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Abstract 

The current scenario compels businesses to adopt an agile structure to navigate 
unprecedented changes and to help employees adapt effectively. This study was 
conducted to support the hypothesis that spiritual leaders can guide employees in 
adapting to changes and enhancing organizational agility. Spiritual leadership can 
improve organizational agility by increasing employees’ trust and commitment, 
making it easier for them to adjust to change. Data were collected from 405 employees 
in both top- and bottom-level positions within the manufacturing industry in the 
Malatya and Kayseri provinces of Turkey. This quantitative research model was 
developed and tested using correlation and regression modeling techniques. The 
findings revealed a significant relationship and interaction between spiritual 
leadership and organizational agility (r = 303; and r = 504, p < 0.05)] (R 2: 028; p: 
001. Business agility is achieved through adaptation to change, which necessitates 
that employees also adapt effectively to these changes. 

Keywords: Spiritual Leadership; Organizational Agility; Manufacturing Businesses. 
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A. Introduction 

At the onset of the industrial revolution, business managers 

primarily concentrated on increasing production by focusing on internal 

factors. However, as competitive conditions evolved, production 

processes also had to adapt, requiring managers to shift their focus to 

external factors. In today’s business environment, companies must not 

only achieve speed, cost efficiency, quality, and meet customer 

expectations, but also rapidly adapt to environmental changes. To address 

this demand, the concept of organizational agility has emerged, enabling 

businesses to swiftly respond to changing conditions.  

One significant factor that can enhance organizational agility is the 

implementation of spiritual leadership (Rismayanti et al., 2022). Spiritual 

leadership can foster increased organizational commitment among 

employees, and create a trust-based work environment where individuals 

can fully express their skills and abilities (Guillory, 2000). The core objective 

of spiritual leadership is to cultivate an environment that aligns with the 

vision and values of the organization, thereby enhancing employee 

productivity and commitment (Fry et al., 2005; Syufa’at et al., 2023). 

Considering the significant amount of time employees spend in the 

workplace, it is unlikely that their spiritual life at work would differ from 

their spiritual life outside of work (Crossman, 2011). The spiritual 

leadership model can be an effective tool for activating the spiritual values of 

employees. Therefore, this study investigates the level of interaction and 

relationship between organizational agility and spiritual leadership. Notably, 

no prior research has addressed these two concepts together in the literature. 

The literature review section of this study was developed by examining 

various studies on the subject. To test hypotheses that could reveal the 

relationship and effect between these variables, research was conducted 

on employees in the manufacturing sector in the Malatya and Kayseri 

provinces of Türkiye, and the empirical part of the study was completed. 

The concept of organizational agility is understood as the ability of 

businesses to quickly detect environmental changes and respond 

appropriately. This agility allows organizations to develop successful 
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strategies in a timely manner (Ganguly et al., 2009). The foundations of 

organizational agility can be traced to fundamental capabilities, 

organizational adaptation, and flexibility approaches (Sherehiy et al., 2007; 

Syaikhu et al., 2022). 

Charles et al., (2014) define organizational agility as the strategic 

arrangement of talents in various forms, with a focus on core 

competencies, while Tsourveloudis and Valavanis (2002) describe it as the 

ability to operate effectively with high-quality performance in a rapidly 

changing and fragmented global market (Moch. Khoirul Anwar et al., 

2024; Wahyudi et al., 2021).  

Key factors like speed, cost, responsiveness, flexibility, quality, and 

customer needs are critical in shaping the business landscape, as highlighted in 

Table 1. These facts are factors that change the general course of the business 

world. The basic principles considered to be the origins of organizational agility 

definitions are presented in the Table 1 below. 

Table 1. Based fundamentals in agility definitions 

Researchers Year 
Speed/ 

time 
Cost 

Responsive
ness 

Flexibili
ty 

Qualit
y 

Customer 
needs 

Iacocca/ 
Lehigh 

1991 *  * *  * 

Goldman et al., 1995   * *  * 
Kumar ve 
Motwani 

1995 *  *   * 

Cho et al., 1996 *  *   * 
Fliedner and 
Voruka 

1997 * *   * * 

Yusuf et al., 1999 * * * * * * 
Dove 2001 * * * * * * 
Menor 2001 * *  * *  
Sambamurthy 
et al., 

2003 *  * *  * 

Gartner 
Research 
Group 
(Ashrafi) 

2005 *  *   * 

Raschke and 
David 

2005 *  * *  * 

Mathiyakalan 2005 *  *   * 

Source: (Ganguly et al., 2009) 

In the literature, organizational agility is examined across various 

dimensions. Researchers often focus on products, human resources, 
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activities, and people when addressing these dimensions. Despite the 

variety of approaches, the most widely accepted framework was proposed 

by Sharifi and Zhang (1999), who categorized organizational agility into 

four key capabilities: responsiveness, competence, flexibility, and speed. 

In our view, organizational agility is closely tied to a company’s 

ability to adapt to competitive conditions. Through organizational agility, 

businesses can identify changes in environmental factors and prepare to 

respond effectively, thereby positioning themselves to seize potential 

opportunities (Cegarra-Navarro et al., 2016; Sherehiy & Karwowski, 2014). 

To achieve this, Chung et al., 2014) suggest that businesses must equip 

themselves with the necessary knowledge and skills. This preparation 

requires necessary to first research basic skills, use new technologies, 

increase the knowledge level of employees, and stretch organizational 

structures effectively in terms of time and cost (Seo & La Paz, 2008). 

To succeed in a competitive environment, elements such as flexibility, 

quality, and talent development can be pursued either independently or 

through integrated management practices (Hasanudin et al., 2024; Supriyadi 

et al., 2023). Researchers in the literature generally focus on meeting these 

requirements. In our view, the overall perception of business agility emerges 

from the activities undertaken to achieve these objectives. This perspective is 

supported by Mehdibeigi et al., (2016), who state that “organizational agility 

is a concept that has gained prominence as a response to the pressures 

created by dynamic market conditions due to global changes, enhancing the 

potential for competition”. 

Organizational agility should not be viewed solely as the ability to adapt 

to competitive conditions. It is essential to consider the organizational system or 

managerial changes as a matter of strategic coherence (Shin et al., 2015).  

Spirituality involves aligning with one’s core values, and spiritual 

leadership is defined as a leadership style that taps into an individual’s inner 

drive, helping them understand their purpose and shaping their attitudes 

and behaviors in a way that fosters personal development (Bothwell, 1986). 

The spiritual leadership model encompasses four fundamental elements: 
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body, mind, emotion, and spirit, which are seen as the core and essence of 

leadership (Moxley, 2000). Based on these principles, researchers suggest 

that spiritual leadership enhances elements such as organizational vision, 

commitment, productivity, and performance (Fry et al., 2007) while 

adding meaning to the work by instilling a sense of working toward 

shared goals (Sanders et al., 2005).  

For the moral leadership model to be effective, business owners and 

managers must first recognize that their employees are the most valuable 

resource and act accordingly (Mitroff & Denton, 1999). The primary task of 

spiritual leaders is to understand the business vision and act accordingly 

Spiritual leaders must understand the business vision and align their actions 

with it. By doing so, they can shape the attitudes and behaviors of their 

subordinate employees (Fry, 2003; Fry et al., 2010) and support employees’ 

development and career goals (Thoms, 1996; Keyes et al., 1999). This approach 

enables employees to work better, more efficiently, and more effectively 

(Jurkiewicz & Giacalone, 2019; Eisler & Montuori, 2003; Sass, 2000). 

Some studies indicate that employees seek managers and leaders 

who create a deeper sense of meaning and satisfaction in their work (Fry, 

2003). In this context, leaders who address both the basic and moral needs of 

their followers can be considered spiritual leaders (Smith et al., 2018). 

Employees in businesses often hold diverse beliefs and values (Krishnakumar 

et al., 2015), requiring leaders who can unite them within the corporate culture 

(Pfeffer, 2010). Such leaders must motivate employees internally, foster a 

sense of competence and connection (Meng, 2016), and positively impact 

work quality and job satisfaction (Pio & Tampi, 2018). 

Spiritual leaders are capable of influencing employees’ emotions and 

thoughts, particularly in fostering their desire to make a meaningful difference in 

their lives (Wahid & Mohd. Mustamil, 2017). As previously discussed, the 

perception of organizational agility can spread positively throughout the 

workforce, and spiritual leaders may play a crucial role in shaping this 

perception. Thus, the following hypotheses were developed for this study: 
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H1: There is a positive relationship between spiritual leadership and 
organizational agility. 

H2: Perception of spiritual leadership positively impacts the 
perception of organizational agility. 

 
B. Method 

In this study, a survey method, one of the quantitative research 

approaches, was employed. The survey form included questions designed 

to measure the demographic characteristics of the participants and their 

perceptions of the organizational agility and spiritual leadership variables 

outlined in the research model. Reliability and factor analyses of the scales, 

as well as frequency, correlation, and regression analyses of the collected 

data, were conducted using IBM SPSS 21.0. To assess the structural validity 

of the survey items, the Kaiser-Meyer-Olkin (KMO) coefficient and 

Bartlett’s test of sphericity were examined. 

The conceptual framework of the research was developed based on 

findings from the survey, analysis, and literature review. The manufacturing 

industry was selected for this study due to its reputation as one of the sectors 

that most rapidly adapts to technological and environmental changes, 

demonstrating a high level of organizational agility. Data were collected from 

employees in manufacturing enterprises located in Kayseri, ranked 18th, and 

Malatya, ranked 40th in terms of development in Türkiye. The survey 

method was used for data collection, with the survey forms distributed and 

collected in person by the researchers. Additional support for data collection 

was provided by the local chambers of industry. 

The businesses where the survey was conducted were selected through 

random sampling from manufacturing companies registered with the chamber 

of industry. Verbal consent was obtained from middle-level managers to 

distribute the survey forms. To encourage participation, managers informed 

participants that the research findings would be shared with their 

organizations after publication. Participants were also informed that their 

involvement in the study was voluntary. A total of 475 survey forms were 

distributed, and 405 correctly completed forms were analyzed. 
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The quantitative part of the research was conducted based on the 

findings and data obtained through the literature review. The study was 

finalized with recommendations and a conclusion based on the results. 

The target population for this research consisted of approximately 

9,690 individuals employed in the manufacturing sector in the Malatya and 

Kayseri provinces. To ensure a representative sample, the study aimed to reach 

370 participants, based on a 95% confidence level and a 5% margin of error. A 

total of 475 questionnaires were distributed to employees selected through 

random sampling. Of these, 422 responses were received, resulting in an 88.8% 

response rate. After excluding 17 incomplete questionnaires, 405 fully 

completed responses were included in the analysis. 

The questionnaire used in this study consists of three sections. The 

first section contains questions aimed at identifying the demographic 

characteristics of the participants, including “gender”, “marital status”, 

“age”, “education”, and “years of work experience”. 

In the second part of the study, the Organizational Agility 

Questionnaire, developed by Sharifi and Zhang (1999) and adapted into 

Turkish by Akkaya and Tabak (2018), was used to assess perceptions of 

organizational agility in line with the study’s objectives. While the original 

version of the questionnaire included 20 items, 3 items were removed 

during the adaptation process, resulting in a final version with 17 items. 

The adapted version by Akkaya and Tabak (2018) was used for this 

research. (Sample question item: “Our business has a strategic vision to 

achieve its long-term goals”). The survey is divided into four dimensions: 

items 1–8 represent the competence dimension, items 9–11 represent the 

flexibility dimension, items 12–14 represent the responsiveness dimension, 

and items 15–17 represent the speed dimension. None of the scale items are 

reverse-coded. Responses are measured using a five-point Likert scale, 

ranging from “strongly agree” to “strongly disagree”. 

In the second part of the study, the Organizational Agility 

Questionnaire, developed by Sharifi & Zhang (1999) and adapted into 

Turkish by Akkaya & Tabak (2018), was used to assess perceptions of 
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organizational agility in line with the study’s objectives. While the original 

version of the questionnaire included 20 items, 3 items were removed 

during the adaptation process, resulting in a final version with 17 items. 

The adapted version by Akkaya & Tabak (2018) was used for this research. 

(Sample question item: “Our business has a strategic vision to achieve its 

long-term goals”). The survey is divided into four dimensions: items 1–8 

represent the competence dimension, items 9–11 represent the flexibility 

dimension, items 12–14 represent the responsiveness dimension, and items 

15–17 represent the speed dimension. None of the scale items are reverse-

coded. Responses are measured using a five-point Likert scale, ranging 

from “strongly agree” to “strongly disagree”. 

In order to measure the second variable of the study, the perception of 

spiritual leadership, the Spiritual Leadership Scale, originally developed by 

(Fry, 2003) and adapted into Turkish by (Kurtar, 2009), was used. There are a 

total of 40 question propositions in the scale. (Sample question item 1: Leaders 

in my organization act as they speak, the essence of our leaders is the same). 

The scale was used faithfully to its original dimensioning and consists of 9 

dimensions. Questions 18-26-28 and 30 are the vision sub-dimension, questions 

8-15-16 and 36 are the hope/effort sub-dimension, questions 1-10-12-22 and 31 

are the devotion sub-dimension, questions 2-14-17 and 23 are the sub-

dimension of dedication.  Questions are the meaning sub-dimension, questions 

3-9-21 and 32 is the membership sub-dimension, questions 5-13-25-34 and 38 

are the spiritual life sub-dimension, and questions 4-7-11-37 and 39 are the 

institutional commitment sub-dimension. Questions 19-20-29 and 33 are called 

the productivity sub-dimension, and finally questions 6-24-27-35 and 40 are 

called the life satisfaction sub-dimension. There are no reverse coded 

expressions in the scale items. In the scale, the quality level expressed by each 

mine ranges from “strongly agree” to; It is measured using the five-point Likert 

method ranging from “strongly disagree” to “strongly disagree”. 

 
C. Result and Discussion 

Before we discuss the results of this study, let's first understand 

what has been discovered through this research about the impact of 
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spiritual leadership on organizational agility. The study gathered data 

from 405 employees working at various levels in the manufacturing 

industry in Malatya and Kayseri provinces, Turkey. Through the 

developed quantitative model, correlation and regression analyses have 

shown a significant relationship between spiritual leadership and 

organizational agility, affirming that spiritual leadership can enhance an 

organization's adaptability and responsiveness to environmental changes 

effectively. These results not only strengthen the initial hypothesis but 

also provide new insights into how spiritual values can be integrated into 

management practices to support competitive advantage. 

 
1. Result 

a. Demographic feature  

The demographic characteristics of the participants are presented 

in Table 2, based on the analysis of the data collected. 

Table 2. Demographic feature findings (n:405) 

Age N % Marital status N % 

Under 20 103 25,4 Married 185 45,7 
21-30 155 38,2 Single 220 54,3 
31-40 76 18,8 Gender N %  
41-50 39 9,7 Male 217 53,6 
51-60 32 7,9 Female 188 46,4 

Education N % 
Working 

Experience (years) 
N % 

Secondary education 46 11,4 1 month – 1 year 126 31,1 
High school 118 29,2 1-5 Years 176 43,4 

Associate degree 110 27,1 6-10 Years 78 19,3 
Undergraduate 115 28,4 11-15 Years 17 4,3 
Postgraduate 16 3,9 16 Years + 8 1,9 

 
When analyzing the age distribution of the sample group, the highest 

participation rate was observed in the 21-30 age group (38.2%), followed by 

participants under 20 years old (25.4%). The least represented age group was 

the 51-60 age group (7.9%). Regarding educational status, the highest rate was 

among participants with a high school education (29.2%), while the lowest rate 

was among those with postgraduate degrees (3.9%). Examining marital status, 
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45.7% of the participants were married, and 54.3% were single. In terms of 

gender distribution, 53.6% of the participants were male, and 46.4% were 

female. Lastly, regarding work experience, the highest rate was among 

participants with 1-5 years of experience (43.4%), while the lowest was among 

those with 16 or more years of experience (1.9%). 

 
b. Confirmatory Factor Analysis and Reliability Findings 

The findings indicate that the survey data are compatible. Cronbach’s 

Alpha values were examined for the reliability of the question groups and 

sub-dimensions. It was determined that the Cronbach’s Alpha value for the 

organizational agility scale was .729, while for the spiritual leadership scale, it 

was .786. The results of the analysis are presented in Table 3 and Table 4. 

Table 3. Confirmatory factor and scale reliability analysis results  
of the organizational agility questionnaire 

Dimensions 
Questi

ons 
Explained 
Variance 

Total 
Variance 

Cronbach’s 
Alpha 

Total 
Cronbach’s 

Alpha 

Competency 
Dimension 

1-8 25,74 

77,78 

,723 

,729 
Flexibility Dimension 9-11 18,36 ,736 
Responsiveness 
Dimension 

12-14 17,20 ,770 

Speed Dimension 15-17 16,48 ,771 
Kaiser Meyer Scale 
Reliability 
Bartlett’s Test of 
Sphericity Chi-Square 
Sd 
P Value 

,766 
 

959,008 
 

136 
,000 

 
The organizational agility questionnaire used in this study consists 

of 17 questions, divided into 4 sub-dimensions: competency, flexibility, 

responsiveness, and speed. Questions 1 to 8 fall under the “competency 

dimension”, questions 9 to 11 under the “flexibility dimension”, questions 

12 to 14 under the “responsiveness dimension”, and questions 15 to 17 

under the “speed dimension”. These categorizations follow the original 

naming conventions from previous research. 
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The factor loadings for the questions the “competency dimension” 

of the organizational agility questionnaire were as follows; ,724; ,758; ,775; 

,625; ,773; ,647; ,761 and ,633.  This dimension explains 25,74 % of the total 

variance, with a reliability value of ,723. The factor loadings for the 

questions in the “flexibility dimension” of the organizational agility 

questionnaire were ,807; ,802 and ,644. This dimension explains 18,36 % of 

the total variance, with a reliability value is ,736. 

For the “responsiveness dimension,” the factor loadings were ,767; 

,778; and ,785. This dimension can explain 17,2 % of the total variance, 

with a reliability value is ,770. The “speed dimension” had factor loadings 

of ,768; ,714; and ,785. This dimension explains 16,48 % of the total 

variance, with a reliability value of ,771. 

The overall reliability level of the organizational agility 

questionnaire is ,729 (KMS: ,766; Chi-Square: 959,008; sd: 136; p: ,000). The 

questionnaire explainx 77.8% of the total variance across all sub-

dimensions. Based on these findings, the questionnaire demonstrates an 

acceptable level of validity for social sciences research. 

Table 4. Confirmatory factor and scale reliability analysis results 
of spiritual leadership questionnaire 

Dimensions Questions 
Explained 
Variance 

Total 
Variance 

Cronbach’s 
Alpha 

Total 
Cronbach’s 

Alpha 

Vision Dimension 16-26-28-30 12,69 76,3 ,712 ,786 
Hope/ Effort Dimension 5-8-15-16-36 9,95 ,697 
Devotion/ Sacrifice 
Dimension 

1-10-12-22-
31 

9,86 ,783 

Meaning Dimension 2-14-17-23 7,73 ,709 
Membership 
Dimension 

3-9-21-32 7,52 ,746 

Spiritual Life 
Dimension 

5-13-25-34-
38 

7,36 ,788 

Organizational 
Commitment 
Dimension 

4-7-11-37-39 7,20 ,703 

Productivity 
Dimension 

19-20-29-33 7,02 ,771 

Life Satisfaction 6-24-27-35- 6,97 ,699 
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Dimensions Questions 
Explained 
Variance 

Total 
Variance 

Cronbach’s 
Alpha 

Total 
Cronbach’s 

Alpha 

Dimension 40 
Kaiser Meyer Scale 
Reliability 
Bartlett’s Test of 
Sphericity Chi-Square 
Sd 
P Value 

,815 
 

3866,197 
 

780 
,000 

 
The spiritual leadership questionnaire used in the study consists of 

40 questions divided into 9 sub-dimensions: vision, hope, devotion, 

meaning, membership, spiritual life, organizational commitment, 

productivity, and life satisfaction. The questions are categorized as follows: 

the 16th, 26th, 28th, and 30th questions fall under the “vision dimension”; 

the 5th, 8th, 15th, 16th, and 36th questions are grouped under the “hope 

dimension”; the 1st, 10th, 12th, 22nd, and 31st questions are classified as the 

“devotion dimension”; 2nd, 14th, 17th, and 23rd questions are in the 

“meaning dimension”; the 3rd, 9th, 21st, and 32nd questions fall under the 

“membership dimension”; the 5th, 13th, 25th, 34th, and 38th questions make 

up the “spiritual life dimension”; the 4th, 7th, 11th, 37th, and 39th  questions 

are part of the “organizational commitment dimension”; the 19th, 20th, 29th, 

and 33rd questions form the “productivity dimension”; and finally, the 6th, 

24th, 27th, 35th, and 40th questions are classified under the “life satisfaction 

dimension,” as defined in the literature. 

It was determined that the questions in the “vision dimension” of 

the spiritual leadership questionnaire had factor loadings of ,602; ,774; ,778; 

and ,644. This dimension explains 12,7 % of the total variance, with a 

reliability value of ,712. The “hope/ effort dimension” had factor loadings 

of ,672; ,656; ,734; ,779 and ,701; explaining 9,95 % of the total variance, with 

a reliability value of ,697. In the “devotion/ sacrifice dimension”, the factor 

loadings were ,755; ,792; ,703; ,723 and ,651, explaining 9,86 % of the total 

variance, with a reliability value of ,783. 

For the “meaning dimension”, the factor loadings were ,709; ,710; 

,722; and ,673 explaining 7,73 % of the total variance, with a reliability 
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value of ,709. In the “membership dimension”, the factor loadings were 

,669; ,743; ,716; and 689, explaining 7,52 % of the total variance, with a 

reliability value of ,746. The “spiritual life dimension” had factor loadings 

of ,619; ,722; ,700; ,768 and ,771, explaining 7,36% of the total variance, 

with a reliability value of ,788. 

For the “organizational commitment dimension”, the factor 

loadings of ,706; ,799; ,733; ,729 and ,770, explaining 7,2% of the total 

variance, with a reliability value of ,703. The “productivity dimension” had 

factor loadings of ,688; ,694; ,703 and ,671, explaining 7,02% of the total 

variance, with a reliability value of ,771. Lastly, the “life satisfaction 

dimension” had factor loadings of ,806; ,783; ,721; ,765 and ,775, explaining 

6,97% of the total variance, with a reliability value of ,699. 

The overall reliability of the spiritual leadership questionnaire is ,786 

(KMS: ,815; Chi-Square: 3866,197; sd: 780; p:,000). All the sub-dimensions 

explain a total of 76,3% of the total variance. 

 
c. Correlation Results: Relationships Between Variables 

To examine whether organizational agility and its sub-dimensions 

affect spiritual leadership and its sub-dimensions, a correlation analysis was 

conducted to identify any relationship between the variables. Pearson’s 

correlation coefficient was used, as the data followed a parametric distribution. 

The result of the analysis are presented in Table 5. 

Table 5. Correlation analysis results between organizational agility 
and spiritual leadership variables 

Variables/ Sub-
dimensions 

1 2 3 4 5 6 7 8 9 10 11 12 13 

O
rg

an
iz

at
io

n
al

 

A
g

il
it

y
 

Competency (1) 1             
,000             

Flexibility (2) ,384** 1            
,000 ,000            

Responsiveness 
(3) 

,398** ,505** 1           
,000 ,000 ,000           

Speed (4) ,336** ,314** ,351** 1          
,000 ,000 ,000 ,000          

S
p

ir
it

u
al

 l
ea

d
er

sh
ip

 Vision (5) ,381** ,363** ,411** ,453** 1         
,000 ,000 ,000 ,000 ,000         

Hope-Effort (6) ,360** ,504** ,362** ,455** ,374** 1        
,000 ,000 ,000 ,000 ,000 ,000        

Devotion (7) ,409** ,404** ,425** ,358** ,368** ,460** 1       
,000 ,000 ,000 ,000 ,000 ,000 ,000       

Meaning (8) ,402** ,338** ,455** ,388** ,414** ,484** ,300** 1      
,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000      

Membership (9) ,467** ,355** ,459** ,383** ,442** ,562** ,453** ,422** 1     
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Variables/ Sub-
dimensions 

1 2 3 4 5 6 7 8 9 10 11 12 13 

,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000     
Spiritual Life (10) ,315** ,384** ,371** ,326** ,302** ,333** ,327** ,317** ,308** 1    

,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000    
Organizational 
commitment 
(11) 

,303** ,344** ,305** ,315** ,445** ,381** ,341** ,351** ,318** ,309** 1   
,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000   

Productivity 
(12) 

,319** ,388** ,322** ,341** ,405** ,442** ,365** ,330** ,365** ,394** ,346** 1  
,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  

Life satisfaction 
(13) 

,326** ,345** ,393** ,358** ,490** ,471** ,423** ,391** ,353** ,404** ,336** ,353** 1 
,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

**Correlation is significant at the 0.01 level (2-tailed). (**p < 0,01, * p < 0,05) 

A low-level, positive, and significant relationship was found between 

the competency dimension of organizational agility and the sub-dimensions 

of spiritual leadership (ranging from r =, 303; to r =, 467, p <0.00). Similarly, a 

low-level, positive, and significant relationship was observed between the 

flexibility dimension of organizational agility and the sub-dimensions of 

spiritual leadership (ranging from r =, 344 to r =, 504; p <0.00). There was also 

a low-level, positive, and significant relationship between the responsiveness 

dimension of organizational agility and the sub-dimensions of spiritual 

leadership (ranging from r =, 305; to r =, 459, p <0.00). Finally, a low-level, 

positive, and significant relationship was found between the speed dimension 

of organizational agility and the sub-dimensions of spiritual leadership (ranging 

from r =, 315; to r =, 455; p <0.00).  

In summary, there is a low-level, positive, and significant relationship 

between the sub-dimensions of organizational agility and the sub-dimensions 

of spiritual leadership. Based on these results, Hypothesis 1, which stated, 

“There is a positive relationship between spiritual leadership and organizational 

agility” was accepted. 

 
d. Regression results for variables 

Based on the evaluation of the correlation findings, it was determined 

that the sub-dimensions of the variables had positive and significant 

relationships with each other. However, to assess whether perceptions of 

spiritual leadership could influence perceptions of organizational agility, a 

regression analysis was conducted. The results of the regression analysis 

are presented in Table 6. 
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Table 6. Regression analysis results between organizational agility 
and spiritual leadership variables 

Model 
Coefficient  

Beta (β) t Sig. Mean St.Dev. 

Spiritual Leadership  
R2= ,028 F= 11,787, p= ,001 

,169 3,433 ,001 3,722 
,468 

a. Predictors (Contant), Organizational 
Agility 

 

Anovaa:Sig.;,000b Coefficienta: Sig.;,000b 

 
According to the regression analysis conducted to test the second 

hypothesis of the study, it was found that 28% of the variance in the 

dependent variable, organizational agility perception, was explained by the 

independent variable, spiritual leadership perception. This indicates that 

spiritual leadership has a significant and positive effect on organizational 

agility, with [(β =, 169), (p <0.05)] (R2:, 028; p:, 001).  

Based on these findings, Hypothesis 2, which stated, “Perception 

of spiritual leadership has a positive effect on the perception of 

organizational agility” was accepted. 

 
2. Discussion 

The purpose of this study is to examine the effectiveness of spiritual 

leadership in organizational agility practices. It proposes a nomological network 

of relationship using various integrated theoretical approaches, including leader-

member interaction theory, structural contingency theory, resource-based view, 

core competencies, organizational adaptability, and organizational flexibility. 

The study tests these relationships empirically using data from 405 employees in 

the manufacturing industry in Kayseri and Malatya, Türkiye. It contributes to 

the literature by discussing the hypotheses and findings within the research 

model. Theoretical implications are as follows: 

Considering organizational agility solely as flexibility and the ability 

to adapt to the environment may lead to incomplete practices for businesses. 

Research shows that when leaders establish positive relationships with their 

followers, they can influence employee behavior and contribute to the 

development of effective team members (Sparrowe & Liden, 2005). 
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Additionally, it has been argued that employees may go beyond their formal 

roles in contributing to the organization (Hui et al., 1999). It is expected that 

the positive interaction between a spiritual leader and employee will 

directly enhance the employee’s performance and work engagement.  

Secondly, as with other leadership styles, spiritual leaders are 

expected to uphold values and principles, strengthen employees’ sense of 

commitment, create shared values and visions, act in alignment with them, 

and support the development and career goals of their employees (Thoms, 

1996; Keyes et al., 1999). The basic capabilities assumption suggests that 

businesses gain value and strength through the integration of technology 

and knowledge (Petts, 1997). In this process, the most important resource is 

the employees who contribute intellectual and cultural capital (Hafeez et al., 

2002). Therefore, it is crucial for spiritual leaders to support employees’ 

individual development and career aspirations.  

Thirdly, human resources, considered one of the most crucial 

elements in today’s competitive environment, play a significant role in the 

strategic success of businesses (Schuler & Jackson, 2005; Ulum & Ulum, 2023). 

Research also supports the finding that human resources are key contributors 

to organizational performance (Chênevert & Tremblay, 2009) (Youndt et al., 

1996). If organizational agility is a tool for achieving strategic success, it 

follows that it should be supported by spiritual leadership. Spiritual leaders 

help individuals develop by tapping into their life force, helping them 

understand their purpose, and influencing their spiritual values, attitudes, 

and behaviors (Bothwell, 1986; Wijaya, 2022). When employees feel valued, 

they are more focused on strategic goals and can provide a competitive 

advantage to the business (Barney, 1991). 

Fourthly, a key characteristic of organizational agility is its ability to 

amplify the impact of both people and information (Sheridan, 1993; Devor et al., 

1997). Businesses aiming to succeed in adaptability, flexibility, and coping with 

uncertainty must focus on enhancing organizational agility (Sanchez & Nagi, 

2001; Ambrose & Morello, 2004; Jahanzaib et al., 2013; Hayati & Mujib, 2022). A 
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critical factor in achieving this is unlocking the potential of employees. Therefore, 

it is essential to create environments that enable employees to add value, 

particularly through the support of spiritual leadership. 

This study supports the generalizability of many existing theories. 

Spiritual leaders can foster a sense of working toward shared goals, bring 

meaning to the work process, and enhance productivity and efficiency 

(Sanders et al., 2005). The findings show that perceptions of spiritual leadership 

are positively related to perceptions of organizational agility, with each 

influencing the other. 

 
D. Conclusion 

This study offers insights into how the spiritual leadership model, 

when applied to human resource management, can support both competitive 

advantage and organizational agility, enabling businesses to adapt to 

environmental changes. Since no previous studies have examined these two 

variables together, the findings could not be compared with other research. 

First, managers should consistently act as spiritual leaders and provide 

extensive research and development opportunities for their subordinates. To 

support this, it is recommended to offer training that promotes employees’ 

professional development, supplement this training with practical applications, 

and reward participants. Second, while the literature emphasizes the importance 

of monitoring changes in the business environment and adapting to them as a 

competitive necessity, it overlooks how difficult it has become to keep pace with 

these rapid changes. 

Third, regardless of which post-modern approaches are adopted, it is 

crucial to understand that a holistic approach is necessary for their successful 

implementation. If a common perception does not emerge from business 

owners, managers, leaders, and all employees, these approaches may fail. 

Therefore, it is recommended to first cultivate positive perceptions among 

employees, as these will guide their attitudes and behaviors.  Finally, factors 

such as leaders’ personality traits, leadership styles, behaviors, and attitudes 

can influence employees’ individual perceptions, emotions, and behaviors. 
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This study was based on the idea that employees’ individual 

perceptions, emotions, and behaviors are key factors in corporate agility and 

moral leadership. The findings suggest that the positive interaction between 

spiritual leaders and employees can enhance employee performance and work 

engagement, ultimately contributing to organizational agility. The results 

indicate a significant positive relationship between organizational agility and 

spiritual leadership perceptions (ranging from r=.303; to r=.504; p). <0.00). 

Furthermore, spiritual leadership perceptions can explain 28% of the variance 

in organizational agility perceptions, with an impact of 18% [(β = , 169), (p < 

0.05)] (R2: 028; p: 001). 

As with most empirical studies, this research has several limitations. 

First, it was conducted within a specific cross-sectional framework, which limits 

the ability to make broad generalizations. Future research could benefit from 

longitudinal or experimental designs and by incorporating other leadership 

approaches. Using multiple data sources and testing similar models in different 

countries could also enhance the generalizability of the findings. Additionally, 

supporting the factors that influence perceptions with interviews and diverse 

techniques in future studies may lead to more accurate results. 

 
Bibliography 

Akkaya, B. &, & Tabak, A. (2018). Örgütsel Çeviklik Ölçeğinin Türkçeye 
Uyarlanması: Geçerlik ve Güvenirlik Çalışması. İş ve İnsan Dergisi, 
5(2), 185–206. https://doi.org/10.18394/IID.439184. 

Ambrose, C., & Morello, D. (2004). Designing the Agile Organization: 
Design Principles and Practices. Gartner Strategic Analysis Report, 
R-21-7532. 

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. 
Journal of Management, 17(1), 99-120. 
https://doi.org/10.1177/014920639101700108. 

Bothwell, L. (1986). The Human Factor for Optimal Solutions. In H.M.P. & 
T.R. Hoverland (Ed.), Crisis Management in Higher Education (1st 
ed., 14(2), 73–80). San Francisco: Jossey-Bass. 

Cegarra-Navarro, J.G., Soto-Acosta, P., & Wensley, A.K.P. (2016). Structured 
Knowledge Processes and Firm Performance: The Role of 

https://doi.org/10.18394/IID.439184
https://doi.org/10.1177/014920639101700108


The Effect of Perceived Spiritual Leadership on Organizational Agility: A Field Study 

Ömer Okan Fettahlıoğlu et al. 

 

    JIP-The Indonesian Journal of the Social Sciences   {217 

Organizational Agility. Journal of Business Research, 69(5), 1544-1549. 
https://doi.org/10.1016/j.jbusres.2015.10.014. 

Charles, G.L., Travis, F., & Smith, J. (2014). Policing and Spirituality: Their 
Impact on Brain Integration and Consciousness. Journal of 
Management, Spirituality and Religion, 11(3), 230-244. 
https://doi.org/10.1080/14766086.2014.887479. 

Chênevert, D., & Tremblay, M. (2009). Fits in Strategic Human Resource 
Management and Methodological Challenge: Empirical Evidence 
of Influence of Empowerment and Compensation Practices on 
Human Resource Performance in Canadian Firms. International 
Journal of Human Resource Management, 20(4), 738-770. 
https://doi.org/10.1080/09585190902770547. 

Chung, S., Lee, K.Y., & Kim, K. (2014). Job Performance Through Mobile 
Enterprise Systems: The Role of Organizational Agility, Location 
Independence, and Task Characteristics. Information and Management, 
51(6), 605-617. https://doi.org/10.1016/j.im.2014.05.007. 

Crossman, J. (2011). Environmental and spiritual leadership: Tracing the 
synergies from an organizational perspective. Journal of Business 
Ethics, 103(4), 553–565. https://doi.org/10.1007/s10551-011-0880-3  

Devor, R., Graves, R., & Mills, J.J. (1997). Agile manufacturing research: 
Accomplishments and opportunities. IIE Transactions (Institute of 
Industrial Engineers), 29(10), 813-823. 
https://doi.org/10.1080/07408179708966404. 

Eisler, R., & Montuori, A. (2003). The Human Side of Spirituality. Handbook of 
Spirituality and Organizational Performance. 

Fry, L W. (2003). Toward a Theory of Spiritual Leadership. The Leadership Quarterly, 
14(6), 693–727. https://doi.org/10.1016/J.LEAQUA.2003.09.001. 

Fry, L.W., Matherly, L.L., & Robert Ouimet, J. (2010). The Spiritual 
Leadership Balanced Scorecard Business Model: The case of the 
Cordon Bleu-Tomasso Corporation. Journal of Management, 
Spirituality and Religion, 7(4), 283-314. 
https://doi.org/10.1080/14766086.2010.524983. 

Fry, L.W., Matherly, L.L., Whittington, J.L., & Winston, B.E. (2007). Spiritual 
Leadership as an Integrating Paradigm for Servant Leadership. In S., 
& F.D., (Singh-Sengupta (Ed.), Integrating Spirituality and Organizational 
Leadership (1st ed., 70–82). Macmillan India Ltd. 

https://doi.org/10.1016/j.jbusres.2015.10.014
https://doi.org/10.1080/14766086.2014.887479
https://doi.org/10.1080/09585190902770547
https://doi.org/10.1016/j.im.2014.05.007
https://doi.org/10.1007/s10551-011-0880-3
https://doi.org/10.1080/07408179708966404
https://doi.org/10.1016/J.LEAQUA.2003.09.001
https://doi.org/10.1080/14766086.2010.524983


 p-ISSN: 2338-8617 

Vol. 13, No. 1, January 2025 e-ISSN: 2443-2067 
 

 218}   JIP-The Indonesian Journal of the Social Sciences   

Fry, L.W., Vitucci, S., & & Cedillo, M. (2005). Spiritual Leadership and 
Army Transformation: Theory, Measurement, and Establishing a 
Baseline. The Leadership Quarterly, 16(5), 835–362. 
https://doi.org/10.1016/j.leaqua.2005.07.012.   

Ganguly, A., Nilchiani, R., & Farr, J.V. (2009). Evaluating Agility in Corporate 
Enterprises. International Journal of Production Economics, 118(2), 410–
423. https://doi.org/https://doi.org/10.1016/j.ijpe.2008.12.009. 

Goldman, S.L., Nagel, R.N., & Preiss, K. (1995). Agile Competitors and 
Virtual Organizations: Strategies for Enriching the Customer. Long 
Range Planning, 29. 

Guillory, W. A. (2000). The Living Organization: Spirituality in the Workplace, 
Innovations International Inc., Salt Lake City, UT., 1–19. 

Hafeez, K., Zhang, Y.B., & Malak, N. (2002). Core Competence for Sustainable 
Competitive Advantage: A Structured Methodology for Identifying 
Core Competence. IEEE Transactions on Engineering Management, 
49(1), 28-35. https://doi.org/10.1109/17.985745. 

Hasanudin, Kamsi, & Anshori, A. Y. (2024). The Contestation of Legal 
Foundations in the Resolution of Islamic Economic Disputes in 
Religious Courts. Al-Manahij: Jurnal Kajian Hukum Islam, 18(2), 271–
288. https://doi.org/10.24090/mnh.v18i2.11934. 

Hayati, R. F., & Mujib, A. (2022). Dispute Resolution on Mudārabah 
Musytarakah Contract on Sharia Insurance in Indonesia: Between 
Regulation and Practice. El-Mashlahah, 12(1), 14–36. 
https://doi.org/10.23971/elma.v12i1.3795. 

Hui, C., Law, K.S., & Chen, Z.X. (1999). A Structural Equation Model of 
the Effects of Negative Affectivity, Leader-Member Exchange, and 
Perceived Job Mobility on in-Role and Extra-Role Performance: A 
Chinese Case. Organizational Behavior and Human Decision Processes, 
77(1), 3-21. https://doi.org/10.1006/obhd.1998.2812. 

IBM Corp. (2021) IBM SPSS Statistics for Windows. Version 28. IBM Corp.,       
Armonk. 

Jackson, M., & Johansson, C. (2003). An Agility Analysis from a Production 
System Perspective. Integrated Manufacturing Systems, 14(6), 482-488. 
https://doi.org/10.1108/09576060310491342. 

https://doi.org/10.1016/j.leaqua.2005.07.012
https://doi.org/https:/doi.org/10.1016/j.ijpe.2008.12.009
https://doi.org/10.1109/17.985745
https://doi.org/10.24090/mnh.v18i2.11934
https://doi.org/10.23971/elma.v12i1.3795
https://doi.org/10.1006/obhd.1998.2812
https://doi.org/10.1108/09576060310491342


The Effect of Perceived Spiritual Leadership on Organizational Agility: A Field Study 

Ömer Okan Fettahlıoğlu et al. 

 

    JIP-The Indonesian Journal of the Social Sciences   {219 

Jahanzaib, M., Masood, S.A., Akhtar, K., & Ali, K. (2013). Managing 
Competitiveness using Production Volumes - Product Variety 
Model for Automobile Industry. Life Science Journal, 10(4s), 202-208. 
https://www.academia.edu/82235312. 

Jurkiewicz, C.L., & Giacalone, R.A. (2019). Spirituality and the Workplace. 
In The Routledge International Handbook of Spirituality in Society and 
the Professions. https://doi.org/10.4324/9781315445489_30. 

Keyes, M.W., Hanley-Maxwell, C., & Capper, C.A. (1999). Spirituality? It’s 
the Core of my Leadership: Empowering Leadership in an Inclusive 
Elementary School. Educational Administration Quarterly, 35(2), 203-
237. https://doi.org/10.1177/00131619921968527. 

Krishnakumar, S., Houghton, J.D., Neck, C.P., & Ellison, C.N. (2015). The 
“Good” and the “Bad” of Spiritual Leadership. Journal of 
Management, Spirituality and Religion, 12(1), 17-37. 
https://doi.org/10.1080/14766086.2014.886518. 

Kurtar, Ş. (2009). Ruhsal Liderlik ölçeği: Türkçe Dilsel Eşdeğerlilik, Geçerlilik ve 
Güvenirlilik Çalışması [Department of Educational Supervision and 
Management]. Yeditepe University Social Sciences Institute. 

Mehdibeigi, N., Dehghani, M., & Yaghoubi, N. mohammad. (2016). Customer 
Knowledge Management and Organization’s Effectiveness: Explaining 
the Mediator Role of Organizational Agility. Procedia - Social and 
Behavioral Sciences, 230. 94-103. 
https://doi.org/10.1016/j.sbspro.2016.09.012. 

Meng, Y. (2016). Spiritual Leadership at the Workplace: Perspectives and 
Theories (Review). In Biomedical Reports, 5(4), 408-412. 
https://doi.org/10.3892/br.2016.748. 

Mitroff, I.I., & Denton, E.A. (1999). A Study of Spirituality in the 
Workplace. Sloan Management Review, 40(4), 83-92. 

https://dialnet.unirioja.es/servlet/articulo?codigo=2486721.  

Moch. Khoirul Anwar, Ridlwan, A. A., Yan Putra Timur, Citra Dewi, T. N. 
L., Juliana, J., & Anwar Adem Shikur. (2024). Business Success of 
Asnāf Women’s Entrepreneur: an Islamic Law Perspective. AL-
IHKAM: Jurnal Hukum & Pranata Sosial, 19(1), 1–26. 
https://doi.org/10.19105/al-lhkam.v19i1.8690. 

https://www.academia.edu/82235312
https://doi.org/10.4324/9781315445489_30
https://doi.org/10.1177/00131619921968527
https://doi.org/10.1080/14766086.2014.886518
https://doi.org/10.1016/j.sbspro.2016.09.012
https://doi.org/10.3892/br.2016.748
https://dialnet.unirioja.es/servlet/articulo?codigo=2486721
https://doi.org/10.19105/al-lhkam.v19i1.8690


 p-ISSN: 2338-8617 

Vol. 13, No. 1, January 2025 e-ISSN: 2443-2067 
 

 220}   JIP-The Indonesian Journal of the Social Sciences   

Moxley, R. S. (2000). Leadership and Spirit: Breathing New Vitality and Energy 
into Individuals and Organizations (1st ed.). San Francisco: Jossey-
Bass Publishers. 

Petts, N. (1997). Building Growth on Core Competences - A Practical 
Approach. Long Range Planning, 30(4), 551-561. 
https://doi.org/10.1016/S0024-6301(97)00034-4. 

Pfeffer, J. (2010). Business and the Spirit: Management Practices that Sustain 
Values. In R.A. Giacalone, & C.L. Jurkiewicz (Eds.), Handbook of 
Workplace Spirituality and Organizational Performance, 29-45, 3rd 
Edition, Routledge. https://doi.org/10.4324/9781315703817.  

Pio, R.J., & Tampi, J.R.E. (2018). The Influence of Spiritual Leadership on 
Quality of Work Life, Job Satisfaction and Organizational Citizenship 
Behavior. International Journal of Law and Management, 60(2), 757-767. 
https://doi.org/10.1108/IJLMA-03-2017-0028. 

Rismayanti, T., Setiyanto, D. A., & Auzai, M. (2022). Long-Distance 
Relationship Family Resilience Strategy and Its Relevance to the 
Development of Islamic Family Law in Indonesia. Journal of Islamic 
Law, 3(2), 132–158. https://doi.org/10.24260/jil.v3i2.842. 

Sanchez, L.M., & Nagi, R. (2001). A Review of Agile Manufacturing 
Systems. International Journal of Production Research, 39(16), 3561-
3600. https://doi.org/10.1080/00207540110068790. 

Sanders, J.E., Hopkins, W.E., & Geroy, G.D. (2005). A Causal Assessment 
of the Spirituality-Leadership-Commitment Relationship. Journal of 
Management, Spirituality and Religion, 2(1), 39-66. 
https://doi.org/10.1080/14766080509518566. 

Sass, J.S. (2000). Characterizing Organizational Spirituality: An Organizational 
Communication Culture Approach. Communication Studies, 51(3), 195-
217. https://doi.org/10.1080/10510970009388520. 

Schuler, R.S., & Jackson, S.E. (2005). A Quarter-Century Review of Human 
Resource Management in the U.S.: The Growth in Importance of 
the International Perspective. Management Revu, 16(1), 195-217. 
https://doi.org/10.5771/0935-9915-2005-1-11. 

Seo, D., & La Paz, A.I. (2008). Exploring the Dark Side of IS in Achieving 
Organizational Agility. Communications of the ACM, 51(11), 136-139. 
https://doi.org/10.1145/1400214.1400242. 

https://doi.org/10.1016/S0024-6301(97)00034-4
https://doi.org/10.4324/9781315703817
https://doi.org/10.1108/IJLMA-03-2017-0028
https://doi.org/10.24260/jil.v3i2.842
https://doi.org/10.1080/00207540110068790
https://doi.org/10.1080/14766080509518566
https://doi.org/10.1080/10510970009388520
https://doi.org/10.5771/0935-9915-2005-1-11
https://doi.org/10.1145/1400214.1400242


The Effect of Perceived Spiritual Leadership on Organizational Agility: A Field Study 

Ömer Okan Fettahlıoğlu et al. 

 

    JIP-The Indonesian Journal of the Social Sciences   {221 

Sharifi, H., & Zhang, Z. (1999). Methodology for Achieving Agility in 
Manufacturing Organisations: An Introduction. International Journal of 
Production Economics, 62(1), 7-22. https://doi.org/10.1016/S0925-
5273(98)00217-5. 

Sherehiy, B., & Karwowski, W. (2014). The Relationship between Work 
Organization and Workforce Agility in Small Manufacturing Enterprises. 
International Journal of Industrial Ergonomics, 44(3), 466-473. 
https://doi.org/10.1016/j.ergon.2014.01.002. 

Sherehiy, B., Karwowski, W., & Layer, J.K. (2007). A Review of Enterprise 
Agility: Concepts, Frameworks, and Attributes. International 
Journal of Industrial Ergonomics, 37(5), 445–460. 
https://doi.org/10.1016/j.ergon.2007.01.007.  

Sheridan, J.H. (1993). Agile Manufacturing: Stepping Beyond lean 
Production. Industry Week, 242(8), 30-46. 

Shin, H., Lee, J.N., Kim, D., & Rhim, H. (2015). Strategic Agility of Korean 
Small and Medium Enterprises and its Influence on Operational 
and Firm Performance. International Journal of Production Economics, 
168, 181-196. https://doi.org/10.1016/j.ijpe.2015.06.015. 

Smith, G., Minor, M., & Brashen, H. (2018). Spiritual Leadership: A Guide 
to a Leadership Style that Embraces Multiple Perspectives. Journal 
of Instructional Research, 7(1), 80-89. 
https://doi.org/10.9743/jir.2018.7. 

Sparrowe, R.T., & Liden, R.C. (2005). Two Routes to Influence: Integrating 
Leader-Member Exchange and Social Network Perspectives. In 
Administrative Science Quarterly, 50(4), 505-535. 
https://doi.org/10.2189/asqu.50.4.505. 

Supriyadi, A. P., Fidhayanti, D., Ramadhita, R., & Noh, M. S. bin M. 
(2023). Green Sukuk in Indonesia: Unraveling Legal Frameworks 
for Sustainable Islamic Bonds. El-Mashlahah, 13(2), 151–180. 
https://doi.org/10.23971/el-mashlahah.v13i2.7372. 

Syaikhu, S., Norwili, N., & Adawiyah, R. (2022). The Zakat Management 
Legal Conflict of the Prismatic Society in Central Kalimantan. Al-
Manahij: Jurnal Kajian Hukum Islam, 16(2), 209–222. 
https://doi.org/10.24090/mnh.v16i2.6014. 

Syufa’at, S., Zaidi, S. M. S., & Mutholaah, M. (2023). Sandwich Generation in 
Contemporary Indonesia: Determining Responsibility in Caring for 

https://doi.org/10.1016/S0925-5273(98)00217-5
https://doi.org/10.1016/S0925-5273(98)00217-5
https://doi.org/10.1016/j.ergon.2014.01.002
https://doi.org/10.1016/j.ergon.2007.01.007
https://doi.org/10.1016/j.ijpe.2015.06.015
https://doi.org/10.9743/jir.2018.7
https://doi.org/10.2189/asqu.50.4.505
https://doi.org/10.23971/el-mashlahah.v13i2.7372
https://doi.org/10.24090/mnh.v16i2.6014


 p-ISSN: 2338-8617 

Vol. 13, No. 1, January 2025 e-ISSN: 2443-2067 
 

 222}   JIP-The Indonesian Journal of the Social Sciences   

Elderly under Islamic Law and Positive Law. Al-Manahij: Jurnal Kajian 
Hukum Islam, 17(2), 167–182. https://doi.org/10.24090/mnh.v17i2.9371. 

Thoms, P. (1996). The Leadership Challenge: How to Keep Getting 
Extraordinary things Done in Organizations (2nd ed.), by James M 
Kouzes and Barry Z. Posner. (1995). San Francisco: Jossey‐Bass. 432 
pp., $27.50 cloth. Human Resource Development Quarterly, 7(3), 300–
303. https://doi.org/10.1002/hrdq.3920070312. 

Tsourveloudis, N.C., & Valavanis, K.P. (2002). On the Measurement of 
Enterprise Agility. Journal of Intelligent and Robotic Systems: Theory 
and Applications, 33(3), 329–342. 
https://doi.org/10.1023/A:1015096909316/METRICS. 

Ulum, K. M., & Ulum, M. K. (2023). Screening Standards in Sharia Capital 
Market Investor Legal Protection. El-Mashlahah, 13(1), 77–91. 
https://doi.org/10.23971/el-mashlahah.v13i1.5791. 

Wahid, N.K.A., & Mohd. Mustamil, N. (2017). Ways to Maximize the 
Triple Bottom Line of the Telecommunication Industry in 
Malaysia: The Potentials of Spiritual Well-Being through Spiritual 
Leadership. Journal of Organizational Change Management, 30(2), 
263-280. https://doi.org/10.1108/JOCM-07-2015-0105. 

Wahyudi, I., Nasrudin, M., & Sainul. (2021). Quantification of Sell-Buy 
Objects in Borongan Transaction at Metro City: An Islamic Law 
Perspective. Journal of Islamic Law, 2(1), 94–118. 
https://doi.org/10.24260/jil.v2i1.165. 

Wijaya, N. H. (2022). The Challenges of Sharia Pawnshops in Indonesia in 
the Era of the Industrial Revolution 4.0. El-Mashlahah, 12(1), 52–69. 
https://doi.org/10.23971/elma.v12i1.3910. 

Youndt, M.A., Snell, S.A., Dean, J.W., & Lepak, D.P. (1996). Human 
Resource Management, Manufacturing Strategy, and Firm 
Performance. Academy of Management Journal, 39(4), 836-866. 
https://www.jstor.org/stable/256714. 

 

 

https://doi.org/10.24090/mnh.v17i2.9371
https://doi.org/10.1002/hrdq.3920070312
https://doi.org/10.1023/A:1015096909316/METRICS
https://doi.org/10.23971/el-mashlahah.v13i1.5791
https://doi.org/10.1108/JOCM-07-2015-0105
https://doi.org/10.24260/jil.v2i1.165
https://doi.org/10.23971/elma.v12i1.3910
https://www.jstor.org/stable/256714

