1), 31–55. 

[98]. Teixeira, A. A., Jabbour, & Beatriz, A. (2012). 

Relationship between green management and 

environmental training in companies located in Brazil: 
A theoretical framework and case studies. 

International Journal of Production Economics, 

140(1), 318–329. 

[99]. Thunnissen, M., & Buttiens, D. (2017). Talent 

management in public sector organizations: A study on 

the impact of contextual factors on the TM approach in 

Flemish and Dutch public sector organizations. Public 

Personnel Management, 46(4), 391–418. 

[100]. Tizhe, C., Ogbu, J., & Remilekun, G. (2017). Impact of 

recruitment and selection strategy on employees 

performance: A study of three selected manufacturing 
companies in Nigeria. International Journal of 

Innovation and Economic Development, 3(3), 32–42. 

[101]. Uddin, M. I., Tanchi, Khadiza Rahman, & Alam, M. N. 

(2012). Competency mapping: A tool for HR 

excellence. European Journal of Business and 

Management, 4(5). 

[102]. Upadhyay, A. K., & Khandelwal, K. (2018). Applying 

artificial intelligence: implications for recruitment. 

Strategic HR Review, 17(5), 255–258. 

[103]. Vathanophas, V. (2007). Competency requirements for 

effective job performance in Thai public sector. 

Contemporary Management Research, 3(1), 45–45. 

[104]. Vos, D., De Hauw, Sara, & Willemse, I. (2011). 

Competency development in organizations: building an 
integrative model through a qualitative study. 

[105]. Wang, S. S. (2006). Identification of the significant 

competencies in graphic design. 

[106]. Wong, S.-C. (2020). Competency definitions, 

development and assessment: A brief review. 

International Journal of Academic Research in 

Progressive Education and Development, 9(3), 95–

114. https://doi.org/10.6007/IJARPED/v9-i3/8223 

[107]. Wu, H., Yu, W., Gao, R., Wang, K., & Liu, K. (2020). 

Measuring the effectiveness of VR technique for safety 

training of hazardous construction site scenarios. 2020 
IEEE 2nd International Conference on Architecture, 

Construction, Environment and Hydraulics (ICACEH), 

36–39. 

[108]. Yean, T. F. (2016). Organizational justice: A 

conceptual discussion. ProcediaSocial and Behavioral 

Sciences, 219, 798–803. 

[109]. Yin, S., & Li, B. (2019). Academic research 

institutesconstruction enterprises linkages for the 

development of urban green building: Selecting 

management of green building technologies innovation 

partner. Sustainable Cities and Society, 48, 101555. 

[110]. Yong, J. Y., Yusliza, M., Ramayah, T., & Fawehinmi, 
O. (2019). Nexus between green intellectual capital and 

green human resource management. Journal of 

Cleaner Production, 215, 364–374. 

[111]. Yong, J. Y., Yusliza, M., Ramayah, T., Jose, Sehnem, 

S., & Mani, V. (2020). Pathways towards sustainability 

in manufacturing organizations: Empirical evidence on 

the role of green human resource management. 

Business Strategy and the Environment, 29(1), 212–

228. 

[112]. Yuk, L., Malik, A., Philip, & Sharma, P. (2020). 

Demystifying the differences in the impact of training 
and incentives on employee performance: mediating 

roles of trust and knowledge sharing. Journal of 

Knowledge Management, 24(8), 1987–2006. 

[113]. Yusoff, Yusmani Mohd, Nejati, M., Mui, D., & Amran, 

A. (2020). Linking green human resource management 

practices to environmental performance in hotel 

industry. Global Business Review, 21(3), 663–680. 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

https://doi.org/10.38124/ijisrt/IJISRT24OCT1297
http://www.ijisrt.com/

	I. INTRODUCTION
	II. METHODOLOGY
	III. DISCUSSION
	A. Definition of Recruitment, Selection and Training
	B. Importance of Recruitment, Selection, & Training for Construction Projects
	C. Current State of Recruitment, Selection and Training in Global Construction Projects and its Relatability to Australian Context
	D. Shortfalls and Challenges of Present Approaches and how those Impact the Construction Team’s Performance at Present
	E. Analysis of Existing Strategies and Novel Concepts to Overcome the Shortfalls of Existing Recruitment, Selection, and Training Practices

	IV. CONCLUSION
	ACKNOWLEDGMENT
	REFERENCES


