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Objective: This study aimed to develop a model explaining the relationship between
ability, motivation, and opportunity (AMO) and human resource performance in the
Iragi Volleyball Federation.

Methodology: The research was descriptive-correlational and utilized a survey
methodology. The statistical population consisted of 120 managers, deputies, and
staff members of the Iragi Volleyball Federation, selected through a census approach.
Data were collected using a customized AMO-based HRM questionnaire developed
via expert interviews and the Paterson Job Performance Questionnaire (1990). Data
were analyzed using Structural Equation Modeling (SEM) via SmartPLS software.
Findings: The results revealed that ability ($=0.741, t=3.846, p<0.001), motivation
(B=0.721, t=3.621, p<0.001), and opportunity (f=0.733, t=3.721, p<0.001) all had
significant and positive effects on human resource performance. The model showed
a strong explanatory power with an R2 of 0.704 and Q2 of 0.652. The global model
fit index (GOF) was 0.702, indicating a good model fit.

Conclusion: The AMO framework effectively explains human resource performance
in the context of a national sports federation. Enhancing employees’ capabilities,
fostering motivation, and creating opportunities for participation are vital for
improving organizational outcomes, particularly in developing countries like Irag.
Keywords: Human Resource Management; AMO Model; Organizational
Performance; Iragi Volleyball Federation; Ability; Motivation; Opportunity.
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EXTENDED ABSTRACT
Introduction

Human resource performance is considered a fundamental component of organizational success,
particularly in environments where the achievement of strategic goals heavily depends on the capabilities,
motivation, and engagement of staff. In the context of national sports federations such as the Iraqi
Volleyball Federation, the human resource (HR) function plays a pivotal role in ensuring operational
efficiency, talent development, and the fulfillment of competitive objectives. The AMO model—Ability,
Motivation, and Opportunity—has emerged as a comprehensive and empirically validated framework for
analyzing and enhancing employee performance through strategic human resource management (HRM)
practices (Townsend et al., 2021).

The AMO framework posits that performance is a function of an employee’s abilities (knowledge,
skills, and competencies), their motivation (intrinsic and extrinsic drivers), and the opportunities provided
by the organization to apply these capabilities and motivations meaningfully (Yu.W et al., 2020). This
tripartite structure has been widely adopted in both public and private sector studies as a foundation for
understanding how HRM practices influence performance outcomes (Salvador-Gémez et al., 2022). In sport
organizations, which often face structural constraints and performance pressures, the model offers a
promising lens for diagnosing performance issues and designing effective interventions (Putra & Ali, 2022).

Existing literature emphasizes that individual capabilities are essential to job performance,
especially in skill-intensive and coordination-driven sectors like sport management. Enhancing technical,
managerial, and interpersonal competencies significantly influences the performance of sport federations
(Teimouri et al., 2022). Concurrently, motivation—both psychological and systemic—has been recognized
as a critical determinant of organizational citizenship behavior and work engagement in sport and public
organizations (Ahmad et al., 2024; Widarko & Anwarodin, 2022). Organizational contexts that fail to offer
opportunities for participation, decision-making, and development often witness reduced employee
performance, regardless of skill or motivation levels (Sebestova & Popescu, 2022).

Recent research underscores the significance of the AMO model in enhancing green HRM
practices, employee innovation, and environmental cooperation across industries (Singh et al., 2020; Yu.W
et al., 2020). However, there remains a significant gap in applying the model within sports federations in
developing countries, particularly in contexts like Irag, where administrative inefficiencies and resource
constraints are common. Previous empirical efforts in similar domains have shown that investing in the
alignment of AMO components can lead to higher performance outcomes (Rajabi Farjad & Toranian, 2024;
Rony et al., 2024).

The present study aims to fill this empirical gap by developing and testing a structural model of
the relationship between ability, motivation, and opportunity with human resource performance in the
Iraqi Volleyball Federation.

Methods and Materials

This study employed a descriptive-correlational research design using a survey method. The
statistical population consisted of 120 individuals including managers, deputies, and staff members of the
Iragi VVolleyball Federation and its provincial sub-federations. Due to the relatively limited population
size, the sampling method was census-based.



The data collection tools included two standardized instruments: an AMO-based Human Resource
Management questionnaire designed based on interviews with experts, comprising 46 items, and the
Patterson Job Performance Questionnaire (1990) which contains 15 items on a Likert scale. The content,
face, and construct validity of the instruments were assessed using confirmatory factor analysis (CFA) in
Smart PLS software. The reliability of each construct was confirmed using Cronbach’s alpha and
composite reliability coefficients. Data analysis was conducted using Structural Equation Modeling
(SEM) via the partial least squares (PLS) approach.

Findings

The results of the structural model revealed that all three independent variables—ability,
motivation, and opportunity—have significant and positive effects on human resource performance in the
Iragi Volleyball Federation. Specifically, the path coefficient for ability was p=0.741 with a t-value of
3.846 (p<0.001), indicating a strong and statistically significant relationship with performance. Motivation
demonstrated a path coefficient of f=0.721 with a t-value of 3.621 (p<0.001), while opportunity yielded
a path coefficient of f=0.733 and a t-value of 3.721 (p<0.001).

In terms of model fit and predictive power, the coefficient of determination (R?) for human
resource performance was 0.704, suggesting that over 70% of the variance in performance could be
explained by the three AMO components. The cross-validated redundancy index (Q2?) was calculated at
0.652, indicating a strong predictive relevance of the model. Furthermore, the Goodness-of-Fit (GOF)
index was found to be 0.702, which exceeds the threshold for a well-fitting model. These statistical
indicators collectively validate the robustness and explanatory power of the proposed AMO-based model
in the context of the study.

Discussion and Conclusion

The findings of this study affirm the theoretical assumptions of the AMO framework and provide
empirical validation for its application in a sports federation setting in a developing country. The positive
and significant relationship between ability and performance underscores the importance of investing in
skill development and continuous training programs for staff members. In sport federations, where
technical and managerial competencies are critical for organizing events, managing talent, and
coordinating with national and international bodies, the presence of well-trained personnel directly
translates into improved organizational outcomes.

The significant effect of motivation on human resource performance confirms its role as a central
driver of employee behavior. In the specific context of the Iragi Volleyball Federation, motivation likely
stems not only from monetary incentives but also from a sense of purpose, national pride, and
organizational belonging. The study suggests that HR managers should adopt multifaceted motivation
strategies that address both intrinsic and extrinsic needs to sustain high performance levels.

The role of opportunity as a determinant of performance highlights the need for structural reforms
within the organization. The findings indicate that the mere presence of skill and motivation is insufficient
unless employees are provided with the autonomy, resources, and participatory channels necessary to
exercise their competencies. This reinforces the idea that performance is not solely a function of individual
attributes but also of the enabling environment crafted by organizational policies and leadership.

From a theoretical perspective, this research extends the utility of the AMO framework by
demonstrating its relevance in a non-corporate, resource-constrained, and culturally distinct environment.
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It aligns with existing literature that emphasizes the need for integrated HRM models capable of adapting
to different organizational and national contexts. Moreover, it bridges a gap in sports management
literature by introducing a validated, evidence-based approach to understanding employee performance
within federations.

Practically, the results offer actionable insights for HR managers, policy-makers, and
administrative leaders in the Iragi Volleyball Federation and similar organizations. By focusing on
capability building, motivational architecture, and participatory governance, they can significantly
enhance the performance and sustainability of their institutions. These findings also serve as a blueprint
for other developing countries seeking to modernize their sports governance structures through human
resource excellence.

In conclusion, the study confirms that the AMO model provides a comprehensive and effective
approach to understanding and improving human resource performance in sport organizations. The
integrated effect of ability, motivation, and opportunity on performance affirms the model’s holistic
nature. For the Iragi Volleyball Federation, adopting this model could facilitate organizational
revitalization and position it for greater success both nationally and internationally. The study thus
represents a meaningful step toward evidence-based HRM in sports federations operating under
challenging conditions.
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