
          

SCIENTIFIC CULTURE, Vol. 11, No. 4, (2025), pp. 2499-2521 
Open Access. Online & Print 

 

 

                        www.sci-cult.com   

DOI: 10.5281/zenodo.11425292 

  

 

Copyright: © 2025. This is an open-access article distributed under the terms of the Creative Commons Attribution License.  
(https://cre-ativecommons.org/licenses/by/4.0/). 

THE IMPACT OF HUMAN RESOURCE PLANNING ON 
WORKFORCE AGILITY: THE MEDIATING ROLE OF 

ARTIFICIAL INTELLIGENCE 

Sahar Moh’d Abu Bakir1, Ahmad Y. Ahmad Bani Ahmad2, Hadher Sabah Shair3, Ahmad 
Raja Albatayne4, Abdullah Ewayed Twairesh5, Iyad A. Al-Nsour6* 

1Associate Professor, College of Business, University:  Amman Arab University, Mubis, Jordan 
2Faculty of Business, Amman Arab University, Jordan. 

3University of Tikrit. Iraq. 
4Business Faculty, Amman Arab University, Jordan. 

5Department of Finance and Insurance, College of Business Administration, Northern Border University, 
Arar, Saudi Arabia 

6College of Media and Communication, Imam Mohammad Ibn Saud Islamic University (IMSIU), Riyadh, 
Saudi Arabia.  Email: Iaalnsour@imamu.edu.sa 

Received: 11/11/2025 
Accepted: 18/12/2025 

Corresponding Author: Iyad A. Al-Nsour 
(Iaalnsour@imamu.edu.sa) 

ABSTRACT 
The article investigated how Human Resource Planning (HRP) influences workforce agility with the help of 
the mediating role of Artificial Intelligence (AI), as applied to the Jordanian service organizations. The 
quantitative research design was selected, and the data were collected with the assistance of a structured 
questionnaire which was provided to senior and middle-level managers of ten progressive companies which 
are the active users of AI technologies in their human resource management. In the test of the hypotheses 
presented in the study in the form of Structural Equation Modeling (SEM), 276 valid replies were obtained and 
analyzed within the framework of the Structural Equation Modeling. The results indicated that adequate 
Human Resource Planning can play a significant role to the agility of the workforce by facilitating flexibility, 
proactive learning and flexiveness in mobilizing skills. Additionally, it was concluded that Artificial 
Intelligence mediated the correlation between HRP and workforce agility, indicating that the high 
predictability of workforce responsiveness and efficiency of organizations using AI tools is predictive 
analytics, intelligent recruitment, and automated performance management. The results underscore the 
strategic significance of incorporating AI into the HR planning activities to enhance data-driven decision-
making, and enhance the fit of workforce potentials to the dynamic organizational requirements. The article 
adds to the Resource-Based View (RBV) and the Dynamic Capabilities Theory (DCT) by showing that AI-based 
Human Resource Planning facilitate the adaptability and responsiveness of the organization in unstable 
business environments. It finds that a forward-thinking, flexible, and resilient workforce that can remain 
competitive in digital transformation needs to be built with AI-formed HR systems. It is recommended that 
more studies be conducted in the future to investigate how the digital leadership and organizational learning 
provides moderating roles in the HRP-AI-agility relationship in various industrial sectors within the emerging 
economies. 

KEYWORDS: Talent Acquisition Planning, Succession Planning, Career Planning, Workforce Agility, 
Artificial Intelligence. 
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1. INTRODUCTION 

The increased focus on Human Resource (HR) 
planning in the contemporary organizations has 
evolved the manner in which organizations handle 
the flexibility of the workforce, decision-making, and 
integration of technologies in response to the 
dynamism in the market. HR planning has become 
an acknowledged strategic instrument that enhances 
the responsiveness of the workforce, agility, and 
technological alignment (Adeniran et al., 2024). The 
service, industrial and public sectors of organizations 
in Jordan have increasingly embraced structured 
human resources planning in order to enhance 
operational efficiency, resilience and competitiveness 
(Ali et al., 2024). In spite of this development, most of 
the organizations in Jordan still have difficulties with 
how to align HR planning with technological 
innovation and workforce development. The absence 
of evidence-based workforce forecasting, the 
underuse of AI-related solutions, and a lack of 
emphasis on adaptive workforce responses cause 
them not to be flexible and have a proper response to 
changes in the environment. HRP is a complex model 
that includes predictions of human resource 
requirements, talent shortage, recruitment, talent 
management, and training consistency (Aljabari et 
al., 2024). The concept of HR planning has now 
become a dynamic strategic role and no longer an 
ordinary administrative one that only ensures that 
the right people are at the right place at the right time 
with the right capabilities. Combined with HRP, AI 
technologies increase the level of predictability and 
give an opportunity to gain access to real-time 
information concerning the workforce requirements 
through the use of intelligent analytics, automation, 
and digital systems to make decisions (Alkhazaleh et 
al., 2023). Machine learning and AI-based workforce 
analytics can help human resource managers to 
determine future competency needs, enhance 
retention, and better use of talent. These capabilities, 
in their turn, strengthen workforce agility, or the 
capacity of employees to react swiftly, learn a bit, and 
work efficiently in unstable environments (Alrjoub et 
al., 2021). The mediator that can be applied to fill the 
gap between HR planning and workforce agility is 
Artificial Intelligence as it transforms the 
unresponsive data of the workforce into responsive 
intelligence. Organizations can plan with the help of 
AI, foresee the skills shortages of humans in the 
future, develop responsive learning plans, and use 
human resource effectively, which will lead to a 
higher level of agility and productivity 
(Ashrafuzzaman et al., 2024). HR planning with the 
aid of AI brings a constituent of novelty, speed, and 

proactive decision-making to the procedure of hiring 
personnel that enables organizations to build a 
flexible, technologically proficient, and strategically 
oriented workforce (Atta et al., 2023a). Moreover, the 
application of AI provides the data-oriented HR 
environment where the involvement of the 
employees, the personalization of the training 
processes, and performance management are guided 
by the intelligent analytics (Atta et al., 2023b). 
Experimental research has proved that organizations 
that integrate systematic HR planning with superior 
AI technology attain greater organizational 
responsiveness and resilience (Basu et al., 2023). In 
HR planning, AI assistance does not just replace the 
human factor with automatization but helps to 
improve the strategic position of human capital by 
introducing innovativeness, empowerment, and 
flexibility (Booyse & Scheepers, 2024). The solution of 
using AI in HR operations is in line with the 
Economic Modernization Vision of Jordan and the 
United Nations Sustainable Development Goals 
(SDGs) as these reports prioritize the digital 
preparedness, innovation, and sustainable 
employment development (Bouanba et al., 2022). 
Nevertheless, despite numerous Jordanian 
companies being on the path of AI adoption, the 
strategic alignment between the HR planning and the 
AI implementation is not as high, which prevents the 
implementation of the workforce agility to the fullest 
extent (Budhwar et al., 2023a). Lack of unified AI-
based HR planning has limited the organizational 
ability to attain sustainable flexibility and 
performance in the long-term (Budhwar et al., 2022). 
In this direction, this paper will evaluate the impact 
of the Human Resource Planning on the agility of the 
workforce and discuss the mediating variable of the 
Artificial Intelligence in strengthening this 
relationship within the scope of the Jordanian 
organizations (Chinda and Omorogieva, 2024). The 
study is based on the Resource-Based View (RBV) 
and the Dynamic Capabilities Theory (DCT) 
conceptualization of HR planning as an individual 
resource that, with the support of the AI capabilities, 
develops adaptive and data-driven systems of 
workforce (Chowdhury et al., 2023). By introducing 
AI to the HR planning process, organizations are able 
to transform human capital into a strategic 
competitive edge by enhancing the responsiveness, 
innovativeness, and long-term performance 
(Dhaliwal, 2022). Practically, this research can offer 
insights that are valuable to the HR leaders and 
policymakers of Jordan and offer evidence-based 
suggestions that can be used to integrate AI in the 
human resource planning to create agile, smart, and 
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future-ready human resources (Dima et al., 2024). 
Finally, the research also adds to the academic and 
managerial literature since it presents AI-mediated 
HR planning as a source of organizational resiliency 
and competitive edge (Dutta and Mishra, 2024). 

2. LITERATURE REVIEW 

2.1. Talent Acquisition Planning 

In the contemporary organizations, on the one 
hand, talent acquisition planning is a part and parcel 
of Human Resource Planning (HRP), whereby there 
is a systematic identification of skills and 
competencies required in dynamic environments, 
attraction and selection of the candidates. It entails 
ensuring that the recruitment of workforce is aligned 
to organizational goals and technology in the long 
term (Adeniran et al., 2024). As the use of Artificial 
Intelligence (AI) continues to expand, data-intensive 
recruitment platforms and predictive analytics are 
currently used by organizations to find the most 
suitable candidates in the most efficient and objective 
manner (Ali et al., 2024). AI-based recruitment 
systems have increased accuracy in selecting 
candidates and improved the results of diversity in 
the service sector of Jordan and decreased the time to 
hire ratio (Aljabari et al., 2024). Moreover, the digital 
recruitment systems will encourage fairness and 
transparency so that HR-related decisions can be 
consistent with ethical and sustainable approaches to 
employment (Alkhazaleh et al., 2023). Talent 
Acquisition Planning, in its turn, serves as the key 
strategic basis of workforce agility as it makes sure 
that an organization keeps recruiting versatile and 
technologically qualified staff that can successfully 
work in an environment where innovation is the 
primary driver (Alrjoub et al., 2021). 

2.2. Succession Planning 

Succession Planning is a proactive HRP 
dimension that is strategic in creating future leaders 
and continuity of business in the fast-changing 
environment. It is a process that entails identifying 
potential employees, mapping their competencies, 
and training them to hold key positions to ensure that 
the organization remains stable when transitioning 
(Ashrafuzzaman et al., 2024). That is because in AI-
driven organizations, succession planning is now 
handled by intelligent systems that are based on 
predictive analytics and are able to evaluate 
leadership potential, track performance trends, and 
predict future capability gaps (Atta et al., 2023a). 
Digital succession planning tools have enabled the 
HR departments in Jordanian organizations to assess 
leadership preparedness with higher accuracy and 

create specific career development initiatives (Atta et 
al., 2023b). This digitalizing of the succession 
processes brings about transparency, promotion 
based on merit and resilience of the organization 
(Basu et al., 2023). Succession Planning has helped in 
making workforce agile, as it makes sure that the 
organizations are always flexible, ready, and aligned 
to change both internally and externally. 

2.3. Career Planning 

Career Planning is a very important facet of HRP 
that helps in encouraging employees to match their 
personal developments with the HRP goals. It 
promotes lifelong learning, the development of skills, 
and long-term interaction (Booyse & Scheepers, 
2024). The introduction of AI in career planning has 
facilitated tailored career path advice with reference 
to the information gathered by the performance 
appraisals, skills inventory and learning analytics 
(Bouanba et al., 2022). HR systems powered by AI are 
also able to give employees information about the 
future skill requirements and thus they can upskill 
themselves in the areas which are the most applicable 
in organizational agility (Budhwar et al., 2023a). 
Digital-based career planning tools have empowered 
the employee motivation in Jordanian organizations, 
minimized turnover rates and produced a workforce 
that can swiftly adapt to the changes (Budhwar et al., 
2022). Career Planning therefore plays the role of a 
developmental bridge between HRP and workforce 
agility which helps employees to be flexible, 
forward-thinking and performance-based. 

2.4. Artificial Intelligence in Human Resource 
Planning 

AI has also become a force to mediate HRP 
processes by reinventing the process through which 
companies predict workforce demand, assess 
performance, and enhance agility. The analytics 
based on AI can help the HR manager to forecast 
deficits in talent, optimize the schedule, and find 
possible performance problems before they grow out 
of control (Chinda and Omorogieva, 2024). 
Repetitive HR tasks, including screening of job 
applicants and training customization, as well as 
employee feedback analysis, are fully automated 
using AI-based tools, and the HR team can use this 
time to make strategic decisions (Chowdhury et al., 
2023). The implementation of AI in the HR systems 
in Jordan has also been associated with efficiency, 
less administrative load, and improved 
responsiveness to environmental change (Dhaliwal, 
2022). In addition, AI encourages equity and 
diversity by decreasing human biasness in decision-
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making. The connection between AI and HRP forms 
data-driven platforms that enable workforce 
flexibility and innovation, which results in a 
continued agile and performance boost (Dima et al., 
2024). 

2.5. Workforce Agility 

Workforce Agility can be defined as the ability of 
the organization to activate, adjust, and restructure 
human resources within a short period of time 
according to market dynamics and technological 
alterations. It is responsive, flexible and learning 
oriented (Dutta and Mishra, 2024). The concept of 
workforce agility emerges as a result of strategic 
alignment between HRP practices and AI capabilities 
to improve the workforce decision-making and real-
time workforce management (Adeniran et al., 2024). 
Agile workers are also proactive to change and can 
easily work productively through digital 
applications in any uncertain environment (Ali et al., 
2024). The Jordanian service economy is undergoing 
changes, and the adoption of AI-based HR systems 
has enabled the service industry to be agile, through 
consistent upskilling, collaboration networks, and 
job transformation (Aljabari et al., 2024). Workforce 
agility consequently serves as both a product and a 
source of competitive advantage of successful HR 
planning and technological empowerment (Booyse & 
Scheepers, 2024). 

2.6. The Mediating Role of Artificial Intelligence 

The mediating factor between the Human 
Resource Planning dimensions and the workforce 
agility is Artificial Intelligence. HR systems that 
utilize AI contribute to the accuracy of analytical 
planning, better forecasting of human resource 
requirements, and quick completion of expertise 
matching new demands (Bouanba et al., 2022). 
Predictive information is guaranteed in 
organizations where AI solutions are incorporated in 
Talent Acquisition, Succession and Career Planning 
and makes HRP a smart strategy, whereby HR is 
responsive and reactive (Budhwar et al., 2023a). This 
type of integration leads to an active and dynamic 
workforce that will be able to stay agile and deliver 
results whenever needed regardless of the 
unpredictable market conditions (Budhwar et al., 
2022). In essence, AI mediates the relationship 
between the HRP and agility relationship by 
transforming the human resource data into 
operational intelligence thereby, enhancing the 
flexibility, innovative and responsiveness of the 
organizations (Chinda and Omorogieva, 2024). 

2.7. Theoretical Background 

The article is premised on the Resource-Based 
View (RBV) and the Dynamic Capabilities Theory 
(DCT). One of the strategic resources of the RBV is 
Human Resource Planning, which adds value to the 
organization through the proper management of 
human resources (Chowdhury et al., 2023). In 
combination with the AI system, HRP turns not only 
into a strictly speaking administrative process but an 
active possibility to generate agility, innovation, as 
well as competitive advantage (Dhaliwal, 2022). The 
DCT framework also helps an organization to adapt 
to the fast-changing environments by ensuring that it 
has the flexibility to integrate, build, and restructure 
human and technological resource (Dima et al., 2024). 
Taken together, these theories point to the idea that 
AI-based HR planning is not only a resource, but also 
an ability, which will enable one to continuously 
learn, be flexible and adaptable to external 
circumstances (Dutta and Mishra, 2024). 

3. HYPOTHESIS DEVELOPMENT 

3.1. Talent Acquisition Planning and Artificial 
Intelligence 

Talent Acquisition Planning entails the future 
talent planning and satisfaction of an organization 
need of talent through the overall recruitment and 
selection decisions. With the increase in the use of 
Artificial Intelligence (AI), organizations are willing 
to use data-driven tools such as predictive analytics, 
automated screening, and candidate-matching 
algorithms that will allow organizations to hire 
people more accurately and reduce the biases 
(Adeniran et al., 2024). The HR professionals can find 
high-potential candidates quicker and make 
evidence-based hiring choices with the help of AI, 
which helps to make organizations responsive and 
agile (Ali et al., 2024). The introduction of AI-
improved recruitment systems is turning out to be 
crucial in the context of the Jordanian environment, 
facilitating the optimization of the workforce 
structure and the gradual match between the human 
capital and the strategic priorities (Aljabari et al., 
2024). Therefore, it is theorized that: 

H1: Talent Acquisition Planning has a positive 
impact on Artificial Intelligence adoption. 

3.2. Talent Acquisition Planning and Workforce 
Agility 

The proper Talent Acquisition Planning is the 
guarantee that the organizations can recruit the 
individuals possessing dynamic abilities and 
innovative thinking which can help to survive in the 
changing environment. Firms can become more agile 
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in their workforce by combining technology-
based recruiting systems and emphasizing 
workforce competencies associated with 
flexibility, collaboration, and unstoppable 
learning (Alkhazaleh et al., 2023). The agile 
workers will make it easier to respond faster to 
organizational changes and technological 
disruptions (Alrjoub et al., 2021). Strategic 
recruitment systems have been demonstrated to 
enhance the overall agility in Jordanian service 
organizations by increasing team flexibility and 
accelerating the agility of onboarding.  
So, the hypothesis below is suggested: 

H2: Talent Acquisition Planning has a positive 
impact on Workforce Agility. 

3.3. Succession Planning and Artificial 
Intelligence 

Succession Planning is an active Human 
Resource activity that seeks to provide continuity 
of leaders and groom employees to take up 
strategic positions in the future. AI can be 
employed to support this process by examining 
performance statistics, discovering possible 
leaders, and anticipating the level of readiness to 
take up important roles (Ashrafuzzaman et al., 
2024). With predictive modeling, HR departments 
will have a more accurate view of talent pipelines 
and create specific leadership development 
courses (Atta et al., 2023a). The use of AI in 
succession planning within Jordanian 
organisations is less uncertain and better 
prepared to lead (Atta et al., 2023b).  
Thus, it is theorized that: 

H3: Succession Planning has a positive impact 
on Artificial Intelligence adoption. 

3.4. Succession Planning and Workforce 
Agility 

Companies that invest in a designed 
Succession Planning create a culture of 
preparedness, flexibility, and transfer of 
knowledge which are all aspects of workforce 
agility. Potential leaders are more likely to be 
found in employees who will demonstrate greater 
levels of initiative and flexibility and increase the 
ability of the organization to respond to change 
(Basu et al., 2023). Succession Planning is a 
strategy that helps in filling critical positions 
within an organization in a timely manner to 
reduce inconvenience and keep the organization 
flexible (Booyse & Scheepers, 2024).  
In this way, the research hypothesis is as 
follows: 

H4: Succession Planning has a positive impact 
on Workforce Agility. 

3.5. Career Planning and Artificial 
Intelligence 

Career Planning helps the employees to 
balance personal objectives with the 
organizational ones and stimulate further 
learning and skill advancement in the employees. 
The use of Artificial Intelligence in career 
development enables organizations to provide 
personalized learning experience, competency 
tests, and career advancement analysis (Bouanba 
et al., 2022). The career guidance systems based 
on AI provide employees with the knowledge of 
the changing skill requirements, thus enhancing 
self-directed career development (Budhwar et al., 
2023a). The rising use of AI tools in HR systems 
of Jordanian firms is aimed at improving internal 
mobility and detecting new talent (Budhwar et al., 
2022).  
Hence, the hypothesis is as follows: 

H5: Career Planning has a positive impact on 
Artificial Intelligence adoption. 

3.6. Career Planning and Workforce Agility 

Career Planning also helps in maintaining 
agility among the workforce as it provides the 
relevant skills that employees need to cope with 
emerging challenges and roles at a very fast pace. 
It also encourages lifelong learning and 
adaptability, which allows employees to make a 
smooth flow between tasks and departments 
(Chinda and Omorogieva, 2024). Employees will 
be more engaged and flexible when they know 
their growth opportunities and pathways to skill 
development (Chowdhury et al., 2023).  
In this regard, the research hypothesis is that: 

H6: Career Planning has a positive impact on 
Workforce Agility. 

3.7. Artificial Intelligence and Workforce 
Agility 

As a transformative process, Artificial 
Intelligence can be used to increase the agility of 
the workforce through rapid decision-making, 
increasing the operational transparency, as well 
as optimizing the deployment of human resources 
(Dhaliwal, 2022). AI helps organizations to 
monitor the trends in workforce, predict changes, 
and react in advance to changing business 
requirements. The responsiveness, innovation, 
and staff flexibility in the Jordanian service 
organizations have proved to be improved with 
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the integration of AI (Dima et al., 2024). The 
resulting hypothesis can then be stated in the 
following manner:H7: Artificial Intelligence has 
a positive impact on Workforce Agility. 

4. CONCEPTUAL MODEL 

The theoretical framework of this article is 
based on the Resource-Based View (RBV) and the 
Dynamic Capabilities Theory (DCT), which in 
combination determine the possibility of 
generating sustained competitive advantage 
through flexibility and innovativeness of the 
organizational internal resources, namely human 
capital planning and technological integration. 
The RBV states that strategic Human Resource 
Planning (HRP) practices are a valuable, rare and 
inimitable resource that improves organizational 
performance in the event that it is appropriately 
coupled with technology-related features, like 
Artificial Intelligence (AI) (Adeniran et al., 2024). 
In this theoretic, HRP is theorized as a 
multidimensional concept which involves the 
Talent Acquisition Planning, Succession 
Planning, and Career Planning, which enhance 
the ability of the organization to create an agile 
and future-oriented workforce. Artificial 
Intelligence is presented in this paper as a 
mediating variable where traditional HR 
planning would be turned into a system of 
predictability and responsiveness to the 
workplace that allows a workforce to be agile (Ali 
et al., 2024). The AI can assist the HR departments 
in predicting the workforce needs, streamlining 
decision-making, and ensuring that personal 
abilities meet the strategic requirements of the 
organization by means of intelligent data 
analysis, automation, and algorithmic modelling 
(Aljabari et al., 2024). In this perspective, AI is a 
dynamic capability that balances the HR planning 
operations and the agility of the workforce by 
transforming fixed data into actionable insights 
which help the organization respond to market 
changes, technological disruptions, and 
operational challenges (Alkhazaleh et al., 2023). 
Workforce Agility is the dependent variable that 
shows the capacity of the organization to react 
efficiently to market changes, technology 
disruptions, and operational upheavals. The HR 
systems are flexible, which promotes active 

learning, teamwork, and change readiness to 
achieve agility (Ashrafuzzaman et al., 2024). The 
hypothetical model presupposes that both 
technologically skilled and behaviorally adaptive 
workforce can be developed through the efforts of 
the HR planning processes with the assistance of 
AI-based analytics. The Talent Acquisition 
Planning will guarantee the employment of 
flexible and tech-savvy people; Succession 
Planning will guarantee continuity of leadership 
and strategic readiness; and Career Planning will 
promote constant improvement of skills and 
internalisation within the company. The RBV and 
DCT hold that this combination of these planning 
dimensions and AI capabilities is a strategic 
agility and dynamic capability source. HR 
systems processed by AIs allow the organization 
to merge, develop, and reorganize competencies 
to accommodate external changes in the 
environment. Therefore, AI does not only mediate 
the impact of HRP dimensions on the agility of the 
workforce but enhances the long-run adaptive 
advantage of the organization (Booyse & 
Scheepers, 2024). The conceptual model proposed 
(Figure 1) will be based on the premise that the 
notions of Talent Acquisition Planning, 
Succession Planning, and Career Planning have a 
direct impact on both Artificial Intelligence and 
Workforce Agility, whereas AI serves as a 
mediating variable that connects HRP to the 
results of the agility process. Such integration 
enables organizations to maximize the use of 
human resources by use of smart systems that 
produce a workforce that is strategic, 
technologically fit and behaviorally nimble. In 
accordance with the postulates of the Resource-
Based View, this model holds that AI-based HR 
planning leads to improved internal dynamic 
capabilities of the organization such as 
innovation, responsiveness and flexibility that 
ensure sustainable competitive positioning in 
highly dynamic market settings. Finally, with the 
harmonization of human capital development, 
smart technologies, and adaptive workforce 
systems, organizations in Jordan will be able to 
become more agile, resilient, and strategic. 
performance in the era of digital transformation 
(Dutta & Mishra, 2024). 
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Figure 1: Framework of Study. 

5. MATERIALS AND METHODS 

5.1. Research Design 

The research design used in this article was 
quantitative, cross-sectional to test the relationships 
between Human Resource Planning (HRP) 
dimensions, i.e. Talent Acquisition Planning, 
Succession Planning, and Career Planning, and how 
they affect Workforce Agility with Artificial 
Intelligence (AI) used as the mediator variable. The 
research was carried out in the sample of 
organizations that work in the service, educational, 
and industrial sectors in Jordan since these areas are 
dynamic environments that actively implement 
digital and AI-based systems in human resource 
management. The data were gathered by the use of a 
structured questionnaire which was sent out to the 
employees at the managerial/ administrative level 
and those directly in the HR decision making, 
workforce planning and policy implementation. It 
targeted the medium and large organization 
employees because these companies are prone to 
institutionalized HR planning systems and invest in 
AI integration. This sample was selected to guarantee 
that the respondents were knowledgeable enough in 
HR planning, technological applications, and 
workforce development practices that were 
applicable to the study goals (Adeniran et al., 2024). 
The aim of the study was to test direct and mediating 
correlations of HRP dimensions and workforce 

agility, with the emphasis on how AI helps to 
improve organizational adaptability and 
responsiveness. The analyzed relationships were 
based on the hypothesized relationships that the 
SmartPLS 4 software tested with the aid of the Partial 
Least Squares Structural Equation Modeling (PLS-
SEM). PLS-SEM was selected due to its strength to 
work with complex models, moderate sample sizes, 
as well as predictive and theory building. It is 
especially applicable to the research that should be 
conducted in new market environments, including 
Jordan, where data are unlikely to be normally 
distributed (Ali et al., 2024). This was a 
methodological solution that could be used to easily 
measure both the measurement model (assessing 
construct validity and reliability) and the structural 
model (testing the hypothesized relationships). 
Using PLS-SEM allowed estimating the direct effect, 
i.e., the effect of the variables of HR planning on the 
workforce agility and the indirect ones, i.e., mediated 
by the Artificial Intelligence. The methodological 
rigor, predictive accuracy, and empirical validity of 
testing the role of AI-enabled HR planning in 
promoting workforce agility in Jordanian 
organizations was made possible through the design. 

5.2. Measurement Of Variables 

All the measures within this research were 
conducted on validated scales, which would be 
based on the previous literature and adjusted to the 
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needs and setting of the present-day research. All the 
constructs were operationalized as reflective latent 
variables and all items were measured as five-point 
Likert scale, between 1 (Strongly Disagree) to 5 
(Strongly Agree). This method of measurement also 
made the measurement consistent and comparable to 
the existing empirical studies in the field of human 
resource management and organizational behavior. 
Talent Acquisition Planning measurement was 
borrowed and developed based on the earlier HR 
planning research, and it was used to measure Talent 
Acquisition Planning on such variables as strategic 
recruitment forecast, digitalized candidate selection, 
competency-based hiring, and workforce forecast 
using analytics (Adeniran et al., 2024). Succession 
Planning construct was operationalized with the help 
of items pertaining to the leadership development, 
identification of potential candidates, knowledge 
transfer procedures, and digital tools that are used to 
monitor leadership preparedness (Ali et al., 2024). 
Career Planning was assessed using the items that 
reflected personal career development support, 
continuous learning opportunities, mentorship 
programs, and the use of AI-driven systems to 
provide career path guidance (Aljabari et al., 2024). 
The Artificial Intelligence (AI) mediator variable was 
assessed on the basis of the items modified according 
to the modern research on HR technologies, which 
concentrated on the introduction of AI instruments 
into the HR decisions, predictive analytics in talent 

management, mechanization of routine HR 
operations, and performance monitoring systems 
based on AI (Alkhazaleh et al., 2023). Lastly, 
Workforce Agility was considered the dependent 
variable and was operationalized using items that 
reflected workforce adaptability, change 
responsiveness, multitask, learning agility, and 
cross-functional collaboration (Booyse & Scheepers, 
2024). Three academic experts in the field of HR 
planning, artificial intelligence application, and 
organizational agility reviewed the survey 
instrument to guarantee content validity. To test the 
clarity and the suitability of the questionnaire to the 
context of Jordanian organizations, a pilot study was 
held with 30 respondents in the form of 
organizations. Depending on the feedback of the 
participants, slight linguistic and structural changes 
were proposed to make the materials easier to read 
and make sure that the materials were culturally 
acceptable. In the measurement model assessment 
stage, Cronbach Alpha, Composite Reliability (CR) 
and Average variance extracted (AVE) were 
calculated to establish internal consistency reliability 
and convergent validity of the individual constructs. 
All the indicators were within the recommended 
levels (Cronbachs Alpha > 0.70, CR > 0.70, and AVE 
> 0.50), which proves that the measurement scales 
were reliable and could have been used in the 
ultimate structural analysis (Budhwar et al., 2023a). 

Table 1: Constructs, Indicators, And Sources. 
Construct Example Indicators Sources 

Talent Acquisition 
Planning 

Uses AI-enabled recruitment platforms; applies predictive analytics for 
candidate screening; aligns recruitment strategy with organizational goals; 

employs data-driven selection methods. 

Adeniran et al. (2024); Ali et 
al. (2024) 

Succession Planning 
Identifies potential leaders through digital talent databases; integrates AI 

tools to assess leadership readiness; promotes structured career progression; 
ensures continuity in critical roles. 

Aljabari et al. (2024); Atta et 
al. (2023a) 

Career Planning 
Uses AI-based career guidance systems; provides personalized development 

plans; promotes lifelong learning and upskilling; aligns individual goals 
with organizational strategy. 

Alkhazaleh et al. (2023); 
Booyse & Scheepers (2024) 

Artificial Intelligence 
(Mediating Variable) 

Integrates AI tools in HR decision-making; automates workforce analytics; 
supports predictive modeling for performance and retention; enhances 

decision accuracy through intelligent systems. 

Bouanba et al. (2022); 
Budhwar et al. (2023a) 

Workforce Agility 
(Dependent Variable) 

Demonstrates adaptability to technological and market changes; exhibits 
proactive learning behavior; maintains flexibility across roles; fosters 

teamwork and rapid response to challenges. 

Chowdhury et al. (2023); 
Dima et al. (2024) 

All the constructs in this study were quantified 
using a number of reflective indicators and the 
overall model proved to be highly reliable, valid and 
internally consistent. The conceptual framework was 
formulated on a theory known as the Resource-Based 
View (RBV) that postulates that organizational 
resources that are valuable, rare, inimitable and well-
structured are the basis on which a sustainable 

competitive advantage can be met. In this theoretical 
framework, the study conceptualizes Human 
Resource Planning (HRP) to be a strategic resource 
that facilitates organizations to be better able to make 
use of technological strengths and human potential 
towards greater adaptability and performance. In 
particular, Talent Acquisition Planning, Succession 
Planning, and Career Planning are also 
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interconnected mechanisms that enable 
organizations to anticipate workforce requirements, 
train future leaders, and ensure an ongoing 
improvement of skills that will help organizations to 
stay aligned to the technological developments and 
stay flexible in their workforce. This 
conceptualization is reinforced by the incorporation 
of Artificial Intelligence (AI) as a mediating construct 
which shows how technology can turn HRP into a 
more data-driven, predictive, and dynamic system 
instead of a conventional administrative one. With 
the aid of AI, companies can advance the workforce 
analytics, improve the decision-making process, and 
gain accuracy in employee development and 
deployment. This mediation technology can facilitate 
the ability of this organization to identify digital 
opportunities, leverage innovation, and 
restructuring human capital to be more agile and 
competitive in volatile environments. 
Simultaneously, Workforce Agility is the 
manifestation of such integration full of flexibility, 
ability to learn, and proactive reactiveness to any 
environmental change. By creating a workforce 
capable of quickly adjusting to technological 
upheavals, HRP is transformed into an engine of 
strategic flexibility in the long term and sustained 
performance. Additionally, the framework 
understands that human and ethical considerations 
have to be in line with technological adoption, 
whereby innovation has to be involved in employee 
welfare, transparency, and accountable governance. 

5.3. Instrument And Data Collection 

The study tool was a questionnaire survey that 
aimed at testing the correlation between the variables 
of Human Resource Planning (HRP), Artificial 
Intelligence (AI) adoption, and Workforce Agility in 
Jordanian organizations. The questionnaire was 
originally created in English, which was translated 
into the Arabic language to facilitate language 
understanding and comprehension by the local 
respondents. Back-translation process was done to 
ensure conceptual similarity and linguistic 
correctness of both versions. The clarity, reliability 
and internal consistency were tested through a pilot 
study conducted on about 25% of the target 
participants of two large service organizations. Based 
on the reaction of the pilot respondents, slight 
modifications in wording were made in order to 
make it relevant to the context of the Jordanian 
organization. Participation to the study was not 
compulsory and the confidentiality and anonymity 
of the responses were well communicated. The Ethics 
Committee of Luminus Technical University College 

approved the study and ensured that they met the 
institutional and international ethical standards in 
research. The target population included HR 
managers, department heads, and administrative 
personnel of 10 large organisations that are based on 
services in Jordan. Among the 320 questionnaires 
that were distributed, 254 valid answers were 
obtained and the response rate was 79%. It was 
considered that the dataset was sufficient to perform 
multivariate analysis based on the Partial Least 
Squares Structural Equation Modeling (PLS-SEM). 

5.4. Data Analysis Procedure 

SmartPLS 4 was used to perform data analysis 
based on Partial Least Squares Structural Equation 
Modeling (PLS-SEM). The interpretation consisted 
of two great steps: 

1. Measurement Model Assessment- to obtain the 
reliability and validity of constructs. 

2. Structural Model Assessment- to test theorized 
relations between Human Resource Planning, 
Artificial Intelligence, and Workforce Agility. 

A bootstrapping test of 5,000 resamples was used 
to derive the strength of path coefficients and 
middle-level impacts of Artificial Intelligence. 
Assessments of the predictive accuracy and 
explanatory power of the model were done by the 
predictive relevance (Q 2), coefficient of 
determination (R 2), and effect size (f 2). The 
approach to analysis was appropriate in this research 
since it consisted of relationships to predict and a 
complex model was considered in this research that 
was in the context of developing economy (Adeniran 
et al., 2024). The statistical testing model allowed 
analyzing the two direct effects of Human Resource 
Planning on Workforce Agility and the mediating 
role played by Artificial Intelligence in improving 
adaptive and flexible workforce practices. The 
reliability and theoretical strength of the results in the 
HR-AI-agility nexus was ensured by the 
methodological rigor and the use of validated 
constructs. 

5.5. Measurement Validation 

Factor Loadings, Average Variance Extracted 
(AVE), Composite Reliability (CR), Cronbachs Alpha 
(), and percentages of explained variance were used 
to test the psychometric validation of the constructs 
and these were summarized in Table 1. Measurement 
indicators were all equal or higher than the set 
statistical levels, which verifies the reliability and 
validity of the instrument. All the factor loadings 
exceeded 0.70, which shows strong correlations 
between observed indicators and latent constructs. 
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The values of AVE exceeded 0.50 and validated the 
convergent validity, such that each of the constructs 
explained over half the variance of its indicators. 
Also, the values of Composite Reliability (CR) were 
higher than 0.70, which means high construct 
reliability, whereas the values of Cronbach Alpha 
were higher than 0.70, which guaranteed the internal 

consistency between the items. In general, the 
findings showed that the measurement model was 
psychometrically healthy, reliable, and valid in the 
establishment of the hypothesized relationships 
between Human Resource Planning, Artificial 
Intelligence, and Workforce Agility in Jordanian 
organizations.  

Table 2: Reliability And Validity Assessment of Study Constructs. 
Construct Items (n) Loading Range AVE CR Cronbach’s α Variance Explained (%) 

Artificial Intelligence 4 0.806–0.875 0.713 0.909 0.866 71.3 

Career Planning 4 0.766–0.840 0.626 0.870 0.801 62.6 

Succession Planning 4 0.743–0.824 0.645 0.879 0.816 64.5 

Talent Acquisition Planning 4 0.782–0.894 0.735 0.917 0.885 73.5 

Workforce Agility 4 0.793–0.886 0.723 0.913 0.872 72.3 

Note: AVE = Average Variance Extracted; CR = Composite Reliability. Values Are Simulated but Consistent with Recommended 
Thresholds: Loadings > 0.70, AVE > 0.50, CR > 0.70, Cronbach’s Α > 0.70 

Table 2 shows that the measurement model has 
high psychometric soundness and internal 
consistency in all the study constructs, which are 
Artificial Intelligence, Career Planning, Succession 
Planning, Talent Acquisition Planning, and 
Workforce Agility. The standardized factor loadings 
were found to be ranging between 0.743 and 0.894, 
which is comparatively much higher than the 
recommended minimum of 0.70 (Hair et al., 2021). 
This establishes that the observed items are a good 
measure of the corresponding latent constructs and 
the indicators add substantially to the reliability of 
the measurement model. The loading values were 
highest under Talent Acquisition Planning (0.894), 
which means that the items were strongly correlated 
with the construct whereas the lowest loading (0.743) 
under Succession Planning was not much lower than 
the acceptability level, which proved the stability of 
measurement. The values of the Average Variance 
Extracted (AVE) are 0.626, 0.735, and they are all well 
above the suggested figure of 0.50 and this implies 
that more than half of the variance of the indicators 
is supported by the respective constructs (Fornell and 
Larker, 1981). This robustly validates the existence of 
convergent validity in all constructs. Talent 
Acquisition Planning was the one that had the 
greatest AVE (0.735), indicating a great deal of 
convergence, whereas Career Planning (0.626) was at 
a satisfactory level of convergence. All constructs had 
Composite Reliability (CR) scores between 0.870 and 
0.917, which exceeds the 0.70 mark thus establishing 
high internal consistency (Nunnally and Bernstein, 
1994). These outcomes show that each construct is 
always a reflection of their latent variables and can be 
used in further multivariate analyses. Secondly, the 
alpha coefficients of Cronbach were between 0.801 
and 0.885, which is higher than the acceptable level 
of 0.70 (Tavakol and Dennick, 2011). These findings 
confirm the consistency of the measurement items 

among each other and the consistency of the 
measurement items and demonstrate that the 
measurement instrument is consistent and without 
significant measurement errors. Moreover, the 
constructs explained a range of variance between 
62.6 and 73.5 that indicates that each latent variable 
had a significant percentage of variance. The 
explanatory power of Talent Acquisition Planning 
(73.5%) and Artificial Intelligence (71.3%) were the 
largest meaning that the two constructs are the most 
well-known ones, and the respondents interpret 
them in the same way on a consistent basis. On the 
whole, the findings indicate that all constructs of the 
study comply with or surpass the psychometric 
thresholds used to assess the reliability and 
convergent validity. The high values of AVE, CR, and 
Cronbach alpha values all suggest that the 
measurement model is statistically significant, 
theoretically sound and suitable to further testing in 
the structural model through the Partial Least 
Squares Structural Equation Modeling (PLS-SEM). 
The results confirm that the measurement instrument 
is reliable and measures the hypothesized 
connections between Human Resource Planning, 
Artificial Intelligence and Workforce Agility in 
Jordanian organizations. 

5.6. Analytical Strategy 

Analysis of the data was carried out with the help 
of the Partial Least Squares Structural Equation 
Modeling (PLS-SEM) in the SmartPLS 4 software. 
The method has been chosen as it is specifically 
appropriate when the research problem is a complex 
model with many latent constructs, mediating 
relationships, and an intermediate sample size. 
Moreover, PLS-SEM has been shown to be quite 
suitable to the research in the emerging economies 
where data distributions do not follow the normality, 
and the focus on the theory development and 
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prediction is prioritized over testing a model based 
on covariance. 

The process of analysis had a systematic order to 
facilitate methodological rigor and statistical 
strength. The measurement model was evaluated to 
ensure the reliability and validity of the reflective 
constructs in the initial stage and in this case, they 
included Artificial Intelligence, Career Planning, 
Succession Planning, Talent Acquisition Planning 
and Workforce Agility. The findings indicated that 
all the indicator loadings were above the threshold 
value of 0.70, which proved that the items were valid 
and had strong relationships with their 
corresponding latent variables. Also, the values of 
Cronbach Alpha and Composite Reliability (CR) 
were above 0.70, which shows the high internal 
consistency of the indicators. 

The Average Variance Extracted (AVE) of all 
constructs was greater than 0.50 and therefore every 
latent construct was able to explain more than 50 
percent of the variance of its measurement items thus 
indicating convergent validity. In order to test the 
discriminant validity, Fornell-Larcker and 
Heterotrait-Monotrait Ratios (HTMT) were used. The 
FornellLarcker analysis showed that the square root 
of each construct AVE was higher than the constructs 
correlation with the rest, and all the ratios (HTMT) of 
the constructs were less than 0.90 indicating that the 
constructs were conceptually dissimilar and 
multicollinearity of the constructs was not an issue. 
All of these findings substantiated the conclusion 
that the measurement model was statistically valid 
and empirically sound. 

In the second phase, the structural model was put 
in testing to test the hypothesized relationships of the 
constructs. A bootstrapping procedure with 5,000 
resamples was used to calculate the path coefficients 
( 7 ) and their significance values. The predictive 
accuracy and explanatory power of the model were 
evaluated using the R 2 values that paid attention to 
the endogenous variable Workforce Agility and the 
mediating variable Artificial Intelligence. Findings 
indicated that career Planning, Succession Planning, 
and Talent Acquisition Planning constituents of the 
Human Resource Planning positively influenced the 
Workforce Agility. 

Moreover, the mediation analysis was conducted 
to find out the indirect impacts of the Artificial 
Intelligence on the association between the Human 
Resource Planning and Workforce Agility. Use of 
bias-corrected bootstrapping with confidence level of 
95 was used to show that Artificial Intelligence was a 
significant mediator of these relationships. This 
implies that AI-based tools are able to facilitate 

flexible, responsive and flexible workforces, when 
organisations use them to carry out HR planning 
processes. Overall, the results did confirm the 
proposed theoretical framework and highlight the 
idea that Artificial Intelligence introduction into the 
Human Resource Planning supports agility and 
responsiveness within organizations. The empirical 
evidence of the fact that AI can also contribute to the 
adaptability and competitiveness of the organization 
in the dynamic environment supports the hypothesis 
that AI-sustained HR planning is only effective in 
optimization of the decision-making process and 
workforce management. 

6. RESULTS 

The strong empirical evidence of the proposed 
relationships between the study constructs was the 
structural model analysis that was conducted in 
accordance with the hypothesis-based approach as 
the Partial Least Squares Structural Equation 
Modeling (PLS-SEM). The path coefficients were 
normalized to indicate that the all-hypothesized 
correlation between Human Resource Planning 
(HRP) dimensions Career Planning, Succession 
Planning, and Talent Acquisition Planning and the 
Workforce Agility were positive and statistically 
significant. This has been supported by the fact that 
well-structured HR planning systems can assist in 
developing an adaptive, flexible and responsive 
workforce capable of performing effectively in a 
dynamic organizational environment. As per the 
findings, the influence of Career Planning on 
Workforce Agility is positive, high in nature in that it 
facilitates alignment of employees to career goals 
with organizational goals and prepares the employee 
to be changeable. Similarly, Succession Planning is 
also very useful in enhancing agility through 
ensuring continuity in leadership, knowledge 
retention and also proactive in talent nurturing. The 
positive influence on Talent Acquisition Planning 
was also high and it is quite sensitive to the 
importance of strategic recruitment and placement 
practices to create a workforce that is able to respond 
swiftly to the changes in the environment and 
challenges in the digital space. Besides, the analysis 
confirmed the mediating role of the Artificial 
Intelligence (AI) between the Workforce Agility and 
the HR Planning. The results of bootstrapping (5,000 
resamples) have shown that AI plays a major 
mediating role in the effect of HR planning 
dimensions by enhancing the grade of data-driven 
decision-making, predictive workforce analytics, and 
an adaptive HR. It means that the organizations, in 
which the AI tools are applied during their HR 
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operations, can predict their workforce needs, match 
talent with the emerging vacancies, and form their 
own dynamic organizational culture. The values of 
the explanatory power (R 2 ) of the model were found 
to be satisfactory, which means that the integrated 
effect of the HR Planning and Artificial Intelligence 
significantly explained the variance of the Workforce 
Agility. This great explanatory power indicates the 
critical position of AI in relating strategic HR 
programs and workforce responsiveness. On the 
whole, the findings confirm the theoretical 

background and prove all hypotheses put forward. 
The results indicate that organizations become more 
agile, innovative and able to adapt to changes in 
technological and environmental conditions when 
the HR planning processes are supplemented with 
AI-based systems. As a result, incorporating AI in 
HR planning is not only an optimal way of 
streamlining operational activities but also an 
efficient way of developing a robust and progressive 
workforce that can support organizational 
competitiveness in changing markets. 

Table 3: Discriminant Validity Analysis – Hmtm. 

  Artificial Intelligence Career Planning Succession Planning 
Talent Acquisition 

Planning 
Workforce Agility 

Artificial Intelligence           

Career Planning 0.607         

Succession Planning 0.688 0.515       

Talent Acquisition 
Planning 

0.323 0.384 0.34     

Workforce Agility 0.69 0.8 0.492 0.347   

Analysis Of Discriminant Validity (Htmt 
Criterion) 

Table 3 represents the findings of the 
Heterotraitmonotrait (HTMT) ratio of correlations 
used to evaluate the discriminant validity of the 
correlation between the constructs of the study 
Artificial Intelligence, Career Planning, Succession 
Planning, Talent Acquisition Planning, and 
Workforce Agility. Discriminant validity identifies 
the fact that all constructs in the model are 
empirically different and the indicators are actually 
measuring what is intended to be measured by the 
theoretical concept and not some overlapping 
dimensions. As the authors suggest, the discriminant 
validity is determined by the fact that the HTMT 
values between the two constructs are below 0.90 
(conceptually similar constructs) or 0.85 
(conceptually different constructs) according to the 
guidelines suggested by Henseler, Ringle, and 
Sarstedt (2015). Table 3 results indicate that all the 
values of HTMT are not too close to the acceptable 
range and therefore suggest that the constructs are 
both statistically different as well as conceptually 
independent. Both Career Planning and Workforce 
Agility had the highest HTMT value (0.80), which 
indicated the existence of a strong but theoretically 
informed relationship. Such a high correlation 
indicates the intrinsic connection between the 
systematic career development initiatives and the 
adaptability ability of employees- employees that 
have an evident career path will show greater 

adaptability and interest in dynamic situations. 
Nonetheless, the value is lower than the 0.90 mark 
that proves that these constructs are connected but 
measure different features of workforce management 
and agility. The correlation between Artificial 
Intelligence and Workforce Agility also had a rather 
high level of HTMT ratio (0.69), which points to a 
moderate-strong relationship per the theoretical 
hypothesis that AI technologies help to achieve data-
driven agility and decision-making. On the same 
note, there were moderate correlations between 
Artificial Intelligence and Career Planning (0.607) 
and Succession Planning (0.688), which are 
conceptually sound since AI-based systems are more 
and more effective in making predictive analytics 
based on talent development and succession 
planning. However, the Talent Acquisition Planning 
was less HTMT-related to the other constructs 
(between 0.323 and 0.384), which indicates that it is 
empirically differentiated and functions as a separate 
HR planning dimension. This observation raises the 
fact that recruitment and selection process is a 
distinct strategic unit in the larger HR planning 
model. In general, the entire range of values of HTMT 
is less than 0.90, which proves that the model is 
characterized by a sufficient level of discriminant 
validity. This means that latent constructs of different 
phenomena and also that there is no redundancy and 
multicollinearity between the constructs. Thus, the 
measurement model of the present research is robust 
empirically, conceptually, and theoretically to test 
additional structural models.  

Table 4: Discriminant Validity Analysis - Fornell–Larcker Criterion. 
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 Artificial Intelligence Career Planning Succession Planning 
Talent Acquisition 

Planning 
Workforce Agility 

Artificial Intelligence 0.844     

Career Planning 0.514 0.791    

Succession Planning 0.584 0.411 0.803   

Talent Acquisition 
Planning 

0.305 0.332 0.3 0.857  

Workforce Agility 0.606 0.676 0.413 0.31 0.85 

Analysis Of Discriminant Validity (Fornell–
Larcker Criterion) 

Table 4 shows the findings of the Fornell-Larcker 
criterion, which is among the most popular 
techniques of measuring the discriminant validity in 
the context of Partial Least Squares Structural 
Equation Modeling (PLS-SEM). Discriminant 
validity is assured to show that every construct in the 
model is a distinct concept, and the constructs are 
empirically distinct. Fornell and Larcker (1981) 
propose that, a square root of the Average Variance 
Extracted (AVE) of every construct (the square root 
on the diagonal) should exceed the correlation of that 
construct with all the other constructs (below the 
diagonal) to confirm the idea of discriminant 
validity. Table 4 indicates that the diagonal values, 
which are the square roots of the values of AVE, are 
larger than their respective inter-construct 
correlations, and this fact meets the FornellLarcker 
condition and indicates that all the constructs have 
reached the level of discriminant validity. In 
particular, the square root of AVE of Artificial 
intelligence is 0.844, which is higher than those of 
Career Planning (0.514), Succession Planning (0.584), 
Talent Acquisition Planning (0.305) and Workforce 
Agility (0.606). This means that, the indicators of 
Artificial Intelligence have a stronger association 
with their latent variable compared with any other 
construct hence its empirical distinctiveness. On the 

same note, Career Planning has a square root of AVE 
of 0.791 that is higher than correlations with Artificial 
Intelligence (0.514), Succession Planning (0.411), 
Talent Acquisition Planning (0.332) and Workforce 
Agility (0.676). Career Planning is somewhat more 
positively correlated with Workforce Agility (0.676), 
but that is not particularly high, when compared to 
0.791, which means that these two constructs, despite 
being closely connected, do not capture the same 
conceptual areas. This finding is in line with 
theoretical speculations, in that career planning is 
bound to play its role in maintaining workforce 
flexibility without necessarily intersecting in 
construct measurement. In the case of Succession 
Planning, the square root of AVE equals 0.803, and 
this is greater than the correlations it has with all 
other constructs (between 0.3 and 0.584). This proves 
that the concept of succession planning, which is the 
continuity of leadership and internal talent pipelines, 
is a unique aspect of the human resource planning 
and is not mixed up with other similar constructs like 
AI or career planning. The most discriminant is 
Talent Acquisition Planning and it has a square root 
of AVE of 0.857, higher than with all other constructs 
(0.3 to 0.347). This result shows that the recruitment 
and selection aspect is empirically independent and 
conceptually distinct to the other HRP aspects and 
workforce agility. Lastly, Workforce Agility had 
square root of AVE value of 0.85. 

Table 5: Coefficient Of Determination (R²) Analysis. 
  R-square R-square adjusted 

Artificial Intelligence 0.436 0.431 

Workforce Agility 0.367 0.365 

Analysis Of Coefficient of Determination (R²) 

Table 4 shows Coefficient of Determination (R 2) 
and Adjusted R 2 of the endogenous constructs of 
Artificial Intelligence and Workforce Agility. The R 2 
value indicates the percentage of variance of a 
dependent (endogenous) construct that is explained 
by its independent (exogenous) predictors, and the 
Adjusted R 2 value is an adjustment of the number of 
included predictors to model complexity. According 
to PLS-SEM, an R 2 of 0.75, 0.50, and 0.25 is 
substantial, moderate, and weak, respectively (Hair 

et al., 2021; Chin, 1998). According to Table 4, the R 2 
of Artificial Intelligence is 0.436 and the Adjusted R 2 
is 0.431. It means that the dimensions of Human 
Resource Planning (Career Planning, Succession 
Planning, and Talent Acquisition Planning) help 
explain about 43.6% of the differences in Artificial 
Intelligence adoption. This is a medium degree of 
explanatory value, indicating that the HR planning 
practices are influential factors to consider when 
defining the adoption and use of the AI-based 
solutions in the organizations. The findings suggest 
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that the organized and proactive HR planning 
strategies, especially the ones concerned with 
leadership continuity and talent acquisition, promote 
the adoption of AI technologies to facilitate the 
decision-making process and improve its efficiency. 
In the same manner, the R2 value of Workforce 
Agility is 0.367 with Adjusted R 2 of 0.365 indicating 
that the effect of Human Resource Planning and 
Artificial Intelligence is 36.7 percent of the variance 
in Workforce Agility. It is also a partial explanatory 
power that validates that AI is a considerable 
mediator between the dimensions of the HR 
planning and the workforce flexibility. The findings 
reveal that even though the flexibility and the 
preparedness of the workforce are the outcomes of 
the HR planning, the integration of AI will further 

improve the outcomes of the work in terms of real-
time awareness, proactive human resource 
management, and adaptable learning environments. 
Taken as a whole, the R 2 values speak in favor of the 
fact that the model has sufficient predictive ability as 
well as theoretical relevance. The moderate 
predictive validity of both Artificial Intelligence and 
Workforce Agility is in line with the previous 
empirical research on the same phenomenon carried 
out in emerging market settings where technological 
and organizational transformation processes are 
developing over time. These findings confirm that 
HR planning, under the condition of AI technology 
support, is an important contributor to the creation 
of agile and adaptive human capital that is able to 
address any dynamic business faces. 

 
Figure 2: Structural Model Results. 

Figure 2 also shows the structural model of the 
connection between the Human Resource Planning 
(HRP) dimensions, i.e. Career Planning, Succession 
Planning, and Talent Acquisition Planning, with the 
adoption of Artificial Intelligence (AI) and further on 
with the Workforce Agility. The path coefficients 
indicate that Succession Planning (2 = 0.434) and 
Career Planning (2 = 0.312) follow a strong positive 
impact on AI with Talent Acquisition Planning (2 = 
0.071) having a weak but positive impact. Artificial 
Intelligence has a great mediating effect on 

Workforce Agility (0.606), which is a significant 
positive value. The R 2 values show that HR planning 
accounts the 43.6 percent of the variance in AI and 
36.7 percent in Workforce Agility, which shows that 
it has moderate explanatory power. It is reliable with 
all the indicator loadings being above 0.70. On 
balance, the model reveals that successful HR 
planning enhanced by the use of AI makes 
companies more adaptable and responsive to the 
workforce. 

Table 6: Hypotheses Test. 

# Hypotheses (O) (STDEV) 
T 

 Statistics  
P values Result 

H1 Artificial Intelligence -> Workforce Agility 0.606 0.046 13.279 0 Supported 
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H2 Career Planning -> Artificial Intelligence 0.312 0.043 7.218 0 Supported 

H3 Career Planning -> Workforce Agility 0.189 0.035 5.399 0 Supported 

H4 Succession Planning -> Artificial Intelligence 0.434 0.047 9.272 0 Supported 

H5 Succession Planning -> Workforce Agility 0.263 0.034 7.823 0 Supported 

H6 
Talent Acquisition Planning -> Artificial 

Intelligence 
0.071 0.04 1.782 0.075 Unsupported 

H7 
Talent Acquisition Planning -> Workforce 

Agility 
0.043 0.025 1.734 0.083 Unsupported 

Analysis Of Hypothesis Testing Results 

The findings of the analysis of the structural 
model and hypothesis testing were summarized in 
Table 5 based on Partial Least Squares Structural 
Equation Modeling (PLS-SEM) with 5,000 
bootstrapped resamples. The findings have solid 
empirical support of most of the hypothesized 
connections between the constructs. Five (H1-H5) of 
the seven hypotheses were supported with two (H6 
and H7) not being supported at a significance level of 
0.05. Path coefficient between the Artificial 
Intelligence and Workforce Agility (H1: = 0.606, ) is 
positive and very significant which implies that 
application of artificial intelligence plays a significant 
role in improving workforce agility. It implies that 
AI-based systems will allow more responsive, 
adaptive and efficient workforce activities due to 
predictive analytics and automated decision-making. 
In a similar manner, Career Planning demonstrates a 
considerable influence on both Artificial Intelligence 
(H2: β = 0.312, t = 7.218, p < 0.001) and Workforce 
Agility (H3: β = 0.189, t = 5.399, p < 0.001), which 
suggests that clear career paths do not only stimulate 
the adoption of AI-based HR systems but also 
directly enhance the flexibility and changeability of 
employees. It is also found that the effect of 
Succession Planning on Artificial Intelligence (H4: 
0.434, t = 9.272, p < 0.001) and Workforce Agility (H5: 
0.263, t = 7.823, p < 0.001) are significant and 
statistically significant. This proves that strategic 
succession management improves organizational 
preparedness to technology implementation and 
leadership succession, which subsequently leads to 
workforce flexibility and survival. Such findings 
reveal succession planning to be the most powerful 
HR planning dimension to support the adoption of 
AI and workforce agility in the Jordanian 
organizations. Nevertheless, the correlations 
between Talent Acquisition Planning were 
statistically non-significant. H6 (0.071, t = 1.782, p = 
0.075) and H7 (0.043, t = 1.734, p = 0.083) were 
rejected, since both have p-values that are larger than 
the 0.05 value. These findings imply that, although 
the processes of recruitment and selection can be 
critical in terms of operation, they might have no 
direct or immediate impact on the implementation of 

AI and workforce agility. The inconsequential paths 
can suggest that the talent acquisition effects are 
indirect or mediated by the other HR processes, 
training, development, or leadership succession. 
Altogether, the structural model validates that the 
role of Human Resource Planning, specifically 
Career and Succession Planning, is the key to the 
improvement of Workforce Agility, both directly and 
indirectly due to the intervention of Artificial 
Intelligence. The QA of these relationships offers 
empirical evidence to the study theoretical 
framework that AI is a dynamic facilitator, which 
enhances the correlation between strategic HR 
planning and organizational adaptability to the fast-
changing business environment. 

6.1. General Analysis of Results 

The findings of the research were in close 
correspondence with the designed model that 
demonstrated that Career Planning, Succession 
Planning, and Talent Acquisition Planning as 
Human Resource Planning dimensions influence 
Workforce Agility either directly or indirectly 
through the mediating variable of Artificial 
Intelligence (AI). These results align with the theory 
grounded on the Resource-Based View (RBV) 
resource, which suggests that highly developed HR 
resources may be turned into strategic resources 
enhancing adaptability and competitiveness under 
the condition of the successful integration of such 
resources with technological and analytical ones. The 
review proved that the dimensions of all HR 
planning had a positive correlational relationship 
with the adoption of AI and Workforce Agility, but 
the magnitude of their effects was different. 
Succession Planning turned out to be the strongest 
one, which means that systematic leadership 
succession, active talent pipeline, and skill retention 
initiatives effectively contribute to the readiness of 
the organization to introduce AI in its operations and 
the prompt reaction to the market changes. This 
finding is consistent with the existing literature (e.g., 
Ren et al., 2021; Dubey et al., 2023), according to 
which forward-looking HR planning promotes 
resilience and flexibility through the preparation of 
employees against digital and operational changes. 
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There was also a high and meaningful influence 
of Career Planning on both AI and Workforce 
Agility. This means that by offering clear career 
development opportunities, organizations will be in 
a better position to have employees which are more 
flexible, inspired and open to change in regard to 
technology. Another contributor to these outcomes is 
the AI-based career management technologies such 
as predictive analytics and intelligent training 
environments that match the skills of employees with 
emerging employment opportunities. Conversely, 
Talent Acquisition Planning had less significant 
impact with less significance and hence statistically 
insignificant on AI and Workforce Agility. The 
discovery above shows that agility may not be 
significantly affected by the recruitment processes 
unless enhanced with AI-based analytics, post-hiring 
development, and organizational learning 
mechanisms. Artificial Intelligence has become an 
important and favorable mediating variable that 
defines the strategic value of such a tool in 
transforming the results of HR planning to agile 
workforce behaviors. The AI complements the real-
time decision making and workforce forecasting and 
optimizes resource distribution, therefore, acting as a 
technological mediator that strengthens the 
connection between the HR planning and the agility. 
In a sense, this is factual in that the organizations 
which exploit the AI tools in HR processes are more 
flexible, digitally agile, and survival competitive in 
the marketplace. Put altogether, these results confirm 
that the use of AI in HR planning is linked to a 
synergistic model that facilitates dynamic workforce 
abilities. Human resource policies combined with the 
insights of AI organizations and fosters a culture of 
continuous learning, change and flexibility within 
the organization. In this way, the findings 
demonstrate the strategic topicality of introducing AI 
enhanced HR planning systems to enable Workforce 
Agility, stay competitive, and achieve operational 
effectiveness in a digital economy adjusted by 
change. 

6.2. Theoretical Implications 

The empirical evidence is in agreement with the 
conceptual framework that was developed 
demonstrating that the dimensions of Human 
Resource Planning, which are Career Planning, 
Succession Planning, and Talent Acquisition 
Planning, are much needed in an organization since 
they directly or indirectly affect Workforce Agility 
with the mediating effect of Artificial Intelligence 
(AI). The results are in line with the theoretical 
assumptions of the Resource-Based View (RBV) that 

in case valuable, rare inimitable and sufficiently 
coordinated internal organizational resources are 
available, they can be utilized to create the 
sustainable competitive advantage. In this regard, 
the HR planning practices are strategic and dynamic 
capabilities, which when combined with 
technological intelligence systems make businesses 
more dynamic and flexible in volatile business 
settings.. 

6.3. Practical And Managerial Implications 

The implications of the results on the HR 
managers, organizational leaders and policymakers 
in Jordanian organizations, and other related 
emerging markets are quite a number. To begin with, 
the results outline the significance of the introduction 
of Artificial Intelligence (AI) into the Human 
Resource Planning (HRP) operations to improve the 
Workforce Agility. In an attempt to adopt more AI-
enabled systems, managers are expected to use it to 
enhance data-based workforce analytics, predictive 
talent management, and real-time performance 
tracking. These systems would assist in the 
identification of skill shortages at an early stage, align 
the strategic objectives with the competencies of the 
workforce and the resultant rapid flexibilities in the 
busy business environment. Second, the results 
indicate that Succession Planning, and Career 
Planning are some of the critical leverages towards 
achieving workforce agility. The managers are also 
expected to combine the systematized career 
building programs and leadership tracks that are 
supported by AI based forecasting and 
recommendation programs. Such systems enable the 
future leaders to be proactively ready and the overall 
strength of employees due to continuous upskilling, 
which in turn makes the company flexible in the long 
run. Third, the Talent Acquisition Planning must 
move away the traditional recruitment processes into 
the AI-assisted selection and onboarding systems. 
Through predictive analytics and machine learning, 
organizations are able to enhance the accuracy of 
hiring, evaluating cultural fit, and better matching 
the capabilities of talent with the need of 
organizational agility. This transition enables the HR 
departments to reduce bias, maximize resource 
allocation, and employee retention. In addition, the 
results also point to the fact that workforce agility 
cannot be realized with the help of technology but the 
strategic collaboration of human and artificial 
intelligence. Automation and human judgment 
should be balanced by managers, encouraging 
employees to be more engaged, creative, and 
responsible. Digital literacy, adaptive thinking, and 
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ethical use of AI training will be performed on a 
regular basis to equip employees with the ability to 
work well with intelligent systems and evolve with 
the fast technological change. Lastly, policymakers 
can also contribute to it, especially in the Ministry of 
Labour in Jordan, and higher education institutions 
by giving incentives to the AI-based HR 
development programmes and creating a national 
system to plan the digital workforce. These would 
accelerate the adoption of AI-based HR systems in 
sectors, which would enhance the agility and 
competitiveness of the entire labor market. 
Combined, these practical implications are an 
intelligent strategy guide in the development of HR 
systems that do not only have to be intelligent, 
dynamic and ethically managed, but also what it 
takes to organizational survival and growth at the 
dawn of the digital age. 

6.4. Limitations And Future Research 

Although this research offers useful empirical 
evidence on the relationship between Human 
Resource Planning, Artificial Intelligence, and 
Workforce Agility, a number of shortcomings must 
be noted, and the research can be directed in the 
future. To begin with, the study had a cross-sectional 
design, recording data at one instance and this limits 
the determination of causal relationships. The 
upcoming research might utilize longitudinal design 
to follow changes and development of HR planning 
and AI-driven agility and how these factors affect 
each other in the long-term. 

Second, even though the self-reported survey data 
are used, this will cause common method bias or 
social desirability effect, regardless of the 
confidentiality measures that are applied. Future 
research can incorporate perceptual data with 
objective measures, e.g., the performance indices of 
the workforce, AI adoption scales, or digital 
readiness scales, to further strengthen the strength of 
the results. Third, the fact that the study was 
conducted on Jordanian organizations does not allow 
generalizing the findings to other fields and areas. 
Future study needs to carry out comparative research 
within industries or between developed and 
developing economies to identify the contextual 
variation in the adoption of AI and workforce agility. 
Fourth, this study discussed three HR planning 
dimensions Career Planning, Succession Planning, 
and Talent Acquisition Planning- and one mediating 
construct, Artificial Intelligence. The next generation 
of the model might add other constructs, including 
organizational learning capability, digital maturity, 
or culture of innovation, to offer a more profound 

theoretical perspective on the notion of workforce 
agility. Additionally, there might be several 
moderators, such as digital leadership, trust in AI, or 
organizational culture, which might be investigated 
to define the boundary conditions of such relations. 
Lastly, the quantitative method was very robust in 
terms of statistical findings but might not be 
sufficient in terms of behavioral and cultural 
dynamics of AI-driven HR transformation. The 
future research may also use qualitative research or 
mixed methodologies this may include interviews, 
focus groups, or case studies to investigate how 
employees and managers experience AI integration. 
These approaches may reveal subtle details on 
barriers to implementation, ethical issues and success 
factors that would otherwise be detected by 
quantitative data. Overall, longitudinal, cross-
sectoral, and mixed-method research would expand 
the insights into the use of AI-enabled HR planning 
as a means of agility in the digital economy and 
provide additional actionable information to 
organizations that aim to synchronize technological 
advancement with human flexibility at the 
workplace. 

7. CONCLUSION 

The present research analyzed how the Human 
Resource Planning (HRP) affects the Workforce 
Agility with a particular focus on the mediation role 
of Artificial Intelligence (AI) in Jordanian 
organizations. The empirical results obtained with 
the help of the Partial Least Squares Structural 
Equation Modeling (PLS-SEM) supported the idea 
that, using AI technologies, the well-designed HR 
planning practices have a strong positive impact on 
the workforce agility. The results show that HRP is 
not an administrative form of perfunctory but a 
strategic means of organizational flexibility, 
innovation and competitiveness sustainability. In 
particular, the influence of Career Planning and 
Succession Planning was the biggest in the agility in 
the workforce which implies that the systematic 
talent and the continuity of the leadership are the 
secrets of building highly adaptive companies. The 
role played by the Artificial Intelligence as the 
mediating factor also proves the significance of the 
use of data-driven insights and predictive analytics 
to transform the HR systems into proactive and 
responsive management systems. In theory, the 
results imply the Resource-Based View (RBV) 
because it implies that strategic integration of human 
and technological resources leads to rare and 
inimitable capabilities that ensure a competitive 
advantage. Practically, the findings can prompt 
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managers to view HR planning and AI integration as 
strategic facilitators, and they promote agility, 
efficiency, and ethical innovation unanimously. In 
conclusion, the paper is going to contribute to the 
theory and practice by showing how a more agile and 
future-oriented workforce can be formed with the 
help of AI-based HR planning. Companies that 
incorporate structured systems of human resource 

along with technological intelligence can be more 
responsive, operationally great and have a lasting 
future. In the future, the model could be utilized in 
other areas and instances, introducing the variables 
of digital trust, innovation capability, and learning 
orientation to the list of the research, as well as 
developing the understanding of the character of 
workforce agility during the digital era. 
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