TvPE Original Research

? frontiers ‘ Frontiers in Energy Research ~ RETRACTED ON 07 AUGUST 2025 PUBLISHED 05 August 2022
pol 10.3389/fenrg.2022.959035

RETRACTED: Assessing the
employees’ efficiency and

EDITED BY

adaptive performance for

Jiangsu University, China

ooy sustainable human resource
management practices and

i s etistr transactional leadership:

Yanshan University, China

HR-centric policies st

Ismail AlAbri,

ialabri86@gmail.com COVI D - 19 e ra

SPECIALTY SECTION
This article was submitted to Sustainable

Energy Systems and Policies, Ismail AlAbri**, Rusinah i ) Alzamel?,
a section of the journal
Frontiers in Energy Research Hamood Al-EneZi4 e Ch 5

RECEIVED 01 June 2022
ACCEPTED 29 June 2022
PUBLISHED 05 August 2022
RETRACTED 07 August 2025

Malaysia, ?College of Gradu
SDepartment of Bl
Buraidah, Kingdo
CITATION School of Business)
AlAbri I, Siron Rb, Alzamel S, Al-Enezi H Universii “Abd
and Cheok MY (2022), Assessing the
employees’ efficiency and adaptive

performance for sustainable human
resource management practices and
transactional leadership: HR-centric (HRM)

Studies in
istration,

nag€ment, Tenaga Nasional University, Kajang, Malaysia,
lege of Business & Economics (CBE), Qassim University,

niversity, Arar, Saudi Arabia, *Graduate School of Business,
a Lumpur, Malaysia

f sustainable organizational human resource management
ices as predictors of adaptive performance has received little
policies for post COVID-19 era. tention, despite the importance of adaptive performance in improving
Front. Energy Res. 10:959035. . . . . . .
doi: 10.3389/fenrg.2022.95903 nizational efficiency. This study explores the relationship between
HRM activities (training, performance appraisal, job enlargement,
employee involvement, and work enrichment) and employees’ adaptive
performance using the resource-based view (RBV) theory. It also looked
into the role of transactional leadership in regulating these correlations to
draw up the policies for the post-pandemic era. A quantitative study is
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'eprofjuctj‘ion i”.;"ze'hfor“.m? isl conducted and a questionnaire was distributed randomly among the
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author(s) and the copyright owner(s) are Ministry of Health of the Sultanate of Oman and 233 people have
credited and that the original participated in the questionnaire survey. PLS-SEM was utilized to
publication in this journal s cited, in analyze the data. In this study, performance appraisal, job enlargement
accordance with accepted academic o ) ) .

practice. No use, distribution or training, and work enrichment all have a considerable influence on
reproduction is permitted which does employees’ adaptive performance. Furthermore, transactional leadership

t ly with these terms. : . . .
riot comply with fnese ferms moderates the linkage between job enrichment and employee adaptive

performance. As a result, the higher the organization’s attention on certain
HR policies, the better their adaptive performance. HR practices are
important predictors of adaptive performance; thus, managers and
practitioners should take into account workers’ adaptability to
encourage more adaptive behavior in the workplace. This article further
discusses the study’s weaknesses as well as future research directives on
HRM practices and adaptive performance.
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1 Introduction As a result, the authors of this research work feel that HRD may
help with the identification of reasons as well as the creation of a
Employees’ ability to manage crises, react swiftly, and confront plan and approaches for boosting employee adaptability. HRD’s

new difficulties becomes increasingly vital as the environment grows emphasis on building capabilities and increasing performance may
more chaotic (Charbonnier-Voirin & Roussel, 2012; Chua et al., aid organizations in identifying methods to increase workers’
2021). Prior views on job performance have failed to account for the adaptive performance by offering learning and development
full range of human actions that add to job success in unpredictably opportunities and altering corporate culture and practices. More
complex systems. Adaptive performance has garnered a lot of studies on HRD research is required to better understand workers’
attention as a technique to better understand the dynamic nature adaptable performance and to aid businesses in improving their
of employee performance in today’s fast-paced business environment employees’” adaptive performance to survive and prosper (Park, &
(Park, & Park, 2019; Huntsman et al, 2021). The importance of Park, 2019; Dai et al., 2021). However, despite the importance of
openly addressing workers’ flexibility to changes in the workplace is adaptive performance in performance enhancement, as
demonstrated through adaptive performance. Adaptive performance demonstrated by the “Strategig R” literature, which
can lead to good consequences such as improved performance consistently found connectig packages of HR
capacity and professional achievement on a personal level (Shoss practices and various indi ance, the function

et al, 2020; Mc Loughlin, & Priyadarshini, 2021). Organizational of organizational H
outcomes such as change in management, organizational performance remdi 1u et al,, 2020). Therefore,
learning, and meeting changing customer expectations can this study 1 i ormance evaluation, training,
all be aided by employee adaptability (Dorsey et al., 2010). It j n, and employee involvement on
can help businesses innovate, maximize their current skills, i erformance, as well as the impact of
and adapt to changing surroundings (Ahmad et al., 2019; i p on these crucial linkages.
Shoss et al., 2020).

Even though the number of existing pieces of literature fro

goal of this research is to add to the body of
adaptive performance by looking at the impact of
many sectors has expanded over the last decade, there is a need t practices (performance evaluation, training, work

ichment, job enlargement, and employee engagement) on

employed to discuss workers’ adaptive perfor: adaptive performance prediction. This study aims to contribute
may be perplexing to readers (e.g., agilit ibili to understanding the reasons for under-researched adaptive
and adaptive conduct). Furthermore} ies i i performance, particularly in developing countries, according
of nations have looked into the Ji to the comments of Krijgsheld et al. (2022) on the absence of

subjective and financial i HRM studies from developing countries like Oman.

2 The resource-based view theory

moderating role of t1
in countries of the Middl@East such as the Sultanate of Oman, to

our knowledge. According to an earlier study, RBV is a solid rationale for

Transactional leadership as a moderator has been introduced implementing strong HR practices (Newman & Sheikh, 2014).
in this study to look at the association between HRM practices According to the RBV, “human resource systems can contribute
and employee adaptive performance in the Sultanate of Oman. to sustained competitive advantage through facilitating the
Since HRD has identified performance as a critical issue, development of competencies that are firm-specific, produce
employee adaptable performance should be a top concern (Al complex social relationships, are embedded in a firm’s history
Asbahietal., 2019; Kang et al., 2021). Organizations must analyze and culture, and generate tacit organizational knowledge,” as
and improve people’s adaptable performance concerning their stated previously (Kuvaas, 2007; Qi and Wang, 2106).
usual work performance since the capacity to adapt has become The RBV method seems to give a solid theoretical platform
increasingly important. HRD scholars must include adaptive for examining differences in organizational performance,
performance as an extension of conventional performance particularly in terms of human resources. This is because HR
since it reflects the current changing business environment. practices may contribute to the development of skills and
Only a few studies, on the other hand, have looked at ways to knowledge that boost competitiveness and performance (Mu
improve workers’ flexibility (Islam et al., 2018; Huntsman et al, et al, 2018). The idea has become a popular one when it comes
2021). to strategic HRM and how human resources and associated HR
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practices may affect corporate performance. In addition to human organizations provide feedback to employees and anticipate future
capital, the RBV considers intellectual capital, human resource development needs, using performance evaluation or employee
strategy, and organizational performance. RBV has made a evaluation tools. To be recognized and rewarded, employees must
substantial ~contribution to the area of human resource have their work assessed (Levy et al., 2015). Employees who are
management, which is expanding (Barpanda and Bontis, 2021) satisfied with their performance reports are more inclined to
and has been eagerly adopted by both practitioners and scholars participate in training programs, which may help them improve
in the HRM profession (Alemzero et al,, 2021). their overall performance. Furthermore, a strong and appropriate

performance review has the potential to improve both employee
performance and healthcare quality (Majidi et al, 2021).

3 Literature Review According to Kuvaas (2007) and Van Woerkom and Kroon

(2020), one of the main goals of performance appraisal is to

3.1 Performance appraisal motivate individuals to improve their performance. As a

consequence, we expect a performance evaluation that aids

Employees are a critical investment for firms because they have employees in discovering, developing, and employing the

the power to affect organizational success (Ogiemwonyi et al.,, 2020). attributes that allow them to perform at their best to have a

In the competitive environment, employees may affect the growth of positive influence on their adaptive performance. As a result, we
the organization. As the ones responsible for employee performance came up with the following hypothgsi

for organizational success and competitive edge, firms are
increasingly going to invest in various development activities such
as coaching, development centers, and career planning to improve
performance (Al-Hussaini et al, 2019). Performance evaluations
have been shown to have a major impact on an employee’s ability to
enhance their performance and effectiveness. Performance appraisal
is the process of reviewing an employee’s performance over some
time (DeNisi and Smith, 2014).

It refers to “activities through which organizations seek to assess
employees and develop their competence, enhance performance a

distribute rewards. It sometimes becomes a part of a wider approac powledge. Training is the most appropriate form of motivation
a company to increase its employees’ abilities. Training affects

(Al-Busaidi et al., 2021). Although the performanc€ag : people’s general self-efficacy, which leads to increased motivation

is recognized as the most significant of all and confidence (Tai, 2006). Training is a process in which people
(Shrivastava and Purang, 2011), limite 0 gain a particular level of competence to help the company
on the improvement of empl MNisi accomplish and its goals (Abbas and Ali, 2021). Al-Ali et al.

Pritchard, 2006).
This might be one g
the overall effectiven i knowledge, skills, and attitude;” authors also argued that

(2016) stated that “training prepares people to do reviews their
present jobs and development prepare employees needed

rather than the influex [ training prepares people to do reviews of their current

Fink, 2017). Establishin occupations. To put it in context, training is a key tool for a
the most challenging ta3k8” for HR professionals in terms of company to fulfil its employees’ rising need for current
performance growth (Harrington and Lee, 2015). As a knowledge and abilities. HR managers assist employees in
consequence, research into how performance evaluation systems carrying out their obligations without stress by instilling
may be made more acceptable to employees and how they affect confidence in their abilities via effective training
employee performance is urgently needed (Sharma & Sharma, 2017; (Mangkunegara and Waris, 2015 Lee and Wei, 2015).

Sabiu et al,, 2018). There is substantial link between training and employee

motivation to perform (Hughes et al., 2018; Jaworski et al.,
2018). Al-Hussaini et al. (2019) defined training as a set of

3.2 Performance appraisal and adaptive activities intended to enhance employees’ knowledge, talents,
performance and competencies, resulting in increased motivation and, as a
result, big positive outcomes. Effective training programs are

Firms invest in their staff to improve human capital and gain considered a tool to improve employees’ attitudes and

a competitive edge. They similarly examine their human capital behaviors. Structured training has a considerable impact on
in an attempt to determine staff development needs and changes nurse performance, according to research done at a Jordanian
to achieve better performance. To get the greatest outcomes, military hospital (Al-Ali et al., 2016; Ogiemwonyi et al., 2020).
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Teaching nurses the required skills and knowledge to deal with employees” work experience improves their motivation and job
patients, they claim, will increase hospital productivity. devotion. In addition, work enrichment significantly enhances self-
control, self-actualization, and self-respect (D’Souza et al., 2022).

3.4 Training and adaptive performance
3.6 Job enrichment and adaptive
Employee training is a popular HR strategy since it enhances performance
employees’ abilities and experiences, enabling them to engage in

more positive behaviors (Nasurdin et al., 2015; Hassan et al, As stated in a study by Azeez and Abimbola (2016), job
2022). Staff training is critical since it determines whether a enrichment was shown to be a significant predictor of employee
company succeeds or fails. happiness, motivation, and performance at public colleges in Nigeria.

According to Han and Williams (2008), training may help In the study, job enrichment was found to provide a variety of benefits
employees to adapt to an unanticipated situation by providing to employees, including the development of new skills, a sense of
them with not just the essential skills and knowledge that extend purpose in one’s work, and the recognition and appreciation of co-
beyond their current jobs but also by supporting them in adapting workers and superiors. It was also found to increase employees’ sense
to such conditions. Similarly, Chen et al. (2005) discovered that of personal responsibility, sense of accomplishment, and involvement

employee adaptability training programs help workers to develop in decision-making. To their surprise ividuals want workplace

the essential skills, experience, and knowledge to perform
adaptively in the workplace. If a person is exposed to settings
that need organizational modifications, for example, he or she will
be able to function effectively in a future scenario that requires
similar adaptation (Sahin and Giirbiiz, 2014). Experience with
similar events may be beneficial in improving adaptive
performance (Pulakos et al,, 2006). Thus, we hypothesize that

H2. Training positively affects adaptive performance.

increase their motivation. Workers might feel more
er than machines when their jobs are well structured
ell managed (Wood, 2018, p. 51). Employees who believe that
3.5 Job enrichment firm owns them put forth their best effort when they are
provided chances for job enrichment. The job enrichment
Job enrichment is described as a wider r approach has a significant impact on employee performance

workplace that is achieved via employ - (Saleem et al,, 2012). Thus, this projected hypothesis is as follows:

included in the decision-m:
accountable for their wo. H3. Job enrichment positively affects adaptive performance.
Employees’ ability to j
enjoyable work enyi
performance (Garg a 3.7 Job enlargement

enrichment as the inco elements into job performance

that favors many different to be done, the autonomy about the The broadening of career options for organizational
work that needs to be done, greater involvement in decision-making, employees was a major focus of the job enlargement
increased responsibility, performance feedback, and participation in component. In today’s workplace, employees want a job that
change initiatives. Employees who have received job enrichment may offers a wide variety of tasks and responsibilities to help them
arrange their schedules and be in charge of their responsibilities while grow professionally and succeed in their careers. As a
at work. Employee autonomy may reduce work-related family consequence, increasing the number of jobs is considered
conflicts while simultaneously boosting job satisfaction. According helpful in terms of inspiring employees to work harder
to research, employees who have the option to choose their working toward the organization’s objectives (Tumi et al, 2021).
hours and processes are more motivated (Baral and Bhargava, 2010; Enlarging the scope of a person’s employment entails adding
Bayo-Moriones et al., 2019). new tasks and responsibilities. The main assumption of work
The value of autonomy may be seen in group performance as expansion is that increasing the diversity of duties done will
well. Team members that have the flexibility to choose team alleviate fatigue and boredom, as well as stimulate individuals to
members with the requisite skills and expertise may be more perform at higher levels (Hadidi and Abzakh, 2021).
creative and productive in attaining the organization’s goals (Yang When employees are empowered, they need to be given
and Choi, 2009). According to various studies, improving greater authority and duties, which means that more work
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needs to be done on the shop floor (Farah et al., 2018). Saleem Participation by employees is directly related to performance,
and colleagues (2012) described employees in ringed jobs being which is closely tied to the human capital theory, as stated by the
given more responsibility throughout their workdays as job cognitive model. Front-line workers are seen as more
expansion. However, this does not indicate that employees knowledgeable about their occupations than managers. By
will be able to expand their responsibilities beyond what they including people in management, these data may be utilized
are capable of now. By learning new tasks, employees will be able to make better decisions and improve product quality and
to improve their talents and obligations, which will allow them to efficiency. Getting employees involved in the management and
take on more responsibilities and duties in the future. having frequent conversations with their co-workers may

improve their problem-solving skills and job expertise.
Human capital assets, such as knowledge and skills, may

3.8 Job enla rgement and ada ptive provide organizations with a competitive advantage that is
e rformance difficult to replicate. According to certain empirical studies
and meta-analyses, engagement has positive and direct

It’s been shown in several studies that expanding the scope of benefits on productivity (Guthrie et al., 2009).
workers’ work allowed them to better use their skills and abilities Only a few studies have looked at other dimensions of
in more challenging roles. It gives employees the freedom to plan employee participation that support this important

their workdays and their schedules according to their relationship, despite significan nces in this area. It

preferences. Reducing stress at work and inspiring employees
to perform well may be aided by this (Tumi et al, 2021).
Employees need to be exposed to different types of duties to
increase their motivation. Employees that have a sense of
ownership in the firm are far more inclined to double their
best efforts to achieve organizational goals as a consequence of

job creation. Thus, the researchers hypothesized that
olvement positively affects adaptive

H4. Job enlargement positively affects employee adaptive
performance

Transactional leadership as

3.9 Employee involvement moderator
The leaders of an organization sho When compared to transformational leaders, transactional
promote employee engagement i i leaders are exclusively concerned with the transactional nature

individuals or groups at of their connections with their followers, unlike transformational

greater voice (Prieto et g leaders. Contractual agreements and reciprocal advantages form
the basis of the relationship between the leader and subordinates
(Pichlak, 2021). Expectancy theory (Vroom, 1964) and equity

2020). The engagement theory are claimed to be the roots of the transactional

the working environment,Jproduct quality, equipment productivity, leadership style. Both theories highlight the importance of task
and, finally, the competitiveness of the organization is how employee completion and performance-related incentives (Burke et al,
involvement is described by the industry. Several early studies stressed 2006). Individuals are more likely to achieve their goals if they
employee engagement because of its vital role in delivering services believe they will be rewarded fairly and appropriately for their
and formulating consumer experiences. The relevance of workers, efforts, according to these views. There is evidence to suggest that
however, has also been highlighted in recent research, stressing the leaders who follow the principles of transactional leadership may
value of employees’ awareness of users, along with their knowledge of enhance the performance of their teams by setting clear objectives,
organizational (work) practices (Mu et al,, 2018). offering specific instructions, and monitoring progress toward

those goals. Using a reward contingency approach, transactional
leaders can encourage their teams to meet project objectives since
3.10 Em ployee involvement and adaptive they are skilled at giving performance-based incentives and placing

pe rformance an emphasis on their employees’ extrinsic demands and timely job
completions. The leaders are also obliged to fix any flaws or errors

Increased productivity may be attributed to increased that they find (either actively or passively) to guarantee that the
employee involvement in both the private and public sectors. projects are completed successfully. As a result, transactional
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leadership is more likely to lead to desired objectives (Abbas & Ali,
2021). As a result, transactional leaders 1) are reactive rather than
proactive, 2) operate within the organization’s culture, 3) ensure
that people accomplish their objectives via a rewards-and-
punishment system, and 4) demonstrate the style of
management by exception (D’Souza et al., 2022).

With the economic change, transactional leadership has
become a prominent leadership style in several organizations
(Hossain et al., 2022). To keep control, transactional leaders
focus on the process rather than the content and offer their
followers concrete rewards for accomplishing a specific objective
(Tahir et al,, 2014). In transactional leadership, the leader and his
or her subordinates agree on what incentives or acknowledgment
the subordinate would get for achieving a certain level of
performance. When the agreed-upon level of performance is
met, awards, acknowledgment, or both are given. Under such
high of

organizational benefits after they have paid their efforts out,

leadership, workers would have expectations
increasing the concept of reciprocity (Shoss et al., 2020). The
stream of research suggests a positive relationship between
transactional leadership and employee outcomes. Furthermore,
several studies have shown that transactional leadership has a
strong influence on various relationships (Awan et al., 2021). For
instance, previous studies have shown that transactional leaders
can elevate the effect of front-line employees’ behaviors on their
performance because they lead by providing concrete directions,
specifying clear expectations, and providing instructions on how

complete tasks to achieve desired outcomes (Prasad and Junni

H7. Transactional lead@fship positively moderates the
relationship  between training and employee adaptive
performance.

HS8. Transactional leadership positively moderates the

relationship between job enlargement and employee adaptive
performance.

the
relationship between job enrichment and employee adaptive

H9. Transactional leadership positively moderates

performance.

the
relationship between employee involvement and employee

H10. Transactional leadership positively moderates

adaptive performance.

Frontiers in Energy Research

RETRACTED ON 07 AUGUST 2025

06

10.3389/fenrg.2022.959035

4 Methodology
4.1 Data, measurement, and methods

A quantitative survey study was conducted among the
employees of the Ministry of Health in the Sultanate of
Oman, and a questionnaire was emailed to them. The
questionnaire survey was conducted during the COVID-19
era; about 500 emails were sent to the different employees
associated with the Ministry of Health, and over a period of
total of 233
Respondents were informed that the research was only for

3 months, a responses were received.
academic reasons and that all surveys were anonymous and
could not be linked to any specific individual to protect their
privacy and avoid social desirability bias. Questionnaire
items were adopted from past studies. Eight training items

were taken from the study by Talg al (2014); seven items

of job expansion were adop study by Mwihaki

provided by (Keir
adaptive performance
Additionally, a 5-point

Preligninary analysis

Before assessing the model, we tested the data for
tivariate normality. The skewness coefficient (=
23.535) and kurtosis coefficient (= 98.65766) were both
above the threshold values of 2 and 20, suggesting non-
normally distributed data, according to Mardia’s coefficient
approach (Kline, 2011; Byrne, 2013). Therefore, PLS-SEM,
which uses a non-parametric inference technique
(bootstrapping), is better suited for this task (Sarstedt
et al, 2017). Expectation maximization was used to deal
with missing values. Using Mahalanobis distance, no
outliers were found.

There were 57.1% female respondents and 42.9% male
respondents, with the majority of the respondents being under
30 years of age, which is 45%, followed by 30-35 years of age, which
is 31.8%, then 36-40years, which is 11.6%, and the least
representation is from 41 to 45 years, which represents only
11.2%. In terms of marital status, 31.8 percent of the people were
married and 68.2% were single. Those with five to 10 years of job
experience contributed 47.6% of the total, followed by those with
fewer than 5 years (35.6%) and those with eleven to 15 years of work
experience (16.7%). People having a diploma were more likely to
take part in this research than those without one (47.6%), followed
by those with a Bachelor’s degree (28.3%), then secondary (12.0%),
then a Masters degree (10.7%), and those with other

backgrounds (1.3%).
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f HRM Practices \ \

Performance Appraisal (PA)

Job Enlargement (JENL) f
Training (TR) Employee Adaptive

'LPerformance (EAP)

Job Enrichment (JENR)

Employee Involvement (EI)

N—

Transactional

\\ Leadership (TL)
FIGURE 1

Conceptual model.

4.3 Common method variance and co ite reliability were used to assess
bility and rho-A. Table 2 reported the
The common method variance (CMV) is recognized for
exaggerating the strength of the correlations between the variables
in the model since all of the responses come from the same sour

equate consistency among the measures.
You may utilize one of Harman’s single factors to identify bias result i ‘

onvergent validity was assessed using indicator loadings,
posite reliability (CR), and average variance extracted
(AVE). In this study, as shown in Figure 2 and Table 1, the
convergent validity was achieved as the indicator loadings go

33.60 percent (Podsakoff et al., 2003). The d:
CMV is not a danger in the present stud

beyond the threshold of 0.70, the composite reliability exceeds
0.70, and the AVE is above 0.50 (Hair et al., 2017). To achieve the

4.4 Statistical tec ) required convergent validity, two items (AP1 and EIl) were
deleted as they fall short of the threshold.

The research g Smart-PLS 3.3 of the The heterotrait-to-monotrait (HTMT) ratio was used to
Partial Least Square ation Modelling (PLS-SEM) assess discriminant validity using the thresholds of 0.85 and
technique. Analytical such as PLS-SEM may be used to the Fornell & Larcker criterion (Henseler et al., 2015). Table 2
reduce type II errorsf’and can accommodate formative demonstrates that the correlation among all the factors was below
dimensions as well as a complicated model. Non-parametricity the value of 0.90 (HTMT), and it also shows that diagonal values
of PLS-SEM allows researchers to relax the requirement for (bold) are larger than the off-diagonal. These confirmed the
normally distributed data (Hair et al., 2019) and Sarstedt et al. evidence of satisfactory discriminant validity. Furthermore,
(2017). The technique can also be used to analyze data in studies Table 4 shows that all variables reported variance inflation
with small sample sizes and exploratory research. Analysis of factors (VIFs) less than the benchmark value (Becker et al.,
multi-item structures with direct and indirect channels is made 2015; Hair et al, 2017), concluding that there was no
easier with this tool. Therefore, the measurement and structural multicollinearity concern among the predictor constructs.

model were assessed using the PLS-SEM technique.

4.6 Structural model: Hypotheses testing

4.5 Measurement model results
In the measurement models, internal consistency reliability, The structural model in this study was assessed using five steps
convergent validity, and discriminant validity were investigated. as recommended. First, the variance inflation factor (VIF) was
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FIGURE 2
Measurement model with factor loadings an

scrutinized to verify the lat
that inner VIF values
et al.,, 2015; Hair
multicollinearity issu . Second, the importance of
structural model was assessed using

nfidence intervals (95% bias-corrected

parameter estimates in
t-values, p-values, and the,
and accelerated). The hypotheses in the structural model were
tested in this study using a bootstrap re-sample technique with
5000 sub-sample iterations. The results of the relationships are
presented in Table 3 and Figure 3; performance appraisal, job
enlargement, job enrichment, and training have a significant
relationship with adaptive performance (H1: p = 0.156, p =
0.045), (H2: B = 0.105, p = 0.047), (H3: B = 0.510, p = 0.000),
and (H4:  =0.302, p = 0.000), respectively, and therefore, they
were all supported. Furthermore, the relationship between
employee involvement and adaptive performance was not
significant (H4: f = —-0.015, p = 0.200) and, hence, not
supported.

The third step included investigating in-sample predictive
power (the coefficient of determination, R2). The results revealed
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that 56.4% of the variance in adaptive performance was explained
by exogenous variables (performance appraisal, job enlargement,
job enrichment, training, employee involvement, and
transactional leadership) (refer to Table 3).

Fourth, the construct’s effect size was calculated using
Cohen’s f* (Cohen, 1988). Similarly, effect size (f*) values
greater than 0.02, 0.15, and 0.35 represent a small, medium,
and large effect, respectively (Cohen 1988). Looking at the f*
values in Table 3, we can see that all the exogenous variables
demonstrated small to medium effect size in generating R* for the
endogenous variables.

Fifth, the structural model’s prediction accuracy may be
evaluated by computing Q® values using a blindfolding
1974;  Geisser, 1975). The endogenous
variables (i.e, adaptive performance 0.328) showed the
predictive accurateness of the model (Q* >0), as shown in Table 3.

The model’s predictive accuracy was further investigated by
concentrating on “a unique technique for measuring a model’s
out-of-sample prediction” (PLS predict) (Hair et al, 2019

Shmueli et al. .2019). According to the results of the PLS

technique (Stone,
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TABLE 1 Constructs’ validity and reliability.

Constructs Items Loadings CA CR AVE
Adaptive performance AP1 0.814 0.871 0903  0.609
AP2 0.782
AP3 0.798
AP4 0.785
AP5 0.681
AP6 0.814
Employee involvement E2 0.753 0.904 0930 0727
EI3 0.860
El4 0.819
EI5 0.896
El6 0.924
Job enlargement JENL1 0.884 0.904 0924  0.637
JENL2 0.782
JENL3  0.849
JENL4 0.774
JENL5 0.838
JENL6 0.792
JENL7 0.644
Job enrichment JENR1 0.739 0.847  0.882  0.555
JENR2 0.687
JENR3 0.762
JENR4 0.772
JENRS5 0.731
JENR6 0.775
Performance appraisal PA1 0.722 0.850  0.889  0.572
PA2 0.698
PA3 0.766
PA4 0.750
PA5 0.741
PA6 0.851
Training T1 0.733 0.875 0.893 051
T2 0.649
T3 0.661
T4 0.768
T5 0.702
T6 0.768
T7 0.617

T8

0. .899

Transactional leadership ~ TSL1 0.560

Note: F.L = factor loadings; CA =
average variance extracted.

Jtonbach’s Alpha, CR = construct reliability; AVE =

predicted evaluation in Table 4, part of the Q” value provided
by the PLS-SEM estimate is greater than the LM model,
that the
supported. Following the recommendations outlined by
Shmueli et al. (2019), the predictive findings show that
several endogenous variables in the PLS model produced a

indicating model’s predictive capacity is

low predictive error when compared to the LM model,
suggesting that the model has medium predictive potential.
Finally, the researchers used the standardized root mean
square residual to evaluate the model fit (SRMR). The
composite factor model fits the data in this article since
the SRMR is 0.077, which is less than 0.08.
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4.7 Moderating analysis

To test H6-H10, the moderation analysis was conducted by
taking the interaction effect of transactional leadership into account
(see Table 3 and Figure 4). The bootstrap results presented that only
one hypothesis was supported, that is, transactional leadership
moderates the path between job enrichment and adaptive
performance (H8: § = 0.183, p = 0.027), but did not moderate
the relationship between the other exogenous variables (performance
appraisal, job enlargement, employees’ involvement, training, and
adaptive performance). Hence, H6, H7, H9, and H10 were not
supported. Furthermore, interaction has been graphed to enable
important interpretation; hence, Figure 4 shows the plots of the two-
way interactions. It illustrates that the linkage between employee
involvement and adaptive performance was moderated by
transactional leadership.

5 Discussion

rchPWas investigated in this

cipal aspects of adaptive

derstanding of how HR practices and adaptive
formance are linked. According to studies and HR
ctices, successful HR practices may influence
individual behavior (DeNisi and Smith, 2014). Adaptive
performance was shown to be positively linked to
performance evaluation, job expansion, work enrichment,
and training in the present study. This study corroborated
the previous findings; even though the association between
job enrichment and adaptive performance was shown to be
significant, transactional leadership enhanced the
performance of the employees.

However, transactional leadership, on the other hand, does
not affect the link between job enlargement, employee
involvement, training, performance appraisal, and adaptive
performance.

This research found that companies should invest in their
employees to strengthen their human resources and acquire a
competitive edge. Human resources are also evaluated, to identify
training needs and ways to boost employee performance (Lira,
2015). To get the greatest performance out of their staff,
companies utilize 1) tools for performance evaluation and
personnel assessment. For employees to be recognized and
rewarded, their work must be evaluated (Levy et al, 2015).
Performance evaluations that make employees happy are more
likely to get them involved in learning activities, which may help
them enhance their skills (Nikpeyma et al., 2013). 2) Employee

training as a way of enhancing their abilities, competence, and
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TABLE 2 Discriminant validity: Fornell & Larcker.

RETRACTED ON 07 AUGUST 2025

10.3389/fenrg.2022.959035

Constructs 1 2 3 4 5 6 7

1 Adaptive performance 0.781

2 Employee involvement 0.466 0.852

3 Job enlargement 0.489 0.441 0.798

4 Job enrichment 0.698 0.624 0.562 0.745

5 Performance appraisal 0.495 0.477 0.404 0.536 0.756

6 Training 0.553 0.41 0.392 0.494 0.433 0.716

7 Leadership 0.473 0.482 0.501 0.604 0.568 0.567 0.748

HTMT
Constructs 1 2 3 4 5 6 7

1 Adaptive performance

2 Employee involvement 0.523

3 Job enlargement 0.545 0.482

4 Job enrichment 0.730 0.718 0.636

5 Performance appraisal 0.566 0.530

6 Training 0.508 0.413 0.4

7 Transactional leadership 0.534 0.542 4 0.634

1
TABLE 3 Proposed hypothesis testing results.
Relationships Std. t-values p-values P Q Decision
beta VIF

HI: PA-> AP 1.678 0.464 0.024 0.328 Supported

H2: JENL -> AP 0.014 0.193 1.580 0.016 Supported

H3: JENR -> AP 0. 0.367 0.619 2.330 0.260 Supported

H4: TR -> AP 0.000 0.179 0.421 1.588 0.107 Supported

H5: EI -> AP 0.842 -0.197 0.093 1.759 0.001 Not
supported

H6: PA*TL -> AP 0.619 —-0.246 0.097 Not
supported

H7: JEL*TL -> AP —-0.084 1.166 0.249 —-0.286 0.012 Not
supported

H8: JER*TL -> AP 0.183 2.285 0.027 0.054 0.280 Supported

H9: TR*TL -> AP -0.060 0.685 0.496 -0.170 0.095 Not
supported

H10: EI*TL -> AP —-0.054 0.920 0.362 -0.173 -0.007 Not
supported

Note: AP, adaptive performance; PA, performance appraisal; JENL, job enlargement; JENR, job enrichment; TR, training; EI, employee involvement; TL, transactional leadership.

understanding of their work, resulting in increased flexibility. 3)

Employees who have more control over their workdays and their
duties have a more fulfilling experience at their jobs. Work-
related family problems may be reduced and job performance

improved by giving employees more control over their schedules.

Frontiers in Energy Research

According to the notion of work enrichment, a job that is
“enriched” fosters high levels of three psychological states:
knowledge, significance, and obligation. Employees have
gained a greater sense of purpose and duty as a consequence

of this discovery. 4) The component of job enlargement focuses

10

frontiersin.org


https://www.frontiersin.org/journals/energy-research
https://www.frontiersin.org
https://doi.org/10.3389/fenrg.2022.959035

AlAbri et al.

TABLE 4 Results of PLS predict.

RETRACTED ON 07 AUGUST 2025

10.3389/fenrg.2022.959035

PLS LM PLS-LM

RMSE MAE Q*_predict RMSE MAE Q*_predict RMSE MAE Q*_predict
AP1 0.863 0.648 0.367 0.901 0.686 0.308 -0.038 —-0.038 0.059
AP2 0.000 0.000 1.000 0.873 0.682 0.397 -0.873 —0.682 0.603
AP3 0.807 0.605 0.420 0.922 0.701 0.243 -0.115 -0.096 0.177
AP4 0.842 0.606 0.351 0.901 0.702 0.256 -0.059 —-0.096 0.095
AP5 0.000 0.000 1.000 0.860 0.678 0.320 -0.860 —-0.678 0.680
AP6 0.773 0.561 0.426 0.844 0.638 0.316 -0.071 -0.077 0.110
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FIGURE 3

Structural model with the path coefficient and t-values from the bootstrapping test.

on the scope of professional obligations offered to workers of
organizations. In today’s workplace, employees want a job that
offers a wide variety of tasks and responsibilities to help them

Frontiers in Energy Research

1

grow professionally and succeed in their careers. Employees are
more likely to be inspired to work harder and accomplish their
goals when their job responsibilities are broadened.
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Moderation graph.

5.1 Theoretical implications

Worker success in an ever-changing environment may be
measured in part by how flexible they are in their job role
performance, and that is the topic of this study.

ees’ adaptative performance by employing
that foster adaptive performance. Health ministry
organization’s long-term efficiency and success may be great and other government agencies will benefit from the
predicted by its ability to adapt to a changing environ ings of this study since it shows that HRM practices are important
as by its employees’ ability to perform well on i té consider in encouraging more adaptable performance.

emotional stability, ambition, an i : al. 6 Conclusion

employees’ jobs and explo i Researchers have identified a range of methods for boosting
leadership style on contextual and task performance, but employees’ adaptability has
yet to be investigated. The current research adds to the body of
knowledge by presenting human resource practices as a new
paradigm for boosting employees’ flexible performance. HR
5.2 Managerial iy

practices are a solution for many altering demands, according
to the study’s findings, including a source of adaptive

HR practitioners’ work is influenced by the formation and performance. Furthermore, this study uncovered new evidence
resuscitation of individual knowledge and organizational efficiency; about the importance of encouraging transactional leadership in
hence, adaptive performance is critical to their professionalization organizations that are going through transformation.
(Waight and Greer, 2021). As a consequence, the findings of this Transactional leadership, according to the findings, benefits
research have many important implications for practitioners. In terms not just individuals by boosting workplace success but also
of application, our findings imply that firms may reap significant (but businesses by improving employee performance.
distinct) advantages by investing in various aspects of HR processes. First, this study expands on the antecedents of adaptive
HRM practices (job extension, job enrichment, training, and performance by including HR practices in the equation.
performance assessment) have a considerable and favorable Adaptive performance, on the other hand, is affected by a
influence on the adaptive performance of employees, according to wide range of factors, including both individual and
this research, showing that HRM practices are also major organizational traits, as previously stated. To deliver adaptive
determinants of employees’ adaptive performance. In addition, the performance, a combination of personal characteristics and
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work environment/group/organizational factors is most
probable (Park and Park, 2019). The research that is
currently available does not account for all of the possible
factors. There has to be a greater focus on how to impact
employee adaptive performance by matching the organization’s
environment to employees’ needs and traits, as well as how to
influence their adaptive performance. Second, data are collected
from a single source, increasing the risk of bias due to a shared
methodology; it is recommended to collect the data from more
than one source. Last, more studies are required to shed light on
the contextual factors that influence adaptive performance. The
work environment, for example, may restrict the positive
impact of HR policies on performance if employees are not
provided with the necessary equipment and goals to perform
properly. More study is required to identify potential
moderators or mediators of HR practices’ impact on
adaptive performance.
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