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Abstract: the present study highlights the importance of strategic flexibility and its role in the human resources of the Organization. It aims to recognize
the strategic flexibility role and its variables (information flexibility, flexibility of service delivery) on human resources in educational organizations.
Findings of this study shows that the Strategic flexibility dimensions (Information Flexibility and Flexibility in Service Delivery) explain about 59.6% of the
variance on Human Resources variable. Moreover, the Strategic flexibility dimensions are significantly affecting in the Human Resources (P=0.000). As a
conclusion; there is a correlation between Strategic flexibility dimensions and Human Resources, and on this basis the main hypotheses and subhypotheses included in the research have been accepted.
Index Terms: flexibility of service delivery, Human Resources, information flexibility, Strategic flexibility
————————————————————

1. INTRODUCTION
1.1BACKGROUND
N organization's human resources are quite fundamental due
to what they provide of important wealth, physical capital and
natural resources, yet despite their importance and necessity,
without a well-trained and well-prepared human element, they
will have no value, human beings are able to use these
resources and harness them in productive processes to
achieve the desired goal. The human component is the only
one capable of inventing, innovating, and developing, yet
human resources are currently facing great challenges
because of accelerated environmental changes (economic,
technological, and social), with these variables in place,
organizations must manage these variables and try to prevent
or resolve them before their effects are exacerbated [11],[12].
Business organizations live in a rapidly changing world that
makes environmental uncertainty a difficult reality through the
accelerating events and developments around them whether
political, economic, social, scientific or technological.
Organizations that find themselves capable of facing extreme
circumstances and variables are undoubtedly more efficient
and more reassuring than organizations that do not
experience movement except in a static environment,
especially if we know that the existence of a static
environment in today's world is nearly impossible. Thus, at the
beginning of the third millennium, many researchers have
developed a new perspective in strategic management that is
different from the classical traditional perspective [6].
Organizations resort to adopting many tools that can help
them overcome those difficulties. Strategic vigilance, strategic
intelligence, agility, and strategic flexibility have been new
Engines for the overall crises that these organizations may
encounter in order to achieve their strategic role in their
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external and internal environment in order to achieve stability
and sustainability, and strategic flexibility as an engine for
organizations has played an important role in long-term
excellence [3]. Strategy is a relatively new intellectual topic in
business that requires understanding from decision makers
and officials in both industry and service organizations, and
these organizations continue to pursue specific strategies
without full awareness of the quality of the methodological
strategy. Thus, there are organizations that grow and expand,
and others that go bankrupt, collapse and exit from the field of
business. Strategy is a starting point for senior management
in the design and implementation of their plans and activities
[4]. The overall concept of the strategy refers to the
foundation for building the Organization, and the effective
driving force for planning and identifying future paths through
a careful reading of the internal and external conditions of the
Organization. Therefore, we find that strategy is a tool that
helps to define the goals, plans of action and priorities for the
allocation of resources available to the Organization, where
the area in which the Organization competes is defined, as
well as a means to know how to exploit strengths and address
internal weaknesses, and to optimize opportunities and
address external threats, in order to differentiate and excel
against competition organizations, strategy is an accurate
description of the tasks of different levels of management and
a logical explanation of the distribution of responsibilities and
lines of communication in order to integrate into the
organization, and lastly strategy is a definition of the type of
contribution that an organization can make in the long-term
interest of all beneficiaries[5].The researcher believes that the
strategy is an ongoing process by which the organization
works and means to find a clear, important and
comprehensive plan or set of models or leadership decisions
by setting goals and targets of a fundamental long-term
nature. The development of different alternatives, the
development of structures and the allocation and organization
of resources for the implementation of these plans, in order to
ensure that the Organization is compatible with the
environmental factors surrounding the Organization [8].
Flexibility refers to the capability of an organization to take
action on various demands from its environment, specifically,
strategic flexibility; the greater the uncertainty in changing
environmental conditions, the more strategic flexibility is
required as a major and vital demand for organizations
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seeking to succeed in achieving their desired objectives[10].
And the ability to develop its resources and capabilities in
such a way as to make the best use of available opportunities
and optimal exploitation, and to avoid potential threats, risks
and crises [2]. In a study prepared by Iacoka Institute at the
University of Lihai, United States of America (2008), the
results of which focused on the benefits of implementing the
concept of enterprise flexibility: The ability of the physical and
intangible manufacturing system to adapt to technology,
human resources, education management, and information to
meet rapidly changing market needs (speed, flexibility,
Customers, competitors, suppliers, infrastructure, response to
change) [7]. The concept of strategic flexibility differs from
that of flexibility in its general sense, since the concept of
strategic flexibility is directly related to the concept of
environmental uncertainty and to aspects of purely strategic
importance to the Organization [9].Organizations must
therefore have constant monitoring and strategic flexibility,
especially in important and influential institutions such as
Jordanian educational institutions, the private sector, which is
working on the future of higher education and comprehensive
development at various levels and areas. The idea of the
study thus emerged in recognizing the interrelationship
between the flexibility of strategy and human resources, as
proposed by Bhattacharya, Gibson and Doty (2005) [1].
Flexibility increases staff efficiency, solidifies the sense of
responsibility and pride in the work force of the staff and takes
professional responsibility to confront Challenges.
1.2 STUDY PROBLEM AND QUESTIONS:
In light of the challenges facing organizations today from
weaknesses in programs, skills and practices that are specific
to the people working in the organization and that the
development of work personnel needs flexibility in strategy,
the problem of the study is in the ineffectiveness of human
resources in educational organizations. Particularly, in view of
the financial, administrative and human obstacles surrounding
those organizations, and with many obstacles in educational
organizations, the apparent weakness in addressing and
dealing with these obstacles is noted; the current study
attempts to illustrate the role of strategic flexibility and its
impact on human resources in educational organizations,
through the following key question:
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The importance of the study is also highlighted by:
1) Scientific importance: Attempt to introduce a
scientific addition to study variables (strategic
flexibility, human resources) by providing a
conceptual framework that addresses those
variables.
2) Practical importance: This study derives its
practical importance from the variables studied in
educational organizations, and through a field study
that has reached a number of results, conclusions
and recommendations.
1.4 STUDY OBJECTIVES:
The main objective of the present study is to recognize the
strategic flexibility role and its variables (information flexibility,
flexibility of service delivery) on human resources in
educational organizations through:
 Determining the impact of strategic flexibility in terms
of its dimensions: (Information flexibility, flexibility of
service delivery) on human resources in terms of
their dimensions: (Employment, compensation,
performance appraisal) in educational organizations.
 The extent to which statistically significant differences
exist in the attitudes of the sample population toward
human resources in educational organizations is
attributable to their demographic and functional
changes: (Gender, age, scientific qualification, career
level, and practical experience).
 Arrive
at
a
range
of
conclusions
and
recommendations through which decision makers in
educational organizations can be assisted in
identifying the role of strategic flexibility in human
resources.
1.5 STUDY MODEL:
After reviewing the problem of the study, and the nature of the
main and sub-hypotheses, the sample study shown can be
constructed

What is the role of strategy flexibility and its impact
on human resources in educational organizations?

The following sub-questions arise from this question: a. What is the role of information flexibility in human
resources in educational organizations?
b. What is the role of the flexibility of service delivery in
human resources in educational organizations?
c. What is the role of human resources in improving the
functioning of organizations in implementing the
strategy's flexibility?
1.3 IMPORTANCE OF STUDY:
The importance of the present study highlights the importance
of strategic flexibility and its role in the human resources of
the Organization.

2. METHOD
2.1 STUDY DESIGN
Typical descriptive studies are concerned with the
assessment of attitudes, opinions, demographic information,
conditions, and procedures. The research design that is
chosen for the current study is the survey research. The
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survey is collected data from members of the population in
order to determine the current status of that population, with
respect to one or more variables. The survey research of
knowledge at its best can provide every valuable data. It
involves a careful design and execution of each of the
components of the research process. The researchers
designed a survey instrument that is administrated to the
research sample. The purpose of the survey instrument is to
collect data about the attitudes and opinions toward the
impact Strategic Flexibility on the Human Resources in Arab
University College Of Technology in Jordan.
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and Performance Evaluation).

3. RESULTS
3.1 RELIABILITY OF QUESTIONNAIRE
The reliability of this questionnaire is assessed by using
Cronbach’s alpha for the total scale which was 0.952 and
each dimension as shown in Table 1
Table 1. Reliability Coefficients for questionnaire

2.2 STUDY POPULATION AND SAMPLE
The study population consists of all individuals working at the
Arab University College of Technology, total of 180. As for the
study sample, a sample of (125) employees was selected and
(125) questionnaires were distributed, knowing that (5)
questionnaires were retrieved.
2.3 AN OVERVIEW OF THE STUDY COMMUNITY (ARAB UNIVERSITY
COLLEGE OF TECHNOLOGY
The College was established as a higher education institution
in 1980, it provides two-year programs of different
specializations. It grants a Diploma Certificate recognized and
accredited by the Ministry of Higher Education. It works under
the umbrella of Al-Balqa Applied University that supervises all
programs and activities of the college. Students at the college
sit for a Comprehensive Examination prepared and controlled
by both the University and the Ministry.
The college
graduates skilled workers that fulfill the needs of the local
market and the needs of the other surrounding Arab Countries
as well. The College is a private Junior University College,
with private and public accreditation. The college was
founded by distinguished elite education and thought men in
Jordan, and considered as one of the first Community
Colleges in the country. The founders, at the time, realized
that fast developments that Jordan and the other Arab
counties, especially the Gulf Countries, were witnessing at
that time, and the need for qualified technical personnel in
different specialties to set and implement developing plans,
so they had to establish the college to contribute in the
national effort in preparing and training personnel in different
fields of work.

3.2 DESCRIPTIVE DATA
Table 2 indicate the characteristics of the study sample in
terms of (sex, qualification, career level, number of years of
experience, age). The participant’s general information. Most
of the participants’ age is below 40 years (72.6%). 33.3% of
participants have a bachelor’s degree, and only 31.4% are
graduates. The majority of the participants (42.2%) have
working experience less than 5 years and (78.4%) have a
middle management level while only 22 out of 102
participants are on top management level.
Table (2): Socio-demographic characteristic among Arab
University College for technology employees

2.4 PRIMARY AND SECONDARY SOURCES: PRIMARY SOURCES:
The research is based on primary sources including books,
and documentaries, to build the questionnaire and the
responses the research is based on Journal articles,
Abstracts of articles and books.
2.5 DATA COLLECTION.
Quantitative approaches used a systematic standardized
approach and employ methods such as surveys, and in this
study relied on data collection of the questionnaire, and the
study sample responses.
2.6 STUDY TOOL
This study used a questionnaire consists of three sections;
Section One: Demographic Variables, it contains (Age,
Academic qualification, Years of experience and career level).
Section Two: Strategic Flexibility, it contains (Information
Flexibility, Flexibility in Service delivery .Section Three:
Human Resources, it contains (Recruitment, Compensation,

3.3 STRATEGIC FLEXIBILITY Information Flexibility
Table 3 shows the mean and the standard deviation of the
items related to the dimension ―Information Flexibility‖ at the
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Arab University College of Technology. All of the participants
answered them completely (102). The item (The University
administration stores information in a way that is easy to
retrieve) has the highest mean rank in comparison to the
others (mean=3.86), while the university administration
having modern methods to obtain the necessary information
in a timely manner has the lowest mean rank (mean= 3.75).
Table (3): results of Information Flexibility in the Arab
University College of Technology
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3.4 HUMAN RESOURCES
Employment
Table 5 shows the mean and standard deviation of the items
on the Employment dimension at Arab University College for
Technology. Top wishes among the employees was related to
the item in which the tests and interviews should be
conducted by specialized experts. However, less mean was
resulted for the item where the staff less likely expects
stability and balance in recruitment procedures (mean=3.77).
Table (5): results on Employment in Arab University College
for Technology

Flexibility in Service Delivery
Table 4 shows the mean and standard deviation of the items
regarding the Flexibility of Service Delivery at Arab University
College for Technology. All of the participants answer them
completely (102). With a mean of 3.74, the staff agree that the
university's management seeking to provide diverse services
to its clients at the required time is one of the university’s
priorities.

Compensation
Table 6 showed the mean and the standard deviation of the
items related to Compensation in the Arab University College
for Technology. Out of the total items, it was found that ―The
presence of a human resources function that is responsible
for presenting and declaring new terms and clauses that may
have an impact on the benefits and compensation policies‖
has the highest rank mean (3.74).
Table (6): Results of the Compensation in the Arab
University College for Technology

Table (4): results of Flexibility of Service Delivery at Arab
University College for Technology

Performance Appraisal
Table 7 shows the mean and the standard deviation of the
items related to Performance Appraisal in the Arab University
College for Technology. The item related to maintaining
working hours, has the highest mean (mean=4.46).
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Table (7): Results related to the Performance Appraisal in the
Arab University College for Technology (N=102)
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4. CONCLUSION AND RECOMMENDATION
The tools have confirmed that there is a correlation between
Strategic flexibility dimensions and Human Resources, and on
this basis the main hypotheses and sub-hypotheses included
in the research have been accepted. The researcher
recommended that the researched organization should
identify the most important areas it has in the field of strategic
flexibility that it can employ in rationalizing its strategic
decisions.
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3.5 RELATIONSHIP BETWEEN STRATEGIC FLEXIBILITY DIMENSIONS
AND HUMAN RESOURCES
A multiple regression was conducted to test the effect of
Strategic flexibility dimensions (Independent Variable) on
Human Resources (Dependent Variable). From the table 8
below, it is clear that Strategic flexibility dimensions
(Information Flexibility and Flexibility in Service Delivery)
explain about 59.6% of the variance on Human Resources
variable. The Strategic flexibility dimensions are significantly
affects in the Human Resources (P=0.000). However, it is
clear from table 8 that all Strategic flexibility dimensions have
a significance impact on Human Resources at significance
level 0.05.
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