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of Nysveen and Pedersen (2014), the adaptability of Van Dam and
Meulders (2021), and the organizational performance of Delshab et al.
(2022) were used. SPSS version 18 and PLS version 3 software were used
for data analysis. The results showed that learning agility has a significant
X . relationship with value co-creation and employee adaptability. Moreover,
Learning agility . . - | .
Value co-creation there is a S|gn|f|cant relqtlonshlp between value co-creation and employee
Adaptability adaptability with organizational performance. Finally, value co-creation
Organizational performance ~ and employee’s adaptability have a mediating role in the relationship
between learning agility and organizational performance. The current
research showed that learning agility is a key concept for enhancing value
co-creation and adaptability among employees, which leads to better
organizational performance.

Keywords:

Introduction

Learning agility is an important area of study in organizations because of the significant
implications it has for individual adaptability and success in various contexts. Research has shown
that learning agility is essential to agile workforces and businesses (Ghosh et al., 2021). It is
considered a meta-competency for leadership success, especially in turbulent times (Harvey &
Valerio, 2022). Learning agility is believed to be a key predictor of leadership performance and
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potential, making it an important element in leadership development (De Meuse, 2017). In addition,
learning agility is essential for people to easily adapt to new changes (Handayani, 2021, December).
Learning agility can play a vital role in fostering innovative behavior (Jo & Hong, 2022). It is
believed to act as a personal representative resource to promote employee engagement (Jo & Hong,
2022). Learning agility in courses such as distance learning is critical to reducing burnout levels and
achieving success (Novianti et al., 2023). High learning agility can predict people's ability to
efficiently complete their tasks (Wijana, 2022). From a more holistic perspective, learning agility is
beneficial not only at the individual level but also at the organizational level. It is known as a key
element of learning facilitators (Hamad & Yozgat, 2017). Organizations that focus on agile learning
strategies can better react to changes in their external environment and enable quick and effective
responses to uncertainties (Armanious & Padgett, 2021).

Learning agility is an important aspect to study in the service field due to its significant impact on
organizational performance and adaptability. Braunscheidel and Suresh's (2009) research
emphasizes the importance of learning orientation as a cultural element in achieving agility in
processes and highlights the need for organizations to be able to learn and adapt in dynamic
markets. Likewise, Ahmed et al. (2019) found that learning orientation and flexibility in service
companies are complementary to the goal of achieving agility in operations and emphasize the
relevance of learning agility in increasing organizational capabilities. In the service industry, where
rapid response to market changes and customer needs is essential, Humdan et al. (2023) emphasize
that agility is a critical competency for acquiring market information and responding quickly to
turbulence. This agility is closely related to learning agility, as organizations need to learn, learn
and relearn to stay competitive and meet evolving customer expectations. Furthermore, Saputra et
al. (2021) showed that learning agility directly affects work engagement and shows its role in
employee motivation and performance. Additionally, De Meuse et al. (2010) and Wang and Beier
(2012) highlight learning agility as a stable construct that enables individuals to quickly grasp
situations and flexibly incorporate ideas to facilitate learning within and guide between experiences.
In the service sector, where innovation and responsiveness are key drivers of success, the ability to
learn quickly and adapt to changing conditions is critical. By studying learning agility in the service
sector, organizations can increase their capacity to innovate, improve customer service, and
ultimately drive organizational performance. Therefore, understanding and enhancing learning
agility in service is essential for organizations aiming to thrive in dynamic and competitive
environments.

Learning agility, which refers to an individual's ability to learn from experiences and apply that
learning effectively in new or challenging situations (De Meuse et al., 2010), is an emerging area of
research in the sport management literature. Learning agility in the workplace is a critical factor for
organizational success in today's fast-paced and ever-changing business environment. Studies have
highlighted various aspects of learning agility and its implications for organizations. De Meuse
(2017) emphasizes the evolution of learning agility as a psychological construct and its empirical
relationship to leader success and its growing popularity as a talent decision-making tool. In
addition, Dries et al. (2012) emphasize the role of learning agility and career diversity in identifying
and developing high-potential employees and recommend that organizations include learning agility
criteria in their talent development processes. Noe et al. (2014) emphasizes the importance of
learning in the contemporary work environment and state that human capital resources are essential
for organizations to gain competitive advantage. In addition, Milani et al. (2021) provide a
systematic review of learning agility and its applications in talent management, focusing on the
definition, measurement, and operationalization of the construct. Organizational culture and
practices also contribute significantly to fostering learning agility. Muduli (2016) highlights the
impact of cultural aspects on organizational agility, especially in the context of digital innovation,
and emphasizes the necessity for organizations to foster a culture that supports learning agility.
Muduli (2016) examines the facilitators and mediators of workforce agility and shows that
organizational practices such as learning and training, rewards, teamwork, and information systems
enhance agility. As a result, the literature on learning agility in the workplace emphasizes the
importance of fostering a continuous learning culture, integrating learning agility measures into
talent development processes, and using human capital resources to increase organizational agility
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and competitiveness. While research in the field of learning agility has been conducted in some
fields, so far research has paid little attention to the predictors of learning agility and there is a
scientific gap in this field. Therefore, the purpose of this research is to examine this gap.

According to the discussion, the aim of this research is to fill the scientific gap regarding predictors
of learning agility. Therefore, the researchers in this study seek to investigate whether value co-
creation and employee adaptability play a mediating role in the relationship between learning agility
and organizational performance in basketball clubs. Basketball clubs in Irag face numerous
challenges, including limited resources, political instability, and a competitive sports environment.
Despite these challenges, some clubs manage to excel, suggesting that certain organizational factors
contribute to their success. One such factor is learning agility, which involves the ability to adapt
quickly to changing circumstances. However, there is a lack of research on how learning agility
influences organizational performance in sports, particularly in the context of value co-creation and
adaptability. This study aims to explore the impact of learning agility on the performance of
basketball clubs in Iraq, focusing on how value co-creation and adaptability mediate this
relationship.

Basketball in Iraq is organized through the Iraqi Basketball Association, which is affiliated with
FIBA and FIBA Asia. The association oversees various competitions, including the Iraqi
Professional Basketball League, which is the highest professional league in the country. While
basketball clubs in Irag focus on physical agility to improve player performance, there is a broader
need to study organizational agility and its impact on performance through value co-creation and
adaptability. This research can help clubs innovate, engage fans more effectively, and maintain
competitiveness in a dynamic sports environment. Iraq's basketball clubs operate in a unique
environment characterized by political and economic challenges. Understanding how learning
agility affects their performance can provide insights into strategies for success in similar contexts.
This study contributes to the literature on organizational and learning agility in sports by examining
the role of value co-creation and adaptability. It enhances our understanding of how these factors
interact to influence organizational performance. The findings can inform strategies for improving
organizational performance in sports clubs, particularly in challenging environments. By
highlighting the importance of learning agility, value co-creation, and adaptability, the study can
help clubs develop more effective management practices.

Hypotheses Development
Learning Agility and Value Co-creation
Value co-creation refers to a collaborative process in which actors (organization, employees,
customers, etc.) jointly create value through interactions (Behnam et al., 2021). Shulga's et al.
(2021) research emphasizes the mutual role of trust in customer value co-creation and highlights the
importance of personal connection, behavioral and cognitive immersion, and emotional bonding in
the co-creation process. This suggests that consumers with high learning agility may be more active
in value co-creation processes and use their ability to learn quickly and adapt to meaningfully
participate in value creation activities. Furthermore, Nadeem et al. (2021) discuss the role of ethical
perceptions in consumer participation and value co-creation in sharing economy platforms. This
research emphasizes that consumers' involvement predicts their intention to participate in value
creation, especially when mediated by ethical perceptions. Consumers with high learning agility
may demonstrate greater understanding of ethical considerations, leading to more active
participation in value co-creation initiatives. Therefore, based on the theoretical foundations
presented in the literature, it is acceptable to hypothesize that learning agility positively affects
value co-creation and enables people to be actively involved in partnership and value creation with
organizations.

H1. Learning agility is positively associated with value co-creation.
Learning Agility and Employee Adaptability
Employee adaptability is defined as the tendency of people to be flexible, open-minded, and ready
to actively change or adapt to new, variable, or ambiguous work environments (Van Dam &
Meulders, 2020). Aslam et al. (2018) found that organizations that emphasize learning agility are
better able to sense market changes and adjust their supply chain processes accordingly. Therefore,
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a connection between learning agility and adaptability is established. In addition, DeRue et al.
(2012) on how goal orientation affects learning and adaptation emphasize that individuals with
strong goal orientation are more likely to seek feedback and effectively adapt their behaviors. This
emphasizes the importance of individual characteristics, such as learning agility, in promoting
adaptability in response to feedback and changing conditions. In addition, Park and Park (2021)
explore concepts related to employees' ability to adapt, including adaptive performance,
proactiveness, flexibility, and workforce agility. They identify learning agility as an important
factor in employees' adaptive performance, showing that people with high learning agility are more
likely to show adaptability in different situations. Combining these findings, we can theoretically
justify that learning agility increases adaptability by enabling individuals and organizations to
perceive changes, seek feedback, set goals, and effectively adapt their behaviors in response to
evolving circumstances.

H2. Learning agility is positively associated with employee adaptability.
Employee Adaptability and Organizational Performance
Griffin et al. (2007) identified adaptability as a sub-dimension of work role performance and
emphasized its importance in uncertain and interdependent contexts. Denison and Mishra (1995)
highlighted adaptability as a characteristic that predicts growth and complements quantitative and
qualitative methods in the study of organizational cultures. Surace (2019) further strengthened the
relationship between adaptability and organizational performance and showed that adaptability
leads to improved performance. In addition, Franczak and Weinzimmer (2022) found a positive
relationship between organizational adaptability and action, which subsequently affects
organizational performance, especially in risk-oriented environments. Jundt et al. (2015)
emphasized that adaptability does not only involve routine technical performance, but also the
elimination of previous ways of doing things, which represents a deeper level of adaptability and
behavior change. Studies by Tabiu et al. (2020) and Kim (2021) further support the importance of
adaptability in organizational environments and highlight its critical role in enabling employees to
effectively meet organizational demands. Organizations that foster adaptability among their
employees and in their culture are more likely to achieve better performance outcomes, especially
in dynamic and uncertain environments. Therefore, adaptability is a key factor affecting
organizational performance.

H3. Employee adaptability is positively associated with organizational performance.
Value Co-creation and Organizational Performance
Marcos-Cuevas et al. (2016) define value co-creation as an overarching construct that reflects the
evolution of organizational entities toward deeper engagement with customers and emphasizes the
importance of relational orientation. This interaction is further highlighted by Carvalho and Alves
(2023), who emphasize the importance of the participation of tourists and guests in the co-creation
of value in the hospitality and tourism industry. In addition, Shi et al. (2020) emphasize the
importance of value co-creation in addressing challenges in processes and show its central role in
problem solving. In this regard, Partouche-Sebban et al. (2022) examine the effects of value co-
creation among professionals and in the business-to-business context and show its impact on
individuals and organizations. Rosler et al. (2021) examine value co-creation between public
service organizations and the private sector and highlight its importance from the perspective of
organizational capabilities. Therefore, organizations that actively engage in value co-creation
practices with stakeholders, customers, and employees are likely to experience better performance
outcomes, improved relationships, and increased competitiveness in their respective industries.
Hence, value co-creation can be a key factor for organizational performance.

H4. Value co-creation is positively associated with organizational performance.

Methodology

The current research method is correlation, which was carried out in the field. The research
population was made up of managers and employees of basketball clubs in Iraq (10 cities). Based
on Morgan's table, at least 384 people were selected as a sample using the stratified sampling
method. For this purpose, each city was divided into five regions (North, South, East, West and
Center). From each city, clubs were randomly selected (5 clubs from each city and 50 clubs in
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total). The response time was approximately 20 minutes. To account for potential non-response and
incomplete questionnaires, as suggested by previous literature, researchers distributed 435
questionnaires, anticipating a drop rate of 10-15%. Ultimately, 427 complete and accurate
questionnaires were collected through convenience sampling and eight questionnaires were deleted
because of incomplete responses to several items. The data was collected face-to-face in January
2024.

First, the library method was used to review the literature. The following standard questionnaires
were used to collect data. For value co-creation, the five-question questionnaire of Nysveen and
Pedersen (2014) was used. For learning agility, Gravett and Caldwell's (2016) twenty-five question
questionnaire was used, which has four sub-components of mental agility with six items, change
with six items, results with seven items, and people with six items. For employees adaptability, the
10-question questionnaire of Van Dam and Meulders (2020) was used, which has three sub-
components of cognitive adaptability of three items, emotional adaptability of four items and
behavioral adaptability of three items. For organizational performance, the 26-question
questionnaire of Delshab et al. (2022) was used, which has six sub-components: sports (seven
items), members (four items), finance (four items), strategy (four items), internal business process
(three items), and learning and growth (four items). In the results section, the reliability of the
questionnaires is reported. To measure content validity, questionnaires were reviewed by 8 sports
management professors.

Descriptive statistical methods were used to analyze the data in the descriptive section. Partial Least
Squares (PLS) was employed for the data analysis. Note that PLS makes less demand compared to
covariance-based approaches such as distributions, sample sizes, and measurement scales (Chin,
1998). All the measurements in this study were reflective, and the internal consistency, indicator
reliability, and convergent validity were assessed (Chin, 1998; Hair et al., 2016). Internal
consistency reliability was tested by calculating composite reliability (CR) (Chin, 1998; Fornell &
Larcker, 1981), while indicator reliability was tested using outer indicator loadings. Both values
should exceed the threshold of .70 (Hair et al., 2016). Convergent validity was inspected using the
average variance extracted (AVE) (Chin, 1998), which should exceed the threshold of .50 (Fornell
& Larcker, 1981). Therefore, SPSS version 18 and PLS version 3 software were used.

Results

The results of the descriptive statistics section showed a total of 427 participants, 69.5% of whom
are men (297 people) and 30.5% women (130 people). In terms of education, the highest frequency
with 43.5% (186 people) is bachelor's degree and the lowest frequency with 2.5% (11 people) is
related to doctorate. Regarding the age distribution of the samples, the highest frequency with
37.2% (159 people) is 31 to 40 years old and the lowest frequency with 12.9% (55 people) is related
to 60 years and above.

In order to fit the measurement model, confirmatory factor analysis was performed. To test the
reliability of the external model, Cronbach's alpha and composite reliability were used, the results
of which are given in Table 1. As can be seen in the table, Cronbach's alpha values and composite
reliability are more than 0.7 for all constructs, and this is a sign of the suitability of the internal
stability of the measurement model. According to Table 1, the composite reliability is greater than
the mean of the extracted variance, which indicates the appropriateness of the reliability of the
measurement model. Also, the factor loadings of the items were between 0.55 and 0.93, which is
one of the signs of the appropriate fit of the measurement model.

Table 1. Cronbach's alpha coefficients and composite reliability

Variable Cronbach’s alpha Composite reliability
Value co-creation 0.81 0.83
0.79 0.82

Learning agility

Employees adaptability 0.84 0.86
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Organizational performance 0.76 0.79

For the validity of the constructs (discriminative validity), Fornell and Larcker (1981) suggest that
the root mean of the extracted variance of each variable should be greater than the correlation of
that variable with other variables. This means that the correlation of each hidden variable and its
indicators (manifest variables) must be higher than the correlation of that variable with other
variables. The root mean variance extracted is given at the end of each row in Table 2. The values
of each variable are higher than the correlation of each variable with other variables, and this
indicates the acceptable validity of the measurement tools.

Table 2. Correlation matrix of research variables and square root of AVE

Variable 1 2 3 7
Value co-creation 0.75
Learning agility 750 | o078
Employees adaptaﬁy- Yol J §a7 0.73
Organizational perfor;ance - 049« 031 0.45 0.80

To determine the appropriate fit of the research model in PLS software, we used Q2 and R2
coefficients. Q2 coefficient or predictive power for value co-creation is 0.23, employee’s
adaptability is 0.36 and for organizational performance is 0.41, which is higher than 0.15 and 0.35.
These coefficients indicate the good fit of the structural model. Also, R2 coefficient or
determination coefficient of 0.71 was obtained, which is higher than 0.67. This coefficient also
indicates the appropriate fit of the structural model. Based on the data analysis algorithm in the PLS
method, after checking the fit of the measurement, structural and general models, the research
hypotheses are tested by checking the significant coefficients of each of the paths as well as the
standardized coefficients of the factor load related to the paths. If the t value of each path is more
than 1.96, the corresponding path is confirmed at the 95% confidence level and the related
hypothesis is confirmed. Based on the conceptual model tested in Figure (1), the output shows the t
coefficients. Therefore, at the 95% confidence level, the predicted paths of learning agility - value
co-creation, learning agility — employees’ adaptability, value co-creation - organizational
performance, and employee’s adaptability - organizational performance are significant.

After the standard estimation was done, the cause-and-effect relationship between the research
constructs was examined. As can be seen in figure number (1), the relationship between research
variables is confirmed because their significant numbers are not between 1.96 and -1.96. In other
words, learning agility has a direct, positive, and significant relationship with value co-creation
(t=5.96; p=0.32) and employees’ adaptability (t=9.07; p=0.42). Value co-creation and employee’s
adaptability have a direct, positive, and significant relationship with organizational performance
(t=8.59, B=0.44; t=7.88, p=0.41, respectively). Value co-creation and employee’s adaptability have
a mediating role on the relationship between learning agility and organizational performance
(t=8.59, p=0.14; t=4.91, p=0.17, respectively).



85 Sadiq et al/Journal of New Studies in Sport Management 2025; 6(4): 79-90

Value Co-
creation

Learning
Agility

Organizational
Performance

Adaptability

Figure 1. Structural model with path coefficients and T values. (** p <.001)

Discussion and Conclusion

Consistent with hypothesis 1, results demonstrated that learning agility affects value co-creation in
basketball clubs. From a service-dominant logic perspective Grénroos (2011), value co-creation
involves dialogical processes where both parties are active, learn together, and directly influence
each other. This highlights the importance of continuous learning and adaptation in the co-creation
process. Additionally, the study by Behnam et al. (2023) emphasizes the moderating effect of fan
engagement on the relationship between fan knowledge and co-creation, indicating that active
engagement and learning among fans can enhance the co-creation process.

Hypothesis 2 was supported, as learning agility affects the adaptability of employees in basketball
clubs. Learning agility is considered a fundamental aspect of workforce agility, which is essential
for individuals to quickly adapt to changes and challenges (Park & Park, 2021). The concept of
learning agility is closely linked to adaptability, as individuals who possess high learning agility are
more likely to be flexible, open to change, and able to thrive in dynamic environments (Jo & Hong,
2022).

Our research highlighted that value co-creation has an effect on organizational performance in
basketball clubs, supported H3. The concept of value co-creation emphasizes the importance of
engaging stakeholders in the creation of value, leading to enhanced innovation, market growth, and
improved consumer satisfaction, all of which contribute to organizational performance (Brand Ortiz
et al., 2022). This collaborative approach is essential for sports clubs to adapt to the dynamic and
competitive sports industry landscape. Studies have shown that value co-creation capabilities are
crucial for enhancing organizational performance by fostering innovation and improving consumer
satisfaction (Brand Ortiz et al., 2022).

Our results revealed that adaptability of employees has an effect on organizational performance in
basketball clubs. The theoretical framework of organizational institutionalism emphasizes the
production of homogeneity among actors in an organizational setting through isomorphic processes
(Stenling & Fahlén, 2016). In the context of sports clubs, this could imply that promoting
adaptability among employees can contribute to aligning organizational goals and behaviors,
ultimately enhancing organizational performance. Employees who are adaptable are more likely to
share and apply knowledge effectively, leading to improved organizational performance (Delshab et
al., 2021; Delshab et al., 2019). Additionally, the ability of employees to adapt to changing
organizational demands and opportunities is essential for operational effectiveness, highlighting the
importance of adaptability as a crucial component of performance (Tabiu et al., 2020).

Finally, we showed that value co-creation and employee adaptability have a mediating role in the
relationship between learning agility and organizational performance. Value co-creation, which
involves the collaborative creation of value between service providers and customers, has been
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found to play a mediating role in various contexts (Mubushar et al., 2021; Waseem et al., 2021;
Watanabe, 2014). For instance, Watanabe (2014) confirmed the mediating role of co-creation of
value in a BtoB context, while Waseem et al. (2021) highlighted the drivers of employee motivation
to facilitate value co-creation. These findings support the notion that value co-creation is a
significant factor in organizational processes. Employee adaptability, often referred to as learning
agility, has also been recognized as a crucial element in organizational performance (Lee & Song,
2022; Ludviga & Kalvina, 2023). Lee and Song (2022) discussed adaptability in terms of the ability
to generalize knowledge and skills acquired to create performance in a changing environment,
emphasizing its importance. Additionally, Ludviga and Kalvina (2023) examined the mediating role
of perceived strategic agility in relation to employee outcomes during crises, further highlighting
the significance of adaptability in organizational contexts.

Our study generates several important managerial implications. First, Leveraging learning agility
can facilitate improved stakeholder engagement within sports clubs. By promoting a learning
environment that values diverse perspectives and knowledge sharing, clubs can enhance
collaboration and co-creation efforts with stakeholders, ultimately leading to the creation of more
valuable experiences (Kolyperas et al., 2019). Also, Designing practices related to organizational
learning and training can significantly contribute to enhancing workforce agility. By investing in
continuous learning initiatives, sports clubs can foster a culture of adaptability and innovation
among employees, enabling them to respond proactively to challenges and opportunities (Muduli,
2016).

Second, by engaging in value co-creation activities, sports clubs can leverage the diverse expertise
and perspectives of stakeholders to drive performance improvements and gain a competitive edge in
the market (Nelly Sari et al., 2022). Additionally, the ability to co-create value has been linked to
increased trust, commitment, and well-being among stakeholders, further enhancing organizational
performance (Janjua et al., 2021). Sports clubs should focus on actively involving stakeholders,
such as fans, sponsors, and community members, in value co-creation processes. By understanding
and leveraging the unique contributions of each stakeholder group, clubs can enhance the value they
deliver and improve organizational performance (Brand Ortiz et al., 2022).

Third, in the sports club context, the ability of clubs to adapt to variable economic, political, social,
and cultural environments is crucial for achieving their sporting objectives and organizational
development (Escamilla-Fajardo et al., 2019). Sports clubs should navigate these external
conditions to effectively offer their services and meet their objectives. Developing training
programs that focus on enhancing employee adaptability can be beneficial for sports clubs. Training
initiatives can help employees acquire the necessary skills to navigate uncertain and interdependent
contexts effectively (Tabiu et al., 2020).

Forth, The findings suggest that organizations should focus on facilitating employee involvement in
value co-creation (Marcos-Cuevas et al., 2016; Oertzen et al., 2018; Xu et al., 2023). This involves
directing organizational resources towards areas that enhance employee participation in creating
value for customers. Service managers can utilize these implications to develop co-creation
capabilities and practices within their organizations, thereby fostering a culture of value co-creation.
Moreover, the results emphasize the importance of workforce agility, organizational learning, and
human resource development (Muduli, 2016; Otoo et al., 2019). Organizations are encouraged to
design and implement practices related to organizational learning, training, compensation, and
involvement to enable agility within the workforce.

There are limitations in the current study. First, this research is based on a single context, which
limits the generalizability of the current research model. In order to generalize the results, it is
recommended that future studies be performed in other sports contexts or industries. Second, the
cross-sectional data do not consider the impact of the past causal association of employee
adaptability, value co-creation, and learning agility. A longitudinal study would further strengthen
the results and overcome this limitation. We considered employee adaptability and value co-
creation as a mediating variable that would influence the relationship between learning agility and
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organizational performance. Several other factors may be related to performance. Future studies
could consider additional factors such employee engagement as moderating variables.

Ethical Considerations
Compliance with ethical guidelines: Ethical points have been observed.
Funding: No specific financial resources have been used.

Authors’ contribution: All authors have contributed to the design and implementation of this
study.

Conflict of interest: there is no conflict of interest.

Acknowledgments: We are grateful to all individuals and organizations that helped us in this study.

References

Ahmed, W., Najmi, A., Mustafa, Y., & Khan, A. (2019). Developing model to analyze factors
affecting firms’ agility and competitive capability: A case of a volatile market. Journal of
Modelling in Management, 14(2), 476-491.

Armanious, M., & Padgett, J. D. (2021). Agile learning strategies to compete in an uncertain
business environment. Journal of Workplace Learning, 33(8), 635-647.

Aslam, H., Blome, C., Roscoe, S., & Azhar, T. M. (2018). Dynamic supply chain capabilities: How
market sensing, supply chain agility and adaptability affect supply chain ambidexterity.
International Journal of Operations & Production Management, 38(12), 2266-2285.

Behnam, M., Dickson, G., Delshab, V., Gerke, A., & Savari Nikou, P. (2023). The moderating
effect of fan engagement on the relationship between fan knowledge and fan co-creation in
social media. International Journal of Sports Marketing and Sponsorship, 24(4), 606-622.

Behnam, M., Sato, M., & Baker, B. J. (2021). The role of consumer engagement in behavioral
loyalty through value co-creation in fitness clubs. Sport Management Review, 24(4), 567-
593.

Brand Ortiz, J. I, Espinal Ruiz, D. J., Winand, M., & Rojas Nufiez, C. F. (2022). Value co-creation
and its impact on organizational performance: the case of the amateur football clubs of
Antioquia football league of Colombia. Cuadernos de Administracion (Universidad del
Valle), 38(73).

Braunscheidel, M. J., & Suresh, N. C. (2009). The organizational antecedents of a firm’s supply
chain agility for risk mitigation and response. Journal of operations Management, 27(2),
119-140.

Carvalho, P., & Alves, H. (2023). Customer value co-creation in the hospitality and tourism
industry: a systematic literature review. International Journal of Contemporary Hospitality
Management, 35(1), 250-273.

De Meuse, K. P. (2017). Learning agility: Its evolution as a psychological construct and its
empirical relationship to leader success. Consulting Psychology Journal: Practice and
Research, 69(4), 267.

De Meuse, K. P., Dai, G., & Hallenbeck, G. S. (2010). Learning agility: A construct whose time has
come. Consulting Psychology Journal: Practice and Research, 62(2), 119.

Delshab, V., Pyun, D. Y., Kerwin, S., & Cegarra-Navarro, J.-G. (2021). The impact of unlearning
context on organizational performance through knowledge management: A case of
community sport clubs in Iran. Sport Management Review, 24(1), 156-178.

Delshab, V., Winand, M., Boroujerdi, S. S., & Mahmoudian, A. (2019). Analyzing the influence of
employee values on knowledge management in sport organizations. Journal of Science and
Technology Policy Management, 10(3), 667-685.

Delshab, V., Winand, M., Sadeghi Boroujerdi, S., Hoeber, L., & Mahmoudian, A. (2022). The
impact of knowledge management on performance in nonprofit sports clubs: The mediating



88 Sadiq et al /Journal of New Studies in Sport Management 2025; 6(4): 79-90

role of attitude toward innovation, open innovation, and innovativeness. European Sport
Management Quarterly, 22(2), 139-160.

Denison, D. R., & Mishra, A. K. (1995). Toward a theory of organizational culture and
effectiveness. Organization science, 6(2), 204-223.

DeRue, D. S., Ashford, S. J., & Myers, C. G. (2012). Learning agility: In search of conceptual
clarity and theoretical grounding. Industrial and Organizational Psychology, 5(3), 258-279.

Dries, N., Vantilborgh, T., & Pepermans, R. (2012). The role of learning agility and career variety
in the identification and development of high potential employees. Personnel Review, 41(3),
340-358.

Escamilla-Fajardo, P., Nafiez-Pomar, J., & Parra-Camacho, D. (2019). Does the organizational
climate predict the innovation in sports clubs? Journal of Entrepreneurship and Public
Policy, 8(1), 103-121.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable
variables and measurement error. Journal of marketing research, 18(1), 39-50.

Franczak, J., & Weinzimmer, L. (2022). How SMEs Leverage Adaptability, Risk-Taking, and
Action Into Positive Performance—A Moderated Mediation Model. Journal of Small
Business Strategy, 32(4), 16-29.

Ghosh, S., Muduli, A., & Pingle, S. (2021). Role of e-learning technology and culture on learning
agility: An empirical evidence. Human systems management, 40(2), 235-248.

Gravett, L. S., & Caldwell, S. A. (2016). Learning agility: The impact on recruitment and retention.
Palgrave Macmillan. https://doi.org/https://doi.org10.1057/978-1-137-59965-

Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance: Positive
behavior in uncertain and interdependent contexts. Academy of management Journal, 50(2),
327-3417.

Gronroos, C. (2011). Value co-creation in service logic: A critical analysis. Marketing theory,
11(3), 279-301.

Hamad, Z., & Yozgat, Y. (2017). Does organizational agility affect organizational learning
capability? Evidence from commercial banking. Management Science Letters, 7(8), 407-
422.

Handayani, D. A. P., & Ambara, D. P. (2021, December). Does Learning Agility Depend on Age
and Work Experience? In 4th International Conference on Innovative Research Across
Disciplines (ICIRAD 2021),

Harvey, V. S., & Valerio, A. M. (2022). Coaching to accelerate the development of learning agility.
Consulting Psychology Journal, 74(3), 2609.

Humdan, E. A., Shi, Y., Behina, M., Chowdhury, M. M. H., & Mahmud, A. S. (2023). The role of
innovativeness and supply chain agility in the Australian service industry: a dynamic
capability perspective. International Journal of Physical Distribution & Logistics
Management, 53(11), 1-25.

Janjua, Q. R., Mehmood, M. A., & Akram, M. (2021). The Influence of Organizational
Assimilation on Trust and Commitment with the Mediating Role of Co-creation of Value in
HEIls. Journal of Development and Social Sciences, 2(3), 334-352.

Jo, Y., & Hong, A. J. (2022). Impact of agile learning on innovative behavior: A moderated
mediation model of employee engagement and perceived organizational support. Frontiers
in Psychology, 13, 900830.

Jundt, D. K., Shoss, M. K., & Huang, J. L. (2015). Individual adaptive performance in
organizations: A review. Journal of organizational behavior, 36(S1), S53-S71.

Kim, K. (2021). A measure of adaptive performance and the DLOQ. The Learning Organization,
28(4), 397-412.

Kolyperas, D., Maglaras, G., & Sparks, L. (2019). Sport fans’ roles in value co-creation. European
Sport Management Quarterly, 19(2), 201-220.

Lee, J., & Song, J. H. (2022). Developing a conceptual integrated model for the employee's learning
agility. Performance Improvement Quarterly, 34(4), 367-394.



https://doi.org/https:/doi.org10.1057/978-1-137-59965-

89 Sadiq et al/Journal of New Studies in Sport Management 2025; 6(4): 79-90

Ludviga, 1., & Kalvina, A. (2023). 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, 1-21.

Marcos-Cuevas, J., Nétti, S., Palo, T., & Baumann, J. (2016). Value co-creation practices and
capabilities: Sustained purposeful engagement across B2B systems. Industrial marketing
management, 56, 97-107.

Milani, R., Setti, I., & Argentero, P. (2021). Learning agility and talent management: A systematic
review and future prospects. Consulting Psychology Journal: Practice and Research, 73(4),
349.

Mubushar, M., Rasool, S., Haider, M. I., & Cerchione, R. (2021). The impact of corporate social
responsibility activities on stakeholders' value co-creation behaviour. Corporate Social
Responsibility and Environmental Management, 28(6), 1906-1920.

Muduli, A. (2016). Exploring the facilitators and mediators of workforce agility: an empirical study.
Management Research Review, 39(12), 1567-1586.

Nadeem, W., Juntunen, M., Hajli, N., & Tajvidi, M. (2021). The role of ethical perceptions in
consumers’ participation and value co-creation on sharing economy platforms. Journal of
business ethics, 169, 421-441.

Nelly Sari, R., Junita, D., Anugerah, R., Tri Nanda, S., & Zenita, R. (2022). Effect of governance
practices on value co-creation and organizational performance: Evidence from village-
owned enterprises in Riau, Indonesia, Problems and Perspectives in Management, 20 (4). In.

Noe, R. A., Clarke, A. D., & Klein, H. J. (2014). Learning in the twenty-first-century workplace.
Annu. Rev. Organ. Psychol. Organ. Behav., 1(1), 245-275.

Novianti, P. A., Yudiana, W., & Novita, S. (2023). Can Learning Agility Predict Students’
Academic Burnout During Distance Learning? Journal of Educational, Health &
Community Psychology (JEHCP), 12(1).

Nysveen, H., & Pedersen, P. E. (2014). Influences of cocreation on brand experience. International
Journal of Market Research, 56(6), 807-832.

Oertzen, A.-S., Odekerken-Schréder, G., Brax, S. A., & Mager, B. (2018). Co-creating services—
conceptual clarification, forms and outcomes. Journal of Service Management, 29(4), 641-
679.

Otoo, F. N. K., Otoo, E. A., Abledu, G. K., & Bhardwaj, A. (2019). Impact of human resource
development (HRD) practices on pharmaceutical industry’s performance: The mediating
role of employee performance. European Journal of Training and Development, 43(1/2),
188-210.

Park, S., & Park, S. (2021). How can employees adapt to change? Clarifying the adaptive
performance concepts. Human Resource Development Quarterly, 32(1), E1-E15.

Partouche-Sebban, J., Rezaee Vessal, S., & Bernhard, F. (2022). When co-creation pays off: the
effect of co-creation on well-being, work performance and team resilience. Journal of
Business & Industrial Marketing, 37(8), 1640-1649.

Rosler, J., Soll, T., Hancock, L., & Friedli, T. (2021). Value co-creation between public service
organizations and the private sector: An organizational capabilities perspective.
Administrative Sciences, 11(2), 55.

Saputra, N., Sasanti, N., & Hindriari, R. (2021). Sustainable Growth of Indonesia Palm Oil
Companies: Synchronizing Agility, Culture, and Engagement. Proceedings of the 1st
International Conference on Sustainable Management and Innovation, ICoSMI 2020, 14-16
September 2020, Bogor, West Java, Indonesia,

Shi, X., Li, G., Dong, C., & Yang, Y. (2020). Value co-creation behavior in green supply chains:
An empirical study. Energies, 13(15), 3902.

Shulga, L. V., Busser, J. A,, Bai, B., & Kim, H. (2021). The reciprocal role of trust in customer
value co-creation. Journal of Hospitality & Tourism Research, 45(4), 672-696.

Stenling, C., & Fahlén, J. (2016). Same same, but different? Exploring the organizational identities
of Swedish voluntary sports: Possible implications of sports clubs’ self-identification for
their role as implementers of policy objectives. International review for the sociology of
sport, 51(7), 867-883.



90 Sadiq et al /Journal of New Studies in Sport Management 2025; 6(4): 79-90

Surace, A. (2019). Complexity and leadership: the case of a military organization. International
Journal of Organizational Analysis, 27(5), 1522-1541.

Tabiu, A., Pangil, F., & Othman, S. Z. (2020). Does training, job autonomy and career planning
predict employees’ adaptive performance? Global Business Review, 21(3), 713-724.

Van Dam, K., & Meulders, M. (2020). The Adaptability Scale. European Journal of Psychological
Assessment.

Wang, S., & Beier, M. E. (2012). Learning agility: Not much is new. Industrial and Organizational
Psychology, 5(3), 293-296.

Waseem, D., Biggemann, S., & Garry, T. (2021). An exploration of the drivers of employee
motivation to facilitate value co-creation. Journal of Services Marketing, 35(4), 442-452.

Watanabe, Y. (2014). Co-creation of value in business-to-business services. International Business
& Economics Research Journal (IBER), 13(6), 1483-1498.

Wijana, 1. N. (2022). The influence of family support, perceived digital competence and attitude,
and learning agility on the speed of completing student studies with the role of academic
self-efficacy as a mediation variable. JETL (Journal of Education, Teaching and Learning),
7(2), 212-217.

Xu, H., Tang, C., & Guo, L. (2023). Exploring service employees’ involvement in value co-
creation: dimensions, antecedents and consequences. Journal of Services Marketing, 37(5),
650-670.



