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Abstract: The study aims to identify the impact of human resources maintenance on enhancing organizational agility.
The research was built based on a set of studies and previous theoretical frameworks related to the research subject.
The research data was collected at the application agency (the Municipality of the Northern Borders Region) through a
survey list distributed to 384 employees in the application area. Statistical Package for Social Sciences (SPSS) was used
to analyze the data and verify the validity of the research hypotheses. There are no statistically significant differences
between the opinions of the study sample due to the variable of gender, level of education, and experience concerning
the level of human resources maintenance programs in the Municipality of the Northern Borders Region and the existence
of a relationship between the maintenance of human resources in its various dimensions and organizational agility, as
well as a strong positive impact of human resources maintenance on organizational agility. The study recommended the
need to pay attention to human resources maintenance programs while working to raise awareness of the importance of
enhancing organizational agility and increasing adequate financial support for the application of the philosophy of
human resources maintenance and that the policies and procedures of human resources maintenance programs focus
on taking into account supporting the agility of the organizational structure and organizational procedures at the level
of the institution.

Keywords: maintenance of human resources, occupational safety and health, psychological support for employees,
health care, entertainment for employees, organizational agility.

JEL Classification: M12, C83, C88, D73

Received: 10 February 2023 Accepted: 18 March 2023 Published: 31 March 2023

Funding: There is no funding for this research
Publisher: Academic Research and Publishing UG

Cite as: Saad, M.A., & Al-Naggar, S.A. (2023). The Impact of Human Resources Maintenance on Enhancing
Organizational Agility: An Applied Study on Secretariat of Northern Borders Region. Marketing and
Management of Innovations, 1, 75-86. https://doi.org/10.21272/mmi.2023.1-07

m Copyright: © 2023 by the author. Licensee Academic Research and Publishing UG (i. G.), Germany.

This article is an open access article distributed under the terms and conditions of the Creative Commons Attribution

(CC BY) license (https://creativecommons.org/licenses/by/ 4.0/).
75


mailto:masmas114@yahoo.com
https://doi.org/10.21272/mmi.2023.1-07

Marketing and Management of Innovations, 1, 2023

€ sciendo fl ARMG PUBLISHING
ISSN 2218-4511 (print) ISSN 2227-6718 (online) >

“Thinking ahead”

Introduction. Scientific developments and the revolution of informatics and communication have created
a different administrative reality than in the past. The manifestations of the new reality are reflected in the
decline of many intellectual concepts and systems on which previous administrative studies relied, which
made modern administrative methods differ from administrative thought and its applications in the past.
Therefore, it is necessary to adopt modern management methods that are compatible with organizations'
changes. Human resources are a source for achieving competitive advantage for the organization, in addition
to being one of the capital resources in the organization (Beheshtifa & Safarian, 2013).

Human resources management is no longer only interested in the traditional role but has become more
concerned with the need to strike a balance between the capacity of institutions to achieve the results of their
work and the capacity to exert their maximum energy, which requires focusing on the maintenance of the
human element and achieving the goals and desires of employees through the existence of an incentive system
that contains a set of benefits while providing health care and safety in the work environment. Moreover,
strategic planning is no longer the only source of success and adaptability for organizations to change. Hence
the concept of «organizational agility» helps organizations integrate with environments characterized by
activity and rapid change in a large way (Zafar et al., 2018).

Organizational agility has become necessary to distinguish successful organizations from troubled
organizations, as constant changes in their environment require responsiveness, adaptability, and agility in
responding to market changes (Harraf et al., 2015). Due to the difficulty of keeping pace with the human mind
with the rapid developments in the business environment (Zain et al., 2005), the organization desperately
needs human elements that possess organizational agility in its various dimensions (Warr & Inceoglu, 2012).

The problem of the study is «What is the impact of human resources maintenance programs on enhancing
organizational agility in the entity under study». Accordingly, the study problem could be formulated through
the following questions: What is the concept and role of human resource maintenance at the organizational
level? What is the nature and type of relationship between human resource maintenance and organizational
agility? To what extent do the various human resource maintenance programs (occupational safety and health,
psychological support, health care, and entertainment) affect organizational agility?

This study also aimed to reveal the type and nature of the relationship between human resources
maintenance and organizational agility and to identify the impact of human resources maintenance programs
separately, represented in occupational safety and health/psychological support/health care/recreational means
on organizational agility, as well as Identify the reality of the practice of both human resources maintenance
and organizational agility in the entity under study.

The importance of this study comes through working to guide the officials of the entity under study on the
significance of human resources maintenance and its important role in enhancing organizational agility, as
well as standing on the important role of both human resources maintenance and organizational agility and its
impact on enhancing the vital role of human resources and increasing its effectiveness, and finally providing
some proposals that will raise the level of Maintaining human resources and enhancing organizational agility
in the entity under study.

Literature Review. Concerning the literature review on human resources maintenance. Shah (2019)
defined maintenance of human resources as attention to the material and non-material benefits necessary for
the human element within organizations and working to provide them (Berman et al., 2019). Human resources
maintenance is a set of programs that ensure the safety and security of the organization's employees as
developed (Pham et al., 2019). A comprehensive definition of human resources maintenance is a set of
programs that the company's management seeks to apply in order to maintain employees and take care of
them, including these programs (occupational safety and health programs, psychological support for the
worker, health care, recreational programs) to improve the general level of organizations. Therefore, the
dimensions of human resources maintenance are represented in occupational safety and health, psychological
support for employees, health care, and entertainment for employees.

Buhai and Nielsen (2008) found that improving the physical work environment and occupational health
and safety practices has a positive impact on the performance of companies because of its significant impact
on the level of productivity. And the study by Katsuro et al. (2010) found that following safety procedures at
work reduces employee accident rates, which has a positive moral impact on the production volume. At the
same time, the study by Nekoie-Moghadam et al. (2013) found that Preventive measures for employees are
the most positive moral factors in organizational commitment, followed by social welfare, insurance, and
retirement. Beheshtifar and Safarian (2013) found that medical care had the most impact on organizational
development ,followed by preventive measures.
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Lane's study (2016) concluded that preventive services are the most influential factor in individual
achievement motivation, followed by social services. At the same time, the study by Ybema et al. (2016)
shows that human resources maintenance programs significantly impact employee development in
organizations. And the study confirmed by Al-Taii et al. (2016) that human resource maintenance programs,
especially social services, greatly impact organizational agility.

In connection with the literature review on organizational agility, Zhang and Sharifi (2000) considered it
as «the capacity of an organization to deal with sudden events, facilitate overcoming risks, and enable it to
turn opportunities into advantages in the work environment» (Overby et al., 2006). Sambamurthy et al. (2003)
defined organizational agility as «the capacity of an organization to rapidly redesign its processes and design
new processes on time to ensure taking advantage of dynamic market conditions» (Hamad & Yozgat, 2017).
Being the organizational capacity to detect unexpected events in the field of work and respond to them
proactively, the dimensions of organizational agility are represented in the agility of sensing, agility in
decision-making, and the agility of practice or application (Warr & Inceoglu, 2012).

Aburub's (2015) results revealed variations between organizations regarding their level of organizational
agility. There is also a weak effect of organizational resource planning systems on organizational agility in
some organizations. In contrast, the results of the (Panda & Rath, 2016) study showed that information
technology enables the organization to achieve organizational agility and that spending on information
technology leads well to achieving the organization's competitive advantage compared to others. And the
study of (L'Hermitte et al., 2016) identified purposeful and focused mechanisms for collaborative action.

One of the most important results is the existence of a positive effect of organizational agility on the
performance of employees (Alhadid, 2016). Khoshlahn and Ardabili (2016) showed a positive relationship
between organizational agility and transformational leadership.

A study by Dizari and Garoosi (2016) indicated that the dimensions of the components of teamwork
represented in mutual support, union, and cooperation have a significant positive relationship with
organizational agility. And the study by Chamanifard et al. (2016) confirmed a strong direct relationship
between organizational agility and organizational commitment. The study by Panda et al. (2017) found that
Human information technology is important in improving organizational agility. While Saha et al. (2017)
revealed that organizational agility increases the effectiveness of human resources, and it also affects the
nature of the work being done.

The current study agrees with most previous studies on the importance of maintaining human resources
and organizational agility. This study differs from previous studies in dealing with the relationship between
the maintenance of human resources and organizational agility in the area under study (northern border
region), which has not been done before within the limits of the researchers' knowledge.

Methodology and research methods. The study hypotheses are as follows:

H1: There were no statistically significant differences between the opinions of the study sample regarding
the level of human resources maintenance programs according to their demographic characteristics (gender,
level of education, and the number of years of experience) in the entity subject to application.

H2: There is no statistically significant relationship between human resources maintenance programs and
organizational agility in the entity subject to application.

H3: There is no statistically significant effect of human resources maintenance programs (occupational
safety and health, health care and psychological support for employees, recreational means for employees) on
organizational agility in its various dimensions in the subject of the application.

The survey list included (56) sentences, and it was divided into three parts as follows: The first part is
about measuring the characteristics of the study sample in terms of gender, educational level, and the number
of years. The second section of the experiment is the measurement of human resources maintenance programs,
which was measured using (41) statements. In turn, the third part is to measure the promotion of organizational
flexibility using (15) statements. A Likert scale was used that included five levels of satisfaction ranging from
strongly disagree (1) to strongly agree (5).

The study population consists of all employees in the Municipality of the Northern Borders Region and its
branches, amounting to (1181) individuals at the time of conducting the study in 2022, distributed over the
main center and affiliated municipalities.

The study sample consisted of (384) employees in the organization and assuming that the phenomenon
under study is achieved in the community by (%50) and with a confidence factor of (%95), that is, the
permissible error limits, which are (%5). The sample size was calculated using the equation (Zikmund, 1991):

N= (Z)2X P (1-P) /(D)2 1)
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N = community size; Z = the corresponding standard score, the significance level is (%95) and is equal to
(%1.96); D = error rate and equal to (%5); P = availability of the phenomenon under study = (%50).

The number of correct answers was (253), which represents (%66) of the total sample. Table 1 presents
the distribution of the study population and its sample.

Table 1. Distribution of the study population and sample

Place Men Ladies Sample  Responsiveness Response Ratio
Arar Head Office 304 7 101 65 %64
Rafha Municipality 210 8 73 50 %68
Turaif Municipality 112 3 37 27 %73
Talat Al Tamiat Municipality 82 2 27 18 %67
Shabat Nesab Municipality 161 0 52 33 %63
Um Khanser Municipality 22 1 7 4 %57
Municipality of um Shrem 61 1 20 11 %55
Municipality of Owaigila 59 2 20 13 %65
Municipality of Lina 82 1 27 18 %67
Rawdat Al Habbas Municipality 63 0 20 14 %70

Total 1156 25

Total Number 1181 384 253 %666

Sources: developed by the authors.

Figure 1 shows the study model that includes the current study variables. Regarding the independent
variable (human resource maintenance programs), the study relied on studies (Lin, 2016) and (Ybema et al.,
2020), which are occupational safety and health, health care and psychological support for employees, and
recreational means for employees. The dependent variable (organizational agility) was used by Pak (2011). It
contains the dimensions of agility of decision-making, the agility of sense, and agility of application or
practice. The paragraphs of the questionnaire were formulated and developed to serve the purposes of the
study.

H2
A
( )
Human Resources o izath T
Manicaanas rganizational agility
Occupational Safety and Health Agility of decision-making
| Psychological support for employees H3 Agility of sensing
Healthcare Adility of licati .
Entertainment for empnlovees EIEF el e e e e
| |
Dependent variable Independent variable
H1
Demographic variables Type — Level

of Education Years of Exnerience

Figure 1. Study model
Sources: developed by the authors.

Table 2 shows that the domains of the human resource maintenance programs questionnaire have high
stability and self-validity values, as they were as follows: occupational safety and health (0.606, 0.778),
psychological support for employees (0.728, 0.853), healthcare (0.792, 0.889), entertainment for employees
(0.801, 0.894), and it was also found that the domains of the organizational agility questionnaire have high
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stability and self-truth values, as they were as follows: the agility of decision-making (0.814, 0.902), agility
of sensing (0.743, 0.861), the agility of application or practice (0.699, 0.699). 0.836), and these values are
acceptable and suitable for conducting this study, as the results of Table 1 show that all values are higher than
(0.60).

Table 2. Stability and Honesty Tests

Dimension number Stability Test Self-honesty
Paragraphs Alfa Cronbach’s coefficient
Occupational Safety and Health 8 0.606 0.778
Psychological support for employees 9 0.728 0.853
Healthcare 11 0.792 0.889
Entertainment for employees 13 0.801 0.894
Agility of decision-making 3 0.814 0.902
Agility of sensing 5 0.743 0.861
Agility of application or practice 7 0.699 0.836
Overall Scale 56 0.897 0.947

Sources: developed by the authors.

Results. H1: There are no statistically significant differences between the views of the study sample
regarding the level of human resources maintenance programs according to their demographic characteristics
(gender, level of education, number of years of experience) in the subject of the application.

To test this hypothesis, it was based on the mean and standard deviation and analysis of single variance
(One Way ANOVA) regarding gender, level of education, and the number of years of experience. Table 3
displays the findings of a statistical examination of employee feedback on human resources maintenance
programs in the entity subject to application by gender, as follows:

Table 3. Result of the opinions of those surveyed by gender for the level of human resources
maintenance programs

HR Maintenance Programs Males Females Sig.
Mean Std. Mean Std.

Occupational Safety and Health 4.12 025 3.98 023 0.88

Psychological support for employees 3.24 0.16 3.46 0.19 0.33

Healthcare 4.07 0.22 4.03 0.21 0.42

Entertainment for employees 1.94 0.33 2.14 0.30 0.56

Sources: developed by the authors.

Table 3 no statistically significant variations exist between the opinions of the research sample due to
gender, noting that the mean of the respondents' answers about occupational safety and health for both males
and females. Employees increased to (4.12) and (3.98), respectively, and health care to (4.07) and (4.03),
while the answers of the respondents were medium about psychological support programs for employees, as
they came to (3.24) and (3.46), respectively. The rate of recreational programs for male and female employees
decreased to (1.94) and (2.14), respectively.

Table 4 displays the findings of the one-way analysis of variance (one-way ANOVA) of the opinions of
the study sample on the level of human resources maintenance programs according to gender.

Table 4. Results of monovariance analysis (one-way ANOVA) for a point of view those surveyed by
gender for the level of human resources maintenance programs

Dimension Contrast source Total Degrees of  Average P Value Significance
squares freedom squares
. Between groups 2.077 2 1.038 1.180 0.031
OCC“pa“OH”Z‘;I?ﬁfety and \yithin groups 220.001 315 0.698
Total 222.771 317
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Dimension Contrast source Total Degrees of  Average P Value Significance
squares freedom squares
. Between groups 2.675 2 1.337 1.676 0.242
PSyChO'eor?]'CIZ' Z”e‘;port for\within groups 194.902 315 0.618
ploy Total 197.481 317
Between groups 2.019 2 1.009 1.793 0.340
Healthcare Within groups 207.243 315 0.657
Total 209.262 317
Entertainment for Between groups 1.777 2 0.888 0.657 0.120
emplovees Within groups 163.834 315 0.520
ploy Total 165.620 317

Sources: developed by the authors.

Table 4 indicates no statistically significant variations exist between the opinions of the research sample
due to gender. It is statistically significant at the significance level (0.01). Sig is greater than the level of
morality, which indicates that there is no significant difference between the views of the study sample on the
level of human resources maintenance programs. The researcher attributes the lack of difference in the
opinions of employees by gender about human resources maintenance programs is due to the nature of what
is assigned to employees at the application point did not differ by gender, where activities and functions are
practiced in a balanced and equal manner due to a lack of discrimination in terms of gender, in the distribution
of workloads.

Table 5 demonstrates the statistical analysis findings of employees' opinions on human resources
maintenance programs in the entity subject to the application according to the level of education.

Table 5. Result of the opinions of those surveyed by the level of education for the level of human
resources maintenance programs

HR Maintenance Programs Males Females
Mean Std. Mean Std. Sig.
Deviation Deviation
Occupational Safety and Health 3.81 0.22 3.92 0.27 0.78
Psychological support for employees 3.11 0.18 3.13 0.14 0.03
Healthcare 4.13 0.20 4.09 0.17 0.34
Entertainment for employees 1.87 0.36 2.08 0.32 0.51

Note: Sig. — Statistical Significance.
Sources: developed by the authors.

Table 5 shows no statistically significant differences between the opinions of the research sample due to
the educational level variable, noting that the mean of the respondents' answers about health care for males
and females rose to (4.13), (and 4.09), respectively, while occupational safety and health works to (3.81),
(3.92), respectively. The answers of the respondents were average on the psychological support programs for
employees, as they came (3.11), (3.13) respectively, and the mean for entertainment programs for male and
female employees decreased to (1.87), (2.08), respectively.

Table 6 also shows the results of the analysis of single variance (one-way ANOVA) of the opinions of the
study sample on the level of human resources maintenance programs according to education levels.

Table 6. Results of monovariance analysis (one-way ANOVA) from the point of view of those
surveyed by the level of education for the level of human resources maintenance programs

Dimension Contrast source Total Degrees of ~ Average P Value  Significance
squares freedom sauares
ional Saf d Between groups 2.863 3 0.954
Ocoupationa: Safety and  wyithin groups ~ 221.033 313 0706 1.090 0.330
Total 223.896 316
hological ; Between groups 2.563 3 0.854
Peyehological SUPPOTLTOT yithin groups ~ 194.243 313 0621 1706 0.460
PloY Total 196.806 316
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Dimension Contrast source Total Degreesof  Average P Value  Significance
Between groups 2.945 3 0.981
Healthcare Within groups 213.243 313 0.683 1.843 0.420
Total 216.188 316
) Between groups 1.878 3 0.634
Entertainment for Within groups ~ 175.263 313 0.562 0.846 0.134
employees
Total 177.141 316

Sources: developed by the authors.

Table 6 shows an agreement between the opinions of the study sample according to the educational level,
which has a statistical significance at the level of significance (0.01). The values of Sig were higher than the
significance level, indicating no significant difference between the opinions of the study sample at the level
of human resource maintenance programs. Males and females, in addition to the similarity in the scientific
level of most of the employees in the Municipality of the Northern Borders Region in general.

Table 7 demonstrates the outcomes of the statistical analysis of employees' opinions on the level of human
resources maintenance programs in the entity subject to the application according to the experience factor.

Table 7. Result of a point of view those surveyed by the level of experience in the level of human
resources maintenance programs
Males Females

HR Maintenance Programs Mean Std. Deviation Mean Std. Deviation Sig
Occupational Safety and Health 3.88 0.22 4.11 0.19 0.67
Psychological support for employees 3.03 0.16 3.09 0.23 0.27
Healthcare 3.91 0.24 4.13 0.21 0.44
Entertainment for employees 2.12 0.34 2.31 0.30 0.50

Sources: developed by the authors.

Table 7 shows the research sample's opinions are not statistically different from one another due to the
variable of experience levels, noting the high mean of the respondents' answers about occupational safety and
health for both males and females to (3. 88), (4.11), respectively, and health care to (3. 91), (4.13),
respectively. While the respondents' answers were medium about psychological support programs for
employees, where they came (3.03), (3.09) respectively, and the mean of recreational means for employees
for both male and female employees decreased to (2.12), (2. 31), respectively.

Table 8 also shows the one-way ANOVA analysis of the data's findings and opinions of the study sample
on the level of human resources maintenance programs according to experience levels, as follows:

Table 8. Results of monovariance analysis (one-way ANOVA) from the point of view of those
surveyed by the level of experience for the level of human resources maintenance programs

Dimension Contrast source Total Degrees of Average P Value  Significance
squares freedom squares
Occupational Betyve_en groups 5.809 2 2.90
Safety and Health Within groups 1.786 247 0.01 2.22 0.231
Total 7.595 249
Psychological Between groups 5.564 2 2.78
support for Within groups 1.706 247 0.01 1.07 0.147
employees Total 7.27 249
Between groups 5.987 2 2.99
Healthcare Within groups 1.886 247 0.01 241 0.212
Total 7.873 249
Entertainment for Betyve_en groups 34.087 2 17.04
employees Within groups 1.886 247 0.01 0.091 0.374
Total 35.973 249

Sources: developed by the authors.
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It is clear from Table 8 that the research sample's opinions are not statistically different from one another
due to the variable of experience levels. With a significance level of (0.01), it is statistically significant. The
level of sig. exceeds the moral level. There are no appreciable differences in the research sample's perceptions
regarding human resources maintenance programs. The absence of a difference in the opinions of employees
according to experience about the level of human resources maintenance programs is due to the nature of
routine work in the Municipality of the Northern Borders region, where it represents a group of repetitive
activities. Therefore, the level of experience in the subject matter of the application will not affect the
judgment of the study sample of working individuals. From the foregoing, it becomes clear that the first
hypothesis is correct, as there are no statistically significant differences between the opinions of the study
sample due to the variables of gender, education, and experience regarding the level of human resource
maintenance programs.

H2: There is no statistically significant relationship between human resources maintenance programs and
organizational agility in the entity subject to application. To prove the validity of this hypothesis or not,
Pearson's correlation coefficient model was used where table 9 shows the following:

Table 9. Matrix of correlation coefficients between study variables

Occupational Psychological Entertainmen Agility of Adgility of Agility of
Variables Safety and  support for Healthcare t for decision griity application
. sensing .
Health employees employees making or practice
Occupational Safety |
and Health
Psychological
support for 0.723* 1
employees
Healthcare 0.677* 0.780%* 1
Entertainment for ) 65 0.763* 0.792% 1
employees
Agility of decision- ) 55, 0.724* 0.823* 0.699* 1
making
Agility of sensing 0.562* 0.834* 0.765* 0.776* 0.708* 1
Agility of
application or 0.578* 0.781* 0.702* 0.638* 0.820* 0.897* 1
practice

Sources: developed by the authors.

Table 9 demonstrates a positive moral correlation between human resources maintenance programs
represented in each (occupational safety and health, psychological support for employees, health care,
recreational means for employees) and after the agility of decision-making (one of the dimensions of
organizational agility) in the entity under study. The highest of these dimensions was a link between health
care and decision-making agility, where their correlation coefficient was (0. 823) at a significant level of
(0.01). The least of these dimensions was the correlation between entertainment and agility of decision-
making, where the value of their correlation coefficient was (0. 699) at a significant level of (0.01).

There is a positive moral correlation between human resources maintenance programs represented in each
(occupational safety and health, psychological support for employees, health care, recreational means for
employees) and after the agility of sensing (one of the dimensions of organizational agility) in the entity under
study. The highest of these dimensions was a link between psychological support for employees and the
Agility of sensing, where the value of their correlation coefficient (0.834) at a significant level of (0.01), and
the least of these dimensions was the correlation between occupational safety and health and sensing agility,
where the value of their correlation coefficient was (0. 562) at a significant level of (0.01).

There is a positive moral correlation between human resources maintenance programs represented in each
(occupational safety and health, psychological support for employees, health care, recreational means for
employees) and after the agility of the application or practice (one of the dimensions of organizational agility)
in the entity under study. It is clear that the highest of these dimensions was a correlation between
psychological support for employees and the agility of the application or practice, where the value of the
coefficient of their correlation (0. 781) at a significant level of 0.01, and the least of these dimensions was the
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correlation between occupational safety and health and the agility of application or practice, where the value
of their correlation coefficient was (0. 578) at a significant level of (0.01).

Based on the foregoing, the second hypothesis is incorrect. Where the analysis shows a statistically
significant relationship between programs for maintaining human resources and enhancing organizational
agility in the entity in question, the results of the current study are consistent with the studies of Al-Taii et al.
(2016) and Saha et al. (2017).

H3: there is no statistically significant effect of combined human resources maintenance programs
(occupational safety and health, health care, psychological support for employees, recreational means for
employees) on organizational agility in its various dimensions (Table 10).

Table 10. Multiple regression results between human resources maintenance programs and the
agility of decision-making, the agility of sensing, the agility of application, or practice

Regression
Dependent variable Independent variables coefficient t Significance
p

Agility of decision- Occupational Safety and Health 0.651 18.49 0.000
making The psychological uncle of the employees 0.622 18.27 0.000
Healthcare 0.540 16.85 0.000
Entertainment for employees 0.382 15.64 0.000
Agility of sensing Occupational Safety and Health 0.621 16.92 0.000
Psychological support for employees 0.584 19.26 0.000
Healthcare 0.609 15.29 0.000
Entertainment for employees 0.436 15.03 0.000
Agility of the Occupational Safety and Health 0.604 18.97 0.000
application or practice Psychological support for employees 0.584 17.65 0.000
Healthcare 0.496 16.34 0.000
Entertainment for employees 0.307 15.66 0.000

Note: t - t-test result.
Sources: developed by the authors.

Table 10 shows a statistically significant positive effect between human resource maintenance programs
and decision-making agility as one of the dimensions of organizational agility. And that there is a statistically
significant positive effect between human resource maintenance programs and agility of sensing as one of the
dimensions of organizational agility, In addition to the existence of a statistically significant positive effect
between human resources maintenance programs and the agility of application or practice as one of the
dimensions of organizational agility.

Table 11 shows the overall relationship between human resources maintenance programs and
organizational agility.

Table 11. Results of the multiple regression of the relationship between HR maintenance programs
and organizational agility

Regression
Dependent variable Independent variables coefficient t Significance
p
Dimensions of Organizational Dimensions of HR maintenance 0.87 2714 0.000

agility programs
Note: t - t-test result.
Sources: developed by the authors.

Table 11 shows a statistically significant favorable effect between the overall human resources
maintenance programs on organizational agility in its various dimensions. The previous results indicate the
rejection of the null hypothesis. Thus, human resource maintenance programs have a statistically significant
effect on organizational agility in the Municipality of the Northern Borders Region. The results of the current
study are consistent with the results of (Al- Taii et al., 2016).

Conclusions. The findings show that the research sample of employees is not significantly different from
one another in the Municipality of the Northern Borders Region according to the variables of gender, level of
education, and experience with the level of human resources maintenance programs. This is due to the nature
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of the environment of the Northern Borders Region in terms of the close level of education and experience, in
addition to the existence of a great deal of equality and justice in terms of gender. There is no discrimination
in the labor market between men and women. Thus they are subject to the same working conditions regarding
administrative procedures and practices, and therefore the opinions are compatible. These results support H1.
This confirmed that there is no difference of opinion among the study sample about the level of human
resource maintenance. It was concluded that the mean of the employees by gender, level of education, and
experience was high concerning occupational safety and health programs as well as health care programs. At
the same time, it was a medium for psychological support programs for employees and low for entertainment
programs.

Also, the research showed a positive correlation between human resource maintenance programs
represented in each (occupational safety and health, psychological support for employees, healthcare,
recreational means for employees) combined and between each dimension of agility organizational agility
(decision-making agility, agility Sensitivity, agility of application or practice) in commercial banks in the
northern border region. Moreover, human resources maintenance programs have a strong, statistically
significant positive effect on the general level of organizational agility in its various dimensions. These results
support H2 and H3. The current study's findings agree with the studies that showed a positive correlation
between the independent and dependent variables of the study. Therefore, distinctly maintaining human
resources contributes to achieving high levels of agility organization and vice versa. Beheshtifar and Safarian
(2013) confirmed the impact of human resource maintenance programs on organizational development.

While (Katsuro et al., 2010) confirmed that human resource maintenance programs greatly positively
impacted productivity, the most important of these programs is safety measures at work. According to Dyer
& Shafer (1998), paying attention to the design and implementation of various human resources activities
leads to increasing employees' capabilities and enhancing their sense of common goals between them and the
organization, which positively affects the level of organizational agility. Lin (2016) found confirmed that
human resource maintenance programs increase the achievement motivation of the individual. Ybema et al.
(2020) find that there is an affirmative effect of human resource maintenance programs on the development
of employees in organizations.

The study results provide a basis for identifying the main trends that must be paid attention to develop
institutional performance. So, in particular, the study confirms that Enhancing institutional awareness of the
importance of maintaining human resources and working to develop and diversify these programs by setting
a set of goals related to the desires of employees and working to improve employee entertainment programs
by holding cultural, artistic, social, sports and literary competitions, as well as paying attention to programs
related to psychological support for employees, which would raise the morale of employees and increase their
ability to deal with any pressures or disturbances. In addition to designing an effective system that includes
material and moral incentives that motivate employees and motivate them to develop and change, and provides
innovative non-traditional solutions to all work problems and procedures. And the adoption of flexible
organizational structures to improve organizational agility at the institutional level, as organizational agility
requires a more dynamic environment and climate.
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Myxamman Ani Caan, [TiBHiuHNH TpuKOpAOHHUI yHIBepcuTteT, CayniBcbka ApaBist

Cawmep Axmen Aab-Hamxkap, [liBHiuHMA npuKopaoHHKH yHIBepcuTeT, CayniBchbka Apasisl.

YnpasiiHHA EePCOHAJIOM, AIK (PAKTOP MiIBHLLEHHS OPraHi3aliiiHOI THYYKOCTi: HA NPUKJIadi MyHIIMNIAJITETY
MiBHiunoro IpukopaoHus

Ll craTTs y3arajbHIOE apryMeHTH Ta KOHTPapryMEHTH B MEXaX HAyKOBOi IHCKYCil 3 NUTaHHS IiIBUINCHHS
OpraHizaliifHOi THYYKOCTi MigOpHEMCTB. METOI0 HOCHIIKEHHS € BWU3HAYEHHS BIUIMBY €(EeKTHBHOCTI YIpaBITiHHS
TIePCOHAIOM Ha MiIBHUIICHHS OpraHizaliiiHoi rHygkocTi. Ha 0CHOBI IpoBEeIEHOTO TEOPETUIHOTO aHAII3Y JITepPaTypHUX
JDKepeln Ta MiAXOiB O PO3B'A3aHHA MPoOIeMH B poOOTI BUCYHYTO DS TIMOTE3 BiIMOBITHO IO MOCTaBJICHOI METH.
BuxiaHi gaHi 1ocaimKkeHHs CPOPMOBaHO Ha OCHOBI aHKeTyBaHHs 384 crmiBpoOiTHHKIB CekpeTapiaTy perioHy MmiBHIYHHX
kopzoHiB y Kopouiseri CayjiBcbka ApaBis. AHKeTa CKIIaiajacs 3 TPbOX YAaCTHHH: Iepllia YacTHHA BPaxoByBaa
XapaKTEePUCTUKU AOCIIKyBaHO! BHOIPKM IIONO CTaTi, pPiBHS OCBITM Ta KUIBKOCTI POKIB; Jpyra — OI[IHIOBaHHS
e(PeKTUBHOCTI YNpaBJiHHS JIIOJCHKHX PECYpCIB; TPETs — OLIHIOBaHHS OpraHizaniiHoi rHy4kocTi. sl ouiHIOBaHHS
e(heKTHBHOCTI YIpaBIIiHHS JIIOJCEKUMH pECypcaMu Ta OpraHi3auiifiHoi THYYKOCTI BUKOPHCTOBYBajacs mikaia Jlaiikepra,
0 BKJIIOYAJa I'STh PIBHIB 3aJI0BOJICHHS Bij abcomoTHo He 3rozeH (1) mo abcomrotHo 3rozeH (5) MeromuyHum
IHCTpYMEHTapieM IPOBEICHOTO JOCIIKEHHS CTald MeToau KopensuiiiHoro anamizy ta ANOVA mopenroBaHHS.
Emmipudane nociimkeHHs Oyiio MpoBeIeHO 3 BUKOPUCTaHHIM CTAaTUCTUYHOTO MaKeTa JuIsd corianbHux Hayk (SPSS), mo
JIO3BOJIMJIO TIPOAHANI3yBaTH BXIiIHI JaHI Ta MEPEBIPUTH TINOTE3W MOCTIDKCHHS. 3a pe3yiabTaTaMH JOCIIIKECHHS
BCTAHOBJICHO BiJCYTHICTb CTATHCTUYHO 3HAYYIIUX BIIMIHHOCTEH MiXK CTaTTIO, PIBHEM OCBITH Ta JOCBIIOM IIIOMO
TPOTpaM MiATPUMKH JIFOJICBKUX pecypciB y MyHinunainiTeti IliBHiuHOTO [IpHKOPIOHHOTO PETiOHY, a TAKOXK iCHYBaHHA
B3a€MO3B’ 3Ky MK HiATPUMKOIO JIIOACHKHX PECypciB y PIi3HUX BHMipax Ta OpraHi3amiifHOI0 rHyukicTio. OTpumaHi
pe3ynbTaTd CBiT4aTh NPO 3HAYHUH IMO3MTHBHHU BIUIMB €(QEKTHBHOCTI YHPABIiHHSA JIIOACBKHMH pPEcypcaMH Ha
opraHizariiiHy THy4YKiCTb. Pe3yibpTaTé MpOBEIEHOTO MOCTIHKEHHS MOXYTh OyTH KOPUCHHMH TMPH PO3POOII Mporpam
MiATPUMKH PO3BUTKY MIEPCOHATY IS ITiIBUINEHHS OpraHi3aliiHOI THy9KOCTI.

KarouoBi ciioBa: 30epexeHHs1 JIOJICHKHX pECypciB, OXOpOHa Mpalli, NCHXOJIOTiYHA MiATPUMKA TMPAlliBHHKIB,
OXOpOHA 37I0pOB’s, PO3Bard s MPaIliBHUKIB, OpraHi3aiiiiiHa MaHeBPEHICTb.
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