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Abstract

Huge economic, social, political, and technological changes in recent decades have brought increasing
complexity and decreasing predictability of organizations' environments. One of the solutions offered
to deal with such environments is the agile approach to human resources. This research was conducted
with the aim of investigating the driving factors in human resource agility based on government policies.
The current research is developmental in terms of purpose and descriptive survey in terms of the method
with a combined (qualitative and quantitative) approach. The research community in the qualitative part
included professors, experts in the field of human resources, and senior managers of the human resources
department, and in the quantitative part, the senior and middle managers of the country's tax affairs
organization who had a bachelor's degree or higher. Relevant data were extracted from theoretical
literature and semi-structured open interviews in the qualitative section. The tool for data collection was
a researcher-made questionnaire in the quantitative part. The results of the qualitative part led to the
identification of 13 main categories, which are categorized into four main clusters (The propellants of
human resource agility, Human resource agility policies, operational components of human resource
agility, and Results and Functions of human resource agility) and became a five-point Likert scale
questionnaire. The results of confirmatory factor analysis showed that all items have a significant
relationship with the structure and the proposed structural model has a good fit. The results of the path
analysis showed that the operational components of human resource agility have a mediating role in the
relationship between the drivers of human resource agility and the results and functions of human
resource agility. Human resource agility policies have a mediating role in the relationship between the
propellants of human resource agility and the results and performance of human resource agility.
Keywords: Propellants factors, Manpower agility, Government policies, Tax affairs
organization

Introduction instability and desire due to continuous
The complexity of the business changes and general unpredictability of the
environment, the ever-increasing  environment (Ahmadi & Zare, 2021). Due to

development of science and technology, the
emergence of ever-increasing environmental
needs, their diversity and combination, the
diverse demands of customers, the reduction
of product delivery time, as well as the effects
of accepting globalization, increasing
competition and even globalization, lead to

this situation, traditional models and past
business priorities have lost their ability to
face organizational and environmental
challenges (Athamneh & Jais, 2023).

Among the various solutions offered to
solve these conditions, agility has been
considered as the dominant business
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paradigm in the third millennium and the best
option for survival by most manufacturing
and service organizations. As a result of the
attention of the organization, many efforts
have been made to achieve a suitable and
appropriate level of agility (Qureshi et al.,
2023). Agility is a necessary attitude to each
of the organization's operations in an
environment of uncertainty in order to
support the organization's ability to respond
more quickly and effectively to changes
(Arshad et al, 2022). It was believed that agile
strategy can be developed through advanced
information technology, but based on
research it was found that strategic flexibility
and agility is more dependent on the
organization's employees than technology.
Therefore, one of the most basic mistakes is
to ignore the prominent role of human
resources in improving agility. Although
agility in human resources has been cited as a
profitable strategy in the dynamic business
environment, the lack of an agile workforce
is one of the main reasons why organizations
fail to align with market and technology
changes. Therefore, it will not be possible to
achieve success at the organization level
unless human resources and how they
participate in the processes are taken into
account (Salmen & Festing, 2022).

Agility is defined as the ability to make
timely, effective and sustainable changes
when and where it creates a functional
advantage. Basically, agility is a repeatable
resource that is used over and over again.
This suggests investing in change — rather
than stability and efficiency — as the key to
current and long-term performance (Gou et
al, 2023). All organizations need
institutionalized organizational agility to
promote and support their innovation and
adaptability to uncertain and constantly
changing environments, because agile
decision-making and agile approach are a
direct result of having agile human resources
as the reality of the organization's assets. Edi
Arsawan et al., (2022) stated that in a
changing world, organizations and their
human resources must become significantly
"agile". Adopting an agile human resources
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approach with benefits such as increasing
independence and control of employees, job
enrichment, better performance, well-being,
improving quality, providing better services
to customers, accelerated learning curve,
economic savings in all processes, improving
organizational culture, leading to Excellence
becomes economic (Wamba, 2022) and lack
of agility can indeed lead to significant loss
of opportunities and even threaten the
survival of the organization in the long term
(Zhang et al., 2022).

Goncalves et al. (2022) showed in an
article that human resource agility as a central
phenomenon is caused by a set of individual-
organizational, individual-individual,
organizational, and occupational
characteristics. Also, contextual factors
(power sharing methods, human resource

management  methods, organizational
coordination, and communication and
information  technology, organizational

process) and intervention  conditions
(organizational culture, leadership style, self-
development, and environmental factors)
have an effect on the governing relationships.
Jang et al. (2022) showed that the capabilities
of human resource agility are intelligence and

awareness, multiple competencies,
knowledge management, empowerment
culture, and information system. Thomas &
Suresh  (2022) founded a significant

relationship between organizational agility
and its dimensions (flexibility,
responsiveness, culture change, work speed,
integration and low complexity, high quality
and customized production, core
competencies) and  human  resource
productivity. Elazhary et al., (2022) founded
the relationship  between Information
Technology Governance Influences
Organizational Agility. Carvalho et al.,
(2023) considered factors such as the use of
people's skills, agile management of
employees and rapid replacement of capable
forces to Dbe effective in creating
organizational agility. Levallet et al. (2023)
proposed flexibility, continuous
improvement and coping with stress to
achieve human resource agility. Malik et al.
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(2021) introduced the dimensions of agility as
independence in group work, diversity in the
group team, development of people's
interactions and improvement of
organizational communication. According to
Patil et al. (2022), investing in human
resources and developing agile thinking in
organizations should be one of the main
policies in today's organizations, and
governments should provide drivers and
incentives for developing agile thinking in
this field. Ahmed et al., (2022) introduced
capabilities such as flexibility in resources,
unity of leadership and management,
identification of environmental opportunities
as the main dimensions of agility in human
resources.

Despite many researches in the field of
human resource agility, there is no
comprehensive theory of human resource
agility from an organizational point of view
that can be generalized to human resources
working in all organizational units. In an
article, Grover (2022) pointed out that little
research has been done on workforce agility
and organizational characteristics that lead to
employee agility. Most of the research
conducted in this field has been limited to the
role of culture, collaboration, information
systems and competencies or organizational
learning and organic structure. In addition,
most of these studies have been conducted
assuming direct and linear relationships
between organizational performance and
human resource agility. In addition, some
researches in examining the causes of
influencing the agility of human resources
look at the issue of agility from the outside
and suggest only the necessary management
measures to increase the agility of employees.

Also, the government's human resource
agility policies have been different in
different organizations in recent years, and
few studies have been conducted in this field,
which drivers or drivers have led the
government to develop agility policies, and
on the other hand, the components What have
been the operations and results of these
policies, especially in the field of government
revenues and the tax sector of the country.
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Therefore, addressing the agility of human
resources from the point of view of the
intervention of appropriate and efficient
government policies that have led to the
correct results has been little. Therefore, the
theoretical gap in human resource agility
research implies the absence of a
comprehensive model for agile workforce
management and  understanding  the
dimensions and foundations of its
development, especially in the public sector.

While defining agility helps clear up a
number of misunderstandings about the
term's meaning, such as the supposed need
for speed, organizations and HR functions
need a model to assess workforce agility and
know what levers to use for improvement. It
must Kill, they need. In this age of chaos and
disorder, where a small change may cause
large-scale changes, traditional methods and
paradigms are no longer the answer.
Therefore, organizations need forms of
agility. Although human resources play an
effective role in the agility of organizations,
an integrated model that identifies its
dimensions and components based on
government policies has not yet been
explained. The results of these models can, in
addition to helping managers in more
effective  management, facilitate the
movement of the organization towards the
desired position, and if the implementation
process is challenged during the course of
action, knowing the influential factors makes
it possible to systematically To look at the
system and as a result provide the possibility
of proper feedback and correction and thus
avoid wasting time and money.

Considering that the tax affairs
organization is an intelligent, law-abiding,
powerful organization, trusted by the
stakeholders and the economy, and has a
continuous interactive environment, for its
survival, constant revision of its structure and
internal policies is inevitable in order to be
able to move towards agility. Organization
and human resources to move and adapt to the
dynamic and changing environment. Due to
the movement towards electronic tax systems
in the country, it is inevitable to streamline
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human resources. On the other hand, this
organization is one of the powerful arms of
the government in obtaining non-oil
revenues, which in the current situation of the
country, where the country's oil revenues are
facing  problems,  requires  support,
strengthening and policy making in all fields,
especially in the field of human resources and
perhaps many of the policies presented by the
government in this organization as the driver
of government revenues should be followed
more carefully and transparently. Therefore,
in order to deal with the problems and
maintain a competitive market in the dynamic
economic environment of the country, the tax
affairs organization needs to accelerate
decision-making, flexibility and dynamism
and better use of ideal opportunities.

Therefore, the researcher seeks to answer
these questions: What are the driving factors
in human resource agility in the tax affairs
organization? What support policies of the
government are effective in implementing
human resource agility? What is the
relationship between driving factors and
human resource agility functions? Therefore,
in this research, the driving factors in human
resource agility based on government policies
were investigated.

Theoretical Framework; Agility

The history of agility dates back to the
Depression era in US industry. In 1991, a
group of industry experts observed that the
pace of change in the business environment
was faster than the ability of traditional
manufacturing organizations to adapt to it.
These organizations could not take advantage
of the upcoming opportunities and failure to
adapt to the changing conditions will
probably lead to bankruptcy and failure in the
long run (Binwa et al., 2021). For the first
time, a new paradigm was published by the
lacocca Institute and publicly introduced in
the "21st Century Manufacturing Company
Strategy Report”, in which the opinions of
industrialists were expressed. With the
publication of this report, the term "agile
manufacturing™ was immediately used by the
general public (Ludviga, 2023).
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In agility research, there are many
definitions of this term, but none of them
contradicts or contradicts the other. In
general, these definitions express the idea of
speed and change in the business
environment. The word agile in the Longman
dictionary as an adjective means the ability to
move quickly, and agility as a noun means
being quick. One of the first discussions of
modern agility was done by Marhraoui et al
(2022). They considered the lack of agility as
one of the main reasons for the inability of
traditional manufacturing sectors to cope
with the increasing pace of change since the
1990s. Agility refers to the ability to be
creative and respond to unforeseen changes in
order to achieve optimal benefits in a
dynamic business environment and the ability
to balance flexibility with stability and
sustainability (Kumkale, 2022). In general,
agile people have two attitudes: cross-
training and flexibility. There is a difference
between flexibility and agility. Flexibility is a
response to planned changes, while agility
sees the limits of change at a minimum and
considers any unpredictable and unplanned
changes possible (Loghmani et al, 2021).
Basically, an agile workforce that is trained

exhibits two important behaviors:

1. Able to react appropriately and timely to

changes;

2. It has the ability to take advantage of

changes and turn them into benefits for the

company.

Despite the different definitions of agility,

many argue that agility has three unique

characteristics that distinguish it from any
other specific measure, such as flexibility,
shortest processing time, and lowest cost;

1- Agility is the ability adopted by an
organization to take advantage of
opportunities and make positive use of
risks, all of which are caused by frequent
and frequent unpredictable changes,
especially market-based uncertainty.

2- Agility is created by using methods for
product valuation

3- One of the goals of agility is to achieve
long-term success by maintaining a
strategic economic balance among
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competitive matrices (Al Awadhi &
Alshurideh, 2023).

Human Resource Agility

The dimension of human resources in agile
studies is the driving force and prerequisite
for achieving agile production and
organizational  agility (Carilli, 2023).
Kovynyov et al (2021) argued that although
computer integration can provide important
competitive advantages, achieving flexibility
in production and services requires the
development and maintenance of a high-tech
element and a human resource to allow for
exceptional  situations and  unusual.
Therefore, one of the most basic mistakes is
to ignore the role of human resources in
improving agility. Korani (2023) in their
research on agility production models
concluded that human resource agility is
always considered as one of the dimensions
of organizational agility. According to
Elazhary et al., (2023), human factors are
important in the technologies necessary for
production agility, first in the field of
technology development and then in its
applications, and finally he concluded that
since the processes of the organization are
crystallized in the form of product, process
and management Therefore, agile employees
can be considered more effective than agile
processes. According Tisnasasmita et al.,
(2023), agile human resources are effective
on four strategies in an organization,
including cost, quality, time and variety, and
lead to organizational agility. Workforce
agility may bring a wide range of benefits,
such as: improved quality, better customer
service, accelerated learning curve, and
savings in scope and depth. In the changing
business environment, agile employees face
uncertainty and respond to unexpected
events. Also, agile employees should expect
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influence in different parts of joint work in
the environment (Tisnasasmita et al., 2023).

Human resource agility indicators

The characteristics of agile people are
classified under the four categories of
efficiency, concentration, productivity and
adaptability:

¢+ Efficiency: reading the market, foresight,
having a broad vision, customer-oriented,
having knowledge of the market, the
environment and the direction in which
the organization moves, and being result-
oriented,

% Concentration: Having the ability to
prioritize, find solutions, and patience and
speed, patience when it takes time to
achieve a goal, and speed when there is a
need;

¢ Productivity: Skilled in organizational
affairs, welcoming experience, quick
learning, teamwork spirit and eagerness
to apply new knowledge;

s Compatibility: compatibility with the
group, ambiguities and ambiguities in the
organization (Mrugalska & Ahmed,

2021).
The review of literature and studies on
human  resource agility shows the

development of human resource agility
models and methods. In general, research in
this field can be divided into two groups: the
first group is research in which human power
Is considered as one of the dimensions of
agile production, and the second group is
research that focuses on the agility of human
resources. Most researches basically consider
human resource agility as the ability to
change the capacity and ability of human
resources and thus train human resources to
fully master knowledge and skills (Heydari et
al., 2020).
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Operational components of human

resource agility:

-Succession;
-Meritocracy;
-Manpowver training;

- Knowledge management

Results and functions
of human resource

aqgility-

-Economic performance
-Process functions
-Obtaining a
competitive advantage

N

The propellants of
human resource agility:

- Laws related to human
resources in government
organizations;
-human resources costs;

- Labor market

characteristics

Human resource agility policies:

-Employee empowerment strategy;
-Downsizing and integration strategy;
-Strategies based on activity
intelligence

Figure 1. Research Conceptual Model

-Gou et al, (2023) in an article
titled:"Coopetition, organizational agility,
and innovation performance in digital new
ventures" showed that implications for the
managers of digital new ventures who want
to improve their innovation performance.

- Edi Arsawan et al., (2023) in an article
titled:" Developing Organizational Agility in
SMEs: An Investigation of Innovation’s
Roles and Strategic Flexibility "showed that
social  capital  significantly  affected
collaborative knowledge creation,
innovation, and organizational agility.
Meanwhile, collaborative knowledge
creation has no significant impact on
organizational agility. Furthermore, strategic
flexibility was not a moderating variable of
the relationship between innovation and
organizational agility. Based on these
findings, this study produced

The Propellants Factors in Human Resource Agility

recommendations for managers to strengthen
organizational agility.

-Zhang et al., (2022) in an article titled:"
Managerial ties: How much do they matter
for organizational agility?"Showed that
business ties have a stronger positive effect
on organizational agility than political ties.
Competition intensity  strengthens the
positive impact of political ties but weakens
the positive impact of business ties on
organizational agility, which reduces the
impact difference of political and business
ties. Legal enforceability strengthens the
positive impact of political ties but does not
significantly influence the positive impact of
business ties, which mitigates the impact
difference of political and business ties.
Accordingly, our findings provide new
insights for the strategic utilization of
political and business ties to achieve
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organizational
economies.
-Wamba (2022) in an article titled:" Impact of
artificial intelligence assimilation on firm
performance: The mediating effects of
organizational agility and customer agility
"Showed that AIASS is an important
predictor of FPERF, CUSTAG, and
ORGAG, with stronger effects on ORGAG.
Moreover, ORGAG is an important predictor
of CUSTAG and FPERF, with stronger
effects on CUSTAG. Furthermore, CUSTAG
and ORGAG were found to be
complementary partial mediators of the
relationship between AIASS and FPERF.
These results are discussed, with implications
for research and practice. Some limitations to
the study are presented, which opens up
future research perspectives.

-Goncalves et al.,, (2022) in an article

agility  in  emerging

titled:"How Digital Tools Align with
Organizational ~ Agility and Strengthen
Digital Innovation in Automotive

Startups"Showed that startups choose to use
digital tools as SaaS to strengthen their
organizational agility and digital innovation
initiatives. It harmonizes with their agile
culture, effectively enabling innovation
collaborations between employees internally
and with external actors enabling rapidness to
market. SaaS providers’ startup programs
enabled startups to remain focused on their
innovation initiatives and not worry about
scalability since the solutions scaled from the
start.

-Ciampi et al., (2022) in an article titled:"The
co-evolutionary relationship between
digitalization and organizational agility:
Ongoing debates, theoretical developments
and future research perspectives” Showed
that the traditional view, which mainly
considers digital capabilities enablers of OA,
rather than as possible outcomes. Our
findings reveal that, in addition to being
complex, the relationship  between
digitalization and OA has a bidirectional
character. This study also identifies extant
research gaps and develops 13 original
research propositions on possible future
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research pathways and new managerial
solutions.
-Darvishmotevali et al., (2020) in an article
titled:"The link Dbetween environmental
uncertainty, organizational agility, and
organizational creativity in the hotel
industry” Showed that in highly dynamic and
complex environments, organizations must
reduce bureaucracy to manage the challenges
of uncertainty. Informed by the confusion and
contingency theories, this study offers new
insights into the relationship between
environmental uncertainty, organizational
creativity, and organizational agility in the
hospitality industry.

The most important innovations of this article

are:

» The most important driving categories in
human resource agility;

» Investigating the relationship between
human resource agility policies on the
relationship between human resource
agility drivers;

» Investigating the most important driving
factors in human resource agility based on
government policies;

Research Methodology

In terms of the goal, the research is a
development with a mixed approach
(qualitative-quantitative). The mixed
approach allows the researcher to use
qualitative research to determine a
measurement tool and identify the main and
secondary dimensions and components.
Then, relying on quantitative research
methods, the relationships between the
components should be identified. Since it is
desirable to examine the process of human
resource agility in the country's tax affairs
organization in this research, the strategy of
data-based theory is compatible with this
desirability. It is a process theory and tries to
describe the process that exists between the
research components with its qualitative
observations. In this approach, instead of
using data to test hypotheses, data is used to
create concepts. In terms of the type of
method, due to the lack of interference of the
researcher with the data, the research is
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descriptive and due to the fact that data was
used at a specific point in time, it was
conducted as a cross-sectional survey. Due to
the use of previous research, researchers seek
to improve implementation methods, hence
the type of research is applied and
developmental. The data collection tool in
this research is a semi-structured interview.
Concepts and interview questions were
extracted from theoretical literature and
upstream documents. Open coding method
was used in the analysis of interviews and
studies. First, the interview framework
including the interview, the explanation of
the reason for the interview and the general
definition of human resource agility were
presented, then the research questions were
asked based on the interviewee's plan.

The statistical population in the qualitative
part included professors, experts in the field
of human resources, and senior managers of
the human resources department, and in the
guantitative part, the senior and middle
managers of the country's tax affairs
organization who had a bachelor's degree or
higher. In qualitative research, the collection
of information and data stops when the
information related to all categories is
saturated and no new information related to
the subject under study is obtained. The
selected sample size in the qualitative part is
20 people and in the form of purposive
sampling and in the quantitative part, 350
people were selected using the Cochrane
relationship.

The library method was used to collect
information in the field of literature and
research background. In the survey method,
interviews and questionnaires were used. The
interviewees were asked the basic question of
the research and the questions that were
related to the various issues of the research,
and on average, the time of each interview
was 45 to 60 minutes. Questionnaire
questions were compiled based on past
researches and interviews. Finally, a
questionnaire of 51 questions with 4
dimensions and 13 components was
prepared. Before distributing the
questionnaire, its validity and reliability were
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first determined. The questionnaire was
distributed to the sample in person and
electronically.

Face validity was examined qualitatively in
this research by distributing it among 30
respondents and changing their points of view
in the questionnaire of ambiguous actions and
sentences. Determining the validity of the
content of the tool, qualitative and
quantitative content validity methods were
used. The qualitative content validity of the
questionnaire was checked by professors and
a group of experts in the field of human
resources and its validity was confirmed.
Quantitative content validity was measured
with the content validity ratio (CVR) index,
and considering that all questions had a CVR
higher than 0.33, the quantitative content
validity of the questionnaire was confirmed.
Construct validity was determined using
convergent validity using the average
variance expressed (AVE) method. The
reliability of the tool using Cronbach's alpha
method for all items was higher than 0.7,
which was acceptable. The reliability of the
structure was also determined by the
composite reliability (CR) method. Data
analysis was done in Spss software and
structural equations were done with Lisrel
software.

Research Findings

In the qualitative stage, in order to achieve
a deep and path-breaking description, the
views and opinions of academic experts and
selected senior managers of the country's tax
affairs organization, who had useful
executive or research experience and had
sufficient mastery of the concepts of human
resource agility, were used. 80% of the
sample of the qualitative section were men
and 20% were women. The level of education
was 10% bachelor's degree, 20% master's
degree and 70% doctorate. 60% of the experts
were senior managers who were men and
40% were university experts who were
women.

In the qualitative data content analysis, the
inductive content analysis approach was
used. In this way, while keeping in mind the
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unit of analysis. After coding the categories,
a total of 13 main categories were identified,
and these categories were grouped into four
main clusters (Table 1).

Table 1.
The results of the analysis of the frequency of references
Dimensions Categories Abundance in  Percentage
total content abundance
Laws related to human resources in 6 541
The propellants of human government organizations
resource agility Human resources costs 6 541
Labor market characteristics 8 7.21
Employee empowerment strategy 8 7.21
Human resource agility Downsizing and integration strategy 10 9.01
policies Strategies based on activity intelligence 10 9.01
Succession 12 10.81
Operational compongn_ts of Meritocracy 8 721
human resource agility Manpower training 10 9.01
Knowledge management 6 5.41
Economic performance 11 9.91
Results and functions of human Process functions 9 8.11
resource agility Obtaining a competitive advantage 7 6.31
Total 111 100

The validity of the qualitative stage was
confirmed by members (research audit) and
homogeneous information. The reliability of
the qualitative method was confirmed by the
reliability evaluation method between the
coders.

The results of this step were converted into
a questionnaire for the quantitative part. The
results of the descriptive statistics of the
statistical population in the quantitative
section showed that 73% were men and 27%
were women. 67% had a bachelor's degree,

The Propellants Factors in Human Resource Agility

18% had a master's degree, and 15% had a
doctorate. 40% were employees, 20% senior
managers, 10% middle managers and 30%
basic managers.

The results of the Kolmogorov test
indicated the normality of the research
variables (p>0.05). Structural equations were
performed with Lisrel software in order to
evaluate the relationships between the basic
variables of the proposed research model
(Table 1).
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The propellants of human resource agility

Structure of human resource agility policies

2 1

Operational components of human resource agility
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Results and functions of human resource agility

The above figure shows the confirmatory
factor analysis of the structures of the
proposed model in standard estimation mode
(1) and significance (2).

The results of the model fit of the research
structures showed that in all the structures,
the value of x2 is significant at the
significance level of less than 0.05, hence the
fit the model is suitable. Also, based on the
results, it was shown that the fit indices of
RMSEA, GFI, AGFI and the significance
level are at the optimal level, therefore, the
structural model has a good fit. Also, the

value of AVE in all variables of the model
constructs was greater than 0.5, so convergent
validity is confirmed in all constructs. Since
the value of CR and ALPHA in all constructs
is greater than 0.7, composite reliability was
confirmed.

The results of the second-order
confirmatory factor analysis of the research
variables are shown in Table 2. Considering
that the value of the t statistic of all
components is greater than 1.96, therefore,
the structure of the structural model is
significant.

Table 2.
Second-order confirmatory factor analysis of research variables
Component Dimensions Factor Estimation error t-statistics
Loading
Ml 0.8465 0.026 32.5093
The propellants of human CO 0.7995 0.0305 26.233
resource agility NO 0.8139 0.0339 23.978
HOS 22.4081 0.035 0.7841
Operational components SHA 40.0025 0.0217 0.8692
of human resource agility FIL 44,9607 0.0202 0.9081
KN 20.8595 0.0405 0.8441
Human resource agility 70.7672 0.0131 0.9274 IM
policies 69.4978 0.0133 0.9231 ED
86.6933 0.0109 0.9425 IT
Results and functions of 35.8568 0.0242 0.867 EC
human resource agility 63.9399 0.0142 0.9091 PR
33.7717 0.0255 0.8628 COM

The path analysis of the research structural model is shown in Table 3.

The Propellants Factors in Human Resource Agility
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Path name Factor Loading Estimated error t-statistics Test result
INT->PRA 0.266 0.063 4.2224 It is meaningful
PRA->RES 0.569 0.1059 5.374 It is meaningful
INT->EST 0.385 0.0658 5.847 It is meaningful
EST->RES 0.295 0.0921 3.2038 It is meaningful
INT->RES 0.043 0.0455 0.9459 It is not meaningful
EST->PRA 0.457 0.0663 6.8884 It is meaningful

As shown in Table 3, since the value of t
statistic in this path of propellants of human
resource agility and Operational components
of human resource agility is equal to 4.2224,
it is greater than 1.96, so the propellants of
human resource agility has an impact on the
operational components of human resource
agility. The value of the t statistic for the path
of propellants of human resource agility and
Human resource agility policies is equal to
5.847, the path of Human resource agility
policies and the results and Results and
functions of human resource agility is equal
to 3.2038, the path of the operational
components of human resource agilityand the
results and practices of human resource
agility (RES) is equal to 5.374, the path of the
Human resource agility policies and the
Operational components of human resource
agility is equal to 6.8884 , are more than 1.96
and the relationship between the variables of
the model is confirmed.

While the path of the propellants of human
resource agility and Results and functions of
human resource agility is equal to 0.9459,
which is a significant level less than 1.96.
Therefore, the drivers of human resource
agility and human resource agility functions
have no effect.

Also, the results showed that the indirect
path of the propellants of human resource
agility, operational components of human
resource agility and the Results and functions
of human resource agility are all significant
coefficients, hence the agile operational
components. Human resource development
has a mediating role on the relationship
between the propellants of human resource
agility and the results and functions of human
resource agility. Also, in the indirect path of
propellants of human resource agility, human

The Propellants Factors in Human Resource Agility

resource agility policies and the results and
functions of human resource agility, all these
coefficients became significant, hence human
resource agility policies has a mediating role
on the relationship between the propellants of
human resource agility and the results and
functions of human resource agility.

Conclusion

The purpose of this research was to
investigate the propellants of human resource
agility based on government policies. Using
the qualitative method, the inductive content
analysis approach was used. A total of 13
main categories were identified, and these
categories were grouped into four main
clusters (drivers of human resource agility,
human resource agility policies, operational
components of human resource agility, and
results and effects of human resource agility).
Based on the indicators and components, a
researcher-made questionnaire was compiled
and 350 employees, senior and middle
managers of the country's tax affairs
organization completed the questionnaires.
The results showed that the propellants of
human resource agility have an effect on the
operational components of human resource
agility. These results are in line with the
findings of Ciampi et al., (2022). They
showed that propellants and components such
as employee intelligence are important in
human resource agility and are related to each
other at the levels of the presented research
model.

The results showed that the propellants of
human resource agility have an effect on the
human resource agility policies. Thisis in line
with the results of Wamba (2022). He showed
that the capabilities of human resource agility
are intelligence and awareness, multiple
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competencies, knowledge management, organizations with agile human resources
empowerment culture and information  have good performance compared to other

system, and they concluded that strategies
such as downsizing and integration are
aspects of agility and in this context
Necessary rules and regulations are needed as
a stimulus in the organization.

The results showed that the drivers of human
resources agility do not affect the results and
functions of human resource agility. Gou et
al., (2023) showed that creating knowledge
for the organization, coordination and
integration, having high flexibility and a
suitable  organizational  structure are
necessary features for human resource agility
in organizations, which is inconsistent with
the results of the current research. This can be
due to the statistical sample of the research,
the different volume of the research sample
and the characteristics of the current research
with Nijsen and Pao's research.

The results showed that human resource
agility policieshave an impact on the results
and functions of human resource agility.
Zhang et al., (2022) argued that paying
attention to environmental conditions,
existing processes, human resource agility,
and information technology are effective
factors in creating organizational agility in
radio and television, and in this field,
strategies matching environmental conditions
are effective.

The results showed that the operational
components of human resource agilityhave
an effect on the results and functions of
human resource agility. Darvishmotevali et
al., (2020) also showed that there is a
relationship between organizational agility
and its dimensions (flexibility,
responsiveness, culture change, work speed,
low complexity and integration, high quality
and customized production, core
competencies) and workforce efficiency.
There is a significant relationship between the
humanity of employees, which is compatible
with the results of the present study.

The results showed that human resource
agility policieshave an effect on the
operational components of human resource
agility. Goncalves et al., (2022) showed that

The Propellants Factors in Human Resource Agility

organizations and the characteristics of
human resource agility are the knowledge and
skills of employees, flexible organizational
culture, having a suitable information system,
flexible organizational structure and decision
making. Count flexibly. They showed that
without proper strategies based on the proper
performance environment, it will not be
effective in making human resources agile,
which is in line with the results of the current
research.

The results showed that propellants of
human resource agility have an effect on the
results and functions of human resource
agility by relying on the mediating role of
operational components of human resource
agility. Edi Arsawan et al., (2023) showed
that organizational culture, organizational
capacities, network employees and the use of
accurate information can be the main
dimensions of human resource agility in
current organizations. Also, they emphasized
on strategies based on environmental stimuli
that can be a suitable stimulus for operational
components of organizational agility. Due to
the fact that the direct connection of human
resources agility drivers with the results and
functions of human resources agility was
rejected in the research, therefore the
organizational agility drivers should lead to
the improvement of the operational
components of organizational agility so that
they can achieve proper performance.

The results showed that the propellants of
human resource agility have an effect on the
results and functions of human resource
agility based on the mediating role of human
resource agility strategies. This means, as
long as the organizational propellants can
achieve the desired results in the process of
human resources agility have an appropriate
impact on the organizational strategies and
these strategies define the operational
components of the organizational agility
well. This shows that achieving the desired
performance is the result of the combination
of a chain that consists of drivers, strategies
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and operational components in a coherent

manner.

Suggestions

v Creating this attitude among human
resource policymakers that the process of
agility can be implemented as a coherent
model in the organization, which must be
well paid attention to its drivers,
strategies and operational components at
the same time;

v' Evaluation of the performance of the
results of human resources agility from
the economic, process and competitive
advantage perspective in order to modify
and revise all the components involved in
the field of human resources agility;

v Establishing a specialized department in
the field of human resources in the
organization in order to design and
develop human resource agility processes
and try to create a standard procedure in
operationalizing this concept in the
organization according to the findings of
this research and other related research.

References

Ahmadi, M. M., & Zare, S. (2021). Business
Intelligence  Technology in  Research
Organizations (Case Study of Academic
Institutes in Tehran). Journal of System
Management, 6(4), 69-101.
https://doi.org/10.30495/jsm.2021.1915695.1
408

Ahmed, A., Bhatti, S., Golgeci, I., & Arslan, A.
(2022). Digital platform capability and
organizational agility of emerging market
manufacturing SMEs: The mediating role of
intellectual capital and the moderating role of
environmental  dynamism. Technological
Forecasting and Social Change, (177), 616-
630.
https://doi.org/10.1016/j.techfore.2022.12151
3

Al Awadhi, N., & Alshurideh, M. (2023). The
Impact of Procurement Agility and
Procurement Sustainability on Organizational
Performance in UAE’S Semi-government
Entities: The Mediating Role of Procurement
Centralization. Lecture Notes on Data
Engineering and Communications
Technologies, (152), 294-3101.

The Propellants Factors in Human Resource Agility

https://doi.org/10.1007/978-3-031-20601-
6_46

Arshad, N., Bosua, R., Milton, S., Mahmood, K.,
& Ariffin, M. (2022). A sustainable enterprise
content management technologies use
framework  supporting agile  business
processes. Journal of Knowledge
Management Research & Practice, 20(1),
123-140.
https://doi.org/10.1080/14778238.2021.1973
352

Athamneh, M., & Jais, J. (2023). Factors affecting
human resource agility: A literature review
and future research directions. Journal of
Cogent Business & Management, 10(1), 189-
206.
https://doi.org/10.1080/23311975.2023.2193
181

Binwa, B., Colot, O., Bauweraerts, J. et al.
Organizational Agility of Family Small and
Medium-Sized Enterprises: Evidence from the
Eastern Democratic Republic of Congo.
International ~ Advances in  Economic
Research, (28), 51-68.
https://doi.org/10.1007/s11294-022-09850-x

Carilli, F, (2023). Program Management
Redefined: Techniques  to Improve
Organizational Agility. London: SAGE.

Carvalho, A., Sampaio, P., Rebentisch, E.,
Carvalho, J., & Saraiva, P. (2023). Operational
excellence, organizational culture, and agility:
bridging the gap between quality and
adaptability. Total Quality Management &
Business Excellence, 28(2), 553- 5609.
https://doi.org/10.1080/14783363.2023.2191
844

Ciampi, F., Faraoni, M., Ballerini, J., & Meli, F.
(2022). The co-evolutionary relationship
between digitalization and organizational
agility:  Ongoing  debates, theoretical
developments and future research
perspectives. Technological Forecasting and
Social Change, (176), 1-16.
https://doi.org/10.1016/j.techfore.2021.12138
3

Darvishmotevali, M., Altinay, L., & Koseoglu,
M. (2020). The link between environmental
uncertainty, organizational agility, and
organizational creativity in the hotel industry.
International  Journal of  Hospitality
Management, (87), 348-361.
https://doi.org/10.1016/j.ijhm.2020.102499

Edi Arsawan, W., De Hariyanti, N., Suta Atmaja,
M., Suhartanto, D., & Koval, V. (2022).
Developing Organizational Agility in SMEs:

Farhad Ghasemi


https://doi.org/10.30495/jsm.2021.1915695.1408
https://doi.org/10.30495/jsm.2021.1915695.1408
https://doi.org/10.1016/j.techfore.2022.121513
https://doi.org/10.1016/j.techfore.2022.121513
https://doi.org/10.1007/978-3-031-20601-6_46
https://doi.org/10.1007/978-3-031-20601-6_46
https://doi.org/10.1080/14778238.2021.1973352
https://doi.org/10.1080/14778238.2021.1973352
https://doi.org/10.1080/23311975.2023.2193181
https://doi.org/10.1080/23311975.2023.2193181
https://doi.org/10.1007/s11294-022-09850-x
https://doi.org/10.1080/14783363.2023.2191844
https://doi.org/10.1080/14783363.2023.2191844
https://doi.org/10.1016/j.techfore.2021.121383
https://doi.org/10.1016/j.techfore.2021.121383
https://doi.org/10.1016/j.ijhm.2020.102499

Journal of System Management (JSM)

An Investigation of Innovation’s Roles and
Strategic  Flexibility. Journal of Open
Innovation:  Technology, Market, and
Complexity, 8(3), 149-161.

Elazhary, M., Popovic, A., Henrique, J.,, &
Oliveira, T. (2022). How Information
Technology Governance Influences
Organizational Agility: The Role of Market
Turbulence. Information Systems
Management, 40(2), 148- 168.
https://doi.org/10.1080/10580530.2022.2055
813

Goncalves, D., Bergquist, M., Alange, S., &
Bunk, R. (2022). How Digital Tools Align
with Organizational Agility and Strengthen
Digital Innovation in Automotive Startups.
Journal of Procedia Computer Science, (196),
107-116.
https://doi.org/10.1016/j.procs.2021.11.079

Gou, R., Yin, H., & Liu, X. (2023). Coopetition,
organizational  agility, and innovation
performance in digital new ventures. Journal
of Industrial Marketing Management, (111),
143-157.
https://doi.org/10.1016/j.indmarman.2023.04.
003

Grover, V. (2022). Digital agility: responding to
digital opportunities. European Journal of
Information ~ Systems,  31(6), 709-719.
https://doi.org/10.1080/0960085X.2022.2096
492

Heydari, S., Hosseini Shakib, M., & Khamseh, A.
(2020). IT - Business Strategic Alignment and
Organizational Agility: The Moderating Role
of Environmental Uncertainty. Journal of
System Management, 6(1), 35-52.
https://doi.org/10.30495/jsm.2020.673644

Jang, S., Bae, J., Kim, K. (2022). The effect of
B2B service experience on repurchase
intention: Focus on roles of organizational
agility and customer knowledge sharing.
Journal of Global Scholars of Marketing
Science, 32(4), 645-659.
https://doi.org/10.1080/21639159.2022.2105
245

Korani, Z. (2022). The Role of Organizational
Agility in the Relationship of Information and
Communication Technology with the Job
Performance of Teachers in Conservatories
and Agricultural Education Centers in
Kermanshah. Journal of Agricultural
Education Administration Research, 14(61),
63-82.
https://doi.org/10.22092/jaear.2022.360015.1
910

The Propellants Factors in Human Resource Agility

9(4), 2023

Page 253 of 254

Kovynyov, I, Buerck, A. & Mikut, R. Design of
transformation  initiatives  implementing
organisational agility: an empirical study. SN
Business & Economics, (79), 21-36.
https://doi.org/10.1007/s43546-021-00073-6

Kumkale, 1. (2022). Field Study to Evaluate the
Effect of Strategic Leadership and
Organizational Ambidexterity on

Organizational Agility. Journal of
Accounting, Finance, Sustainability,
Governance & Fraud: Theory and
Application. 26(1), 1-23.

https://doi.org/10.1007/978-981-16-7582-9_4

Levallet, N., Ahuja, S., Wood, C. (2023). Agility
and improvisation in Ontario’s craft
breweries: Capabilities for constraints-based
innovation. Journal of Small Business
Management, 28(4), 237- 256.
https://doi.org/10.1080/00472778.2023.2182
442

Loghmani, M., Webb, T., Cuskelly, G., & Alavi,
H. (2021). How job crafting builds
organizational agility in a government-
dependent NSO: the mediating role of
organizational climate. Managing Sport and
Leisure, 16(1), 1-20.
https://doi.org/10.1080/23750472.2021.1937
286

Ludviga, I., Kalvina, A. Organizational Agility
during Crisis: Do Employees’ Perceptions of
Public Sector Organizations’ Strategic Agility
Foster Employees’ Work Engagement and
Well-being? Employee Responsibilities and
Rights Journal 22(8), 505-527.
https://doi.org/10.1007/s10672-023-09442-9

Marhraoui, A., Janati Idrissi, A., El Manouar, A.
(2022). An Integrated Human-Al Framework
towards  Organizational ~ Agility  and
Sustainable  Performance. Smart Cities
Applications, 12(1), 22-40.
https://doi.org/10.1007/978-3-030-94191-8 7

Mrugalska, B., & Ahmed, J. (2021).
Organizational Agility in Industry 4.0: A
Systematic Literature Review. Journal of
Sustainability, 13(15), 55-68.
https://doi.org/10.3390/su13158272

Patil, M., Suresh, M., Kumaraswamy, S., &
Kukreja, C. (2022). Business agility in
technology internet of things projects. Journal
of Decision Systems, 32(1), 113- 130.
https://doi.org/10.1080/12460125.2022.2136
609

Qureshi, F., Ellahi, A., Yasir, J., Rehman, M., &
Rehman, H. (2023). Empirical investigation
into impact of IT adoption on supply chain

Farhad Ghasemi


https://doi.org/10.1080/10580530.2022.2055813
https://doi.org/10.1080/10580530.2022.2055813
https://doi.org/10.1016/j.procs.2021.11.079
https://doi.org/10.1016/j.indmarman.2023.04.003
https://doi.org/10.1016/j.indmarman.2023.04.003
https://doi.org/10.1080/0960085X.2022.2096492
https://doi.org/10.1080/0960085X.2022.2096492
https://doi.org/10.30495/jsm.2020.673644
https://doi.org/10.1080/21639159.2022.2105245
https://doi.org/10.1080/21639159.2022.2105245
https://doi.org/10.22092/jaear.2022.360015.1910
https://doi.org/10.22092/jaear.2022.360015.1910
https://doi.org/10.1007/s43546-021-00073-6
https://doi.org/10.1007/978-981-16-7582-9_4
https://doi.org/10.1080/00472778.2023.2182442
https://doi.org/10.1080/00472778.2023.2182442
https://doi.org/10.1080/23750472.2021.1937286
https://doi.org/10.1080/23750472.2021.1937286
https://doi.org/10.1007/s10672-023-09442-9
https://doi.org/10.3390/su13158272
https://doi.org/10.1080/12460125.2022.2136609
https://doi.org/10.1080/12460125.2022.2136609

Journal of System Management (JSM)

agility in fast food sector in Pakistan. Journnal
of Cogent Business & Management, 10(1), 1-
19.

https://doi.org/10.1080/23311975.2023.2170
516

Salmen, K., & Festing, M. (2022). Paving the way
for progress in employee agility research: a
systematic literature review and framework.
The International Journal of Human Resource
Management, 33(22), 4386-4439.
https://doi.org/10.1080/09585192.2021.1943
491

Thomas, A., & Suresh, M. (2022). Readiness for
agility adaptability and alignment in
healthcare organizations. IISE Transactions
on Healthcare Systems Engineering, 26(2),
394- 4009.
https://doi.org/10.1080/24725579.2022.2144
966

Tisnasasmita, J., Muafi, M., Isfianadewi, D.,
Prajogo, W. (2023). Role of Supply Chain

The Propellants Factors in Human Resource Agility

9(4), 2023

Page 254 of 254

Collaboration and Organizational Agility on
Promoting Relational Rents: A Literature
Review. Lecture Notes in Networks and
Systems, (485), 366-382.
https://doi.org/10.1007/978-3-031-08093-
7_50

Wamba, S. (2022). Impact of artificial

intelligence assimilation on firm performance:
The mediating effects of organizational agility
and customer agility. International Journal of
Information Management, (67), 163- 182.
https://doi.org/10.1016/j.ijinfomgt.2022.1025
44

Zhang, M., Liu, H., Chen, M., & Tang, X. (2022).

Managerial ties: How much do they matter for
organizational agility? Journal of Industrial
Marketing Management, (103), 215-226.
https://doi.org/10.1016/j.indmarman.2022.03.
017

Farhad Ghasemi


https://doi.org/10.1080/23311975.2023.2170516
https://doi.org/10.1080/23311975.2023.2170516
https://doi.org/10.1080/09585192.2021.1943491
https://doi.org/10.1080/09585192.2021.1943491
https://doi.org/10.1080/24725579.2022.2144966
https://doi.org/10.1080/24725579.2022.2144966
https://doi.org/10.1007/978-3-031-08093-7_50
https://doi.org/10.1007/978-3-031-08093-7_50
https://doi.org/10.1016/j.ijinfomgt.2022.102544
https://doi.org/10.1016/j.ijinfomgt.2022.102544
https://doi.org/10.1016/j.indmarman.2022.03.017
https://doi.org/10.1016/j.indmarman.2022.03.017

