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Orientation: Banks aiming to enhance human resources and achieve optimal job performance
increasingly need to adopt non-traditional recruitment approaches, particularly skill-based
hiring, as a strategic alternative to traditional experience- and qualification-based practices.

Research purpose: This study seeks to examine the relationship between skill-based hiring
and job performance in the banking sector, while investigating the mediating role of continuous
learning in this relationship.

Motivation for the study: Despite the growing interest in skill-based employment, empirical
evidence on its impact on job performance remains limited in both global and local contexts.
Furthermore, the mediating role of continuous learning between skill-based hiring and job
performance has not been sufficiently examined or clearly explained.

Research approach/design and method: Using stratified random sampling, 365 bank
employees (HR managers, HRM staff, training staff, and general employees) completed a
structured questionnaire. Data were analysed using (SEM.).

Main findings: Skill-based hiring and continuous learning both significantly improve job
performance. Skill-based hiring also promotes continuous learning, which mediates its effect
on performance.

Practical/managerial implications: Banks should shift from traditional hiring practices toward
a skill-oriented framework by focusing on competency-based job descriptions, effective skill
assessment methods, behavioural and situational interviews, and fostering continuous
learning Soft skills.

Contribution/value-add: This study can enhance existing knowledge concerning the
mechanisms and methodologies of skill-based recruiting and its effect on job performance.

Keywords: skill-based hiring; job performance; banking sector; continuous learning; SmartPLS.

Introduction

Organisations are presently experiencing intense competition, particularly within the banking
sector. To achieve a unique competitive advantage, these institutions are seeking innovative
methodologies and strategies. In this perspective, it is essential to underscore that human
resources (HRs) currently play a significant role in financial and economic management
(Eneizan et al., 2021). From this point of view, businesses and financial institutions are
working hard to find the best employees (Taamneh et al., 2022). They are moving away from
the traditional model used in many countries, which uses academic credentials and years of
experience as the main criteria for hiring (Zakry et al., 2023). Consequently, banks seeking to
enhance their HRs for optimal job performance must implement a nontraditional approach
characterised by skill-based hiring. Skill-based recruiting begins with creating job descriptions
based on candidates’ skills. It then assesses candidates’ skills through practical assessments and
real-life scenarios. Finally, recruiting decisions are based on facts, which may be obtained by
applying aritificial intelligence (AI), analytics and specialised metrics to objectively evaluate
talent. However, skill-based hiring alone may not deliver the required performance in a rapidly
shifting banking landscape.
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According to human capital theory, knowledge and skills
gained via continuing education are an investment that
improves an employee’s performance. As a result, skill-based
recruiting creates a foundation for performance improvement
via ongoing investment (Nyberg & Wright, 2015). Continuous
learning depends on the motivation to acquire new
knowledge. Itintegrates both structured and informal training,
supported by e-learning platforms, artificial intelligence and
knowledge sharing practices (Zhang & Yu, 2020). Continuous
learning establishes a connection between skill-based hiring
and job performance. Continuous learning, in turn, serves to
enhance job performance (Mustafa & Lleshi, 2024; Osei et al.,
2019). Employee performance has garnered significant focus
in human resource management (HRM) as it is deemed the
foremost predictor of an organisation’s efficiency, productivity
and success (Johari et al., 2018). Banks aim to improve the
performance of their HRs by providing individuals with
the necessary expertise and abilities to perform their duties
effectively and adapt to the evolving difficulties in the
banking industry. They need to embrace a skill-based hiring
strategy.

Itis imperative to acknowledge that there are limited studies
that examine the correlations among the variables of our
study framework. Bishop (2017) conducted research on the
influence of soft skills on job performance. However, the
study did not investigate the impact of these factors on long-
term performance, particularly regarding the integration of
continuous learning. The research conducted by Wang and
Cotton (2024) aimed to clarify the relationship between skill-
based hiring and team performance; however, it neglected to
incorporate ongoing learning as a mediating factor. Hilger
et al. (2022) emphasised the need for diverse staff
competencies; yet, the impact of ongoing learning was not
investigated. The survey revealed that the diverse workforce
positively influences job performance. Notably, a few studies
have investigated the correlation between skill-based hiring
and job performance (Khasni et al., 2023; Stewart &
Perkasaiti, 2023; Zakry et al., 2023). Other research has
investigated the correlation between skill-based hiring and
lifelong learning (Khandakar & Pangil, 2019; Liu & Gropez,
2024; Zhang, 2024). An analysis of previous studies in this
field indicated a limited investigation of the relationship
between skill-based employment and job performance in
both global and local contexts. Moreover, we have not yet
examined and clarified the function of continuous learning
as a mediating variable between skill-based hiring and job
performance. This gap must be addressed, and greater
emphasis should be placed on the study’s mediating impact.
This inconsistency indicates that further study is necessary
to comprehensively comprehend how continuous learning
may facilitate the alignment of skill-based recruiting with
improved job performance.

The major goal of this study is to investigate the complex
link between skill-based hiring and job performance, with
continuous learning as a mediating variable. The study’s
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goals were to: (1) examine how skill-based hiring affects
job performance and (2) investigate how continuous
learning affects the relationship between skill-based hiring
and job performance. This study can enhance existing
knowledge concerning the mechanisms and methodologies
of skill-based recruiting and its effect on job performance.
It may also function as a reference for practitioners by
providing practical recommendations. This study is
anticipated to help with the development of effective
hiring techniques as well as the promotion of job
performance to increase competitiveness.

Theoretical background and key concepts

Skill-based hiring

Skill-based hiring is a methodology that emphasises and
prioritises the knowledge, skills and abilities of candidates
over conventional criteria such as academic credentials and
years of experience (Khasni et al., 2023). Implementing skill-
based hiring standards guarantees logical hiring choices
grounded in quantifiable metrics rather than conventional
credentials (Verheyen et al., 2016).

Today, firms are increasingly recognising that some
professions do not require academic degrees or long
experience but rather the presence of skills acquired via
vocational training or actual job experience (Boyer &
Griffith, 2023; Kotla, 2024). Organisations implementing
this modern strategy ensure the selection of the most
qualified personnel to fulfil the necessary responsibilities,
tasks and roles. Fundamentally, skill-based hiring
emphasises skills, knowledge and talents over formal
credentials (Khasni et al., 2023). These principles depend on
practical evaluation and alignment of candidates’” skills
with the specific jobs they are expected to fulfil.
Organisations employing skill-based hiring prioritise a
candidate’s capabilities over their academic credentials or
years of experience. Skill-based hiring employs advanced
technology such as artificial intelligence and data-driven
recruitment tools. Skill-based hiring demonstrably improves
the inclusion of people from diverse backgrounds in
organisations, removing unnecessary hurdles established
by standard recruiting criteria (Albright et al., 2020). This
staffing method improves objective initiatives and employee
retention, strengthens training and development initiatives
and ensures better alignment between the employee and
the job, allowing for the effective execution of organisational
roles, tasks and responsibilities and thereby reducing
employee turnover. Skill-based hiring ensures that job
descriptions are produced using a specific set of relevant
skills, knowledge and abilities, while interviews are
conducted based on the candidate’s attitudes and job
suitability. Aritificial intelligence -powered evaluation tools
ensure the monitoring and tracking of potential candidates.
Choosing candidates based on objective data criteria can
lead to more effective and equitable results (DeMark &
Kozyrev, 2021). However, while Al is often perceived as
objective, it can still reflect biases present in the data or
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algorithms used, which may inadvertently affect fairness in
decision-making (RA.10, lines from 125-127). Our study
draws on two reputable sources that have identified the
most influential and subjectively informed approaches to
hiring individuals according to their skills. The first study
includes analysing how important academic credentials are
and figuring out which jobs are best for skill-based hiring
(Sigelman et al., 2024). Another research study aims to
evaluate a dataset of one million Internet enterprises in the
United Kingdom (Gonzalez & Stephany, 2023). Depending
on those studies, the most effective models for practising
skill-based hiring include the following elements: (1) Job
descriptions requiring specific skills: This dimension
assesses the extent to which your company prioritises skills
over degrees or experience during the hiring process. (2)
Skill assessment and evaluation: It checks how frequently
the business uses practical or real-world skill evaluations to
evaluate candidates’ skills. (3) Evaluations of work samples
and portfolios: It examines how the organisation assesses
candidates’ skills using case studies, previous project
assessments or work samples. (4) Situational and
behavioural interviews: They emphasise candidates’
problem-solving capabilities, adaptability and critical
thinking skills rather than their academic qualifications or
professional experience. (5) Interpersonal competencies:
Encompassing effective communication and collaboration.
Data-driven recruitment decisions pertain to the degree to
which an organisation utilises artificial intelligence and
performance metrics to evaluate talent objectively.

Employee performance

The notion of individual performance has attracted
considerable focus across several disciplines, including
applied psychology and HRM (Johari et al., 2018; Taamneh
etal., 2021). The notion of employee performance assessment
encompasses parameters like productivity, goal attainment
and job quality. This study’s focus on skill-based hiring
emphasises the significance of skills, knowledge and
abilities pertinent to the job’s nature. While technical skills
are significant, they do not constitute the primary criteria
for organisational success; rather, soft skills such as
teamwork, leadership and communication have a far higher
influence (Bishop, 2017). Given these facts, it is more rational
to adopt a holistic approach to the criteria for recruiting and
performance evaluation to ensure organisational success.
Hiring people with skills that improve overall employee
performance is a top priority. At the same time, a lot of
work goes into making a complete list of criteria that are
necessary for employee performance (Islam & Periaiah,
2023; Shahietal., 2023; Taamneh et al., 2022). The importance
of assessing employee performance stems from the use of
behavioural and technical criteria to guarantee that
employees satisfy expectations. Researchers argue that the
absence of a performance monitoring system, or the inability
to adopt one, might create a difficult atmosphere for
employees. This tough climate may reduce staff morale and
cohesion, jeopardising the organisation’s long-term viability
(Fauzi et al., 2023). One of the most significant goals of
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employee performance evaluation is to foster a culture of
responsibility and continuous development, both of which
are critical components in retaining a competitive edge for
modern firms (Escolar-Jimenez, 2019; Jandiauskaité &
Lalien¢, 2023). Performance evaluation literature has
addressed several types of individual performance
measuring methods. There is a scale that focuses on
behavioural standards and advocates of this movement
claim that it gives a more accurate picture of employee
performance, particularly when behavioural standards are
linked to performance outcomes (Fauzi et al., 2023; Taamneh
et al.,, 2024). Organisations can, however, implement an
individual performance measuring system that combines
self-assessment and customer feedback (Hartati & Hikmah,
2022; Khan et al., 2017). According to researchers, in order
for individuals to thrive in their positions, performance
standards must be related to the skills and behaviours they
encompass, as well as congruent with the strategic goals of
businesses (Derebew et al., 2021; Lestari & Setya, 2018). This
study’s major factors for evaluating job performance are the
following: (1) Job knowledge and skills, (2) work quality, (3)
work quantity, (4) communication skills, (5) teamwork and
collaboration, (6) adaptability and flexibility, (7) initiative
and invention, (8) customer service and relationship
management, (9) goal achievement and (10) overall
performance and growth (Lestari & Setya, 2018).

Continuous learning

Continuous learning is defined as the ongoing acquisition of
fresh skills and knowledge with the intention of improving
individual performance. In the context of our study on skill-
based hiring, continuous learning is defined as the voluntary
and ongoing pursuit of knowledge, skills and abilities for
professional progress (Nosike, 2022). Dealing with
professional and technical developments and problems is
the central focus of continuous learning in the workplace.
This approach emphasises obtaining new or enhancing
current abilities with the goal of securing the organisation’s
capacity to compete, grow and prosper. At the same time, it
seeks to ensure that personnel maintain their ability to fulfil
the duties and activities allocated to them (Godbless &
Obaro, 2022; Wateen et al., 2024). The banking sector’s rapid
technological progress, as well as the rising intensity of
competition, necessitates the adoption of the continuous
learning concept and strategy. Continuous learning is a
mindset that promotes self-development, reaching capacities
and keeping the desire to gain fresh skills and knowledge
outside of the framework of traditional learning (Godbless &
Obaro, 2022; Terence & Cate, 2023). Continuous learning has
the substantial benefit of enhancing employee engagement
and job satisfaction. The competency acquired through
continuous learning promotes the employee’s trust to
perform the roles and tasks essential for one’s career
path (Nosike, 2022). Continuous learning elements include
self-directed learning, knowledge collaboration, skill
development, feedback, formal and informal learning,
technology adoption, organisational support and a growth
mindset (Huang & Yu, 2019; Lestari & Setya, 2018).
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Hypothesis development

Skill-based hiring and employee performance

The notion of skill-based hiring has lately gained
popularity in academic circles, with job candidates’
practical skills becoming the primary hiring factor rather
than academic degrees. Skill-based hiring has emerged as
a critical recruitment technique, driven by the scarcity that
many firms confront in assessing the abilities necessary to
fill the position (Sarker et al., 2019; Soelistya, 2025). Several
earlier research studies have proven that skill-based
hiring, which prioritises skills and competencies above
academic degrees, significantly improves employee
performance across industries (Zayed et al., 2023). This
approach is congruent with Khasni et al. (2023), who think
that hiring methods based on developing a set of skills
necessary to fill the position improve employee
performance and organisational success (Stewart &
Preiksaitis, 2023). According to Boyer and Griffith’s
research, businesses are now better able to connect work
requirements in job descriptions with the real skills
necessary for the position in question. They no longer use
traditional approaches based on academic degrees or years
of experience. Their findings further suggest that the shift
to skill-based hiring has helped address mismatches in the
labour market. Furthermore, Wang and Cotton’s (2024)
study found that using a skill-based hiring approach
improves not only employee performance but also work
team and institutional performance. In addition, past
research has established the relevance of soft skills as a
key component of the skill-based hiring method for
improving individual performance and organisational
success. These studies found that an employee’s capacity
to communicate, evaluate issues, make decisions and
cooperate is a critical component that contributes to
excellent performance (Stewart & Preiksaitis, 2023).
Consequently, the hypothesis is formulated as follows:
H1: Skill-based hiring positively influences employee
performance.

Skill-based hiring and continuous learning

Both approaches (i.e. skill-based hiring and continuous
learning) have been thoroughly examined, albeit separately.
It is evident that addressing them collectively would benefit
all parties (employees and employers). Focusing on job
candidates” skills and abilities rather than the traditional
approach of relying on academic degrees and years of
experience allows both the employee and the organisation to
engage in continuous learning, particularly informal
learning, to ensure that they acquire skills that they may not
have been able to master through formal academic learning
(Khandakar & Pangil, 2019; Muzam, 2022). Previous research
has proven that hiring people based on their skills fosters an
atmosphere conducive to continuous learning, particularly
informal learning. These studies found a substantial positive
association between the variables of skill-based hiring and
continual learning (Khandakar & Pangil, 2019; Liu & Gopez,
2024). Continuous training and development are examples of
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best practices in human capital, which improve employee
learning and retention (Bilan et al., 2020). This tendency is
corroborated by the findings of Zwateen et al. (2024),
who proved that continuous learning ensures employees’
competence and knowledge; hence, strengthening the
relationship between skill-based employment and continuous
learning. The changing job market requires companies to hire
people based on their skills. This fits with Bilan et al.’s (2020)
argument that it is important to value human capital and
invest in it through ongoing learning. This will make
employees more productive and help the company keep
them. This is consistent with Zwateen etal.’s (2024) viewpoint,
which states that continuous learning is essential for
developing employees’ abilities and knowledge, which is
why skill-based employment and continuous learning
techniques are related. These arguments lead us to the
following hypothesis:

H2: Skill-based hiring positively influences continuous learning

Continuous learning and employee performance

A previous study has demonstrated a considerable interest in
the critical role that continuous learning plays in increasing
employee performance across all industries. According to
research, continuous learning is crucial for employees and
organisational development. Organisations that promote a
culture of continuous learning have better employee and
institutional performance (Mustafa & Lleshi, 2024). In a study
on the relationship between continuous learning and job
performance in India’s information technology (IT) industry,
it was discovered that continuous learning practice had a
significant positive impact on employee performance
(Budhiraja, 2022). In the same vein, another study conducted
in Ghana’s nursing business discovered that continuous
learning in all forms is positively and closely related to
employee performance. These studies suggest that lifetime
learning in all of its forms not only improves employee
performance but also fosters an atmosphere favourable to
lifelong learning inside the business and supports individual
achievement. According to Hasan'’s study (2020), continuing
education inside firms fosters a conducive work environment,
which is critical for improving employee performance.
In this context, Kapoor’s (2023) study revealed that learning
platforms play an important role in resolving skill gaps and
supporting results-based performance. It also indicated that
this would improve the culture of skill development,
eventually leading to higher employee performance. In a
study on total quality management conducted by Fang
(2023), it was shown that training programmes given to
employees enhanced their acquisition of the necessary skills
and knowledge, which led to improved job performance.
Other previous studies indicated that a culture of continuous
learning positively affects training outcomes and improves
the level of job performance, and that continuous learning
represents an important strategy for employee development
and that adherence to it enhances both job and institutional
performance (Kumar & Kumar, 2023; Mustafa & Lleshi,
2024). Numerous prior research studies have demonstrated
that promoting continuous learning initiatives in various
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ways positively influences employee performance. Moreover,
research demonstrates that the promotion of continuous
learning methodologies fosters job happiness and dedication,
which in turn enhances job performance (Adiansyah et al.,
2021; Hendri, 2019). Numerous prior research studies have
demonstrated that promoting continuous learning initiatives
in various ways positively influences employee performance.
Moreover, research demonstrates that the promotion of
continuous learning methodologies fosters job satisfaction
and dedication, which in turn enhances job performance
(Adiansyah et al.,, 2021; Budhiraja, 2022; Hendri, 2019;
Mustafa & Lleshi, 2024). Considering these arguments, we
formulate the following hypothesis:

H3: Continuous learning positively influences employee
performance.

The mediating role of continuous learning

Prior research indicates that merely implementing skill-
based hiring does not guarantee superior job performance.
Continuous learning plays a crucial role as a significant
catalyst in transforming the benefits of skill-based hiring
into enhanced performance. This notion posits that
continuous learning incentivises employees to participate in
training and professional development programmes, which
are crucial for improving employee performance (Budhiraja,
2021; Novrianto et al., 2024). Organisations that effectively
foster a culture of continuous learning enhance employee
satisfaction, job performance and stability. Organisations
that promote continuous learning offer training
programmes, initiatives and assistance that motivate
employees to acquire and implement necessary skills and
knowledge (Budhiraja, 2021; Novrianto et al., 2024). The
mediating function of lifelong learning in the correlation
between skill-based employment and work performance
may be elucidated by its impact on enhancing employees’
abilities and knowledge. Consequently, increased
participation in continuous learning initiatives and
programmes enhances employees’ capabilities and skills in
addressing problems and changes in their current positions
(Pradhanetal., 2017). Additional research has demonstrated
that learning, in its diverse manifestations, mediates the
link between HRM practices and employee performance
(Raj & Srivastava, 2013; Udin, 2023). Studies by Han et al.
(2022) and Park and Choi (2016) indicated that both formal
and informal learning significantly influence work
performance. This affirms that continuous learning interacts
with elements such as engagement and culture to foster an
atmosphere conducive to elevated employee performance.
Thus, we can formulate the following hypothesis:

H4: Continuous learning mediates the relationship between
skill-based hiring and employee performance.

Research design

This study employs a quantitative technique to investigate
the interrelations across research areas (Figure 1), allowing
for the empirical assessment of postulated connections using
statistical analysis.
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Sampling method and data collection

The research population consists of all employees from the 15
Jordanian banks, which employ 15650 people. We employed
proportionate stratified random sampling to ensure complete
coverage. The study targets the following segments: human
resource managers, HRM department staff, training unit staff
and general employees. The selection of these participant
segments is justified by their responsibilities for developing
and implementing recruitment and training strategies, as
well as their skill in supplying data on study factors. The
recommended research has a total sample size of 380. We
distributed questionnaires to research participants, and after
collection, we declared 15 of them invalid for analysis,
leaving 365 valid replies.

Questionnaire instrument

The research evaluated variables utilising a 5-point Likert
scale, with 1 denoting ‘strongly disagree” and 5 indicating
‘strongly agree’. The questionnaire was derived from prior
research to gather data from individuals employed in
commercial banks. The 18-item questionnaire was utilised
to assess skill-based hiring, as referenced in Bersin (2024)
and Jorgensen and Christensen (2022). The employee
performance scale with 10 items was selected from the
research of Borman and Motowidlo (1997). The 12-item
scale was used to evaluate continuous learning (Watkins &
Marsick, 2019). We delivered 380 questionnaires to the
indicated participants at the aforementioned banks and,
with rigorous follow-up, obtained 365 questionnaires
suitable for statistical analysis, yielding a 91% response
rate. We conducted a thorough pre-testing procedure to
ensure that the questionnaire was clear and relevant. We
conducted this in two steps. Initially, researchers who were
not biased based on gender checked the content to make
sure it met academic standards and included all the needed
parts. A pilot test with 25 participants from the target
population provided insight into future enhancements. It
gave information about the questionnaire’s practical
features, such as the clarity and usefulness of its content.
The ideas gathered from this pilot testing resulted in
targeted enhancements to the questionnaire’s clarity and
usability.

Ethical considerations

Ethical clearance to conduct this study was obtained from
the Jadara University Faculty of Business Deanship of
Scientific Research (No. 550-10-113-¢ <).

Continuous learning
H4

H2 H3

Skill-based hiring

HlI ———p Job performance

FIGURE 1: The proposed research model.
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Results

Data analysis

Descriptive analysis

Table 1 presented the results of the descriptive analysis, high
mean values indicate strong agreement among respondents,

and high values of standard deviations reflect variability in
their responses.

Measurement model assessment

The first step in the analysis is to assess the measurement
model in both convergent validity and discriminant
validity. The results of the measurement model tests
showed that convergent validity was confirmed when the
factor loading was greater than or equal to 0.7, average
variance extracted (AVE) equal to or greater than 0.5 and
composite reliability (CR) equal to or greater than 0.7
(Hair et al., 2019). Table 2 showed that the results of
Cronbach’s alpha and CR were above the 0.7 thresholds.
The results of the AVE were above the 0.50 values.

The second step in the measurement model is to assess the
discriminant validity. There are two methods to assess the
discriminant validity; the first one is Heterotrait-Monotrait
(Henseler et al., 2015), and the second one is Fornell-Larcker
(Fornell & Larcker, 1981). The main alternative way to check
the discriminant validity is Heterotrait-Monotrait (Henseler
et al.,, 2015); the ratio of Heterotrait-Monotrait should be

TABLE 1: Mean and standard deviation of the constructs.
Construct name Mean SD Level

Second-order First-order

Skill-based Competence-based job descriptions 4.86 0.39 High
hizng Skill assessment 4.86 0.36 High
Work sample and Portfolio reviews 4.80 0.41 High
Behavioural and Situational interviews 4.84 0.39 High
Emphasis _on Soft skills 4.78 0.50 High
Data-driven _Hiring decisions 4.82 0.51 High
Continuous Organisational support for learning 4.87 0.42 High
learning Individual learning _Attitudes 485 037  High
Learning behaviour and practices 4.82 0.50 High
Knowledge sharing and collaboration 4.79 0.57 High
Job - 4.82 0.46 High
performance

SD, standard deviation.

TABLE 2: Convergent validity and internal consistency reliability.

Construct name Cronbach’s alpha CR AVE
Behavioural and _Situational interviews 0.93 0.95 0.83
Competence-based_Job descriptions 0.89 0.92 0.75
Data-driven _Hiring decisions 0.90 0.93 0.77
Emphasis _on Soft skills 0.86 0.91 0.77
Individual learning _Attitudes 0.81 0.88 0.64
Job performance 0.88 0.89 0.68
Knowledge sharing_and collaboration 0.94 0.96 0.89
Learning behavior_and practices 0.90 0.93 0.83
Organisational support_for learning 0.72 0.81 0.59
Skill assessment 0.84 0.90 0.76
Work sample and _Portfolio reviews 0.91 0.94 0.85

AVE, average variance extracted; CR, composite reliability.
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less than 0.90 as suggested by Henseler et al. (2015). All
Heterotrait-Monotrait (HTMT) values shown in Table 3 are
within the acceptable range. In addition, the Fornell-Larcker
was satisfied as the square of each variable’s AVE is greater
than the intercorrelations Table 4.

Structural model assessment

A structural model was applied to assess the inner model
and as well as assessing the significance level of the (path

TABLE 3: Heterotrait-Monotrait correlation.

Construct 1 2 3 4 5 6 7 8 9 10 11
name

Behavioural - - - - - = o - - - R
and Situational
interviews

Competence- 0.87 - - - - - - - - - -
based job
descriptions

Data-Driven 0.82 0.76 - - - - - = o - -
_Hiring
decisions

Emphasis_on 0.06 0.11 0.06 - - - - - - - -
soft skills

Individual 0.05 0.03 0.06 0.05 - - - o - - R
learning
_Attitudes

Job 0.65 0.63 0.06 0.03 0.05 - - - - - -
performance

Knowledge 0.77 0.71 0.88 0.07 0.05 0.72 - - - - -
sharing and
collaboration

Learning 0.09 0.07 0.10 0.04 0.79 0.06 0.11 - - - -
behaviour and
practices

Organisational 0.07 0.07 0.07 0.04 0.90 0.07 0.07 0.76 - - -
support_for
learning

Skill 0.84 0.79 0.79 0.06 0.06 0.70 0.85 0.09 0.07 - -
assessment

Work sample 0.84 0.87 0.87 0.09 0.03 0.71 0.82 0.10 0.05 0.89 -
and _Portfolio
reviews

TABLE 4: Fornell and Larcker correlation.

Construct 1 2 3 4 5 6 7 8 9 10 11
name

Behavioural 0.85 - - - - - = - - - -
and Situational
interviews

Competence- 0.57 0.80 - - - - - - - - -
based_Job
descriptions

Data-driven 0.38 0.56 0.79 - - - - o o - -
_Hiring
decisions

Emphasis_on 0.36 0.67 0.15 0.76 - - - - - - -
soft skills

Individual 0.44 0.72 0.15 0.33 0.79 = = = = = =
learning
_Attitudes

Job 0.81 0.42 0.33 0.24 030 0.80 - - - - -
performance

Knowledge 0.73 0.39 0.24 0.21 033 0.50 0.79 - - - -
sharing and
collaboration

Learning 0.23 0.57 0.17 0.24 0.15 0.17 0.18 0.78 - - -
behaviour and
practices

Organisational 0.80 0.43 0.33 0.33 0.22 0.58 0.42 0.21 0.66 - -
support for
learning

Skill 0.74 0.50 0.26 0.30 0.48 0.38 0.45 0.15 0.44 077 -
assessment

Work sample 0.61 0.42 0.29 0.32 0.63 0.57 0.53 0.62 0.42 0.68 0.72
and _Portfolio
reviews
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coefficients-B) for hypothesis testing (Hair et al., 2019).
The results in Table 5 and Figure 2 and Figure 3 showed
that job performance is significantly and positively
influenced by skill-based hiring (p = 0.000) and continuous
learning (p = 0.000), and hence the hypotheses (H1 and
H3) were accepted. In addition, the results also revealed
that continuous learning is significantly and positively
influenced by skill-based hiring (p = 0.048), and hence,
hypothesis (H2) was also accepted. Finally, regarding the
mediating effect of continuous learning, the results show
that continuous learning has mediated the association
between skill-based hiring and job performance, and
hence, hypothesis (H4) was also accepted.

TABLE 5: Result of hypotheses testing (path coefficients-f).

H Paths Original Sample SD t p-value Decision
sample mean
H1  Skill-based hiring 0.75 0.75 0.03 2220 0.000 Accepted
-> Job performance
H2  Skill-based hiring 0.09 0.09 0.05 1.98 0.048 Accepted

-> Continuous learning

H3  Continuous learning 0.79 0.79 0.06 12.65 0.000 Accepted
-> Job performance

H4  Skill-based hiring 0.75 0.74 0.08 9.72  0.000 Accepted
-> Continuous learning
-> Job performance

H, hypothesis; SD, standard deviation.

[ ]

0.048 0.000

Skill-based hiring 0.000 ———p

Continuous learning
p-value = 0.000

Job performance

FIGURE 2: Result of hypothesis testing (path coefficients-B).
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Discussion

This research aimed to examine the impact of skill-based
hiring on job performance. The study also aimed to investigate
the proposed mediating role of organisational continuous
learning. Our study focused on HRM managers and staff,
training unit personnel and general employees at banks
in Jordan. A total of 365 valid observations underwent
regression analysis. We employed Partial Least Squares-
Structural Equation Modeling (PLS-SEM) to analyse the
hypotheses offered. We implemented two models: a main
effect model and an interaction model. The skill-based hiring
approach markedly enhances employee performance in the
banking sector (H1). Our findings support the view that
prioritising practical skills over academic qualifications leads
to more effective and improved outcomes. The utilisation of
skill-based job descriptions, interviews and selection criteria
fosters a more objective recruitment process, guaranteeing
that new employees possess the requisite abilities for their
positions. This result aligns with current HR initiatives that
prioritise talent assessment above traditional credentials.
This research substantiates that skill-based hiring can
yield advantageous outcomes, including enhanced staff
productivity, higher efficiency in performance and problem-
solving, increased operational effectiveness and heightened
customer satisfaction. This outcome aligns with previous
studies (Forrest & Swanton, 2021; Khasni et al., 2023;
Stewart & Priksai, 2023; Wang & Cotton, 2024). The research
demonstrated that skill-based recruitment enhances ongoing
education within banking organisations (H2). Institutions
that use skill-based recruiting tend to cultivate a culture of
perpetual learning, which accounts for this outcome.
Specifically, when employees are recruited based on their

0.593

Competence-based

Skill assessment  jop descriptions

for learning

0.000 0.000

Work sample and 0.000
portfolio reviews

Organisational support

A . .
Individual learning Learning behaviour
attitudes ‘and practices

0.000 0.000 0.876 0.082

Knowledge sharing
and collaboration

Continuous learning

0.000

0.000 \g 0.564

0.000

Skill-based hiring
/

0.170 0.000

l

Behavioural and
situational interviews

Emphasis on
soft skills Data-driven

hiring decisions

Job performance

FIGURE 3: Result of hypotheses testing (path coefficients-f) — PLS.
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expertise and competencies, they frequently exhibit a
constructive attitude and a strong motivation for skill
enhancement and development. The culture of continuous
learning is enhanced when personnel are recruited for their
talents, as they are more likely to engage in training
programmes, workshops and knowledge sharing initiatives.
Such an attitude guarantees that staff are exceptionally
adaptive to the evolving developments that define the
banking sector. The results of this hypothesis are consistent
with prior studies conducted in various sectors (Bilan et al.,
2020; Khandakar & Pangil, 2019; Liu & Gopez, 2024). Research
has demonstrated that continuous learning positively
impacts job performance (Hypothesis 3). Commercial banks’
robust culture of continuous learning greatly enhances job
performance, leading to this outcome. As the banking sector
experiences escalating technological breakthroughs and
heightened consumer demands, continuous learning
guarantees that personnel’s skills remain necessary to adapt
to industry change. The results indicated that the interaction
effect of continuous learning partially elucidates how skill-
based recruiting enhances job performance (H4). This
mediation indicates that skill-based hiring not only directly
influences job performance, but a considerable portion of this
influence is manifested through the cultivation and
improvement of a learning culture. Skill-based recruiting
serves as a robust foundation for enhancing work
performance, but when integrated with continuous learning,
its advantages are significantly amplified. The findings of the
third and fourth hypotheses confirm the significant role of
the mediating variable, continuous learning, within the
commercial banking sector. Continuous learning enhances
job performance directly and serves as a mediator linking
skill-based employment to job success. Therefore, it is
essential to engage in continuous learning and foster a culture
of it inside financial organisations to enhance performance.

Theoretical implication

The purpose of this study was to investigate the impact of
skill-based recruiting on job performance, as well as to
examine the mediating role of organisational continuous
learning in the relationship between skill-based hiring and
job performance in Jordanian commercial banks. This
research is one of the first to investigate how skill-based
hiring influences job performance in the banking industry.
By studying this link within a cohesive theoretical
framework, our study adds vital insights to the increasing
trend of skill-based hiring while also expanding the
literature on banking sector employment practices. This
study supports the notion that skill-based recruiting
enhances job performance, emphasising the significance of
the prevailing trend in talent and HRM that prioritises
talent above mere academic qualifications or work
experience. Recognising the need for continuous learning as
a major component strengthens the effect of skill-based
recruiting on job performance. This study advances
organisational learning theory and expands our
understanding of the influence of lifelong learning on
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performance and productivity development. The outcomes
of this study support competency- and skill-based HRM
strategies, as skill-based hiring decisions are more closely
associated with performance than traditional methods.

Practical implications

Reviewing hiring processes and methodologies in Jordanian
commercial banks is essential in light of the findings of the
present study. We urge banks in Jordan to shift from the
traditional paradigm that relies on experience or academic
credentials to a modern, skill-oriented framework. To use a
modern approach, banks need to create job descriptions that
focus on the necessary skills, assess candidates’ abilities,
conduct behavioural and situational interviews, review
business models during the hiring process and emphasise
soft skills. Managers, particularly those in HRs, should
sustainably implement learning programmes and seminars
to enhance job performance, given the essential role of
continuous learning in connecting skill-based employment
to job performance. The researchers advise banks to prioritise
skills evaluation and learning as essential metrics for
performance management. The researchers advise that bank
management establish effective skills selection rules during
recruiting to ensure applicants align with job needs.

Limitations and future research

The study’s primary limitation lies in its confinement to the
commercial banking sector in Jordan, which makes its
conclusions inapplicable to other sectors. Considering the
significance of skill-based employment and the necessity to
validate its impact on performance, subsequent research
should investigate this study’s framework in additional
industries, including healthcare, manufacturing and
telecommunications. Secondly, this study was carried out in
a developing nation such as Jordan; thus, subsequent
research should investigate this occurrence in other
developed nations throughout Asia, Europe and North
America. Thirdly, we focused our research on the function of
continuing education as a mediator between the independent
and dependent variables. Future research should look at
possible moderating variables, such as company culture and
employee motivation. Finally, future studies should do
comparative analyses of the public and private sectors to
examine the impact of skill-based hiring across industries.
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