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Agile human resource practices have become one of
the most important concerns of modern departments because of their role in achieving
competitive advantage. The majority of academics believe that in order to implement Agility
of human resource practices, many scholars argue that effective implementation of agile HR
practices requires trained and motivated personnel. This research aims at clarifying the effect
of human resources agility in Organizational Sustainability at Jordanian hotel sector.

The current study looks at the effect of human resource agility on organizational
sustainability. A quantitative approach was used through a questionnaire-based survey. A
descriptive analytical strategy was utilized in the study. The study targeted the entire workforce
of Jordan'’s hotel sector, consisting of 21,835 employees across 22 hotels. The study’s sample
consisted of 410 workers that are employed in the hotel sector in Jordan. Numerous statistical
methods, including frequency, percent, mean, standard deviation, Cronbach’s alpha,
exploratory factor analysis, average variance extracted, and composite reliability, have been
employed to meet the aims of this research. Additionally, a structural equation modeling was
used to quantify the impact of human resource agility on organizational sustainability.

Findings showed that resilience resilience had a positive influence on social and
economic sustainability) Estimate = 0.323 and 0.207; C.R = 3.660 and 2.357; P-value = 0.01
and 0.00(. While environmental sustainability was not significantly impacted by resilience.
Additionally, the results showed that adaptability significantly influence all organizational
sustainability dimensions, including social, environmental and economic sustainability
(Estimate = 0.247, 0.203 and 0.521; C.R = 2.312, 2.698 and 5.296; P-value = 0.021, 0.011
and 0.00(. Additionally, the results showed that proactivity significantly impact on social and
environmental sustainability (Estimate = 0.475, 0.319; C.R = 5.085, 3.524; P-value = 0.00,
0.00).

The study suggests that the hotel industry should provide and promote agile
human resource practices in order to maintain organizational sustainability and prevent
organizational decline. look into and analyze the mediating role of job embeddesness on
the relationship between human resource agility and organizational sustainability at other
industrial or service fields in Jordan as well as across different nations and various regional
boundaries. The study also recommends that scholars explore the mediating role of job
embeddedness in the relationship between HR agility and organizational sustainability, both
within Jordan and across other countries and regions.
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Sustainability has recently emerged as a key
concern for all parties involved, such as company
directors. The goal of sustainable development is to
optimize benefits while preserving services and the
high quality of resources. It is a dynamic interactive
development that actively seeks to harmonize the
threepillarsofpeople, resources,andtheenvironment.
Due to the growing emphasis on the financial, legal,
and other aspects of clean manufacturing business,
corporations are placing greater emphasis on
sustainability, social responsibility, and the value
of human resources (Amrutha and Geetha, 2020).
Recent research underscores this emphasis on human
resources, indicating that specific human resource
management practices, particularly in training and
development, recruitment and selection, and rewards
and compensation, are fundamental to enhancing
organizational performance in ISO 9001:2015
certified service firms (Santos, 2023). Such studies
bring forward the importance of having a distinct
plan for learning and development, encouraging
employee participation in relevant training programs,
and ensuring that compensation packages motivate
employees to align with company goals. As the
business environment evolves, sustainability has
emerged as a central topic. It’s seen as the optimal
mode of conducting business, to achieve growth
through a visionary approach, set particular targets,
and embed human resource management practices
within sustainability tenets (Karman, 2019). While
significant strides have been made, there is a noted
underutilization of human resources in sustainability
realms (Poldner et al., 2017). With human resources
forming one of the foundational pillars of sustainable
development, businesses eyeing sustainability should
focus extensively on bolstering their human resource
agility. Supporting literature indicates a robust,
positive correlation between agile human resources
and organizational sustainability (Karman, 2019).
Anumber of research have attempted to define
sustainable human resource management, and the
subject’s current surge in attention has revealed
a variety of definitions. According to Ehnert et al.
(2016), adopting Human Resource Management
HRM strategies and practices that have an impact
both inside and outside of the company and over a
long-time horizon, while controlling for unintended
side-effects and negative feedback, enables the
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fulfillment of social, economic, and ecological goals.
Given the importance of environmental changes and
the belief that organizations should adapt to them,
human resource agility has thus emerged as one of
the most crucial means of ensuring the sustainability
of human resources and as the primary objective
for many organizations. Human resource agility
is therefore defined as the capacity of people to
effectively handle problems and exploit opportunities
(Braun et al. 2017). In addition, since an organization’s
survival and growth are dependent on a variety of
factors, it is important for them to become more
interested in and involved in human resource
management. One such factor is human resource
agility, which has drawn the interest of numerous
organizations due to its importance in the success of
the hotel industry as a whole and the Jordanian hotel
industry in specific. The Jordanian hotel industry
has utilized all of its resources, capabilities, financial
and technical expertise via multiple growth plans in
order to achieve the goals of economic and social
development that Jordan is undergoing (AlZboun et
al., 2016). The Jordanian hotel industry has made
a significant contribution to economic growth, by
offering the necessary financing for them to execute
out the economic development tasks assigned
to them as needed, increasing their economic
contribution to the gross domestic product while
also achieving the targeted diversity of the Jordanian
economy (AlZboun et al., 2016). The Jordanian hotel
industry believed that human resources should be a
motivating and auxiliary factor that looks for to help
and encourage talented people and is capable of
translating loud words and slogans into actions that
are effective and efficient for the purpose to deal
with these significant trends, which are becoming
more significant every day. Since a company’s
success and survival depend heavily on investing in
its people, this is a crucial factor. As a result, in the
modern period, human resources have attracted
increasing attention, which is shown in the decision-
makers’ increased acceptance of the significance of
the role that human resources play, which eventually
strengthens the organization’s competitive position
(Junita, 2021). In addition, there is a dearth of studies
examining the relationship between organizational
sustainability and human resources agility from a
practical standpoint. The importance of this study
appears in trying to fill this gap in the literature on



human resources management, take advantage of its
data, and put it into actionand looks at how human
resources agility affects organizational sustainability
in the Jordanian hotel business. Findings will
contribute to related literature as well as to practice,
through providing an emphasis on the field of human
resource — agility and sustainability-in organizations
and businesses within Jordan or any other country.
Professionals and practitioners at all administrative
levels may they could benefit from the results of
the current study in employ it in another sector. In
addition, leading organizations using human resource
agility will encourage others organization to achieve
excellence Fig. 1, theoretical framework shows
the relationship between agile HR practices and
organizational sustainability.

Human resource agility

The phrase “agile human resources” describes
how human resource functions are now designed in
a way that makes it easier to respond to changes in
activities and organizational structures as well as to
new external conditions (Braun et al., 2017). The term
“agile human resources” also refers to individuals

Human Resource Agility

who are open to learning and self-improvement,
have problem-solving skills, can adapt to new
situations and ideas, and have the initiative to take
on novel tasks (Revutska and Markova, 2021). Human
resource agility has been defined as the proactive,
flexible, and pragmatic conduct of employees looking
for chances to contribute to the success of the
company.In addition to the propensity for learning
and supporting the activities that must be prioritized
in the workplace, the significance of human resource
agility in organizations lies in restructuring the
workforce to adapt to the circumstances of adaptive
and creative behavior in the organization (Obaid et
al., 2023).According to Athamneh and Jais (2021);
Makori et al., (2022); Jameel and Mhaibes (2022);
Petermann and Zacher (2022); and Obaid et al.
(2023), the researcher determined the following
aspects of human resources agility:

Resilience

Agile workers exhibit resilience by performing
well under pressure. Resilience is a crucial talent
that equips workers to deal with and adjust to
changing settings and circumstances, according
to Naswall et al., (2019). A workforce with high
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levels of resilience can bounce back fast from
shocks and crises in the workplace (Heilmann et
al., 2018). Employee resilience according to Kuntz
et al.,, (2017), encompasses adaptable, learning,
and network-based behaviors that demonstrate
the accessibility of resources as well as employees’
motivation and aptitude for using such resources.
Resilience may be built via education, professional
experience, understanding of the particular task or
firm, and personality attributes that are conducive to
productive work (Heilmann et al., 2018). Managers
understand the importance of early resilience
development, which is a lifelong activity and is crucial
for success, according to Britt et al., (2016). Benefits
of building resilience in teams include empowering
staff to turn setbacks into learning opportunities,
according to Snyder and Brewer (2019). The first push
for staff development must be led by leaders in order
to overcoming adversity and recovering from it.

Adaptability

According to Cai et al. (2018), adaptability
refers to an employee’s readiness to modify their
interpersonal and cultural behavior in order to better
fit into the new workplace. Alavi, (2016) asserts that
in order to be adaptable, workers must draw on a
variety of information, experiences, and abilities.
Employees that are adaptable may play numerous
jobs, transition between them without difficulty, and
work simultaneously in different teams (Sherehiy
and Karwowski, 2014). According to Friedman et al.
(2018), employees with ongoing education, have the
desire, aptitude, and motivation to continually learn
new material, which gives them the adaptability
to deal with change. One of the biggest problems
confronting company executives today is how to
position and equip people to adapt to a dynamic and
demanding environment (Uhl-Bien and Arena, 2018).
Employee adaptability is frequently hampered by a
misalignment with company values. Alas and Mousa
(2016) discovered a significant relationship between
employee alignment with company ideals and
fadaptability. Business leaders must create strategies
and initiatives that release workers’ abilities to deal
with change and uncertainty in order to promote
adaptation.

Proactivity
To start and carry out new changes in a
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company, Proactivity is essential. Proactivity was
defined by Cai et al. (2018) as the initiative of staff
members about actions that have a favorable
influence on the changing environment. Sherehiy
and Karwowski (2014) define proactive actions as
(a) predicting challenges connected to change, (b)
starting initiatives that result in the resolution of
these issues and enhancements to work, and (c)
resolving change-related issues. According to Lee et
al. (2019), proactivity is a potential innovation driver
in businesses and demonstrates that staff members
are change and entrepreneurial minded. A workforce
that actively searches out possibilities to address
issues and develop fresh solutions for the business
includes proactive personnel.

Organizational sustainability

Organizational structure for any company is
seen as a crucial element for the performance of
responsibilities and as a driving force for the firm to
realize its vision and purpose. An organization can,
at its most basic level, be a single person, a team
of individuals working toward a common vision and
objective, or a collection of goals (Boons et al., 2013).
Companies have been greatly impacted by shifting
demographics, the global economy, social injustice. A
common reaction for organizations is to implement
sustainable processes with an eye toward having a
positive impact onthe environmentand building social
and financial capital (Wales, 2013). The fundamental
tenet of organizational sustainability is the idea that by
bolstering and safeguarding the social, economic, and
environmental systems inside company operations,
and continue businesses to function smoothly and
grow without jeopardizing the demands of the future
(Boudreau and Ramstad, 2005). Organizational
sustainability has taken on a vital role as a result of
growing awareness of the changes occurring in the
corporate environment. Nowadays, it is crucial for
every firm to follow what are known as agile human
resource practices. Organizational sustainability
for organizations related to economic, social, and
environmental sustainability (Bouncken et al., 2015).
Businesses from all sectors should concentrate on
challenges related to economic, environmental, and
social sustainability in order to be able to survive and
thrive in today’s volatile and continuously changing
business environment. (Govindarajulu and Daily,
2004). By implementing agile HRM, a business aims



to adopt numerous initiatives that will result in lower
costs, higher efficiency, and improved employee
participation in processes that will promote the
sustainable use of the limited resources available.

Organizational Sustainability’s Dimension”
Researchers and academics now place a greater
value on the necessity of organizational sustainability
strategies as a result of the changing corporate
environment, market demands, and customer
wants (Bouncken et al., 2022). As a basic direction
for effectively competing and accomplishing the
intended goals over the long term, companies are
seen to operate sustainably when they concentrate on
supporting three key dimensions: ecological, social,
and economic (Boons et al., 2013). In order to provide
value for the organization in all of its operations
and activities, from raw materials, production, and
supply chains, to the end consumers, it shoud be
concern with organaizational sustainability with its
dimension that includes environmental, social, and
economic elements. The environmental component
is concerned with the use of renewable resources,
minimal waste production, low emissions, and air,
water, and land pollution avoidance. The social
dimension is concerned with things like fairness,
diversity, happiness, community, health, and safety.
Profit, corporate stability, financial resiliency, and
return on investment are all relevant aspects of the
economic component (Strezov et al., 2017). Due to
intense competition, globalization and technical
progress, the contemporary business environment
has created a number of issues for companies that
must be taken care of in order for companies to
maintain their survival and position in the global
market as well as obtaining a competitive advantage,
so companies have shifted their attention and focus
away from simply expanding their production and
services to human capital And how to properly
manage the human resource and focus on practices
that increase the efficiency and effectiveness of
the human element and achieve sustainability (Al
Aina and Atan, 2020). The ability of an institution
to manage and deal with its human resources more
effectively and efficiently puts it in a favorable
position to accomplish its goals and achieve sustained
organizational, any company’s performance success
and growth depend on selecting the right workers
with the appropriate talents at the appropriate time

and place, as they will serve as the primary driver
of sustainable competitive advantage and improved
performance (Vargas-Hernandez, 2021).

Relationship Between Human Resource Agility and
Organizational Sustainability

The modern business environment has evolved
into one that is unstable, unpredictable, complicated,
and ambiguous, with a wide range of possibilities and
risks. It manifests as a web of companies that are
continually evolving and emerging. Today’s businesses
must constantly adapt to their client’s demands,
provide quick, customized service, spot opportunities
before rivals do, quickly develop and implement
innovative strategic initiatives, and maintain a
constant focus on minimizing adverse effects on the
environment and resources. A company that strives
to include more and more sustainable development
practices into its strategic plan may draw strength
from its workers’ innovative drive, knowledge, and
abilities, which are backed by modern technology
and digitalization (Munteanu et al.,2020). Agility
practices can help firms achieve sustainability, which
is a component of sustainable development. The
adaptability of human resources is a key component
of sustainable company dynamics and is essential for
success in a dynamic and cutthroat market (Nafei,
2016). Managers of firms who are interested in
sustainability must understand that their unique
feature-human resources-are the only way to attain
agility. It is well recognized that the application of
sustainable policies, including the sustainability of
human resources, may benefit from having a agile
and adaptable approach. It has been demonstrated,
however, that the implementation process depends
far more on the organization’s staff than it does on
cutting-edge technology, as was previously believed.
Agile human resource practices are the most crucial
component for the survival and sustainability of the
human resource and creating competitive advantage,
and they should be prioritized when defining
objectives or plans (AINawafleh et al., 2022). Agile
workers can swiftly adjust to new circumstances using
their experiences. They are not frightened of taking
chances or facing difficulties, and they feel at ease
in challenging circumstances. Therefore, it has been
demonstrated that HR agility has a favorable effect
on both individual and organizational achievement
(Sameer, 2022). Agile workers, according to studies,
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create a mindset that motivates people to seek out
challenges and have the abilities necessary to adapt
to a workplace that is changing quickly (Jarlstrom
et al.,, 2018). These are a few of the reasons why
businesses want to keep workers who have shown
to be adaptable, fast to adjust to new situations,
and who have a good outlook on the company.
As a result, human resources would be sustained.
Additionally, research has indicated that workers
who have developed a body of knowledge, skills, and
competences are more engaged to their employers.
Agile practices, and processes must be aligned with
HR departments as well as integration of workers’
knowledge, experience, and abilities from a variety
of sources paves the way for advancement, self-
improvement, job stability, and the accomplishment
of company goals and objectives (Kumar et al.,2023).
There is consensus regarding the importance of
an agile employees and their role in boosting and
sustaining organizational performance; this implies
that agility takes into account employees’ abilities,
knowledge, and experience in order to add value
to their companies (Nafei, 2016).The significance of
employing agile workers, stems from the fact that
they are willing to achieve organizational goals more
effectively and efficiently with a greater degree of
performance, having more commitment to their
institutions because they are highly motivated to
complete their duties, which provides a significant
competitive advantage, increasing productivity and
profitability. (Ranasinghe and angaradeniya, 2021).
According to various research (Athamneh and Jais,
2023; Shahsavari-Pour et al., 2021) the adoption of
the human resources agility strategy is essential in
order to achieve development and survival. There is
also proof that pursuing sustainability necessitates
adopting the right strategy, since this enables the firm
to adjust to the many demands of a changing external
environment (Jameel and Mhaibes, 2022). Also, the
research by Karman (2019) has verified that HR
agility has an impact on an organization’s capacity to
compete. Human resources agility helps firms become
more adaptable and strategic in their thinking. Al-
Nawasrah and Alafi, (2021) further proved that the
agility of human resources has an influence on the
person-job fit in Jordanian airline firms, and that the
agility of human resources enhances the impact of
human resource management methods on person-
job fit. Makori et al. (2022) confirmed that employee
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agility has a favorable impact on organizational
performance. Additionally, the findings of the Sameer,
(2022) study demonstrated that workforce agility had
a favorable impact on job performance in a blended
working environment. Obaid et al.,, (2023), findings
fromalso supported the impact of human resource
agility on strategy renewal. Based on the above
discussions, the researcher proposes the conceptual
research model and the following hypothesis:

Hal. The HR Resiliency positively impact on
Environmental sustainability

Ha2. The HR Resiliency positively impact on Social
sustainability

Ha3. The HR Resiliency positively impact on
Economic sustainability

Hb1l. The HR Adaptability positively impact on
Environmental sustainability

Hb2. The HR Adaptability positively impact on
Social sustainability

Hb3. The HR Adaptability positively impact on
Economic sustainability

Hcl. The HR Proactivity positively impact on
Environmental sustainability

Hc2. The HR Proactivity positively impact on Social
sustainability

Hc3. The HR Proactivity positively impact on
Economic sustainability

To achieve the objectives of the study and verify
these hypotheses, the current study has been carried
out on Jordan in 2023.

Research Design and data collection

A descriptive analytical strategy was utilized in
the study, which is a method that the scholar takes
to examine a certain event as it really occurs. This
method allows the investigator to define and outline
the phenomenon’s causes as well as the amount to
which itis connected to other occurrences, all without
overdoing or understating the phenomenon (Bell
et al., 2022), explains the extent to which jordanian
hotels utilize agile human resource methods.
Additionally, it is analytical, examining its impact on
organizational sustainability on the hotel sector in
Jordan. All research participants were identified and
given an equal chance to participate since the study
sample was drawn using a probabilistic methodology.
This sample strategy is referred to as the simple
random sampling technique, and a specially



created questionnaire was used to gather the data.
Individuals were encouraged not to divulge their
names in order to decrease the influence of common
method bias (CMB), as was reported by Podsakoff et
al., (2012). An online poll was used to enhance the
workers’ perception of privacy. HR staff members
sent the survey link via email and other methods,
such as Whats App groups. The study model is
composed of two distinct components that have
been operationalized and adapted from prior studies
in order to accomplish the study’s objectives. The
structures, sources, and scales are described in the
following sentences.

- Agile human resources practices were
evaluated utilizing (Makori et al, 2022; Jameel
and Mhaibes, 2022; Petermann and Zacher, 2022;
Obaid et al., 2023). Twelve-item measure including
the subdimensions “Resilience HRM practices,”
“Adaptability HRM practices,” and “Proactivity HRM
practices.” The application of agile HR methods was
evaluated by the workforce. The responses were
scored on a 5-point scale from 1 (strongly disagree)
to 5 (strongly agree).

- Organizational sustainability was measured
using the (Ogbu Edeh and Okwurume, 2019; Jehan
et al., 2020; Roca-Puig, 2019; Malik et al., 2020).
Twelve-item measure including the subdimensions,
(environmental sustainability, social and economic
sustainability), the employees were asked to assess
the sustainability of their company. Responses were
graded on a 5-point scale, rated from 1 (strongly
disagree) to 5 (strongly agree).

Population of the study and sample size

The population selected for this study consisted
of all of the employees employed in Jordan’s hotel
sector. Which their number (21835) worker, based
on information provided by the Jordanian Ministry
of Tourism and Antiquities, for the year 2022
(Jawabreh et al., 2022). However, the survey only
included 22 hotels. The study’s sample will be made
up of 410 workers that are employed in the hotel
sector in Jordan. According to Sekaran and Bougie
(2019), the ideal sample size is (375) individuals.
To guarantee getting the ideal sample size, (470)
questionnaires were given to the study sample. Of
those, 410 were located utilized for data analysis, as
shown in Table.1

Analytical methods
Numerous  statistical methods, including
frequency, percent, mean, standard deviation,

Cronbach’s alpha, exploratory factor analysis, average
variance extracted, and composite reliability, have
been employed to meet the aims of this research.
Additionally, a Structural Equation Modeling (SEM)
was used to quantify the impact of human resource
agility on organizational sustainability. As the Measur
reliability was estimated by calculating Cronbach’s
alpha that indicates adequate internal consistency,
this technique must greater than (0.70) (Hair et al.,
2017). As well, construct reliability was confirmed
by determining the composite reliabilities (CR) for
constructs within the measurement model must be
upper than (0.70) in order to indicate a satisfactory
internal consistency as recommended by Hair et al.,
(2010). Validation of the scale was done through
calculating convergent validity which was confirmed
by determining the Average Variance Extracted
(AVE), the values of average variance extracted (AVE)
for constructs within the measurement model were
higher than (0.50) as recommended by Malhotra
and Stanton (2004). As well as, a Structural Equation
Modelling SEM was applied to measuring the
effect of human resources agility in organizational
sustainability. SEM is technique for dealing with
and handling models containing constructs in
formative and reflective formats, respectively. SEM’s
statistical presumptions are not rigid, and it may
be used with both small and large sample sizes as
well as non-normal data. In addition to being useful
for examining associations with weak theoretical
underpinnings (Hair et al., 2016). SEM is a viable
option for researching model variables because of
these advantages.

The demographic details of the research sample
are displayed in Table 1. The demographic makeup of
the study sample was determined using frequency
analysis. According to our data, there are 31.8%
female participants and 68.2% male workers. While
the responcers ages, were 23.9 % of participants were
between the ages of 20 and 29, while the largest age
group was between the ages of 30 and 39, which
included 35.4% of participants. The second-largest age
group, comprising 27.3% of the employees that for
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Table 1: Study sampling unit personal and occupational characteristics

Categorization Frequency Percent

Gender Male 280 68.2
Female 130 31.8

20 — 29 years 98 239

30 -39 years 145 35.4

Age

40 —49 years 112 27.3

50 years and more 55 13.4

Diploma 88 21.5

Education Bachelors 211 51.5
Master 73 17.8

Doctorate 38 9.2

Less than 10 Years 102 24.9

X From 10 — 14 Years 140 34.1
Experience From 15— 19 Years 113 276
20 Years and above 55 13.4
Total - 410 100%

catagory 40-49. And the remain for the catagory 50
years and more. for qualification the result indicated
that who holders of a bachelor’s degree are the most
popular category with percentage (51.5%) followed
directly by holders of a diploma degree with a total rate
(21.5), and those they have master degree (17.8%),
finally, the lowest percentage for who have a doctoral
degree at (9.2%). The number of experience years in the
current hotel showed that the percentage of those with
experience from 10 to 14 Years constitutes the largest
with percentage (34.1%), followed by the category of
experience years from 15 - 19 years with a percentage
(27.6%), then, thirdly, the category of experience years
is Less than 10 Years with a percentage (24.9%), in the
last place was the category of experience years 20 Years
and above with a percentage (13.4%).

Reliability and Validity

Measuring reliability was estimated by calculating
Cronbach’s alpha that indicates adequate internal
consistency, this technique must greater than (0.70)
(Hair et al., 2017). As well, construct reliability was
confirmed by determining the Composite Reliabilities
(CR) for constructs withinthe measurement model must
be upper than (0.70) in order to indicate a satisfactory
internal consistency as recommended by Hair et al.
(2010). Validation of the scale was done through
calculating convergent validity which was confirmed
by determining the Average Variance Extracted (AVE),
the values of average variance extracted (AVE) for
constructs within the measurement model were
higher than (0.50) as recommended by Malhotra and
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Stanton (2004). Results from Table 2 reveals that all
Cronbach’s alpha and CR values are greater than the
cutoff marks, indicating that the constructs are reliable
and properly reflect the concepts (Hair et al., 2012).
Also, the findings in Table. 2 show, the AVE value for
each construct in this investigation is larger than 0.50.
As a result, the criteria for internal consistency and
convergent validity have been defined and confirmed
by the current investigation (Hair et al., 2017). Table 3
shows the results of Hypotheses Testing.

Hypotheses testing
Evaluation of the structural model

After analyzing the data by SEM, the findings
determined that the Resiliency has a significant positive
impact on Social sustainability, Economic sustainability
at Jordanian hotel sector (Estimate = 0.323 and 0.207;
C.R = 3.660 and 2.357; P-value = 0.01 and 0.00). This
suggests that employees they have Resiliency. are more
interest to Social and Economic sustainability practices
at Jordanian hotel sector these findings support
hypotheses Ha, and Ha,, while Resiliency not positively
impact on Environmental sustainability. These results
were consistent with the Karman (2019); Al-Nawasrah
and Alafi (2021). Adaptability has a significant
positive impact on Environmental sustainability, Social
sustainability and Economic sustainability at Jordanian
hotel sector (Estimate = 0.247, 0.203 and 0.521; C.R
= 2.312, 2.698 and 5.296; P-value = 0.021, 0.011
and 0.00). This suggests that employees they have
Adaptability are more interest to Environmental, Social
and Economic sustainability practices at Jordanian



Table 2: Descriptive Statistics, EFA, Cronbach’s alpha, composite reliabilities and average variance extracted

Construct Mean SD Fact.or CR AVE
Loadins
Resiliency ( Cronbach’s = 0.848) 3.510 0.758 0.860 0.772 0.612
Adaptability Cronbach’s = 0.850) 3.533 0.701 0.718 0.764 0.564
Proactivity (Cronbach’s = 0.881) 3.565 0.742 0.788 0.811 0.635
Environmental (Cronbach’s = 0.903) 3.511 0.777 0.782 0.799 0.639
Social sustainability (Cronbach’s = 0.884) 3.614 0.724 0.766 0.846 0.748
Economic sustainability( Cronbach’s=0.909) 3.490 0.766 0.769 0.762 0.561
Table 3: presents each parameter’s Composite Reliabilities C.R*, Estimate and S.E.
Hypothesis Regression Weights Estimate SE C.R. P Value Results
From To
Hal Resiliency Environmental 0.154 0.083 1.850 0.074 Rejected
Ha2 Resiliency Social sustainability 0.323 0.085 3.660 0.00 Accepted
Ha3 Resiliency Economic sustainability 0.207 0.092 2.357 0.01 Accepted
Hb1 Adaptability Environmental 0.247 0.114 2.312 0.021 Accepted
Hb2 Adaptability Social sustainability 0.203 0.120 2.698 0.011 Accepted
Hb3 Adaptability Economic sustainability 0.521 0.097 5.296 0.00 Accepted
Hcl Proactivity Environmental 0.475 0.094 5.085 0.00 Accepted
Hc2 Proactivity Social sustainability 0.319 0.093 3.524 0.00 Accepted
Hc3 Proactivity Economic sustainability 0.104 0.124 0.801 0.290 Rejected

* Composite Reliabilities

hotel sector. These findings support hypotheses Hb1,
Hb2 and Hb3. Finally, Proactivity has a significant
positive impact on Environmental sustainability and
Social sustainability at Jordanian hotel sector (Estimate
=0.475,0.319; C.R=5.085, 3.524; P-value = 0.00, 0.00).
Additionally, the results showed that adaptability
significantly influence all organizational sustainability
dimensions, including social, environmental, and
economic sustainability. This implies that an increase
in these activities will result in greater environmental,
social and economic sustainability. Additionally, the
results showed that proactivity significantly impact on
social and environmental sustainability. These results
were consistent with the (Makori et al., 2022; Sameer,
2022; Obaid et al., 2023; Al-Nawasrah and Alafi, 2021).
This suggests that employees they have Proactivity
are more interest to Environmental and Social
sustainability practices at Jordanian hotel sector. These
findings support hypotheses Hc, Hc,. While Proactivity
not positively impact on economic sustainability. These
results were consistent with the Makori et al. (2022);
Sameer (2022); Obaid et al. (2023).

This study examines the influence of human
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resource agility on organizational sustainability within
the Jordanian hotel sector. Current study, using a
Structural Equation Modelling (SEM), which support
and explained the relationship between human
resource agility and organizational sustainability.
The results have been derived using primary data
that was obtained from the research sample. Based
on the findings, resilience has a positive influence
on social and economic sustainability. These results
demonstrate that putting these strategies into
practice and growing them have a favorable influence
on social and economic sustainability. This implies
that an increase in these activities will result in
greater social and economic sustainability. While
environmental sustainability was not significantly
impacted by resilience. The results also demonstrate
that adaptability has a significant positive impact on
Environmental sustainability, Social sustainability
and Economic sustainability. While Proactivity has
a significant positive impact on Environmental
sustainability and Social sustainability and not
positively impact on economic sustainability. Findings
add to relevant research and practice by putting a
focus on human resource agility and sustainability in
organizations and enterprises in Jordan or anywhere



else. The findings of the current study may be useful
to experts and practitioners at all administrative
levels who wish to apply them to other fields.
Additionally, utilizing human resource agility in
leading firms will inspire others to attain greatness.
The major limitations of this study were the use of
a self-reported instrument for data collection. Self-
reported data are commonly biased when people
talk about their own experiences because people
frequently try to inflate some of their activities or
they avoid revealing some of their undesirable habits,
which would impact the outcomes of data analysis. It
is crucial to exercise caution when extending research
findings to various sectors and other countries as the
study sample was drawn from only one business (the
hotel sector). This study recommends that interested
researchers look into and analyze the mediating
role of job embeddesness on the relationship
between human resource agility and organizational
sustainability at other industrial or service fields in
Jordan as well as across different nations and various
regional boundaries. Future studies might take the
factors from the existing publications and relate them
to other variables like the employees’ organizational
commitment.

The authors affirm that there are no conflicts of
interest. The authors have also strictly adhered to
all ethical requirements, including those relating
to plagiarism, informed consent, misconduct, data
fabrication or falsification, duplicate publication or
submission, and redundancy.

AVE Average Variance Extracted
CMB Common Method Bias

CR Composite Reliabilities

HR Human Resource

HRM Human Resource Management
oS Organizational Sustainability
SEM Structural Equation Modeling

Aboramadan, M.; Dahleez, K.; Hamad, M.H. (2021). Servant
leadership and academics outcomes in higher education: the
role of job satisfaction. Int. J. Org. Anal., 29(3): 562-584 (23
pages).

186

Al-Asadi, R.; Muhammed, S.; Abidi, O.; Dzenopoljac, V., (2019).
Impact of servant leadership on intrinsic and extrinsic job
satisfaction. Leadersh. Org. Dev. J., 40(4): 472-484 (14 pages).

Apornak, A., (2021). Human resources allocation in the hospital
emergency department during COVID-19 pandemic. Int. J.
Healthcare Manage., 14(1): 264-270 (7 pages).

Astuty, I.; Udin, U., (2020). The effect of perceived organizational
support and transformational leadership on affective
commitment and employee performance. J. Asian Fin., Econ.
Bus., 7(10): 401-411 (11 pages).

Bai, M.; Zheng, X.; Huang, X.; Jing, T.; Yu, C,; Li, S.; Zhang, Z., (2023).
How serving helps leading: mediators between servant
leadership and affective commitment. Front. Psychol., 14:
1170490 (9 pages).

Bakker, A.B.; Albrecht, S., (2018). Work engagement: current trends.
Career Dev. Int., 23(1): 4-11 (7 pages).

Bakker, A.B.; Demerouti, E., (2008). Towards a model of work
engagement. Career Dev. Int., 13(3): 209-223 (15 pages).

Bakker, A.B.; Demerouti, E.; Sanz-Vergel, A.l., (2014). Burnout and
work engagement: The JD-R Approach. Annu. Rev. Org. Psychol.
Org. Behav,, 1(1): 389-411 (23 pages).

Bao, Y.; Li, C.; Zhao, H., (2018). Servant leadership and engagement:
a dual mediation model. J. Manage. Psychol., 33(6): 406-417 (12
pages).

Batura, N.; Skordis-Worrall, J.; Thapa, R.; Basnyat, R.; Morrison, J.,
(2016). Is the Job Satisfaction Survey a good tool to measure
job satisfaction amongst health workers in Nepal? Results of a
validation analysis. BMC Health Serv. Res., 16(1): 308 (13 pages).

canavesi, a.; minelli, e., (2022). servant leadership and employee
engagement: a qualitative study. employee responsibilities and
rights J., 34(4): 413-435 (23 pages).

Choudhary, A.l; Akhtar, S.A.; Zaheer, A., (2013). Impact of
transformational and servant leadership on organizational
performance: a comparative analysis. J. Bus. Ethics, 116(2): 433-
440 (8 pages).

Christianto, R.D.P,, (2021). The influence of servant leadership and
employee compensation on employee engagement through
employee job satisfaction as an intervening variable at pt
indonesia power suralaya power generation unit. J. Bus. Behav.
Entrepreneurship, 5(2): 118-128 (11 pages).

Clarence, M.; Devassy, V.P,; Jena, LK.; George, T.S., (2021). The
effect of servant leadership on ad hoc schoolteachers’ affective
commitment and psychological well-being: The mediating role
of psychological capital. Int. Rev. Educ., 67(3): 305-331 (27
pages).

De Carlo, N.A.; Dal corso, L.; Falco, A.; Girardi, D.; Piccirelli, A., (2016).
“To be, rather than to seem”: The impact of supervisor’s and
personal responsibility on work engagement, job performance,
and job satisfaction in a positive healthcare organization. Test.
psychometrics, methodol. Appl. Psychol., 23(4): 561-580 (20
pages).

Demerouti, E.; Bakker, A.B.; Nachreiner, F.; Schaufeli, W.B., (2001).
The job demands-resources model of burnout. J. Appl. Psychol.,
86(3): 499-512 (14 pages).

Djastuti, I.; Rahardjo, S.T; Irviana, L.; Udin, U., (2019). Fun at work
and employee performance: the roles of job satisfaction and
organizational commitment in manufacturing companies.
WSEAS Trans. Bus. Econ., 16: 153-162 (10 pages).

Ehrhart, M.G., (2004). Leadership and procedural justice climate as
antecedents of unit-level organizational citizenship behavior.
Personnel Psychol., 57(1): 61-94 (34 pages).

Eva, N.; Robin, M.; Sendjaya, S.; van Dierendonck, D.; Liden, R.C.,


https://www.emerald.com/insight/content/doi/10.1108/IJOA-11-2019-1923/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJOA-11-2019-1923/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJOA-11-2019-1923/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJOA-11-2019-1923/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-09-2018-0337/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-09-2018-0337/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-09-2018-0337/full/html
https://www.tandfonline.com/doi/abs/10.1080/20479700.2020.1861173
https://www.tandfonline.com/doi/abs/10.1080/20479700.2020.1861173
https://www.tandfonline.com/doi/abs/10.1080/20479700.2020.1861173
https://koreascience.kr/article/JAKO202029062616487.pdf
https://koreascience.kr/article/JAKO202029062616487.pdf
https://koreascience.kr/article/JAKO202029062616487.pdf
https://koreascience.kr/article/JAKO202029062616487.pdf
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1170490/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1170490/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1170490/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1170490/full
https://www.emerald.com/insight/content/doi/10.1108/CDI-11-2017-0207/full/html
https://www.emerald.com/insight/content/doi/10.1108/CDI-11-2017-0207/full/html
https://www.emerald.com/insight/content/doi/10.1108/13620430810870476/full/html
https://www.emerald.com/insight/content/doi/10.1108/13620430810870476/full/html
https://www.annualreviews.org/doi/10.1146/annurev-orgpsych-031413-091235
https://www.annualreviews.org/doi/10.1146/annurev-orgpsych-031413-091235
https://www.annualreviews.org/doi/10.1146/annurev-orgpsych-031413-091235
https://www.emerald.com/insight/content/doi/10.1108/JMP-12-2017-0435/full/html
https://www.emerald.com/insight/content/doi/10.1108/JMP-12-2017-0435/full/html
https://www.emerald.com/insight/content/doi/10.1108/JMP-12-2017-0435/full/html
https://link.springer.com/article/10.1186/s12913-016-1558-4
https://link.springer.com/article/10.1186/s12913-016-1558-4
https://link.springer.com/article/10.1186/s12913-016-1558-4
https://link.springer.com/article/10.1186/s12913-016-1558-4
https://link.springer.com/article/10.1007/s10672-021-09389-9
https://link.springer.com/article/10.1007/s10672-021-09389-9
https://link.springer.com/article/10.1007/s10672-021-09389-9
https://link.springer.com/article/10.1007/s10551-012-1470-8
https://link.springer.com/article/10.1007/s10551-012-1470-8
https://link.springer.com/article/10.1007/s10551-012-1470-8
https://link.springer.com/article/10.1007/s10551-012-1470-8
http://journal.unj.ac.id/unj/index.php/jobbe/article/view/24501
http://journal.unj.ac.id/unj/index.php/jobbe/article/view/24501
http://journal.unj.ac.id/unj/index.php/jobbe/article/view/24501
http://journal.unj.ac.id/unj/index.php/jobbe/article/view/24501
http://journal.unj.ac.id/unj/index.php/jobbe/article/view/24501
https://link.springer.com/article/10.1007/s11159-020-09856-9
https://link.springer.com/article/10.1007/s11159-020-09856-9
https://link.springer.com/article/10.1007/s11159-020-09856-9
https://link.springer.com/article/10.1007/s11159-020-09856-9
https://link.springer.com/article/10.1007/s11159-020-09856-9
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
http://www.tpmap.org/wp-content/uploads/2016/12/23.4.9.pdf
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.86.3.499
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.86.3.499
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.86.3.499
https://www.wseas.org/multimedia/journals/economics/2019/a285107-702.pdf
https://www.wseas.org/multimedia/journals/economics/2019/a285107-702.pdf
https://www.wseas.org/multimedia/journals/economics/2019/a285107-702.pdf
https://www.wseas.org/multimedia/journals/economics/2019/a285107-702.pdf
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2004.tb02484.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2004.tb02484.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2004.tb02484.x
https://www.sciencedirect.com/science/article/pii/S1048984317307774

(2019). Servant Leadership: A systematic review and call for
future research. Leadersh. Q., 30(1): 111-132 (22 pages).

Evanschitzky, H.; lyer, G.R.; Plassmann, H.; Niessing, J.; Meffert,
H., (2006). The relative strength of affective commitment in
securing loyalty in service relationships. J. Bus. Res., 59(12):
1207-1213 (7 pages).

Farrington, S.M.; Lillah, R., (2019). Servant leadership and job
satisfaction within private healthcare practices. Leadersh.
Health Serv., 32(1): 148-168 (21 pages).

Fletcher, L., (2016). Training perceptions, engagement, and
performance: comparing work engagement and personal role
engagement. Hum. Resour. Dev. Int., 19(1): 4-26 (23 pages).

Garg, K.; Dar, LLA,; Mishra, M., (2018). Job satisfaction and work
engagement: a study using private sector bank managers. Adv.
Dev. Hum. Resour., 20(1): 58-71 (14 pages).

Ghasemy, M.; Frombling, L., (2022). A conditional time-varying
multivariate latent growth curve model for the relationships
between academics’ servant leadership behavior, affective
commitment, and job performance during the Covid-19
pandemic. Qual. Quant., 1-24 (24 pages).

Gold, A. H.; Malhotra, A.; Segars, A.H., (2001). Knowledge
management: an organizational capabilities perspective. J.
Manage. Inf. Syst., 18(1): 185-214 (30 pages).

Greenleaf, R., (2007). The Servant as Leader. In W. C. Zimmerli; M.
Holzinger; K. Richter (Eds.), corporate ethics and corporate
governance . Berlin, Heidelberg: Springer Berlin Heidelberg. 79-
85 (7 pages).

Greenleaf, R.K., (1970). The servant as leader. Indianapolis: The
Robert Greenleaf Center.

Guglielmi, D.; Avanzi, L.; Chiesa, R.; Mariani, M.G.; Bruni, |.; Depolo,
M., (2016). Positive aging in demanding workplaces: The gain
cycle between job satisfaction and work engagement. Front.
Psychol., 7: 1224 (10 pages).

Hair, J.F.; Risher, J.J.; Sarstedt, M.; Ringle, C.M., (2019). When to use
and how to report the results of PLS-SEM. Eur. Bus. Rev., 31(1):
2-24 (23 pages).

Hair, J.F.,; Sarstedt, M.; Ringle, C.M., (2019). Rethinking some of the
rethinking of partial least squares. Eur. J. Mark., 53(4): 566-584
(19 pages).

Hayes, C., (2020). Transition leadership: Navigating the complexities
of organisational change: Springer Nature.

Isabel, R.D.; David, M.R.; Gabriel, C.C., (2021). The effect of servant
leadership on employee outcomes: does endogeneity matter?
Qual. Quant., 1-19 (19 pages).

Jaramillo, F.; Grisaffe, D.B.; Chonko, L.B.; Roberts, J.A., (2009).
Examining the impact of servant leadership on sales force
performance. J. Pers. Selling & Sales Manage., 29(3): 257-275
(19 pages).

Jia-Jun, Z.; Hua-Ming, S., (2022). The impact of career growth on
knowledge-based employee engagement: the mediating role
of affective commitment and the moderating role of perceived
organizational support. Front. Psychol., 13: 805208. (10 pages).

Kobayashi, Y.; Watanabe, K.; Otsuka, Y.; Eguchi, H.; Kawakami, N.;
Imamura, K.; van Dierendonck, D., (2020). Servant leadership in
Japan: A Validation study of the Japanese version of the Servant
Leadership Survey (SLS-J). Front. Psychol., 11: 1711 (15 pages).

Karatepe, O.M.; Aboramadan, M.; Dahleez, K.A., (2020). Does
climate for creativity mediate the impact of servant leadership
on management innovation and innovative behavior in the
hotel industry? Int. J. Contemp. Hospitality Manage., 32(8):
2497-2517 (21 pages).

Khan, M.M.; Mubarik, M.S.; Ahmed, S.S.; Islam, T.; Khan, E.; Rehman,

187

A.; Sohail, F., (2021). My meaning is my engagement: exploring
the mediating role of meaning between servant leadership and
work engagement. Leadersh. Org. Dev. J., 42(6): 926-941 (16
pages).

Kian, T.S.; Yusoff, W.FW.; Rajah, S., (2014). Job satisfaction and
motivation: What are the difference among these two. Eur. J.
Bus. Social Sci., 3(2): 94-102 (9 pages).

Kiker, D.S.; Callahan, J.S.; Kiker, M.B., (2019). Exploring the
boundaries of servant leadership: A meta-analysis of the main
and moderating effects of servant leadership on behavioral
and affective outcomes. J. Manage. Issues, 31(2): 172-197 (26
pages).

Kozlowski, SW.; Watola, D.J.; Jensen, J.M.; Kim, B.H.; Botero, I.C.,
(2008). Developing adaptive teams: A theory of dynamic team
leadership Team effectiveness in complex organizations 147-190

(44 pages).

Ly, B., (2023). Inclusion leadership and employee work engagement:
The role of organizational commitment in Cambodian public
organization. Asia Pac. Manage. Rev. (9 pages).

Maryati, T.; Astuti, RJ.; Udin, U., (2019). The effect of spiritual
leadership and organizational culture on employee
performance: The mediating role of job satisfaction. Int. J.
Innov., Creativ. Change, 9(3): 130-143 (14 pages).

Mercurio, Z.A., (2015). Affective Commitment as a Core Essence of
Organizational Commitment: An Integrative Literature Review.
Hum. Resour. Dev. Rev., 14(4): 389-414 (26 pages).

Meyer, J.P.; Allen, N.J., (1991). A three-component conceptualization
of organizational commitment. Hum. Resour. Manage. Rev.,
1(1): 61-89 (29 pages).

Mousavi, S.F.; Apornak, A.; Pourhassan, M.R.; Raissi, S., (2021). Key
performance indicators of HSE in the hospital management
system during corona virus pandemic. J. Ind. Syst. Eng., 14(1):
279-291 (13 pages).

Nemteanu, M.S.; Dinu, V.; Pop, R.A.; Dabija, D.C., (2022). Predicting

job satisfaction and work engagement behavior in the COVID-19

pandemic: a conservation of resources theory approach. E&M

Econ. Manage., 25(2): 23-40 (18 pages).

KY.N., (2022). Effects of servant leadership, affective
commitment, and trust on knowledge sharing tendency in the
financial industry. Knowl. Manage. Res. Pract.: 1-19 (19 pages).
Ozturk, A.; Karatepe, 0.M.; Okumus, F., (2021). The effect of servant

leadership on hotel employees’ behavioral consequences: work
engagement versus job satisfaction. Int. J. Hosp. Manage., 97:
102994 (11 pages).

Park, K.A.; Johnson, K.R., (2019). Job satisfaction, work engagement,
and turnover intention of CTE health science teachers. Int. J.
Res. Vocational Educ. Training, 6(3): 224-242 (19 pages).

Rabiul, M.K.; Shamsudin, F.M.; Yean, T.F; Patwary, A.K., (2023).
Linking leadership styles to communication competency and
work engagement: evidence from the hotel industry. J. Hosp.
Tour. Ins., 6(2): 425-446 (22 pages).

Rahal, F.E.ZM.; Farmanesh, P., (2022). Does servant leadership
stimulate work engagement in the workplace? The mediating
role of trust in leader. Sustainability, 14(24): 16528.

Sarstedt, M.; Ringle, C.M.; Smith, D.; Reams, R.; Hair, J.F,, (2014).
Partial least squares structural equation modeling (PLS-SEM): A
useful tool for family business researchers. J. Fam. Bus. Strat.,
5(1): 105-115 (11 pages).

Schaufeli, W.B.; Bakker, A.B., (2010). Defining and measuring work
engagement: Bringing clarity to the concept. In A. B. Bakker (Ed.)
and M P. Leiter, Work engagement: A handbook of essential
theory and research (pp. 10-24). Psychology Press. 10-24 (15

Ng,


https://www.sciencedirect.com/science/article/pii/S1048984317307774
https://www.sciencedirect.com/science/article/pii/S1048984317307774
https://www.sciencedirect.com/science/article/abs/pii/S0148296306001238
https://www.sciencedirect.com/science/article/abs/pii/S0148296306001238
https://www.sciencedirect.com/science/article/abs/pii/S0148296306001238
https://www.sciencedirect.com/science/article/abs/pii/S0148296306001238
https://www.emerald.com/insight/content/doi/10.1108/LHS-09-2017-0056/full/html
https://www.emerald.com/insight/content/doi/10.1108/LHS-09-2017-0056/full/html
https://www.emerald.com/insight/content/doi/10.1108/LHS-09-2017-0056/full/html
https://www.tandfonline.com/doi/abs/10.1080/13678868.2015.1067855
https://www.tandfonline.com/doi/abs/10.1080/13678868.2015.1067855
https://www.tandfonline.com/doi/abs/10.1080/13678868.2015.1067855
https://journals.sagepub.com/doi/10.1177/1523422317742987
https://journals.sagepub.com/doi/10.1177/1523422317742987
https://journals.sagepub.com/doi/10.1177/1523422317742987
https://link.springer.com/article/10.1007/s11135-022-01568-6
https://link.springer.com/article/10.1007/s11135-022-01568-6
https://link.springer.com/article/10.1007/s11135-022-01568-6
https://link.springer.com/article/10.1007/s11135-022-01568-6
https://link.springer.com/article/10.1007/s11135-022-01568-6
https://www.tandfonline.com/doi/abs/10.1080/07421222.2001.11045669
https://www.tandfonline.com/doi/abs/10.1080/07421222.2001.11045669
https://www.tandfonline.com/doi/abs/10.1080/07421222.2001.11045669
https://link.springer.com/chapter/10.1007/978-3-540-70818-6_6
https://link.springer.com/chapter/10.1007/978-3-540-70818-6_6
https://link.springer.com/chapter/10.1007/978-3-540-70818-6_6
https://link.springer.com/chapter/10.1007/978-3-540-70818-6_6
http://www.ediguys.net/Robert_K_Greenleaf_The_Servant_as_Leader.pdf
http://www.ediguys.net/Robert_K_Greenleaf_The_Servant_as_Leader.pdf
https://www.frontiersin.org/articles/10.3389/fpsyg.2016.01224/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2016.01224/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2016.01224/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2016.01224/full
https://www.emerald.com/insight/content/doi/10.1108/EBR-11-2018-0203/full/html
https://www.emerald.com/insight/content/doi/10.1108/EBR-11-2018-0203/full/html
https://www.emerald.com/insight/content/doi/10.1108/EBR-11-2018-0203/full/html
https://www.emerald.com/insight/content/doi/10.1108/EJM-10-2018-0665/full/html
https://www.emerald.com/insight/content/doi/10.1108/EJM-10-2018-0665/full/html
https://www.emerald.com/insight/content/doi/10.1108/EJM-10-2018-0665/full/html
https://www.amazon.com/Transition-Leadership-Navigating-Complexities-Organisational/dp/3030427862
https://www.amazon.com/Transition-Leadership-Navigating-Complexities-Organisational/dp/3030427862
https://link.springer.com/article/10.1007/s11135-021-01109-7
https://link.springer.com/article/10.1007/s11135-021-01109-7
https://link.springer.com/article/10.1007/s11135-021-01109-7
https://www.tandfonline.com/doi/abs/10.2753/PSS0885-3134290304
https://www.tandfonline.com/doi/abs/10.2753/PSS0885-3134290304
https://www.tandfonline.com/doi/abs/10.2753/PSS0885-3134290304
https://www.tandfonline.com/doi/abs/10.2753/PSS0885-3134290304
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.805208/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.805208/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.805208/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.805208/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.01711/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.01711/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.01711/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.01711/full
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-03-2020-0219/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-03-2020-0219/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-03-2020-0219/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-03-2020-0219/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-03-2020-0219/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-08-2020-0320/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-08-2020-0320/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-08-2020-0320/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-08-2020-0320/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-08-2020-0320/full/html
https://www.researchgate.net/publication/262731796_Job_Satisfaction_and_Motivation_What_are_the_Differences_among_these_Two
https://www.researchgate.net/publication/262731796_Job_Satisfaction_and_Motivation_What_are_the_Differences_among_these_Two
https://www.researchgate.net/publication/262731796_Job_Satisfaction_and_Motivation_What_are_the_Differences_among_these_Two
https://www.jstor.org/stable/45176614
https://www.jstor.org/stable/45176614
https://www.jstor.org/stable/45176614
https://www.jstor.org/stable/45176614
https://www.jstor.org/stable/45176614
https://www.taylorfrancis.com/chapters/edit/10.4324/9780203889312-14/developing-adaptive-teams-theory-dynamic-team-leadership-steve-kozlowski-daniel-watola-jaclyn-jensen-brian-kim-isabel-botero
https://www.taylorfrancis.com/chapters/edit/10.4324/9780203889312-14/developing-adaptive-teams-theory-dynamic-team-leadership-steve-kozlowski-daniel-watola-jaclyn-jensen-brian-kim-isabel-botero
https://www.taylorfrancis.com/chapters/edit/10.4324/9780203889312-14/developing-adaptive-teams-theory-dynamic-team-leadership-steve-kozlowski-daniel-watola-jaclyn-jensen-brian-kim-isabel-botero
https://www.taylorfrancis.com/chapters/edit/10.4324/9780203889312-14/developing-adaptive-teams-theory-dynamic-team-leadership-steve-kozlowski-daniel-watola-jaclyn-jensen-brian-kim-isabel-botero
https://www.sciencedirect.com/science/article/pii/S1029313223000581
https://www.sciencedirect.com/science/article/pii/S1029313223000581
https://www.sciencedirect.com/science/article/pii/S1029313223000581
https://www.ijicc.net/images/vol9iss3/9310_Maryati_2019_E_R.pdf
https://www.ijicc.net/images/vol9iss3/9310_Maryati_2019_E_R.pdf
https://www.ijicc.net/images/vol9iss3/9310_Maryati_2019_E_R.pdf
https://www.ijicc.net/images/vol9iss3/9310_Maryati_2019_E_R.pdf
https://journals.sagepub.com/doi/full/10.1177/1534484315603612
https://journals.sagepub.com/doi/full/10.1177/1534484315603612
https://journals.sagepub.com/doi/full/10.1177/1534484315603612
https://www.sciencedirect.com/science/article/abs/pii/105348229190011Z
https://www.sciencedirect.com/science/article/abs/pii/105348229190011Z
https://www.sciencedirect.com/science/article/abs/pii/105348229190011Z
https://www.jise.ir/article_11811_9.html/nhttp:/jise.ir/article_141973.html
https://www.jise.ir/article_11811_9.html/nhttp:/jise.ir/article_141973.html
https://www.jise.ir/article_11811_9.html/nhttp:/jise.ir/article_141973.html
https://www.jise.ir/article_11811_9.html/nhttp:/jise.ir/article_141973.html
https://www.tandfonline.com/doi/abs/10.1080/14778238.2022.2110004
https://www.tandfonline.com/doi/abs/10.1080/14778238.2022.2110004
https://www.tandfonline.com/doi/abs/10.1080/14778238.2022.2110004
https://www.sciencedirect.com/science/article/abs/pii/S0278431921001377?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0278431921001377?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0278431921001377?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0278431921001377?via%3Dihub
https://journals.sub.uni-hamburg.de/hup2/ijrvet/article/view/383
https://journals.sub.uni-hamburg.de/hup2/ijrvet/article/view/383
https://journals.sub.uni-hamburg.de/hup2/ijrvet/article/view/383
https://www.emerald.com/insight/content/doi/10.1108/JHTI-09-2021-0247/full/html
https://www.emerald.com/insight/content/doi/10.1108/JHTI-09-2021-0247/full/html
https://www.emerald.com/insight/content/doi/10.1108/JHTI-09-2021-0247/full/html
https://www.emerald.com/insight/content/doi/10.1108/JHTI-09-2021-0247/full/html
https://www.mdpi.com/2071-1050/14/24/16528
https://www.mdpi.com/2071-1050/14/24/16528
https://www.mdpi.com/2071-1050/14/24/16528
https://www.sciencedirect.com/science/article/abs/pii/S1877858514000060
https://www.sciencedirect.com/science/article/abs/pii/S1877858514000060
https://www.sciencedirect.com/science/article/abs/pii/S1877858514000060
https://www.sciencedirect.com/science/article/abs/pii/S1877858514000060
https://psycnet.apa.org/record/2010-06187-002
https://psycnet.apa.org/record/2010-06187-002
https://psycnet.apa.org/record/2010-06187-002
https://psycnet.apa.org/record/2010-06187-002

pages).

Schaufeli, W.B.; Taris, TW.; Van Rhenen, W., (2008). Workaholism,
burnout, and work engagement: ¢three of a kind or three
different kinds of employee well-being? Appl. Psychol., 57(2):
173-203 (31 pages).

Semedo, A.S.D.; Coelho, A.F.M.; Ribeiro, N.M.P., (2016). Effects
of authentic leadership, affective commitment and job
resourcefulness on employees’ creativity and individual
performance. Leadersh. Org. Dev. J., 37(8): 1038-1055 (17
pages).

Shim, D.C.; Park, H.H.; Keum, J.; Kim, S., (2021). Street-Level
bureaucrats’ work engagement: can public managers’ servant-
leader orientation make a difference? Public Personnel
Manage., 50(3): 307-326 (20 pages).

Singh, A., (2022). Work engagement, affective commitment, and
career satisfaction: the mediating role of knowledge sharing
in context of SIEs. Benchmarking: Int. J., 29(10): 3302-3332 (31
pages).

Sims, C.M.; Carter, A.D.; Sparkman, T.E.; Morris, L.R.; Durojaiye,
A., (2021). On black male leadership: a study of leadership
efficacy, servant leadership, and engagement mediated by
microaggressions. Adv. Dev. Hum. Resour., 23(4): 354-383 (30
pages).

Srimulyani, V.A., (2021). Increasing work engagement through
servant leadership and organizational Justice. J. llm. Adm.,
Manaje. Kepem. Pend., 3(2): 97-114 (18 pages).

Torlak, N.G.; Kuzey, C., (2019). Leadership, job satisfaction and
performance links in private education institutes of Pakistan.
Int. J. Prod. Perform. Manage., 68(2): 276-295 (20 pages).

Udin, U., (2023a). Leadership styles and their associated outcomes:
A bibliometric review using VOS viewer. Int. J. Hum. Capital in
Urban Manage., 8(4): 443-456 (14 pages).

Udin, U., (2023b). Transformational leadership, knowledge-based
work passion and organizational citizenship behavior: A survey
dataset from public university. Int. J. Hum. Capital in Urban
Manage., 8(3): 391-402 (12 pages).

Udin, U.; Dananjoyo, R.; Isalman, I., (2022). The effect of transactional
leadership on innovative work behavior: testing the role
of knowledge sharing and work engagement as mediation
variables. Int. J. Sustain. Dev. Plann., 17(3): 727-736 (10 pages).

Udin, U.; Dananjoyo, R.; Shaikh, M.; Vio Linarta, D., (2022).
Islamic work ethics, affective commitment, and employee’s
performance in family business: testing their relationships.

SAGE Open, 12(1): 21582440221085263 (12 pages).

Vallina, A.S.; Guerrero, R.F., (2018). The human side of leadership:
exploring the relationship between servant leadership,
organisational facilitators and happiness at work. Int. J. Environ.
Health, 9(2): 131-150 (20 pages).

Vandenberghe, C.; Bentein, K.; Stinglhamber, F., (2004). Affective
commitment to the organization, supervisor, and work group:
Antecedents and outcomes. J. Vocational Behav., 64(1): 47-71
(25 pages).

Velthuis, F.; Varpio, L.; Helmich, E.; Dekker, H.; Jaarsma, A.D.C,
(2018). Navigating the complexities of undergraduate medical
curriculum change: change leaders’ perspectives. Acad. Med.,
93(10): 1503-1510 (8 pages).

Wirawan, H.; Jufri, M.; Saman, A., (2020). The effect of authentic
leadership and psychological capital on work engagement: the
mediating role of job satisfaction. Leadersh. Org. Dev. J., 41(8):
1139-1154 (16 pages).

Yandi, A.; Havidz, H.B.H., (2022). Employee performance model:
Work engagement through job satisfaction and organizational
commitment (A study of human resource management
literature study). Dinasti Int. J. Manage. Sci., 3(3): 547-565 (19
pages).

Yu, J.; Ariza-Montes, A.; Hernandez-Perlines, F.; Vega-Mufioz, A.;
Han, H., (2020). Hotels’" Eco-Friendly Physical Environment as
Nature-Based Solutions for Decreasing Burnout and Increasing
Job Satisfaction and Performance. Int. J. Environ. Res. Public
Health, 17(17): 6357 (17 pages).

Zang, L.; Feng, Y., (2023). Relationship between job satisfaction and
work engagement in Chinese kindergarten teachers: Vocational
delay of gratification as a mediator. Front. Psychol., 14: 1114519
(10 pages).

Zargar, P.; Sousan, A.; Farmanesh, P., (2019). Does trust in leader
mediate the servant leadership style—job satisfaction
relationship? Manage. Sci. Lett., 9(13): 2253-2268 (16 pages).

Zeeshan, S.; Ng, S.I.; Ho, J.A,; Jantan, A.H., (2021). Assessing the
impact of servant leadership on employee engagement through
the mediating role of self-efficacy in the Pakistani banking
sector. Cogent Bus. Manage., 8(1): 1963029 (19 pages).

Zhou, G.; Gul, R.; Tufail, M., (2022). Does servant leadership stimulate
work engagement? The moderating role of trust in the leader.
Front. Psychol., 13: 925732 (9 pages).

Zhu, Y., (2013). A review of job satisfaction. Asian Social Sci., 9(1):
293-298 (6 pages).

COPYRIGHTS

©2024 The author(s). This is an open access article distributed under the terms of the Creative Commons
Attribution (CC BY 4.0), which permits unrestricted use, distribution, and reproduction in any medium, as long
as the original authors and source are cited. No permission is required from the authors or the publishers.

HOW TO CITE THIS ARTICLE

DOI: 10.22034/1JHCUM.2024.01.11

URL: https://www.ijhcum.net/article_708134.html

Almagharbeh, B.Kh., (2024). The effect of human resource agility on organizational sustainability: Structural
equation modeling approach. Int. J. Hum. Capital Urban Manage., 9(1): 177-188.

188


https://psycnet.apa.org/record/2010-06187-002
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.2007.00285.x
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.2007.00285.x
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.2007.00285.x
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.2007.00285.x
https://www.emerald.com/insight/content/doi/10.1108/LODJ-02-2015-0029/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-02-2015-0029/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-02-2015-0029/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-02-2015-0029/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-02-2015-0029/full/html
https://journals.sagepub.com/doi/10.1177/0091026020941043
https://journals.sagepub.com/doi/10.1177/0091026020941043
https://journals.sagepub.com/doi/10.1177/0091026020941043
https://journals.sagepub.com/doi/10.1177/0091026020941043
https://www.emerald.com/insight/content/doi/10.1108/BIJ-01-2021-0016/full/html
https://www.emerald.com/insight/content/doi/10.1108/BIJ-01-2021-0016/full/html
https://www.emerald.com/insight/content/doi/10.1108/BIJ-01-2021-0016/full/html
https://www.emerald.com/insight/content/doi/10.1108/BIJ-01-2021-0016/full/html
https://journals.sagepub.com/doi/10.1177/15234223211037753
https://journals.sagepub.com/doi/10.1177/15234223211037753
https://journals.sagepub.com/doi/10.1177/15234223211037753
https://journals.sagepub.com/doi/10.1177/15234223211037753
https://journals.sagepub.com/doi/10.1177/15234223211037753
https://journal.uny.ac.id/index.php/jmp/article/view/40122/17530
https://journal.uny.ac.id/index.php/jmp/article/view/40122/17530
https://journal.uny.ac.id/index.php/jmp/article/view/40122/17530
https://www.emerald.com/insight/content/doi/10.1108/IJPPM-05-2018-0182/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJPPM-05-2018-0182/full/html
https://www.emerald.com/insight/content/doi/10.1108/IJPPM-05-2018-0182/full/html
https://www.ijhcum.net/article_706377.html
https://www.ijhcum.net/article_706377.html
https://www.ijhcum.net/article_706377.html
https://www.ijhcum.net/article_702507.html
https://www.ijhcum.net/article_702507.html
https://www.ijhcum.net/article_702507.html
https://www.ijhcum.net/article_702507.html
https://iieta.org/journals/ijsdp/paper/10.18280/ijsdp.170303
https://iieta.org/journals/ijsdp/paper/10.18280/ijsdp.170303
https://iieta.org/journals/ijsdp/paper/10.18280/ijsdp.170303
https://iieta.org/journals/ijsdp/paper/10.18280/ijsdp.170303
https://journals.sagepub.com/doi/full/10.1177/21582440221085263
https://journals.sagepub.com/doi/full/10.1177/21582440221085263
https://journals.sagepub.com/doi/full/10.1177/21582440221085263
https://journals.sagepub.com/doi/full/10.1177/21582440221085263
https://www.inderscienceonline.com/doi/abs/10.1504/IJENVH.2018.092772
https://www.inderscienceonline.com/doi/abs/10.1504/IJENVH.2018.092772
https://www.inderscienceonline.com/doi/abs/10.1504/IJENVH.2018.092772
https://www.inderscienceonline.com/doi/abs/10.1504/IJENVH.2018.092772
https://www.sciencedirect.com/science/article/abs/pii/S0001879103000290
https://www.sciencedirect.com/science/article/abs/pii/S0001879103000290
https://www.sciencedirect.com/science/article/abs/pii/S0001879103000290
https://www.sciencedirect.com/science/article/abs/pii/S0001879103000290
https://journals.lww.com/academicmedicine/fulltext/2018/10000/navigating_the_complexities_of_undergraduate.34.aspx
https://journals.lww.com/academicmedicine/fulltext/2018/10000/navigating_the_complexities_of_undergraduate.34.aspx
https://journals.lww.com/academicmedicine/fulltext/2018/10000/navigating_the_complexities_of_undergraduate.34.aspx
https://journals.lww.com/academicmedicine/fulltext/2018/10000/navigating_the_complexities_of_undergraduate.34.aspx
https://www.emerald.com/insight/content/doi/10.1108/LODJ-10-2019-0433/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-10-2019-0433/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-10-2019-0433/full/html
https://www.emerald.com/insight/content/doi/10.1108/LODJ-10-2019-0433/full/html
https://dinastipub.org/DIJMS/article/view/1105
https://dinastipub.org/DIJMS/article/view/1105
https://dinastipub.org/DIJMS/article/view/1105
https://dinastipub.org/DIJMS/article/view/1105
https://dinastipub.org/DIJMS/article/view/1105
https://www.mdpi.com/1660-4601/17/17/6357
https://www.mdpi.com/1660-4601/17/17/6357
https://www.mdpi.com/1660-4601/17/17/6357
https://www.mdpi.com/1660-4601/17/17/6357
https://www.mdpi.com/1660-4601/17/17/6357
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1114519/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1114519/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1114519/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1114519/full
http://m.growingscience.com/beta/msl/3354-does-trust-in-leader-mediate-the-servant-leadership-style-job-satisfaction-relationship.html
http://m.growingscience.com/beta/msl/3354-does-trust-in-leader-mediate-the-servant-leadership-style-job-satisfaction-relationship.html
http://m.growingscience.com/beta/msl/3354-does-trust-in-leader-mediate-the-servant-leadership-style-job-satisfaction-relationship.html
https://www.tandfonline.com/doi/full/10.1080/23311975.2021.1963029
https://www.tandfonline.com/doi/full/10.1080/23311975.2021.1963029
https://www.tandfonline.com/doi/full/10.1080/23311975.2021.1963029
https://www.tandfonline.com/doi/full/10.1080/23311975.2021.1963029
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.925732/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.925732/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.925732/full
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=838168ef468623699f58720d1099b3b839f60c91
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=838168ef468623699f58720d1099b3b839f60c91
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.22034/IJHCUM.2024.01.12
https://www.ijhcum.net/article_708134.html
https://www.ijhcum.net/article_708134.html

	The effect of human resource agility on organizational sustainability: Structural equation modeling 
	Abstract
	Keywords
	INTRODUCTION
	LITERATURE REVIEW 
	Human resource agility 
	Resilience
	Adaptability
	Proactivity
	Organizational sustainability 
	Organizational Sustainability’s Dimension” 
	Relationship Between Human Resource Agility and Organizational Sustainability 

	MATERIALS AND METHODS 
	Research Design and data collection 
	Population of the study and sample size 
	Analytical methods 

	RESULTS AND DISCUSSION 
	Reliability and Validity 
	Hypotheses testing 
	Evaluation of the structural model  

	CONCLUSIONS 
	CONFLICT OF INTEREST 
	ABBREVIATIONS
	REFERENCES


