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1. Introduction

In todays, most of organizations understood the difficulty to perform their business works and tasks without lying on
technological advanced systems and applications. The rapid change in the competition market and the massive technological
revolution forced organizations to adopt technological solutions in most of their departments to help employees to perform
their operations and tasks in better way especially with the strong entry of business intelligence capabilities. In project human
resource department organizations increased the transformation of most practices through artificial intelligence driven tools
such as Al agents which effects which has a significant impact on enhancing HR strategies (Budhwar et al., 2023). The
importance of relying on Al solutions has been understood from HR managers in the goal of meeting rapid change,
communicating professionally with market labor demands, and enhancing decision making processes effectiveness (Bratton
etal., 2021).

In PHRM field, the usage of Al agents give organizations ability to increase the collaboration between HR professionals and
experts, meeting suddenly risks, and adopt effective strategies (Budhwar et al., 2023). Also, Al agents have strong points in
dealing with problems transparently, enhancing performance monitoring and controlling, and increase the efficiency of HR
tasks such as recruitment, training, incentives, and performance management (Chandra et al., 2022). Workforce dynamics
one of the important topics which most of HR departments try to understand in order to know how to manage and deal with
labors dynamic change, and it is defined as how labors based on their demographic factors such as age, gender and based on
their behavior, attitudes, skills, and mentalities deal with the market labor changes, technological revolutions, governmental
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regulations, and organizational culture and leadership which helps most of organizations to adopt talent management strategy
and teach employees how to engage with their tasks in innovative way (Haider & Ali, 2024).

The technological dimension is one of the most significant dimensions which affect positively on workforce dynamics. the
technological tools such as artificial intelligence, digital software’s, platforms, and tools relationship between affected the
nature of labors and workforce and teach them how to conduct businesses with minimizing repetitive tasks, how to enhance
their own skills, the importance of continues learning to adopt with the huge technological revolutions and changes, and
reskilling to meet and learn any new demands and requirements which forces most of traditional organizations to rethinking
and applying advanced technology for enhancing project human resource performance management (Salama et al., 2025).

Furthermore, many organizations work on increasing the job hugging for their employees even if they are meet many
challenges related with their jobs such as becoming unsatisfied, or finding other better jobs with better salaries, or if there are
limited jobs, or issues related with security and job stability (Ait et al., 2025). Most of employees prefer to stay on their jobs
more than pursuing for new managerial roles on their careers or finding new jobs because of their fears for changing and
meeting new challenges (Jain, 2022). Additionally, working in unstable economic situation or with high unemployment rates
pushed employees to stay on their jobs but without the spirit or loyalty to the work, studies have focused on measuring the
impact of applying advanced technological tools, such as artificial intelligence, on increasing employee efficiency and
commitment to their jobs (Koren et al., 2021).

Another important element on this research is the project human resource management, which is an approach the organization
starts to adopt and apply in order to manage their people effectively and ensuring that organization goals are being achieved
(Lwin, 2024). The most important point on applying project human resource management is how to align it with the
organization strategy in order to perform tasks such as training, performance controlling and managing, contract, incentives,
and employee engagement (He et al., 2025). lastly, talent management is considered one of the PHRM important elements
and bring talents to work within the organization in today's become not enough organizations should build and create
innovative and stable environment to encourage employees to feel security, increase loyalty rate, applying fair compensation
system (Islam et al., 2023).

2. Theoretical Analysis and Research Hypothesis
2.1 Artificial Intelligence Agents (AIA)

Al agents are independent technological systems which used to redesign and understand the organizational environment
based on it is current situation and circumstances (Kortemeyer, 2023). The strength point of Al agent’s lies on his differentiate
from other traditional systems which the business environment should be aligned with software procedures and rules (Gizzi
et al.,, 2022). Al agents adapt with the situations within the organization, apply proactive approach, and strength his
capabilities from learning from trails (Alodjants et al., 2024). The integration between Al agents and the expert from trials
give the decision maker within HR department the ability to work in unstable, complex, and dynamic environments (Asaad
et al., 2021). Al agents has many types which depend on the nature of usage such as Al agents for incomes, Al agents for
learning, and Al agents for achieving goals, for example in robotics sector Al agents aim to automate business, overcoming
obstacles and doing what is required and in online websites and social media platforms Al agents aim to understand how
users think, behave, and prefer (Chandra et al., 2022). Al agents also have the ability to create a collaborative environment
that helps everyone work together to address the growing environmental complexities, creating a collaborative, creative, and
collective work environment that helps organizations understand and address potential risks and helps connect Al systems
with real-world functions (Gizzi et al., 2022).So far, working with Al agents is considered a vague and ambiguous topic that
requires further studies to discover its true impact on organizations. The reason for this is its mysterious and unlimited
capabilities in discovering implicit added value and increasing rates of innovation, creativity, and work mastery to ensure
that project human resources objectives are aligned with the organization’s strategy to serve society and humanity
(Kortemeyer, 2023).

2.2 Workforce Dynamics (WD)

Workforce dynamics is defined as a measure of employees' capabilities, behavior, interaction, and adaptation to internal
changes and external conditions, which together constitute the employees' abilities to work collectively to achieve the
organization's goals (Waugh, 2024). The importance of workforce dynamics lies on measuring changes on the nature of
workforce such as changes on compositions, diversity, technological and societal changes which make employees able to
work under various conditions and difficulties, which gives organizations the ability to compete and achieve sustainability in
work (Assaad & El-Adaway, 2021). another important element which change the workforce dynamics is the role of digital
tools and software which assist in creating digital teams and work, that increase the collaboration and interactions between
employees within the organization and with external experts the thing that helped in cognitive development and improving
the capabilities and skills of employees (Jha et al., 2025). but in the field of workforce dynamics it still important to discuss
on more research that focuses on workforce management and attempts to solve issues such as centralized systems that are
resistant to change and cognitive mismatch, and also to focus on measuring the impact of using advanced technology and
artificial intelligence systems in helping the project human resources department manage the workforce more effectively
(Waugh, 2024).
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2.3 Job Hugging (JH)

This term refers to employees' intention to stay in their jobs and not consider changing jobs due to changing work conditions,
daily work pressure, continuous management changes, changing nature of the workforce and organizational culture, and the
introduction of massive technological developments represented by artificial intelligence tools and software, which require
new skills and distinct capabilities to achieve the ability to perform tasks without difficulty or inability to perform them (Ait
et al., 2025). Organizations focus on increasing the tendency to maintain their positions in order to create a work environment
with permanent continuity capabilities. Organizations tend to retain their employees who are familiar with their nature and
rules rather than acquiring new employees and starting to educate them and provide them with new training courses (Jain,
2022). Dealing with centralized systems that are resistant to change, represented by the introduction of information
technology to perform work, has made organizations late in performing their work, reduced rates of innovation and creativity,
reduced the results of using modern technology, and the need to respond to the massive changes in the business market. All
of these conditions affect employees' intention to maintain their jobs, remain within the organization for a longer period, and
not search for another job or a new work environment (Castafio et al., 2024). Until now, this concept needs more studies to
know the reasons for resistance to the application of technological systems, resistance to the culture of organizations, lack of
confidence in business automation, and the psychological and behavioral impact of employees after the application of
technology and its impact on business performance and on increasing the rates of creativity and innovation for employees
(Yazici et al., 2024).

2.4 Project human resource management (PHRM)

It is represented by the ability of employees to manage their staff and perform their daily work, including employee training
and development, employee contracts, salaries and compensation, performance management, and all tasks related to project
human resources management, which perform the organization's main functions to achieve alignment with the organization's
strategic plan as a whole, increase employees' ability to use modern advanced technology, and increase employee loyalty to
their work (Stone et al., 2024). Project human resource management is important in increasing organizations' ability to
compete and possess competitive advantages, increasing their ability to operate in a constantly changing work environment,
increasing organizational flexibility, creating a diverse and inclusive work environment for all cultures, experiences, and
skills, and engaging employees in the long-term decision-making process (Budhwar et al., 2023). However, given the
importance of project human resource management as an important sector, further studies are needed to understand the impact
of applying advanced technology tools, such as artificial intelligence tools, and project human resources in achieving
sustainable development. Understanding the capabilities related to governance and modern and flexible business strategies
allows for effective project human resource management and talent management, achieving alignment with the organization's
strategic plans, and achieving goals and values with distinct and diverse meanings (Da Silva et al., 2022).

2.5 Digital Competency (DC)

Digital competency represents the ability of individuals and employees within an organization to optimally utilize information
technology applications, systems, and tools to perform business and support decision-making processes based on the use of
data analysis to deliver what customers want and add value to products and services (Basilotta et al., 2022). The strength of
digital competency lies in its key dimensions: cognitive abilities, the ability to adapt to changing circumstances, creativity
and innovation in the most challenging and delicate circumstances, and digital and ethical competence in performing work
with high professionalism (Basilotta et al., 2022). Digital competency has proven that employees who possess high
proficiency in using advanced technological tools are employees with distinguished knowledge and are able to help
organizations gain competitive advantages, relying on their advanced cognitive and creative abilities, based on their digital
skills and competence (Khoo et al., 2024). In addition, digital competency has proven its ability to create a collaborative,
creative, and non-competitive work environment among employees. Tondeur et al. (2023) discussed that enhancing teamwork
and team spirit, giving organizations the ability and flexibility to compete in challenging and changing economic, political,
and social conditions that directly impact organizations across all sectors. Digital competency remains a challenge for
organizations due to the unequal use of technology due to generational differences, the increased resistance to change in
traditional, centralized systems, and issues related to data security and protection, the need for continuous learning and
training, and creative governance that help organizations achieve business sustainability under all circumstances (Basilotta
et al., 2022).

2.6 Organizational Agility (OA)

The ability of organizations to respond quickly to any internal and external changes to maintain competitiveness in a
competitive labor market, and it is considered difficult for most of organizations because it requires more flexibility in
operations, responding in fast way to market changes, increasing innovation and creativity, and creating more added values
for end services and products (Ajgaonkar et al., 2022). The importance of increasing flexibility within the organization as a
concept has become more important after starting the implementation of digital transformation and artificial intelligence
applications within firms which make organization environments more accepting of changes, implementing the application
of various types of modern technology, the adoption of creative ideas, and the development of knowledge-based strategies
under complex working conditions (Arsawan et al., 2022). finally, it stills a challenge for most of organizations due to the
resistance of a centralized, hierarchical culture to change and the lack of understanding of collective work and decision-
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making, especially the culture of individual work and unilateral decision-making, which over time affects the ability of
individuals to perform their work creatively, increases internal employee frustration rates, and lacks alignment with the
organization's strategies and main objectives (Kumkale et al., 2022).

2.7 Research Hypotheses

Based on the theoretical framework and literature review, the study proposes the following hypotheses:

Hu: Artificial Intelligence Agents (AIA) positively impact Workforce Dynamics (WD).

Ha: Artificial Intelligence Agents (AIA) positively impact Job Hugging (JH).

H3s: Artificial Intelligence Agents (AIA) positively impact Project human resource management (PHRM).

Ha: Artificial Intelligence Agents (AIA) positively impact Workforce Dynamics (WD) through Digital Competency (DC).
Hs: Artificial Intelligence Agents (AIA) positively impact Job Hugging (JH) through Digital Competency (DC).

He: Artificial Intelligence Agents (AIA) positively impact Project human resource management (PHRM) through Digital
Competency (DC).

H7: Artificial Intelligence Agents (AIA) positively influence Workforce Dynamics (WD) over Organizational Agility (OA).
Hs: Artificial Intelligence Agents (AIA) positively affect Job Hugging (JH) through Organizational Agility (OA).

Ho: Artificial Intelligence Agents (AIA) positively impact Project human resource management (PHRM) by Organizational
Agility (OA).

Job Hugging
()

Organizational
Agility (0A)

Fig. 1. Research Model

Project HRM

3. Research Methodology

The University of Jordan was a selection of as the research site in line for to its rank as the major, most reputable, and oldest
Jordanian university, its center on effecting advanced technological implements and systems, and its commitment to evolving
the Project human resources Department, which is a supportive section for all the university's educational, administrative,
and administrative capabilities and units. A questionnaire was considered involving of six main axes, each with five questions.
A five-point Likert scale (1: strongly disagree to 5: strongly agree) was used to correctly answer each question. The research
questionnaire was created based on preceding exploration and educations related to artificial intelligence agents as an
independent variable, and workforce dynamics, job retention, and project human resource management as dependent
variables. In addition, previous studies were used to design the axes for the intermediate variables: digital efficiency and
organizational flexibility. A total of 522 questionnaires were disseminated, and 431 valid forms were resumed for study.

3.1 Data Analysis Procedure

All data which collected from the academic and administrative staff in the university of Jordan and analyzed through using
AMOS in the goal of defining the relationship between the independent study variable, represented by artificial intelligence
agents, and the dependent variables, represented by digital competence, job retention, and project human resource
management. The analysis process began by reviewing the data to ensure the absence of conflict, disagreement, or
inconsistency. The mean deviation and variance values were then used to assess the distribution. To degree research
consistency and research validity of the study, Cronbach's alpha, mean variance extracted, and composite reliability were
used. The Fornell-Larcker criterion was also used for measuring and assessing discriminant validity, and the square root of
the mean variance extracted for each study variable was used to confirm correlations with other variables were exceeded. To
measure and talk over the research hypotheses, structural equation modeling was implemented. Path coefficients, standard
errors, and critical ratios were used for defining and measuring the significances of the connections signified by the study
propositions. In conclusion, facilitation investigation was used to measure the impact of digital efficiency and organizational
flexibility as mediating variables between the independent study variable of artificial intelligence agents and the dependent
study variables of workforce dynamics, job retention, and project human resource management.
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Table 1
Demographic information of the participants.
Variable Category Frequency Percent
Female 120 28%
Gender Male 311 72%
From 23 to 30 Years Old 223 52%
Age From 31 to 40 Years Old 121 28%
From 41 to 55 Years Old 79 18%
Above 56 8 2%
Education Diploma 73 17%
Bachelor 269 62%
Master 53 12%
PhD 36 9%
Position Level Operational Level 280 65%
Managerial Level 81 19%
Top University Management 70 16%

Table 1 represents the demographic analysis of the research survey’s respondents, the importance of key characteristics as
follows: gender, age, education, and position level. It discloses a gender imbalance, with males involving a significant
majority (72%) linked to females (28%). The age distribution indicates that most participants (52%%) were from 23 to 30
years old, (28%) from 31 to 40 years old, (18%) from 41 to 55 years old, and a little bit (8%) fell above 56 years old. About
the education level, bachelor’s degree becomes the highest percentage with (62%), then diploma degree with (17%), then the
master’s degree with (12%), and the last and smallest percentage for PhD degree with (9%). Finally, about the position level
the operational level got the highest percentage with (65%), then the managerial level comes in second with (19%), and the
top university level comes in last with (16%).

4.2 Measurement Model: Reliability and validity test

Table 2 shows the values of reliability and convergent validity for research main constructs: AI Agents, workforce dynamics,
job hugging, project human resource management, digital competency, and organizational agility.

Table 2

Reliability and Validity Test

Items Outer Loadings Cronbach's Alpha CR AVE
AIAl 0.751
Artificial Intelligence Agents (AIA) AIA2 0914
AJA3 0.864 0.746 0.711 0.845
AlA4 0.743
AIAS 0.679
WDI1 0.833
WD2 0.769
WD3 0.614 0.713 0.709 0.815
Workforce Dynamics (WD) WD4 0.632
WD5 0.903
JH1 0.736
JH2 0.781
JH3 0.794 0.811 0.787 0.887
Job Hugging (JH) JH4 0.782
JHS 0.788
PHRM1 0.694
PHRM2 0.706
PHRM3 0.711 0.769 0.746 0.880
Project human resource management (PHRM) PHRM4 0.781
PHRMS 0.746
DC1 0.717
DC2 0.746
DC3 0.723 0.814 0.720 0.926
Digital Competency (DC) DC4 0.794
DCS 0.662
OAl 0.934
Organizational Agility (OA) 0OA2 0.874
OA3 0.862 0.771 0.732 0.933
OA4 0.852
OAS5 0.831

Model Fitness

RMSEA=0.228; RMR=0.114; GFI= 0.375; CFI= 0.428

Based on results, values showed strong relationships between each variable with its items, and the range found for all variables
between 0.614 and 0.934. Cronbach’s alpha values, which measure internal consistency, are all larger than the 0.7 threshold,
with the highest being 0.814 for digital competency, suggesting good reliability across all constructs. Furthermore, all values
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of Composite Reliability are larger than 0.7. Lastly, the Average Variance Extracted values larger than 0.5 for each variable
which confirm the tolerable convergent validity. Based on research results the research model has strong reliability and
validity characteristics which are ready for analysis process.

4.3 Research hypotheses Test

In this section of the research, we will check and test research hypotheses to measure the strong relationships between
independent and dependent research variables. In the section the focusing is on the effect and impact of the independent
variable which is the Al agents on the dependent variables which are the workforce dynamics, job hugging, and project
human resource management. Also, this section shows the effect of independent variables dependent on taking the mediating
roles of digital competency, and organizational flexibility. The following tables show all relationships and all results which
have been supported in this study.

Table 3
Path Coefficient Test Results

Research Hypotheses Test P Value Results et | bes
H1 Artificial Intelligence Agents (AIA) 0.001 Supported NS ”
— Workforce Dynamics (WD) s > ' as
H2 Artificial Intelligence Agents (AIA) 0.001 Supported - wns
— Job Hugging (JH)
H3 Artificial Intelligence Agents (AIA) 0.001 Supported
— Project human resource management

e

DC4 ncs |

E]

0.67 wDs

(PHRM)

H4 Artificial Intelligence Agents (AIA) 0.002 Supported
—Digital Competency (DC) —
‘Workforce Dynamics (WD)

H5 Artificial Intelligence Agents (AIA) 0.001 Supported
—Digital Competency (DC) — Job
Hugging (JH)

Hg Artificial Intelligence Agents (AIA) 0.001 Supported
—Digital Competency (DC) — Project
human resource management (PHRM)

H7 Artificial Intelligence Agents (AIA) 0.001 Supported w / . R

mn

&

(Artificial Intelligen

—Organizational Agility
(OA)— Workforce Dynamics (WD)

Hg Artificial Intelligence Agents (AIA) 0.002 Supported
— Organizational Agility (OA)— Job o A I NN o
Hugging (JH)

Ho9 Artificial Intelligence Agents (AIA) 0.001 Supported ont || one ons || oss || s

— Organizational Agility (OA)—

Project human resource management

RN Fig. 2. PLS-SEM Path Analysis Result
Refer to p-value is significant at significance level of 0.05 and 0.01, 1g. 2. - a nalysis kesu
respectively.

Fig. 2 shows the results of PLS-SEM for the research main variables. The artificial intelligent agents represented in five
items, which are: autonomy, adaptability, human-like interaction, decision-making accuracy, and integration with
organizational processes where ranging from 0.52 to 0.63, and from those variables decision making accuracy got the highest
loading which reflect the impact of Al agents on supporting decision making processes, and the integration with
organizational processes got the lowest loading. For workforce dynamics which represented through five variables:
collaboration and teamwork, communication flow, flexibility and adaptability, employee engagement, and skill diversity and
utilization where ranging from 0.52 to 0.67, and from those variables flexibility and adaptability and skill diversity and
utilization got the heist loading reflecting how the Al agents effect positively in increasing organizational flexibility
and enhancing multi skills for their employees, and collaboration and teamwork got the lowest loading. For job hugging
which represented through five variables: resistance to job change, fear of skill obsolescence, comfort in routine tasks,
reluctance toward innovation, and job security attachment where ranging from 0.51 to 0.62, and from those variables
reluctance toward innovation got the heist loading reflecting how the Al agents affect positively in decreasing the reluctance
rate for innovation within the organization, and job security attachment got the lowest loading. For project human resource
management which represented through five variables: recruitment and selection, training and development, performance
appraisal, employee engagement, and compensation and rewards where ranging from 0.51 to 0.62, and from those variables
employee engagement got the heist loading reflecting how the Al agents enhancing the empowerment and the participating
of employees within the organization in working and making decisions, and recruitment and selection got the lowest loading.
For digital competency as a mediating variables in this research which represented through five variables which: technical
skills, information management, data analysis, digital communication, and problem-solving with technology where ranging
from 0.55 to 0.69, and from those variables information management got the heist loading reflecting how the Al agents
improve the information management and data analysis got the lowest loading. Finally, For organizational agility which
represented through five variables: strategic flexibility, rapid decision-making, responsiveness to change, innovation
capability, and resource reconfiguration where ranging from 0.54 to 0.69, and from those variables responsiveness to change
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got the heist loading reflecting how the AI agents can change in traditional systems and create innovative and collaborative
environment based on team and group works, and rapid decision-making.

5. Discussions and conclusion

In essence, this study found that Artificial Intelligence Agents (AIA) positively impact Workforce Dynamics (WD), Job
Hugging (JH), and Project human resource management (PHRM), indicating support for H1, H2, and H3. The results
demonstrate that Al agents enhance workforce dynamics by streamlining communication, optimizing task allocation, and
improving collaboration among employees. This study demonstrated the positive impact of implementing Al agents on
workforce dynamics by reducing job turnover, increasing job security, reducing skill gaps between generations, and
increasing job retention through skill development, thus proving the study's first hypothesis. The study showed all positive
impacts and effects of the implementation of Al agents on job retention, implementing a selection and hiring strategy,
improving employee performance, complete training and development, growing employee participation in shared decision-
making processes, and growing compensation and salaries, thus proving the study's second hypothesis. Additionally, the
study states the effect of Al agents on project human resource management (PHRM) by supervision of HR processes as
follows: recruitment, contracts, selection, payroll and incentives, and employee training workshops, in consequence showing
the study's third hypothesis. The study also demonstrated that the impact of Al agents on business dynamics, job retention,
and project human resource management, mediated by digital competence (represented in the fourth, fifth, and sixth
hypotheses), is positive. All three hypotheses were confirmed by increasing the impact of Al agents through increased
technical skills within the organization, increased data storage, management, and analysis, the application of digital
communications, and reliance on technology to solve problems. Finally, the study demonstrated that the impact of Al agents
on business dynamics, job retention, and project human resource management, mediated by organizational flexibility
(represented in the seventh, eighth, and ninth hypotheses), is positive. The last three hypotheses were confirmed by building
strategic plans based on digital technology tools, increasing rates of innovation and creativity, increasing the ability to change
from traditional systems to collective digital creative systems, and managing organizational resources, represented by the
materials used to manufacture services and products, and the organization's project human resources, represented by
employees and management. The study concludes that the application of Al agents has a positive impact on the project human
resources department by developing employees' capabilities and cognitive and technical skills to change and develop the
work method used. This is achieved by applying advanced technology tools to implement new ideas to improve and develop
employee capabilities. The study also demonstrated the impact of Al agents on increasing employee retention within the
organization by increasing security, loyalty, and job satisfaction. It also demonstrated the impact of Al agents on improving
the management of project human resources processes, achieving talent acquisition and differentiating from competitors in
the competitive market. Finally, the study confirmed that the facilitating role of digital ability and organizational agility also
has a positive influence and is directly subjective by the request of Al agents, completely impacting business dynamics, job
retention, and project human resources management.

6. Limitations and future research recommendations

This research chose the University of Jordan as the research society which limits the research results and findings based on
the university current situation and circumstances and it is suggested for further research to make this study in many
instructions to have the ability to generalize the results and findings. Furthermore, this research suggests focussing on other
important points and variables such as organizational culture, leadership aspects, employees’ creativity, and technological
readiness based on the importance of those variables and the urgent need to measure their impacts.
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