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Abstract 

This research aims to find out the relationship between the variables of organizational agility and organizational Commitment in  

the Jordanian Cement Company. We used descriptive analyses. The questionnaire was distributed, which was divided into two 

parts, the first part is to measure organizational agility, and the second part to measure organizational commitment. The sample 

was (302) individuals working in the Jordan Cement Company. The researchers reached several results, “The dimensions of 

organizational agility (sensing agility, decision-making agility) have a statistically significant effect on the extent to which 

organizational commitment is achieved (emotional commitment, continuous commitment, and normative commitment) in the 

company under study.” There is an effective relationship between “agility of practice” and organizational commitment. 

The researchers recommended  ’business organizations and managers in the Jordan Cement Company must interested in concept 

of organizational agility and priority at work, also rapid response, flexibility, speed and initiative, meeting the needs and desires 

of customers, analyzing the external environment, good forecasting, and reducing risks 

Keywords: organizational agility, organizational commitment, Jordanian Cement Company 

Introduction 

Our contemporary world is witnessing tremendous development in various fields, Especially in 

the fields of business, economics and globalization, these development affected many challenges faced 

organizations and companies, The environment of business organizations has become complex and 

intertwined and faces a variety of risks, including security, health, economic, competitive and political, 

making these organizations. This requires from business organizations at all kinds to search for 

competitive advantage, growth and development and remain as smart organization. In light of these 

changing circumstances and organizations trying to adapt to them, agility emerged as a concept, which is 

the ability to detect and respond to opportunities and threats easily, quickly and effectively (Ahmed, 

2016). 

In the context of the challenges of the twenty-first century, organizations are always looking for 

agility, for the following reasons (Shiri, 2014): 

• Modern organizations face increasing pressure to seek new technologies from effective competition in 

more dynamic global markets. 
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• Organizational agility enhances the production of high-quality products and services, as agility becomes 

an important factor in the organization's productivity. 

• Many organizations in the work environment need strategies to adapt with rapid changes, and in fact the 

problem lies in how organization achieve success in competitive and changing environment, Predicting 

and minimizing risk, which is considered the most important challenge in today's world. 

Also, there are different solutions to the current variables, such as: just-in-time production, 

restructuring, virtual organizations, smart organization, learning organization and networks, 

organizational agility is the most demanded organizational approach, as agility has become an influential 

ability, and has significant effects on the organization's performance and productivity.  

It also requires all of this to focus on human resources and qualify them with knowledge, 

experience and skill to perform work efficiently and effectively, and to enhance the organizational 

commitment of employees. Where organizational commitment expresses the individual's attitudes 

toward the organization in which he works, as well as his commitment to make more effort in performing 

the work in addition to the individual's strong desire to remain as a member of the organization. The focus 

on organizational commitment as a strategy of institutional development has become urgent, and the 

emotional association of workers with the organization requires new pauses with organizational 

commitment that address the variables that support it and help in its development (Mercurio, 2015) 

Problem of the Study  

The organizational agility and organizational commitment are relatively recent management 

concepts compared to other concepts and terms in contemporary management thought, which need 

further research and study. Organizational agility describes theorganization capacity to Initiative and rapid 

response to opportunities and advantages in the external environment for opportunities compared to 

competitors,and finding solutions to meet the needs and desires of customers at the right time and place. 

Organizational commitment is also considered one of the most important factors affecting the 

effectiveness of the organization, which helps it achieve the goals of survival, growth, continuity and 

improve the competitiveness of the organization. 

There is also a scarcity - as we mentioned earlier - in the research that dealt with the relationship 

between organizational agility and organizational commitment, and this indicates the existence of a 

knowledge gap that must be addressed, the researches made interviews were conducted with a number 

of managers and employees of the study population and they found that there is a lack of awareness of 

some Employees and managers about the importance and concept of organizational agility and its impact 

on organizational commitment. 

By reviewing previous research and studies, the research problem can be formulated in the 

following main question: 

(Does organizational agility contribute to achieving organizational commitment among individuals 

working in the cement company in Jordan)?)  
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Importance of the Study 

This study is important and useful to know the role of organizational agility and its impact on 

organizational commitment, as well as how business organizations and managers benefit from the results 

and recommendations of the study, and pay attention to aspects of organizational agility and 

organizational commitment in business organizations to achieve growthssustainability and competitive 

advantage.  

Objectives of the Study 

The study aims to identify “organizational agility and its relationship to organizational 

commitment for a sample of individuals working in the Cement Company through the following sub-

objectives: 

• Determining the extent to which employees in the organization under study are aware of the dimensions 

of organizational agility. 

• Determining the extent to which employees in the organization under study are aware of the dimensions 

of organizational commitment. 

• Determining the nature and direction of the relationship between organizational agility and organizational 

commitment in the organization under study. 

• Presenting a set of proposals and recommendations in light of the results of the study, which may help 

the organization under study to achieve organizational agility, which in turn affects the work environment, 

and achieve organizational commitment. 

Theoretical Framework 

First - The Organizational Agility 

• The concept of organizational agility 

The concept of agility is a modern concept in contemporary management thought, and it is 

considered a multi-faceted concept, as there are a large number of different terms around this concept. 

(Swafford et al ,2006) defined organizational agility: It is the ability to use the organization's 

resources to respond in a proactive manner and its adaptability and flexibility to changes and market 

conditions, and to meet the requirements of customers. 

Or the organization's ability to respond quickly and proactively to sudden changes in market 

conditions and to deal flexibly with those variables, and organizational agility can be measured through 

response, flexibility and speed. (2006., al et Swafford. 

Where (Al-Ajri, 2017) explained that organizational agility refers to the organization’s ability to 

sense the expected and unexpected changes that occur in its internal and external work environment 

(which are characterized by complexity, intertwining and uncertainty), provided that this sensing is 

accompanied by the organization developing an innovative and dynamic response to those changes from 

Through redesigning operations, redistributing organizational resources, and reshaping the organizational 
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structure, in a way that enhances the organization's ability to survive and continue in the business world 

and supports its competitive position. 

Sherehiy (2008) summarized the main elements of the various definitions of organizational agility, 

as follows: Speed and flexibility. Responding to change and uncertainty. High quality and highly 

customized products. Products and services characterized by high information and value-added content. 

Responding to social and environmental issues. Compilation of different technologies. Integration 

between institutions internally, and integration between institutions each other. Despite the differences 

between the concepts of organizational agility (agility), all definitions of agility are Organizational » 

Emphasizes speed and flexibility as one of the most basic features of organizational agility. The second 

important characteristic of organizational agility is the rapid response to external environment changes, 

meeting the needs and desires of customers, providing products and services in a timely manner, good 

forecasting, and reducing risks.. (Sherehiy, 2000). 

Dimensions of Organizational Agility 

There are three dimensions of organizational agility: sensing agility, decision agility, and practice 

agility. The time component of expectations management is important, and the amount of time that 

allows organizations to complete a task without delay so that it cannot affect other tasks, as follows: (Park, 

2011) 

• Sensing Agility: The organizational ability to screen, monitor and capture events of environmental change 

(changing customer preference, new competitor moves, new technology) in the best time. 

• Decisionmaking agility: The ability to collect, build and evaluate relevant information from a variety of 

sources to interpret the business implications of special events without delay, identify opportunities and 

threats based on the interpretation of events, and develop action plans facing how to reconfigure 

resources and create new competitive procedures. 

• Acting Agility: The ability to dynamically and radically reconfigure resources, modify operations, 

restructure supply change relationships based on actual plans, and deliver new products and services and 

rapid market models in a timely manner. 

Second - Organizational Commitment 

The concept of Organizational Commitment 

The interest in the issue of organizational commitment began from the beginning of the second 

half of the twentieth century to the present, as the concept of commitment emerged in organizational 

behavior in the early 1950s, when most studies and research focused on the interpretation of the nature 

and relationship of the individual to the organization according to the compatibility of values and goals 

between the two parties (Rowden, 2000) Therefore, the concept of organizational commitment has 

received great attention by researchers over the past decades. (Mowday et al., 1982) The concept of 

organizational commitment is completely different from the concept of job satisfaction, because the 

individual may be satisfied with his work, but hates the organization in which he works, and would like to 

practice the same work in another organization, and on the contrary, the individual may like to work in an 

organization certain, but he hates the work he does, while (Rahman et al., 2016) believes that 
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organizational commitment is the binding force that pushes the individual to a specific course of action 

with the aim of achieving certain goals, and it is the intensity of factors that link the individual with the 

organization as a whole. 

In addition, (Wolowska, 2014) adds that organizational commitment is the position and strength 

of the individual's participation and identification in the organization. It is the force that binds the 

individual to the course of action, as this strength represents a psychological and mental state that can 

take different forms: the desire, and the obligation to continue working. 

Dimensions of Organizational Commitment 

There are three dimensions of organizational commitment, as follows (Wolowska, 2014), (Allen 

and Meyer, 1990). 

1. Affective Commitment 

It means the emotional attachment of the individual to the organization and its goals, and this 

concept confirms that the emotional commitment of the individual 

It is his belief in the organization, acceptance of its goals and values, his willingness to do more 

for the organization and his strong desire to remain as a member of the organization. 

2. Continuance Commitment 

It is meant to integrate into the activities of the organization taking into consideration the costs 

that will be incurred by the individual if he leaves the organization. This type of loyalty increases when the 

individual believes that he has no alternative job opportunities, or when the personal costs of leaving a 

job in the organization are high, or the returns he gets from leaving the organization and joining another 

organization are low. 

3. Normative Commitment 

It is the perceived obligation on the part of an individual to remain in the organisation. According 

to him, it is a kind of duty on the individual, as it results from the development of the individual's 

experiences and cultural accumulations before and after joining the organization, which results in a moral 

obligation towards it. 

Previous Studies 

A study (Al-Otaibi, 2018), entitled “Psychological Empowerment and its Relationship to 

Organizational Commitment and Work Integration for Workers in Private Insurance Companies in 

Riyadh”, and it identifies the nature of the relationship between psychological empowerment and both 

organizational commitment and work integration among a sample of workers in companies Insurance for 

the city of Riyadh,. The study was conducted on 221 employees working in private insurance companies. 

The results showed a positive correlation between psychological empowerment and both organizational 

commitment and work integration. It also found that the psychological empowerment variable 
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contributed a statistically significant percentage in predicting both organizational commitment and work 

integration among workers in private insurance companies. Al-Shawabkeh, et al., 2018 study, entitled 

“The Role of Transformational Leadership in Achieving Organizational Commitment among Workers in 

the Jordanian Income and Sales Tax Department”, the study aimed  at identifying the extent of the 

contribution of different leadership (ideal leadership influence, inspirational motivation, intellectual 

arousal, and individual consideration) In achieving organizational commitment among employees of the 

Income and Sales Tax Department. The comprehensive survey method was used to collect data from the 

study community, and the survey list was distributed to all workers in leadership and supervisory positions 

in this department, where 142 forms. The study reached a set of results, the Income and Sales Tax 

Department is characterized by the use of the transformational leadership style with its various 

dimensions (ideal influence of leadership, inspirational motivation, intellectual arousal, and individual 

consideration), in addition to the distinction of the department’s employees with organizational 

commitment. Transformational leadership, with its various dimensions, contributes significantly to 

achieving organizational commitment among workers in the department.A study (Al-Ajri, 2017), 

“Organizational Agility and its Role in Strengthening the Relationship between Business Intelligence and 

Organizational Performance by Application to the Pharmaceutical Sector,” and tested the impact of 

organizational agility as a mediating variable on the relationship between business intelligence and 

organizational performance. The sample of study (400) managers working in the top (general manager, 

executive director, and deputy general manager) and middle (production, marketing, human resources, 

financing) departments in pharmaceutical companies affiliated with the Holding Company for 

Pharmaceuticals. The study found that the dimensions of organizational agility as intermediate variables 

have a significant effect on the relationship between business intelligence and organizational 

performance, A study of (Ahmed, 2016),“Improving the administrative performance of the faculties of 

Jazan Universityin light of the approach to organizational agility,” the study aimed to develop a proposed 

vision for improving the administrative performance of the faculties of Jazan University in the light of the 

approach of organizational agility. The study sample of (240) faculty members and the like, lecturers and 

teaching assistants in seven faculties of Jazan University. The study found that there were statistically 

significant differences between the averages of the sample members at the level (0.05) in the overall 

organizational agility axes that are attributed to the variable (college) in favor of colleges of a practical 

nature in general, and attributed to the variable (type) in favor of the male sample. A study (Alhadid& 

Abu-Rumman, 2015), Effective Determinations on Organization Agility Practices: Analytical Study on 

Information Technology Organization in Jordan, and identified the effective determinants that affect 

organizational agility practices within the organization. The study  sample is(250) employees (working at 

the senior management level and middle management level) in 12 major organizations in the field of 

communications and information affiliated to the Jordanian Ministry of Industry and Trade. The study 

concluded that the determinants of organizational agility (human resource management, information 

technology, and innovation) have a positive impact on the organizational performance of the organization, 

which is represented in (financial performance, and operational performance).A study (Harraf et al., 

2015),  “Organizational Agility”, which aimed to identify the concept of organizational agility by analyzing 

some relevant literature and developing a conceptual framework for it. The study found a framework for 

organizational agility, based on ten foundations and pillars necessary for the transformation of 

organizations into agile organizations, as follows: (spreading a culture of innovation, empowerment, 
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facing ambiguity, having a vision and strategic direction, managing change, organizational 

communication, and environmental analysis and response to it Operations management, organizational 

flexibility, and organizational learning).A study (Paşaoğlu. 2015), entitled: (Analysis of the Relationship 

Between Human Resources Management) Practices and Organizational Commitment from a Strategic 

Perspective: Findings from the Banking Industry and sought to assess the impact of human resource 

management practices on organizational commitment in a number of different banks in The city of 

Eskişehir, Turkey. The study relied on distributing survey lists to 304 individuals working in the banking 

sector. To analyze the data, the study relied on correlation and multiple regression analysis. The study 

found a positive impact of human resource management practices (selection, training, performance 

evaluation, promotion, performance-based rewards, information sharing, job security, and human 

resources information system) on organizational commitment. A study (Dahesh, 2014) entitled (The Effect 

of Using Negative Incentives on Organizational Commitment and the Spread of Negative Behaviors An 

Applied Study on Workers in the Commercial Banks Sector”, and sought to examine the relationship 

between public and private commercial banks’ use of negative incentives, and their impact on the positive 

behavior of employees in these banks represented in: Organizational commitment and negative behavior 

represented by a group of negative behaviors. The study was conducted on a sample of 307 individual 

employees in these banks. The study found a strong inverse relationship between commercial banks’ use 

of negative incentives and organizational commitment, in addition to a strong direct correlation between 

the use of banks It was found that negative incentives explain 92% of the changes in the organizational 

commitment of employees, and 95% of the changes in the spread of negative behaviors of employees in 

commercial banks.A study (Al-Abedy, 2012), entitled “Organizational Agility: A strategic approach to the 

process of enhancing employee engagement: An empirical study of a sample of industrial sector 

companies in the Ministry of Industry and Minerals”, and it identifies the types of organizational agility) 

sensing agility, decision-making agility, and agility of practice, in the organizations operating in the 

industrial sector. The study data were collected from (100) employees in (5) companies affiliated with the 

Ministry of Industry and Minerals, through a questionnaire to measure organizational agility and job 

engagement. The study found that organizational agility directly affects the dimensions of job 

engagement, and enhances the process of employee engagement in the companies under study. 

Research Methodology 

The research relied on the descriptive analytical method, to describe the phenomenon under 

study and identify its components, and to analyze the trends of the respondents towards the availability 

of dimensions of organizational agility and its role in achieving organizational commitment for employees. 

Data Collection Sources 

Both secondary and primary sources were referenced to obtain the necessary data to conduct the 

research, as follows: 

Secondary sources: by reading books, modern references, periodicals, and unpublished scientific 

theses related to the subject of Arabic and foreign research. 

Primary sources: by conducting a field study in order to collect primary data through a random 
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sample representing the employees of the organization under study. 

Study Population  

The research population is represented by all the employees of the Jordanian Cement Company, 

which numbered 1409 employees. The company was established in January 1956 as a Jordanian 

shareholding company and began its activities in 1960 

The study was conducted on a random sample of (302) employees, and the sample size was 

determined by the following Herbert Arkin equation: 

𝑛 =
𝑝(1 − 𝑝)

(𝑆𝐸 ÷ 𝑡) + {𝑝(1 − 𝑝) ÷ 𝑁}
 

Where the sample size (n) is determined based on: 

• N = population size, t = standard score corresponding to the significance level 0.95 and equal to 1.96 

• SE = error rate, and p = 0.05, the percentage of availability and neutrality (0.50) 

The sampling unit was represented by: (administrators, engineers, and technicians) in the Potash 

Company, and by reviewing the recovered survey lists, it was found that the correct and valid lists for 

statistical analysis (294) had a response rate of (97%). The following is the description of the study sample 

in Table No. (1). 

Table (1):  Description of the study sample according to demographic and functional variables 

Variable No. Percentage % 

1- Type 

Male 271 92.2 

Female 23 7.8 

Total  294 100 

2- Age 

Less than 35 60 20.6 

from 35 to 40 75 25.5 

From 40 to less than 45 53 18 

From 45 to less than 50 54 18.4 

From 50 to less than 55 27 9.2 
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Variable No. Percentage % 

From 55 and more  25 8.5 

Total  294 100 

3- Service years 

Less than 5 years 61 20.7 

5 years to less than 10 years 76 25.9 

10 years to less than 15 years 51 17.3 

15 years to less than 20 years 57 19.4 

20 years to less than 25 years 25 8.5 

25 years & more 24 8.2 

Total  294 100 

4- Occupational level 

Administrators 89 30.3 

Technical  100 34 

Engineers  105 35.7 

Total  294 100 

Study Measurement Tools 

First Scale - Independent Variable (Organizational Agility) 

The organizational agility scale has been prepared, based on the scale prepared by (Park, 2011), 

and the scale consists of (15) sentences distributed over three dimensions, as follows: 

• Sensing Agility 

• Decision-Making Agility 

• Agility Practice and Acting Agility App 

The following table No. (2) showed the distribution of dimensions of the organizational agility 

scale. 

Table (2): Distribution of organizational agility scale statements 

Factors Statements 
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Sensing Agility 1.2.3 

Decision-Making Agility  4.5.6.7.8 

Acting Agility  9.10.11.12.13.14.15 

Second Scale - Dependent Variable (Organizational Commitment) 

The organizational commitment scale was prepared according to the scale (Meyer et al., 1993), 

which developed a scale of organizational commitment to consist of (18) sentences distributed over three 

dimensions, with (6) sentences for each dimension, as follows: 

• Affective commitment 

• Continuance commitment 

• Normative commitment 

Table (3) shows the distribution of statements on the organizational commitment scale: 

Table (3): Distribution of statements on the organizational commitment scale 

Factors sentences 

Emotional commitment 1.2.3.4.5.6 

Ongoing commitment 7.8.9.10.11.12 

Normative commitment 13.14.15.16.17.18 

Demographic and Functional Characteristics 

The demographic characteristics are (gender, age), while the functional characteristics are 

(experience and job grade). 

The statistical Methods used 

The following statistical methods were used to analyze the study data, and to prove the validity 

of the study's hypotheses, according to the Statistical Package for Social Sciences (SPSS) (Version 24), as 

follows: 

• Alpha Cronbach coefficient to measure the stability of study scales. 

• Descriptive statistics methods represented in arithmetic averages, standard deviations, and coefficients 

of variation. 

• Pearson Correlation Coefficient to measure the strength and direction of the relationship between the 

study variables (organizational agility, and organizational commitment). 

• The Simple Linear Regression model to determine the impact of organizational agility on organizational 

commitment, and the Stepwise Multiple Linear Regression model to determine the most important 
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dimensions of organizational agility for leaders that have an impact on organizational commitment. 

Study Limits 

• The study was limited to examining the role of organizational agility (sensing agility, decision-making 

agility, and agility in practice) in achieving organizational commitment (emotional commitment, 

continuous commitment, and normative commitment. 

• Conducting the study was limited to the main center of the Jordan Potash Company. 

• The field part of the research was implemented during the period March 2021/August 2021. 

Table (4): The validity and reliability coefficient of the total dimensions (measuring organizational 

agility and organizational commitment of employees) 

Reliability Validity 
No. of 

statements 
Dimensions 

organizational agility 

0.882 0.779 3 Agility sensor 

0.890 00.793 5 Agility of decision making 

0.893 0.798 7 Agility practice 

0.874 0.764 15 Overall: Organizational Agility 

The dimensions of organizational commitment 

0.889 0.792 6 Amotional commitment 

0.887 0.788 6 Ongoing commitment 

0.880 0.776 6 Normative commitment 

0.902 0.815 18 Total organizational commitment 

0.933 0.871 33 Total dimensions of the scale) 

Field Study 

This part deals with the results of analyzing the data of the field study, by measuring the extent 

to which workers in the organization under study are aware of the research variables, as well as the results 

of testing the validity of the main hypothesis of the research, as follows: 

Measuring the extent to which employees in the organization under study are aware of the 

variables of the stu 

Organizational Agility 
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Using the scale applied in the research, the arithmetic mean, standard deviation, and coefficient 

of variation were calculated for each dimension of organizational agility to determine the relative 

importance, as shown in Table (5), and Table (1) in Appendix (2). 

Table (5): Mean, and coefficients of variation for the dimensions of organizational agility 

Order % 
Coefficient 

variable 

Standard 

deviation 
Mean 

Organizational agility 

dimensions 

3 45.2 21.2 0.833 2.26 agility sensor 

1 78.6 20.7 0.816 3.93 Agility of decision 

making 

2 76.8 19.6 0.755 3.84 agility practice 

 - 66.8 18.8 0.732 3.34 overall average 

The previous table shows the following: 

• The trends of the sample items towards the dimensions of "organizational agility" were positive, as the 

total average of the dimensions of (organizational agility) was (3.34), and a coefficient of variation (18.8%). 

• The relative importance of the dimensions of "organizational agility" varies according to the arithmetic 

averages, and they were arranged as follows: (decision-making agility - practice agility - sensing agility). 

• The dimension of “decision-making agility” is considered the first in terms of relative importance, as 

trends in the sample vocabulary were positive, with a mean of (3.93) and a coefficient of variation (20.7). 

• Then after “Practice Agility” came in second place in terms of relative importance, where the trends of 

the study sample’s vocabulary towards it were positive, with an arithmetic mean (3.84) and a coefficient 

of variation (19.6). 

Finally, the dimension of “sensing agility” came in the third and last place in terms of relative 

importance, and the trends of the study sample’s vocabulary towards it were negative - as the expressions 

of this dimension are all negative and not positive - with an arithmetic mean (2.26) and a coefficient of 

difference of (21.2). 

Organizational Commitment 

Table No. (6), and Table (2) in Appendix (2) show the results related to measuring the extent of 

employees' awareness of organizational commitment. The previous table shows the following: 

• The trends of the sample items towards the dimensions of “organizational commitment” were positive, 

as the total general average of the dimensions of (organizational commitment) reached (3.79), and a 

coefficient of variation (16.0%). 

• The relative importance of the dimensions of "organizational commitment" varies according to the 

arithmetic averages, and they were arranged as follows: (normative commitment - emotional 

commitment - continuous commitment). 
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Table (6):Mean, standard deviations, and coefficients of variation for the dimensions of organizational 

agility 

Dimensions of organizational 

commitment 
SMA 

standard 

deviation 

Variation 

coefficient 

Relative 

importance% 
ranking 

emotional commitment 3.84 0.985 25.7 76.8 2 

Ongoing commitment 3.44 0.591 17.2 68.8 3 

normative commitment 4.10 0.794 19.4 82 1 

The overall average of the total 

dimensions of organizational 

commitment 

3.79 0.607 16.0 75.8  - 

The dimension of “standard commitment” is considered the first in terms of relative importance, 

as the trends of the sample items were positive, with a mean of (4.10) and a coefficient of variation 

(19.4).Then came after “emotional commitment” in the second place in terms of relative importance, as 

the trends of the study sample’s vocabulary towards it were positive, with an arithmetic mean (3.84) and 

a coefficient of variation (25.7).Finally, the dimension of “continuous commitment” came in the third and 

last place in terms of relative importance, and the trends of the study sample’s vocabulary towards it were 

positive, with an arithmetic mean (3.44) and a coefficient of difference of (17.2). 

Research Hypothesis Test Results 

Measuring the relationship between the dimensions of organizational agility and organizational 

commitment to determine the strength and direction of the correlation between the research variables, 

Pearson correlation coefficients were used, as is: 

It is shown in the following table No. (7) 

• There is a direct, statistically significant relationship between “the total dimensions of organizational 

agility and the dimensions of “commitment organizational”, where the correlation coefficient was (0.687), 

with a level of significance less than (0.01),this indicates that the greater  factors of organizational agility, 

the greater of employees' sense of organizational commitment. 

• There is a direct statistically significant relationship between the dimensions of organizational agility 

(sensing agility, decision-making agility, practice agility) and organizational commitment, the correlation 

coefficient reached (0.667, 0.605, 0.608), respectively, at a level of significance less than (0.01) and this 

indicates that The more the organization is characterized by organizational agility, the more employees 

feel the organizational commitment. 

Table (7): The correlation matrix between the dimensions of organizational agility and organizational 

commitment 
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Dimensions of organizational agility 
correlation 

coefficient 

morale 

level 

result 

(indication) 

The first dimension: sensing agility 0.667 0.01 **  Seg. 

The second dimension: the agility of decision-making 0.605 0.01 **  Seg. 

The third dimension: agility of practice 0.608 0.01 **  Seg. 

Overall: Dimensions of Organizational Agility 0.687 0.01 **  Seg. 

Measuring the impact of the total dimensions of organizational agility on the total dimensions of 

organizational commitment based on the confirmation of the relationship between the total dimensions 

of organizational agility and the dimensions of organizational commitment, a simple linear regression 

analysis can be performed to determine the significance of the effect, the form of the relationship, and 

whether it is relevant. 

Significant effects or not statistically significant. This is as shown in Table No. (7 

Coefficient of  (R2): We see the independent variable “total dimensions of organizational agility” 

explains (47.2%) of the change of (organizational commitment). The rest of the percentage is due to a 

random error in the equation or perhaps to the lack of other independent variables that were from It 

should be included in the form. 

Test the significance of the independent variable: using the we find that the independent 

variable “dimensions of organizational agility,” has a significant effect on the dependent variable 

(organizational commitment), where the value of (T: 16.151) is at a level of morale less than (0.01). 

Testing the significance of the regression model’s goodness of fit: To test the significance of the 

quality of the fit of the model as a whole, the (F-test) test was used, and where the value of the (F-test) is 

(260.84), which is significant at a level less than (0.001), which indicates On the quality of the effect of the 

regression model on organizational commitment. 

Model equation: Organizational commitment = 1.570 constant + 0.570 dimensions of 

organizational agility. 

From the previous regression relationship model, it is possible to predict the degrees of 

organizational commitment by measuring the total organizational agility, and applying that model, which 

indicates that every change of one unit in the total dimensions of organizational agility may lead to a 

change in the workers’ sense of organizational commitment by (0.570). 

Stepwise multiple linear regression analysis to determine the most influential dimensions of 

organizational agility on organizational commitment. 

Table No. (8) shows the dimensions of organizational agility that most affect organizational 
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commitment by performing a stepwise multiple linear regression analysis as follows: 

Table (8):A stepwise multiple linear regression model to predict the most dimensions of 

organizational agility over organizational commitment 

 βi t-test F. test  VIF R2 

independent variable  t-value Sig. F-value Sig.   

stator 1.576 11.382 **0.01     - 

48.9 %  

The first dimension: sensing 

agility 
0.328 7.271 **0.01    2.178 

The second dimension: the 

agility of decision-making 
0.126 2.61 **0.01  92.532 **0.01  3.907 

The third dimension: agility of 

practice 
0.076 1.065 **0.01    4.421 

** A function at a level of significance less than (0.01). 

It is clear from the previous table that: 

• Coefficient of  (R2): we find that the  variable (dimensions of organizational agility) explain (48.9%) of the 

total change in the dependent variable represented in organizational commitment,  other independent 

variables were not included in the equation. It should be included in the model or because the nature of 

the regression model is different from the linear model. 

• Test the significance of the independent variable: using the (T-test) test, we find that the independent 

variables that have the most impact on organizational commitment are: (sensing agility, decision-making 

agility), where the T-values amounted to (7.271), (2.61), respectively, when A level of significance less 

than (0.01). While there is no effective relationship between agility of practice and organizational 

commitment, where the value of “t” was not significant. 

• Test the significance of the regression model’s fit quality:we used  (F-test) test , we find the value of the 

(F-test) is (92.532) and it is significant at a level less than (0.01), which indicates that The quality of the 

effect of the regression model on organizational commitment. 

• Variance inflation factor (VIF): To determine the extent to which there is a linear multi-collinearity, 

between the independent variables and each other, VIF, which is the abbreviation of Variance inflation 

factor, was calculated for each independent variable separately with the rest of the independent 

variables. Multiple linearity does not suffer from the problem of duplication in any of these variables, as 

VIF values are less than (10) which indicates that there is no problem. 

• Model equation: Organizational commitment = 1.576 (fixed) + 328.0 sensing agility + 0.126 decision 

making agility. Through the previous regression relationship model, it is possible to predict the degrees of 

organizational commitment, by measuring the dimensions of Organizational agility, and the application of 

that model, which indicates that: 
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• Every change by one unit in the agility of the sensor may lead to a change in organizational commitment 

by (328.0). 

• Every change of one unit in the agility of decision-making may lead to a change in organizational 

commitment by 0.126. 

The following figure shows a schematic diagram of the model: 

 

Based on the previous results, the following can be concluded: 

• The significant and effective effect of the dimensions of organizational agility (sensing agility, decision-

making agility) on organizational commitment, while the practice agility dimension came out of the model 

because there is no effective relationship between it and organizational commitment. 

• Then, based on the previous results, the main hypothesis of the research can be partially accepted, which 

states: “The dimensions of organizational agility (sensing agility, decision-making agility, practice agility) 

have a statistically significant effect on the extent to which organizational commitment is achieved 

(emotional commitment, commitment continuous, normative commitment) in the organization under 

study. 

Findings and Recommendations 

Results 

The following set of results were obtained: - 

• The attitudes of the workers in the organization towards the dimensions of “organizational agility” were 

positive, and the relative importance of the dimensions of “organizational agility” varied, according to the 

arithmetic averages, and they were arranged as follows: (agility of decision-making - agility of practice - 

agility of sensing). 

• The attitudes of the employees in the organization towards the dimensions of “organizational 

commitment” were positive, and the relative importance of the dimensions of “organizational 

commitment” varied, according to the arithmetic averages, and they were arranged as follows: (normative 

commitment – emotional commitment – continuous commitment) . 

• There is a statistically significant relationship between the total dimensions of organizational agility and 

the dimensions of organizational commitment, that is, the greater the factors of organizational agility, the 

greater the employees' sense of organizational commitment in the organization under study. 

• There is statistically significant relationship between the dimensions of organizational agility (sensing 
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agility, decision-making agility, practice agility) and organizational commitment, which indicates that the 

more the organization is characterized by organizational agility, the more employees feel the 

organizational commitment in the organization under study. 

• The dimensions of organizational agility most influential on organizational commitment in the 

organization under study were: the dimension of “sensing agility” followed by the dimension of “decision-

making agility”. While there is no significant effect relationship between the dimension of "agility of 

practice" and organizational commitment. 

Recommendations 

The researchers reached the following recommendations reached: 

• Managersmust be interested in concept of organizational agility and priority at work, also rapid response, 

flexibility, speed and initiative, meeting the needs and desires of customers, analyzing the external 

environment, good forecasting, and reducing risks 

• The senior management must pay attention to conducting educational seminars and lectures related to 

speed, flexibility, response, adaptation and keeping pace with contemporary dynamic changes. 

• Working to enhance the emotional commitment of the employees by strengthening the system of values 

that contribute the individual’s, and meet the needs of the employees. 

• The organization's management plans and implements training programs aimed at increasing the levels 

of organizational commitment among the organization's employees. 

• The organization must enhance the organizational commitment of working individuals by emphasizing the 

value and importance of the work they perform, involving them in the decision-making process, and giving 

them sufficient flexibility to allow them to perform their work effectively and efficiently. 
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