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Abstract

In today's global business landscape, which is characterized by volatility, uncertainty,
complexity and ambiguity, industrial companies face complex challenges and a turbulent
business environment. This requires it to enhance its ability to adapt to the changing
circumstances surrounding it by fostering its HR agility. The industrial sector in Jordan is not
isolated from these challenges. These challenges put pressure on industrial companies,
affecting their survival and competitiveness. This study aims to fill the gap by investigate the
relationship between HR agility (HR proactivity, HR adaptability, and HR resiliency) and
organizational resilience in the Jordanian industrial sector. The methodology of the current
study was through an extensive search of research and papers published in databases such as
Scopus, Google Scholar, and Web of Science. The results of the study confirm that HR agility
(HR proactivity, HR adaptability, and HR resiliency) It has a positive role in organizational
resilience in the industrial sector. This study will provide fruitful insight for industrial
companies and valuable recommendations for future research.
Keywords: Human Resource Agility, Human Resource Proactivity, Human Resource
Adaptability, Human Resource Resiliency, Organizational Resilience.

Introduction

The industry carries a prominent importance in the global economy, as it is a vital
factor in achieving development and economic stability for countries and societies (Pan et al.,
2023). but industrial companies face a variety of issues depending on factors such as their
sector, size, location, and market conditions, shortage of raw material and high transportation
costs, and steady development in technology (Coykendall et al., 2023). In an era characterized
by economic volatility, regulatory changes, and unexpected crises such as natural disasters or
pandemics or wars, organizational resilience has become a critical factor for the survival and
growth of industrial companies (Bradley & Alamo-Pastrana, 2022). Organizational resilience
is one of the most important modern management approaches that focuses on enhancing the
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overall performance of the organization and adapting to surrounding fluctuations in order to
achieve a sustainable competitive advantage (Gerschberger et al., 2020).

Here, the role of HR agility emerges, which is characterised by proactivity in presenting
ideas and suggestions, in addition to its ability to adapt to different work conditions, and the
positive attitude to accept change and new work methods, which enhances the company’s
ability to adapt to surrounding conditions (Das et al., 2023; Athamneh & Jais, 2023; Obaid et
al., 2023). The purpose of this paper is to discover the impact of HR agility (HR proactivity, HR
adaptability, and HR resiliency) on organizational resilience in the Jordanian industrial sector
by reviewing and summarizing the existing literature. It was found that there is a lack of
previous studies that addressed this relationship, and therefore it needs more research and
some suggestions for future research.

Objectives of the Study
1. To examine the relationship between HR proactivity and organizational resilience.
2. To examine the relationship between HR adaptability and organizational resilience.
3. To examine the relationship between HR resiliency and organizational resilience.

Literature Review
RBV Theory

According to this theory, a company can outperform other companies by the way it
combines its tangible and intangible resources, by choosing and developing resources that
are valuable, rare, inimitable, and non-substitutable (Barney, 1991). Based on the RBV theory,
employees in the company are considered an essential element in achieving superiority over
competing companies, considering that employees are one of the most important resources
that control other resources (Karman, 2019; Ubeda-Garcia et al., 2018). This theory supports
that HR are the basic and most important intangible resources in facing the continuous
changes surrounding the company and achieving effective performance (Jiang et al., 2021;
Nijssen & Paauwe, 2012). The RBV theory confirm that HR agility is an important factor in
organizational resilience which in turn leads to enhanced sustainable competitiveness
(Karman, 2019).

HR Agility

The organization's ability to adapt and face intense competition and various risks
depends mainly on its HR (Karman, 2019). HR agility relies on smart people rather than
systems, so it is one of the capabilities that affects organizational performance and enhances
an organization's chances of survival in the competitive arena of today's globalized business
world (Narenji Thani et al., 2022). HR agility can be considered as the employee's ability to
respond to unexpected changes in the internal and external environment in a timely manner
(Trost, 2019).

While Sumukadas and Sawhney (2004), indicated that HR agility is the ability of the
workforce to contribute to a rapidly changing environment. Obaid et al (2023), defined HR
agility as the ability of employees to troubleshoot problems and respond strategically to
uncertainty and changing business needs. Many studies conceptualize HR agility as
employees' abilities to respond effectively to a turbulent and dynamic work environment
(Almagharbeh, 2024; Al-Nawasrah & Alafi, 2021; Muduli, 2017). Studies Alavi (2016), and Al-
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Faouri et al. (2014) considered HR agility as the ability of HR to react in a flexible manner in a
right time to unexpected internal and external changes that facing the organization.

Many studies have agreed that HR agility show three types of behavior in the face of
their surrounding environment, including “proactivity, adaptability and resiliency”
(Almagharbeh, 2024; AlAbood & Manakkattil, 2023; Das et al., 2023; Viranda et al., 2023;
Obaid et al., 2023; Athamneh & Jais, 2023; Raut et al., 2022; Petermann & Zacher, 2022; Alavi,
2016; Sherehiy & Karwowski, 2014; Al-faouri et al., 2014).

HR Proactivity

HR proactivity means actively searching for opportunities that contribute to
organizational success, especially when facing fluctuations in the surrounding environment
(Strauss & Parker, 2018). In addition to trying to solve problems and deal with crises
creatively, and search for methods to help the organization exploit the opportunities available
to achieve success at all levels in it (Abou-AL-Ross & Shatali, 2022). The basic idea of the HR
proactivity is that the individual can actively respond to his work environment, rather than
react to events passively (Parker et al., 2019). Proactive employee behavior is increasingly
important for organizations seeking to adapt to uncertain economic environments (Liang et
al., 2023).

HR Adaptability

HR Adaptability means the ability of employees in the organization to quickly modify
to unexpected changes, learn to make their reactions responsive to new market requirements
in light of the competitive environment (Natapoera & Mangundjaya, 2020). So HR adaptability
depends on changing or modifying the behavior of the individual to better fit into a new work
environment (Van Dam, 2013). The HR adaptability also includes the ability to assume new
responsibilities in their work, learning the skills that relate to new responsibilities at work
(Grass et al., 2020; Alavi, 2016). Nguyen et al. (2015) mentioned that to increase the ability of
employees to adapt and deal with environmental developments, the organization must
encourage them to present new ideas, discuss them, encourage competition among
employees, and create channels of communication with them to adopt new ideas and
behaviors.

HR Resiliency

Resiliency is another characteristic of HR agility that expresses the ability to work
efficiently under pressure in the face of a changing environment (Rodriguez-Sanchez, 2021).
this means that employees have a positive attitude towards changes, new ideas, differences
in opinions and methods, and unexpected and unpredictable situations (Athamneh & Jais,
2023). The HR resiliency also refers to their acceptance of new ideas and changes, trying to
manage the circumstances and pressures that facing employees at work, and accepting
opinions and understanding different ways of dealing with work problems (Lu et al., 2023).

When an employee acts in the work environment and takes the initiative to achieve a
better respond, he takes the proactivity (Athamneh & Jais, 2023). When an employee changes
himself, and has the ability or behavior to deal with change and adapt to differences, he has
the adaptability (Narenji Thani et al., 2022). Finally, resiliency is determined by the level of
tolerance of mismatch between the employee and the environment (Muduli, 2017). Table 1
represents the description of each dimension of HR agility.
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Table 1
Description of Dimension of HR agility

HR Agility Description

o v Anticipate problems related to the changing work environment.
HR Proactivity v Taking the initiative to solve problems related to the changing

winrlr anviranmant

v Ability to adapt on a personal and cultural level.
Cooperating with the work team and coordinating to complete

changing work tasks.
v Positive attitude to changes, new ideas and technology.

HR Resiliency v Tolerating and dealing with an uncertain and unexpected
situations.
Source: Alavi (2016).

HR
Adaptability

Organizational Resilience

Organizational resilience is viewed as a dynamic approach that represents the
organization's capability to survive and grow in a turbulent environment (Ho et al., 2023; Li et
al., 2023; Channa et al.,, 2019). According to Annarelli & Nonino (2016), the notion of
organizational resilience has evolved over time from operational efficiency in meeting market
demands to adaptability and the capacity to deal with abrupt changes in the external
environment. In a world of great complexity and fluctuations, this idea has evolved into being
viewed as a strategic advantage to gain sustainable competitive advantage, particularly in
light of the technology and digital revolution (Miceli et al., 2021). Chen et al (2021), suggested
organizational resilience as a work style or dynamic approach that organizations adopt in all
their operational, production, marketing and other activities, with the aim of achieving
appropriate adaptation in the work environment.

Organizational resilience can be considered the organization's capability to respond
effectively to the challenges it faces (Gerschberger et al., 2020; Williams et al., 2017). Multiple
studies have demonstrated that organizational resilience can be conceptualized as
capabilities that enable an organization to redirect its operations to respond to expected or
emergency environmental changes in order to reach quick and innovative solutions (Santoro
et al,, 2021; Ma et al., 2018; Williams et al., 2017 Alavi, 2016).

This concept refers to the ability of firms to anticipate, prepare for, respond to, and
adapt to incremental changes and sudden disruptions in order to survive and thrive (Rahman
et al., 2024; Akpinar & Ozer-Caylan, 2023). According to Ngoc Su et al (2021), Organizational
resilience is the organization’s capability to adapt effectively to any sudden circumstances
that could cause a radical change that would negatively affect it. The concept of organizational
resilience revolves around the ability of organizations to adapt to transformations and
changes in the rapidly changing business environment (Ruiz-Martin et al.,, 2022).
Organizational resilience is evident in the ability of organizations to quickly modify their
organizational structures and operations to meet the needs of the market and customers
(Cheng & Kao, 2022).
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HR Agility and Organizational Resilience

Prior research revealed that HR influence organizational resilience (Yu et al., 2022;
Ngoc Su et el., 2021; El Dessouky, & Al-Ghareeb, 2020; Mitsakis, 2020; Sabuhari et al., 2020;
Channa et al., 2019; Al-Ayed, 2019). Therefore, the relationship between HR agility and
organizational resilience is a critical aspect in the context of organizational effectiveness and
adaptability (Abou-AL-Ross & Shatali, 2022). In essence, HR agility and organizational
resilience are interlinked as agile HR practices enable organizations to build a responsive and
adaptive workforce, fostering the resilience needed to navigate uncertainties and challenges
effectively (Mitsakis, 2020).

HR Proactivity and Organizational Resilience

HR proactivity is significant to keep up with the surrounded changes, the workforce
who is proactive behaves through scanning for change opportunity, setting effective, change-
oriented goals, anticipating and preventing problems, doing different things or doing things
differently, taking action, persevering and achieving results (Abou-AL-Ross & Shatali, 2022;
Wu & Wang, 2011). Lee et al (2019), argued that many organizations rely on HR proactivity to
identify areas of development and make constructive in the turbulent work environment.
Therefore, the HR proactivity plays an important role in enhancing the organization’s ability
to confront the volatile circumstances surrounding it, and thus enhancing organizational
resilience (Alavi, 2016). Proactive HR take the initiative in providing new work-related
suggestions and ideas (Athamneh & Jais, 2023; Abou-AL-Ross & Shatali, 2022; Muduli, 2017;
Alavi, 2016; Sherehiy & Karwowski, 2014). HR proactivity work as complementary factor to
enhance the organization's resilience and increase its ability to adapt to transformations and
achieve success in the changing business environment (Stawiniska & Kubasinski, 2021).

HR Adaptability and Organizational Resilience

HR adaptability is a prominent factor in enhancing the company's ability to survive and
continue in the market (Grass et al., 2020; Sabuhari et al., 2020; Do et al., 2016; Nguyen et al.,
2015). Apascaritei & Elvira (2022) indicated that the ability of HR to adapt to changes and
challenges in the work environment is important for the success of companies in the era of
rapidly changing dynamism. Many literatures have supported the perspective that HR
adaptability plays a pivotal role in facing challenges and changes in the surrounding
environment and achieving rapid response to fluctuating surrounding conditions, considering
that the human element is one of the company’s most important resources (Athamneh & Jais,
2023; El Dessouky & Al-Ghareeb, 2020; van den Heuvel et al., 2020; Mitsakis, 2020).

HR Resiliency and Organizational Resilience

HR resiliency includes the suitable reactions of company workers toward changes, new
ideas, and technology, and dealing with uncertain and unexpected situations (Kuntz et al.,
2017). Therefore, HR resiliency supports the assessment of the situations facing employees in
the company, enables them to interpret events logically, and adopt effective organizational
responses to the various circumstances surrounding the company (Alavi, 2016). This enhances
the company’s interaction and adjusts its activities according to the new situations it faces
(Prayag et al., 2024). In proportion to the prevailing competitive environment and the
different contextual conditions surrounding the company, and interaction with partners and
entities associated with the company’s external environment (Mitsakis, 2020). HR resiliency
is represented by employees' positive reactions and attitudes towards work requirements
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and surrounding conditions, with the aim of supporting the company's ability to adapt
effectively to sudden environmental changes in a timely manner (Athamneh & Jais, 2023;
Abou-AL-Ross & Shatali, 2022). Liang & Cao (2021) emphasized the importance of linking
employee resiliency to organizational resilience, which leads to enhancing the company's
ability to face changes in the work environment.

Conceptual Framework

Independent VVariables Dependent Variables

l Human Resources Agility J

[ HR Proactivity }

[ HR Adaptability ] Organizational
Resilience

[ HR Resiliency ]

—

Figure 1 Conceptual Framework
Source: Researcher, 2024

Jordanian Industry Sector

Industrial sector in Jordan contribute directly to about a quarter of the national
economy (25% of GDP); this contribution increases to 40% due to their close ties with various
economic sectors and their role in increasing their activity (Ministry of Industry, Trade, and
Supply, 2022; Jordan Chamber of Industry, 2023). The Jordanian industrial companies also
employ approximately 251 thousand workers, most of whom are Jordanians working in
approximately 18,000 industrial establishments scattered in all governorates of the Kingdom,
constituting about 21% of the total Jordanian workforce; this percentage increases to reach
about 28% of the total volume of employment in the private sector (Jordan Chamber of
Industry, 2023; Economic & Social Council of Jordan, 2023).

it's worth noting there is a decrease in the number of industrial companies in 2023
compared to 2021 to more than (3700) company, this means that (17%) of Jordanian
industrial companies closed and did not have sufficient organizational resilience to adapt to
these sudden and turbulent circumstances (Jordan Chamber of Industry, 2023).
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Methodology

The literature review paper employed a methodological approach focused on
conducting a thorough and systematic examination of relevant academic literature. The
current study's methodology involved a comprehensive search of research and articles
published in databases like Scopus, Google Scholar, and Web of Science, utilizing keywords
and related search terms such as "HR agility" and "organizational resilience". To maintain
relevance and ensure up-to-date information, the inclusion criteria were restricted to peer-
reviewed journal articles and academic publications within a specified time frame.

Conclusions

This study aims to conduct a comprehensive review of the literature to investigate the
impact of HR agility (HR proactivity, HR adaptability, and HR resiliency) on organizational
resilience in Jordanian industry companies. Through reviewing the previous literature, it was
found that there is a lack of studies that examine the direct relationship between HR agility
and organizational resilience especially in the context of industrial companies in Jordan.
However, previous studies have indicated that HR agility plays a pivotal role in enhancing
companies’ ability to adapt to the circumstances surrounding them (Athamneh & Jais, 2023;
Abou-AL-Ross & Shatali, 2022; Mitsakis, 2020; Alavi, 2016; Sherehiy & Karwowski, 2014).
Future studies could take into account some other factors that could enhance HR agility with
organizational resilience, such as organizational learning and empowerment.

The current study provides a novel contribution by filling the gap about the impact of
HR agility on organizational resilience in the context of Jordanian industrial companies. This
study also contributes theoretically by integrating RBV theory within the framework proposed
for this study, and as such it provides a clearer view regarding their variables and their
relationship with each other. In addition to enhance the awareness about the pivotal roles
that HR agility plays in achieving organizational resilience of Jordanian industrial companies,
and provide practical recommendations and guidelines for the management of industrial
companies and concerned government agencies.

References

Abou-AL-Ross, S., & Shatali, M. (2022). The Impact of Workforce Agility on Organizational
Development Agility in the INGOs Working in the Gaza Strip. International Journal of
Business & Management Studies, 3(6), 36-52. https://tinyurl.com/u2r3hyd5

Akpinar, H., & Ozer-Caylan, D. (2023). Organizational resilience in maritime business: a
systematic literature review. Management Research Review, 46(2), 245-267.
https://doi.org/10.1108/MRR-12-2021-0866

AlAbood, A., & Manakkattil, S. (2023). Workplace agility, intrinsic motivation, and role
congruence antecedents of innovative work behavior: Evidence from Saudi Arabian
organizations. Problems and Perspectives in Management, 21(3), 448-459.
https://doi.org/10.21511/ppm.21(3).2023.36

Alavi, S. (2016). The influence of workforce agility on external manufacturing flexibility of
Iranian SMEs. International Journal of Technological Learning, Innovation and
Development, 8(1), 111-127. https://doi.org/10.1504/1JTLID.2016.075185

Al-Ayed, S. (2019). The impact of strategic human resource management on organizational
resilience: an empirical study on hospitals. Verslas: teorija ir praktika, 20(1), 179-186.
https://doi.org/10.3846/btp.2019.17

1197


https://tinyurl.com/u2r3hyd5
https://doi.org/10.1108/MRR-12-2021-0866
https://doi.org/10.21511/ppm.21(3).2023.36
https://doi.org/10.1504/IJTLID.2016.075185
https://doi.org/10.3846/btp.2019.17

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

Al-Faouri, A. H., Al-Nsour, M. M., & Al-Kasasbeh, M. M. (2014). The impact of workforce agility
on organizational memory. Knowledge Management Research & Practice, 12, 432-
442. https://doi.org/10.1057/kmrp.2013.19

Almagharbeh, B. K. (2024). The effect of human resource agility on organizational
sustainability: Structural equation modeling approach. International Journal of Human
Capital in Urban Management, 9(1), 177-188.
https://doi.org/10.22034/IJHCUM.2024.01.12

Al-Nawasrah, M., & Alafi, K. (2021). The impact of human resource management practices on
person—job fit: the mediating role of human resources agility at Jordanian airlines
companies. Global Journal of Economics & Business, 11(1).113 -131. https: DOI:
https://doi.org/10.31559/GJEB2021.11.1.9

Annarelli, A., & Nonino, F. (2016). Strategic and operational management of organizational
resilience: Current state of research and future directions. Omega, 62, 1-18.
https://doi.org/10.1016/j.0mega.2015.08.004

Apascaritei, P., & Elvira, M. M. (2022). Dynamizing human resources: An integrative review of
SHRM and dynamic capabilities research. Human Resource Management Review, 32(4),
1-16. https://doi.org/10.1016/j.hrmr.2021.100878

Athamneh, M., & Jais, J. (2023). Analyzing the influence of decision making and effective
employee communication on human resource agility in commercial banks: A mediation
role for job satisfaction. Cogent Social Sciences, 9(1), 1-19.
https://doi.org/10.1080/23311886.2023.2203989

Barney, J. (1991). Resource-based view theories of competitive advantage. Journal of
Management, 17(1), 99-120. https://d0i:10.1177/014920630102700602

Bradley, E. H., & Alamo-Pastrana, C. (2022). Dealing with unexpected crises: organizational
resilience and its discontents. In Responding to the Grand Challenges in Health Care via
Organizational Innovation (Advances in Health Care Management, Vol. 21), Emerald
Publishing Limited, Leeds, pp. 1-21. https://doi.org/10.1108/51474-
823120220000021001

Channa, N., Shah, S., & Ghumro, N. (2019). Uncovering the link between strategic human
resource management and crisis management: Mediating role of organizational
resilience. Annals of Contemporary Developments in Management & HR (ACDMHR),
Print ISSN, 2632-7686. https://d0i:10.33166/ACDMHR.2019.02.003

Chen, R, Xie, Y., & Liu, Y. (2021). Defining, conceptualizing, and measuring organizational
resilience: A multiple case study. Sustainability, 13(5), 2517.
https://doi.org/10.3390/su13052517

Cheng, S. C., & Kao, Y. H. (2022). The impact of the COVID-19 pandemic on job satisfaction: A
mediated moderation model using job stress and organizational resilience in the hotel
industry of Taiwan. Heliyon, 8(3). 1-8. https://doi.org/10.1016/j.heliyon.2022.e09134

Coykendall, J., Hardin, K., & Morehouse, J. (2023, October 30). 2024 manufacturing industry
outlook. Deloitte. Retrieved May 25, 2024, from
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufacturing-
industry-outlook.html

Das, K. P., Mukhopadhyay, S., & Suar, D. (2023). Enablers of workforce agility, firm
performance, and corporate reputation. Asia Pacific Management Review, 28(1), 33-44.
https://doi.org/10.1016/j.apmrv.2022.01.006

1198


https://doi.org/10.1057/kmrp.2013.19
https://doi.org/10.22034/IJHCUM.2024.01.12
https://doi.org/10.31559/GJEB2021.11.1.9
https://doi.org/10.1016/j.omega.2015.08.004
https://doi.org/10.1016/j.hrmr.2021.100878
https://doi.org/10.1080/23311886.2023.2203989
https://doi.org/10.1108/S1474-823120220000021001
https://doi.org/10.1108/S1474-823120220000021001
https://doi:10.33166/ACDMHR.2019.02.003
https://doi.org/10.3390/su13052517
https://doi.org/10.1016/j.heliyon.2022.e09134
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufacturing-industry-outlook.html
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufacturing-industry-outlook.html
https://doi.org/10.1016/j.apmrv.2022.01.006

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

Do, B. R., Yeh, P. W., & Madsen, J. (2016). Exploring the relationship among human resource
flexibility, organizational innovation and adaptability culture. Chinese Management
Studies, 10(4), 657-674. https://doi.org/10.1108/CMS-01-2016-0022

Economic & Social Council of Jordan (2023). The Fourth Industrial Revolution and the
Jordanian labor market 2023. Amman, Jordan. Retrieved March 1, 2024, from
https://www.esc.jo/Documents/State-of-the-Country-Report2023.pdf

El Dessouky, N., & Al-Ghareeb, A. (2020, November). Human resource management and
organizational resilience in the era of COVID-19: theoretical insights, challenges and
implications. In 2020 Second International Sustainability and Resilience Conference:
Technology and Innovation in Building Designs (51154) (pp. 1-6). IEEE.
https://d0i.10.1109/IEEECONF51154.2020.9319967

Gerschberger, M., Ellis, S., & Gerschberger, M. (2020). Linking employee attributes and
organizational resilience: An empirically driven model. Journal of Business Logistics. 44,
407-437. https://doi.org/10.1111/jbl.12337

Grass, A., Backmann, J., & Hoegl, M. (2020). From empowerment dynamics to team
adaptability: Exploring and conceptualizing the continuous agile team innovation
process. Journal of  Product Innovation Management, 37(4), 324-351.
https://doi.org/10.1111/jpim.12525

Ho, G., Lam, C., & Law, R. (2023). Conceptual framework of strategic leadership and
organizational resilience for the hospitality and tourism industry for coping with
environmental uncertainty. Journal of Hospitality and Tourism Insights, 6(2), 835-852.
https://doi.org/10.1108/JHTI-09-2021-0242

Jiang, F., Lu, S., Wang, H., Zhu, X., & Lin, W. (2021). The roles of leader empowering behaviour
and employee proactivity in daily job crafting: A compensatory model. European
Journal of Work and Organizational Psychology, 30(1), 58-69.
https://doi.org/10.1080/1359432X.2020.1813110

Jordan Chamber of Industry (2023). Small and Medium Enterprises Services. Retrieved
December 17, 2023, from https://jci.org.jo/

Karman, A. (2019). The role of human resource flexibility and agility in achieving sustainable
competitiveness. International Journal of Sustainable Economy, 11(4), 324-346.
https://doi.org/10.1504/1JSE.2019.103472

Kuntz, J. R., Malinen, S., & Naswall, K. (2017). Employee resilience: Directions for resilience
development. Consulting Psychology Journal: Practice and Research, 69(3), 223-242.
https://psycnet.apa.org/doi/10.1037/cpb0000097

Lee, H. W., Pak, J., Kim, S., & Li, L. Z. (2019). Effects of human resource management systems
on employee proactivity and group innovation. Journal of management, 45(2), 819-846.
https://doi.org/10.1177/0149206316680029

Li, Q., Zhang, X., & Zhang, W. (2023). Organizational Resilience and Configurational Conditions
From the Perspective of Emergency: A fsQCA Approach. Sage Open, 13(1), 1-
16. https://doi.org/10.1177/21582440231158057

Liang, F., & Cao, L. (2021). Linking employee resilience with organizational resilience: The roles
of coping mechanism and managerial resilience. Psychology Research and Behavior
Management, 1063-1075. https://doi.org/10.2147/PRBM.S318632

Liang, F., Zhao, P., & Huang, Z. (2023). Financial technology, macroeconomic uncertainty, and
commercial banks’ proactive risk-taking in China. China Economic Quarterly
International, 3(2), 77-87. https://doi.org/10.1016/j.ceqi.2023.04.001

1199


https://doi.org/10.1108/CMS-01-2016-0022
https://www.esc.jo/Documents/State-of-the-Country-Report2023.pdf
https://doi.10.1109/IEEECONF51154.2020.9319967
https://doi.org/10.1111/jbl.12337
https://doi.org/10.1108/JHTI-09-2021-0242
https://doi.org/10.1080/1359432X.2020.1813110
https://jci.org.jo/
https://doi.org/10.1504/IJSE.2019.103472
https://psycnet.apa.org/doi/10.1037/cpb0000097
https://doi.org/10.1177/0149206316680029
https://doi.org/10.1177/21582440231158057
https://doi.org/10.2147/PRBM.S318632
https://doi.org/10.1016/j.ceqi.2023.04.001

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

Lu, Y., Zhang, M. M., Yang, M. M., & Wang, Y. (2023). Sustainable human resource
management practices, employee resilience, and employee outcomes: Toward
common  good values. Human Resource Management, 62(3), 331-353.
https://doi.org/10.1002/hrm.22153

Ma, Z., Xiao, L., & Yin, J. (2018). Toward a dynamic model of organizational resilience. Nankai
Business Review International, 9(3), 246-263. https:doi:10.1108/NBRI-07-2017-004

Miceli, A., Hagen, B., Riccardi, M. P., Sotti, F., & Settembre-Blundo, D. (2021). Thriving, not
just surviving in changing times: How sustainability, agility and digitalization intertwine
with organizational resilience. Sustainability, 13(4), 1-17.
https://doi.org/10.3390/su13042052

Ministry of Industry, Trade, and Supply (2022). Annual report of the Ministry of Industry,
Trade and Supply for the vyear 2022, Retrieved March 9, 2024, from
http://tinyurl.com/3eynevvt

Mitsakis, F. (2020). Human resource development (HRD) resilience: a new ‘success element’of
organizational resilience?. Human Resource Development International, 23(3), 321-
328. https://doi.org/10.1080/13678868.2019.1669385

Muduli, A. (2017). Workforce agility: Examining the role of organizational practices and
psychological empowerment, Global Business and Organizational Excellence, 36(5), 46-
56. https://doi.org/10.1002/joe.21800

Narenji Thani, F., Mazari, E., Asadi, S., & Mashayekhikhi, M. (2022). The impact of self-
development on the tendency toward organizational innovation in higher education
institutions with the mediating role of human resource agility. Journal of Applied
Research in Higher Education, 14(2), 852-873. https://doi.org/10.1108/JARHE-05-2020-
0151

Natapoera, M., & Mangundjaya, W. (2020, August). The effect of employee involvement and
work engagement on workforce agility. In Proceedings of the 3rd International
Conference on Administrative Science, Policy, and Governance Studies, ICAS-PGS 2019,
October 30-31, Universitas Indonesia, Depok. Indonesia. https://tinyurl.com/4wvsv94b

Ngoc Su, D., Luc Tra, D., Thi Huynh, H., Nguyen, H., & O’Mahony, B. (2021). Enhancing
resilience in the Covid-19 crisis: lessons from human resource management practices in
Vietnam. Current Issues in Tourism, 24(22), 3189-3205.
https://doi.org/10.1080/13683500.2020.1863930

Nguyen, N. H., Beeton, R. J., & Halog, A. (2015). A systems thinking approach for enhancing
adaptive capacity in small-and medium-sized enterprises: causal mapping of factors
influencing environmental adaptation in Vietnam’s textile and garment
industry. Environment Systems and Decisions, 35, 490-503. DOI 10.1007/s10669-015-
9570-5

Nijssen, M., & Paauwe, J. (2012). HRM in turbulent times: how to achieve organizational
agility?. The International Journal of Human Resource Management, 23(16), 3315-
3335. https://doi.org/10.1080/09585192.2012.689160

Obaid, M. H. N., Hassan, I. S., & Al Chalabi, A. S. (2023). The Impact Human Resource Agility in
Strategic Renewal-A Field Research in The General Company for The Textile and Leather
Industry. Res Militaris, 13(1), 1760-1772. https://tinyurl.com/uj39zrrp

Pan, S. C., Hu, T. S,, You, J. X., & Chang, S. L. (2023). Characteristics and influencing factors of
economic resilience in industrial parks. Heliyon, 9(4). 1-16.
https://doi.org/10.1016/j.heliyon.2023.e14812

1200


https://doi.org/10.1002/hrm.22153
https://doi.org/10.3390/su13042052
http://tinyurl.com/3eynevvt
https://doi.org/10.1080/13678868.2019.1669385
https://doi.org/10.1002/joe.21800
https://doi.org/10.1108/JARHE-05-2020-0151
https://doi.org/10.1108/JARHE-05-2020-0151
https://tinyurl.com/4wvsv94b
https://doi.org/10.1080/13683500.2020.1863930
https://doi.org/10.1080/09585192.2012.689160
https://tinyurl.com/uj39zrrp
https://doi.org/10.1016/j.heliyon.2023.e14812

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

Parker, S. K., Wang, Y., & Liao, J. (2019). When is proactivity wise? A review of factors that
influence the individual outcomes of proactive behavior. Annual Review of
Organizational Psychology and Organizational Behavior, 6, 221-248.
https://doi.org/10.1146/annurev-orgpsych-012218-015302

Petermann, M. K., & Zacher, H. (2022). Workforce agility: development and validation of a
multidimensional measure. Frontiers in Psychology, 13, 841862.
https://doi.org/10.3389/fpsyg.2022.841862

Prayag, G., Jiang, Y., Chowdhury, M., Hossain, M., & Akter, N. (2024). Building Dynamic
Capabilities and Organizational Resilience in Tourism Firms during COVID-19: A Staged
Approach. Journal of Travel Research, 0(0), 1-
28. https://doi.org/10.1177/00472875231164976

Rahman, S., Hossain, N. U. I., Moktadir, M. A., Mithun Ali, S., Katina, P. F., & Islam, M. S. (2024).
A decision support model to assess organizational resilience in the textile
industry. International Journal of Management Science and Engineering
Management, 19(1), 46-55. https://doi.org/10.1080/17509653.2022.2157901

Raut, P. K., Das, J. R., Gochhayat, J., & Das, K. P. (2022). Influence of workforce agility on crisis
management: Role of job characteristics and higher administrative support in public
administration. Materials Today: Proceedings, 61, 647-652.
https://doi.org/10.1016/j.matpr.2021.08.121

Rodriguez-Sanchez, A. M. (2021). Yes, we can boost resilience: human resource management
practices to build resilience in the workplace. In Work life after failure?: How employees
bounce Back, learn, and recover from work-related setbacks (pp. 83-98). Emerald
Publishing Limited. https://doi.org/10.1108/978-1-83867-519-620211006

Ruiz-Martin, C., Wainer, G., & Lopez-Paredes, A. (2022). Exploration of network theory to
evaluate organizational resilience. International Journal of Mathematical, Engineering
and Management Sciences, 7(1), 28. https://doi.org/10.33889/IJMEMS.2022.7.1.003

Sabuhari, R., Sudiro, A., Irawanto, D., & Rahayu, M. (2020). The effects of human resource
flexibility, employee competency, organizational culture adaptation and job satisfaction
on employee performance. Management Science Letters, 10(8), 1775-1786. https://
doi: 10.5267/j.msl.2020.1.001

Santoro, G., Messeni-Petruzzelli, A., & Del Giudice, M. (2021). Searching for resilience: the
impact of employee-level and entrepreneur-level resilience on firm performance in
small family firms. Small Business Economics, 57(1), 455-471.
https://doi:10.1007/s11187-020-00319-x

Sherehiy, B., & Karwowski, W. (2014). The relationship between work organization and
workforce agility in small manufacturing enterprises. International Journal of Industrial
Ergonomics, 44(3), 466-473. https://doi.org/10.1016/j.ergon.2014.01.002

Stawinska, M., & Kubasinski, S. (2021). Designing the conditions for the proactive attitude of
employees to increase organizational resilience. European Research Studies Journal,
24(s5), 697-708. https://tinyurl.com/57k9ay8y

Strauss, K., & Parker, S. K. (2018). Intervening to enhance proactivity in organizations:
Improving the present or changing the future. journal of management, 44(3), 1250-
1278. https://doi.org/10.1177/0149206315602

Sumukadas, N., & Sawhney, R. (2004). Workforce agility through employee involvement, IIE
Transactions, 36(10), 1011-1021. https://doi.org/10.1080/07408170490500997

Trost, A. (2019). Human Resources Strategies: Balancing Stability and Agility in Times of
Digitization, Switzerland: Springer International Publishing.

1201


https://doi.org/10.1146/annurev-orgpsych-012218-015302
https://doi.org/10.3389/fpsyg.2022.841862
https://doi.org/10.1177/00472875231164976
https://doi.org/10.1080/17509653.2022.2157901
https://doi.org/10.1016/j.matpr.2021.08.121
https://doi.org/10.1108/978-1-83867-519-620211006
https://doi.org/10.33889/IJMEMS.2022.7.1.003
https://doi:10.1007/s11187-020-00319-x
https://doi.org/10.1016/j.ergon.2014.01.002
https://tinyurl.com/57k9ay8y
https://doi.org/10.1177/0149206315602
https://doi.org/10.1080/07408170490500997
https://www.google.jo/search?hl=en&gbpv=1&dq=HR+agility&printsec=frontcover&q=inpublisher:%22Springer+International+Publishing%22&tbm=bks&sa=X&ved=2ahUKEwijgYjowqaEAxUHUUEAHRM2AEMQmxMoAHoECCUQAg&sxsrf=ACQVn09Zx__aPaZQlnAWqKB27eSksCQk8Q:1707765651727

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 10, 2024, E-ISSN: 2222-6990 © 2024

Ubeda-Garcia, M., Claver-Cortés, E., Marco-Lajara, B., Zaragoza-Saez, P., & Garcia-Lillo, F.
(2018). High performance work system and performance: Opening the black box
through the organizational ambidexterity and human resource flexibility. Journal of
Business Research, 88, 397-406. https://doi.org/10.1016/j.jbusres.2017.12.045

Van Dam, K. (2013). Employee adaptability to change at work: A multidimensional, resource-
based framework. The psychology of change: Viewing change from the employee’s
perspective, 123-142. https://tinyurl.com/4jf76kfr

Van den Heuvel, M., Demerouti, E., Bakker, A. B., Hetland, J., & Schaufeli, W. B. (2020). How
do employees adapt to organizational change? The role of meaning-making and work
engagement. The Spanish journal of psychology, 23, e56. 1-16.
https://doi.org/10.1017/SJP.2020.55

Viranda, C., Safitri, ., & Hidayat, S. (2023). Psychometric Properties of the Workforce Agility
Scale. Psychological Research on Urban Society, 6(2), 31-40.
https://doi.org/10.7454/proust.v6i2.1148

Williams, T.; Gruber, K. M. Sutcliffe, D. A. Shepherd, & Zhao, E. (2017). Organizational
Response to Adversity: Fusing Crisis Management and Resilience Research Streams.”
Academy of Management Annals 11(2): 733-769. https:doi:10.5465/annals.2015.0134

Wu, C., & Wang, Y. (2011). Understanding proactive leadership. In Advances in global
leadership (pp. 299-314). Emerald Group Publishing Limited.
https://doi.org/10.1108/51535-1203(2011)0000006015

Yu, J., Yuan, L, Han, G,, Li, H.,, & Li, P. (2022). A Study of the Impact of Strategic Human
Resource Management on Organizational Resilience. Behavioral Sciences, 12(12), 1-18.
https://doi.org/10.3390/bs12120508

1202


https://doi.org/10.1016/j.jbusres.2017.12.045
https://tinyurl.com/4jf76kfr
https://doi.org/10.1017/SJP.2020.55
https://doi.org/10.7454/proust.v6i2.1148
https://doi.org/10.1108/S1535-1203(2011)0000006015
https://doi.org/10.3390/bs12120508

