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Abstract: This study aimed to identify the role and impact of organizational success on enhancing
sustainable performance at Sumer University. It also aimed to determine the extent to which
organizational success contributes to supporting sustainable performance by identifying the
availability of the study variables (organizational success and sustainable performance) at Sumer
University, measuring the impact of organizational success on sustainable performance, and
identifying the statistically significant relationship between organizational success and sustainable
performance. The study included the independent variable, organizational success with its
dimensions (organizational readiness, employee selection, retention, and growth), and the
dependent variable, sustainable performance with its dimensions (economic, social, and
environmental). The study sample consisted of 70 employees, to whom a questionnaire was
distributed. Statistical software, including SPSS version 28, was used to process the data collected
from the study area. Among the most important conclusions of the study: The results showed a
relationship and impact of organizational success on sustainable performance at Sumer University.
The university was able to reduce unnecessary activities by using organizational success strategies,
which leads to improved and sustained performance.

Keywords: Organizational success, sustainable performance, Sumer University.

1. Introduction

Organizational success is a multidimensional concept. It can be defined both
quantitatively and qualitatively, in terms of planned objectives, duties, and activities,
through the interactive integration of all parts of the system. The organizational dimension
of success is often manifested in organizational, environmental, and human factors,
achieved through the management function. The core of the production factor is the
individual, and therefore, management must integrate the efforts of individuals with other
resources to achieve the organization's goals. Educational organizations generally aim to
succeed in their operations to remain competitive with other organizations and to
continuously improve. A key factor in the success of these organizations is their excellence
and distinction from other organizations in their performance. In the current climate of
intense competition among organizations to achieve organizational success, and given the
emerging challenges of sustainable performance, negative social impacts (such as
unsuitable working conditions), and the imbalance between economic growth and
environmental protection, achieving economic growth often requires intensive resource
utilization. This necessitates the search for new alternatives and solutions, especially in
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environments lacking a culture of organizational success and sustainable performance
practices. To achieve sustainable performance, attention must be paid to the economic,
social, and environmental dimensions. The research problem can be expressed in the
following questions: What is the nature and level of attention given to the study variables
(organizational success and sustainable performance) at Sumer University? What is the
relationship between organizational success and sustainable performance at Sumer
University? And what is the impact of organizational success on sustainable performance
in the study environment? With escalating economic instability and environmental and
social risks globally, organizations have begun striving to offer high-quality products and
services with a positive environmental impact. Organizations are now obligated to
consider environmental and social dimensions, in addition to financial ones, to
demonstrate sustainable performance. Sustainable performance aims to achieve societal
well-being without harming natural resources, which are the common property of current
and future generations. Sustainable performance is measured through multiple indicators
encompassing economic, social, and environmental aspects.

Theoretical Foundations of Organizational Success and Sustainable Performance

First: Organizational Success: Organizational success is a multidimensional concept
that can be defined in two ways: quantitatively and qualitatively. This is determined by
the planned objectives, duties, and activities, through the interactive integration of all parts
of the system. Organizational success refers to the measure that demonstrates an
organization's ability to utilize its available resources and its capacity to achieve balance
in its operating environment in the long term, in a way that enables it to achieve its goals.
Kose et al. argue that organizational success depends on its ability to manage effectively
[1]. Aga. D. A. Noorderhaven. N., & Vallejo, B. enabling it to acquire updated knowledge
and experience, develop new ideas, successfully analyze experiences and skills, and
leverage its competitive history within the same sector [2]. While (Vayyavur) believes that
the concept of organizational success refers to the existence of an effective strategy for
planning the organization's resources in order to gain a competitive advantage, and that
organizational factors either facilitate or hinder successful resource planning,
organizational success as the achievement of the organization's goals in several aspects,
such as financial performance, internal processes, learning, and growth. Vayyavur
emphasize that an organization can achieve survival and continuity if it recognizes the
fundamental success factors, which are usually determined in light of its capabilities and
internal environmental conditions such as organizational culture, social capital, job
performance, organizational citizenship behaviors, leadership style, and other internal
factors, as well as external conditions. argues that organizational success can be
determined by an organization's internal resources, including tangible and intangible
assets, as well as its implicit capabilities such as the accumulated knowledge, experience,
and skills of its employees [3]. Ravangard et al. on the other hand, defines it as an
organization's ability to achieve its vision, mission, and goals in order to reach superior
performance [4]. Whitney however, emphasize that organizational success refers to an
organization's ability to achieve its objectives by possessing highly skilled and integrated
human resources [5], [6]. This is facilitated by the ability to exchange ideas during work,
united by a common goal and shared objectives, thus enabling the organization to achieve
excellence [7]. Donsophon et al. define organizational success as “the ability of an
organization to achieve its goals in terms of vision, mission, strategic planning, internal
processes, continuous development, effective leadership, review and benchmarking
mechanisms, and evaluation, in order to continue to maintain its competitive advantage,
and thus survive and grow.” [8]

Dimensions of Organizational Success: When measuring organizational success, it is
important that success indicators be simple, dynamic, and flexible, and that they be timely
and aligned with the organization's strategy, vision, and goals [9]. Measuring and
evaluating organizational success in general and relative terms is possible, despite the
existence of different types of success, such as economic, technological, and
administrative/organizational success. One of the most important indicators of
organizational success is growth, which means the organization's ability to achieve its
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long-term organizational goals through expansion, innovation, survival, and continuity
[10].

1. Organizational Readiness: Organizational readiness encompasses the attitudes, beliefs,
and intentions of the organization's members. It indicates the extent to which members are
psychologically and behaviorally prepared to implement change. Organizational
readiness is closely linked to the decision-making process and means that company
management is prepared to allocate financial, human, and technological resources.[11]

2. Selecting the Right Employees: An organization's success depends on having the right
people in the right jobs at the right time. Employees are an essential part of the production
cycle; they are the core of every organization, and organizations cannot exist without them.
Therefore, organizations do not take human resources for granted. Any organization must
focus on selecting the right employee for the right job because of the valuable impact this
has on the organization's goals [12]. An organization's success is linked to the process of
selecting the right employees to ensure the highest levels of performance, which requires
that each job possess specific competencies to perform at the highest level [13].

3. Survival: Organizations strive to survive and continue operating in an environment
characterized by rapid change, increasing uncertainty, and growing complexity. To ensure
survival and success, organizations must respond to the current and future
environment. Organizational survival is a primary objective, and to achieve this,
organizations must identify internal and external threats that hinder their continued
existence [14].

4. Growth: Growth refers to an organization's ability to achieve its long-term goals
through expansion, renewal, diversification, and integration strategies. Organizations
continuously renew, develop, and change, which propels them from one stage to another.
When reviewing the organizational life cycle, the first stage begins with the organization's
emergence and birth. In this stage, the organization struggles for survival. It then
transitions to the maturity stage, where it strives for growth and combats stagnation and
inertia [15].

Second: The concept of sustainable performance. The idea of sustainable performance
was first introduced in 1972 at the United Nations Conference in Stockholm on the
environment, addressing the waste and depletion of resources, environmental pollution,
and chemical emissions from factories and plants that threaten the ecosystem [16]. The
concept of sustainable performance was presented in 1980 through the book "Strategy for
Conserving the World," initially relating to sustainable approaches for maintaining the
long-term production of forests and fisheries. The concept of sustainability then evolved
to encompass all types of human development and activities [17]. Sustainable performance
is defined as performance that meets the needs of stakeholders without compromising the
ability to meet their future needs [18].

The concept of sustainable performance can be defined by considering the definitions
of several researchers. defined it as the way in which an organization adds value to its
shareholders in particular, and to society in general, enhancing positive aspects and
eliminating negative ones related to economic, environmental, and social issues [19].
defined it as the organization's ability to meet the needs and expectations of customers and
other stakeholders in the long term. Nor-aishah et al. views it as the methods used in the
organization's activities to create value in the short and long term, taking into account
economic, environmental, and social aspects [20]. Cunningham defined it as the
integration of the economic, environmental, and social aspects of the organization in a way
that does not negatively impact the environment and society [21]. It achieves long-term
economic benefits. Nhamo et al. defines it as performance that harmonizes the social,
environmental, and economic aspects of the organization [22]. Sarker et al. define it as one
of the key indicators used by organizations to determine their level of success, assisting
senior management in making critical and strategic decisions in the external environment
[23]. Sustainable performance has also been defined as performance that generates profits
for the organization while preserving the external environment and addressing social
issues by achieving the goals of all stakeholders to achieve a sustainable competitive
advantage [24].
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Dimensions of Sustainable Performance: The sustainable performance variable is
measured through several dimensions: environmental, social, and economic. These
dimensions have been used by many researchers and are considered among the most
logical. They are:

1. The Economic Dimension: The economic dimension is a cornerstone of sustainable
performance and is equivalent to business performance, which is measured through
productivity, cost reduction, revenue, profits, cash flow, and business growth. This
dimension focuses on increasing the well-being of individuals through their access to
products and services related to health, housing, education, and transportation. Economic
sustainability helps in measuring the sustainable performance of the organization [25].

2. The Social Dimension: This involves maintaining a balance between economic
efficiency and labor productivity for individuals and society through the use of renewable
and non-renewable natural resources to promote social development arising from
organizational performance. The social dimension is defined as the effective interpretation
of the organization's mission in practice, in line with accepted social values. The social
aspect relates to making the social mission a reality. The organization has a reality, and an
important element in the social dimension is the 'safety management systems' and
'occupational health' and the 'safe organization' program [26].

3. The environmental dimension:is the organization's commitment to preserving and
protecting the natural environment and providing environmentally safe goods and
services [27]. The environmental aspect works to protect natural resources, provide
environmentally friendly services and products, and work to reduce the use of resources
harmful to the environment by raising environmental awareness. This dimension focuses
on environmental protection and safety through the optimal use of natural resources and
harnessing them for the benefit of humanity.

2. Materials and Methods

The current study applied a quantitative, descriptive—analytical, research design to
illustrate the role and effect of organizational success on maintaining sustainable
performance at Sumer University. A simple random sample of 70 respondents was
selected from the research population (academic and administrative employees working
for it) to ensure adequate representation and the reduction of selection bias. AbstractsData
were collected using a structured questionnaire that was designed based on thorough
literature review process and study conceptual framework. The first section was designed
to measure Organizational Success with its four dimensions of organizational readiness,
selection, retention, and growth of the appropriate employees and the second section was
designed to examine Sustainable Performance across its three dimensions of economic,
social and environmental streams. In order to accurately describe respondents perception,
five point Likert scale where participants respond to items with five levels of agreement
from strong disagreement to strong agreement was utilized. Backtracking full-panel
deployment, the instrument was evaluated for content validity through review by subject-
matter experts, as well as reliability via acceptable Cronbach’s alpha coefficients. The data
were collected, coded, and analyzed using SPSS version 28 (Statistical Package for the
Social Sciences). Descriptive statistics were used to characterize the sample and level of
the study variables and inferential statistics (Pearson correlation and simple linear
regression analysis) were used to test the research hypotheses with respect to strength and
direction of relationships/effects among the variables. Using this methodical approach
allowed a thorough exploration of how the dimensions of organizational success translate
to sustainable performance in the university context.

3. Results and Discussion
Study Hypotheses: Several study hypotheses, both main and sub-hypotheses, were
formulated to achieve the research objectives. These hypotheses are as follows:
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Main Hypothesis 1: There is a statistically significant relationship between organizational
success and its dimensions (organizational readiness, employee selection, retention, and
growth) and sustainable performance across all its dimensions.

The following sub-hypotheses stem from this main hypothesis:

Sub-hypothesis 1: There is a statistically significant relationship between the dimension
of (organizational readiness) and sustainable performance across all its dimensions.
Sub-hypothesis 2: There is a statistically significant relationship between the dimension
of (employee selection) and sustainable performance across all its dimensions.
Sub-hypothesis3:There is a statistically significant relationship between the dimension of
(retention) and sustainable performance across all its dimensions.

Sub-hypothesis4: There is a statistically significant relationship between the dimension of
(growth) and sustainable performance across all its dimensions.

The second main hypothesis: states that there is a statistically significant and meaningful
relationship between organizational success and sustainable performance at Sumer
University. This main hypothesis includes the following sub-hypotheses:
Sub-hypothesisl: There is a statistically significant and meaningful relationship between
the organizational readiness dimension and sustainable performance.

Sub-hypothesis2: There is a statistically significant and meaningful relationship between
the appropriate employee selection dimension and sustainable performance.
Sub-hypothesis3: There is a statistically significant and meaningful relationship between
the retention dimension and sustainable performance.

Sub-hypothesis4: There is a statistically significant and meaningful relationship between
the growth dimension and sustainable performance.

Analyzing the results and testing the hypotheses: In order to analyze the nature of
the relationships between these variables, Pearson Correlation was calculated to examine
the existence of the relationship. The research population was represented by Sumer
University, and the research sample was represented by a group of employees. The
questionnaire was distributed to a random sample of employees working at Sumer
University, as the sample consisted of (70) male and female employees at the university.
After collecting the data, the variables were evaluated taking into account the objectives
and hypotheses. The data were analyzed using the Statistical Package for the Social
Sciences (SPSS), version 28. The nature of the data was examined through the SPSS
program, then parametric statistical techniques were applied, and the t-value, Pearson
correlation coefficient, and regression were calculated in order to interpret this data to
measure organizational success, sustainable performance, and to confirm the research
hypotheses.

Testing the Correlation Between Organizational Success and Sustainable Performance

Testing the First Main Hypothesis and its Sub-Hypotheses:This involves determining
the type and strength of the relationship between the independent variable (organizational
success) and the dependent variable (sustainable performance) using the correlation
coefficient. The correlation coefficient ranges between (+1, -1). A positive value indicates a
direct relationship between the two variables, while a negative value indicates an inverse
relationship. The closer the coefficient is to one, the stronger the relationship. Table (1)
shows the results of the first main hypothesis and its sub-hypotheses:

Table 1. Person Correlation Coefficients for Examining the Relationship Between

Organizational Success and Sustainable Performance n=70

Hypothesis Variables Simple Level of The strength and
Independ Approve correlati significance direction of the
ent d on Sig. (2- relationship

coefficie  t551ed)
nt
(Person)
1 organizat Sustaina (.565 ** (0.001) positive mean
ional ble
S readiness perform
« ance
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2 Choosing Sustaina (.754 * (0.002) positive mean
the right  ble
employee perform
ance
3 Staying Sustaina  (0.543 * (0.001) positive mean
ble
perform
ance
4 Growth Sustaina  (.766 ** (0.001) positive mean
ble
perform
ance
First Organiza Sustaina (0,717 (0.001) strong exponential
President tional ble
success perform
ance
Source: Prepared by the researchers based on the responses in the questionnaire and the
SPSS V.28 program.

We note from Table (1) that the simple linear correlation coefficient reached (0.717**).
This result indicates a strong and statistically significant positive relationship with a
confidence level of (99%) between the two variables of organizational success and
sustainable performance. This means that the greater the attention given to organizational
success, the greater the attention given to sustainable performance, and vice versa. This
proves the validity of the first main hypothesis, which stated that (there is a statistically
significant and meaningful relationship between organizational success and its

dimensions (organizational readiness, selection of the right employee, retention, growth)
and sustainable performance with its dimensions combined). From the main hypothesis,
the following sub-hypotheses emerged:

a. The first sub-hypothesis, which states that there is a statistically significant correlation
between the dimension of organizational readiness and sustainable performance (in its
various dimensions) in the organization under study, shows a moderately strong and
statistically significant positive relationship with a confidence level of 99% between
organizational readiness and sustainable performance. The simple linear correlation
coefficient is 0.565**, meaning that increased attention to organizational readiness leads to
increased attention to sustainable performance, and vice versa. This confirms the first sub-
hypothesis.

b. The second sub-hypothesis, which states that there is a statistically significant
correlation between the dimension of selecting the right employee and sustainable
performance in the organization under study, shows a strong and statistically significant
positive relationship with a confidence level of 99% between selecting the right employee
and sustainable performance. The simple linear correlation coefficient is 0.756*, meaning
that increased attention to selecting the right employee leads to increased attention to
sustainable performance, and vice versa. This confirms the second sub-hypothesis.

c. The third sub-hypothesis, which states that there is a statistically significant
correlation between the survival dimension and sustainable performance in the
organization under study, shows a moderately strong and statistically significant positive
relationship with a confidence level of (99%) between survival and sustainable
performance. The simple linear correlation coefficient is (0.543**), meaning that as the
focus on survival increases, the focus on sustainable performance also increases, and vice
versa. This confirms the third sub-hypothesis.

d. The fourth sub-hypothesis, which states that there is a statistically significant
correlation between the growth dimension and sustainable performance in the
organization under study, shows a strong and statistically significant positive relationship
with a confidence level of (99%) between growth and sustainable performance. The simple
linear correlation coefficient is (0.764**), meaning that as the focus on growth increases, the
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focus on sustainable performance also increases, and vice versa. This confirms the fourth
sub-hypothesis.
Testing the second main hypothesis and its sub-hypotheses

Testing the second main hypothesis and its sub-hypotheses requires determining the
strength of the independent variable's influence on the dependent variable. This is done
by applying some statistical methods, namely the regression (effect) coefficient (3) and the
coefficient of determination (R2), which explains the percentage of the independent
variable's influence on the dependent variable. The calculated (F) value is then compared
with its tabulated value to indicate whether the hypothesis is accepted or rejected. Table
(2) shows the results of the second main hypothesis and the sub-hypotheses derived from

it.
Table 2. Results of the impact of organizational success and its dimensions on
sustainable performance n=70
The depende Coefficien Regressi fixed Calc Calcul Level
independent nt t of on limit ulate ated F of
variable and variable determina coefficie o dt value signific
) tion nt valu ance
1ts R:? (effect) e P
dimensions B
organization Sustaina (0.525 0.617 1.070 ** 0.000
al readiness ~ ble 10.58 112.0
perform 5 0
Choosing the ™Y 0543 0.687 1.026 - 0.000
right 13.32 177.6
employee 8 2
Staying 0.527 0.570 1486 "" 0.000
9.750 95.06
Growth 0.661 0.713 0931 . 0.000
20.24  409.8
6 9
Organization 0.687 0.892 0397 - 0.000
al success 2049 420.04
5
Source: Prepared by the researchers based on the responses in the questionnaire and the
SPSS V.28 program.

Table (2) indicates that the value of the coefficient of determination (R2) for
organizational success was (0.687), indicating that its contribution was (68.7%) to
sustainable performance. The remaining percentage (31.3%) is attributed to other
unknown factors that did not appear in the model. Any increase of one unit in the value
of the organizational success variable leads to an increase in the focus on sustainable
performance, represented by the regression coefficient (3) of (0.892). The calculated (t)
value (20.495) was greater than the critical value of (2.326) at a significance level of (0.01).
The calculated (F) value (420.04) is greater than the critical value of (6.63) at a significance
level of (0.01) with a confidence level of (99%). Based on these results, the second main
hypothesis is accepted, which states that (there is a statistically significant and meaningful
effect between organizational success and sustainable performance at Sumer University).
(2) The results of the sub-hypotheses stemming from the second main hypothesis can be
stated and interpreted:

a. The effect of the organizational readiness dimension on sustainable
performance. The results show the value of the coefficient of determination (R2) of (0.526),
which indicates the contribution of the organizational readiness dimension of (52.6%) to
sustainable performance. The remaining percentage (47.4%) is due to other unknown
factors that did not appear in the model. Any increase in the value of the organizational
readiness dimension by one unit leads to an increase in interest in sustainable
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performance, which was represented by the regression coefficient (3) of (0.617). The
calculated value of (t) (10.585) was greater than the tabulated value of (2.326) at a
significance level of (0.01). The calculated value of (F) (112.00) indicates that it is greater
than the tabulated value of (6.63) at a significance level of (0.01) with a confidence level of
(99%). Based on these results, the first sub-hypothesis is accepted, which stated that (there
is a statistically significant and meaningful effect of the organizational readiness
dimension on sustainable performance).

b. The effect of the appropriate employee selection dimension on sustainable
performance: The results show the value of the coefficient of determination (R2) of (0.543),
which indicates the contribution of the appropriate employee selection dimension of (54%)
to sustainable performance. The remaining percentage (46%) is due to other unknown
factors that did not appear in the model. Any increase in the value of the appropriate
employee selection dimension by one unit leads to an increase in interest in sustainable
performance, which was represented by the regression coefficient ((3) of (0.687). The
calculated value of (t) (13.328) was greater than the tabulated value of (2.326) at a
significance level of (0.01). The calculated value of (F) (177.62) indicates that it is greater
than the tabulated value of (6.63) at a significance level of (0.01) with a confidence level of
(99%). Based on these results, the second sub-hypothesis is accepted, which stated that
(there is a statistically significant and meaningful effect of the appropriate employee
selection dimension on sustainable performance in the organization under study).

c. The Impact of the Survival Dimension on Sustainable Performance: The results show
a coefficient of determination (R?) of 0.527, indicating that the survival dimension
contributes 52.7% to sustainable performance. The remaining 47.3% is attributed to other
unknown factors not reflected in the model. Any one-unit increase in the survival
dimension leads to increased interest in sustainable performance, as indicated by a
regression coefficient (3) of 0.570. The calculated t-value (9.750) was greater than the
critical value of 2.326 at a significance level of 0.01. Similarly, the calculated F-value (95.06)
was greater than the critical value of 6.63 at a significance level of 0.01, with a 99%
confidence level. Based on these results, the third sub-hypothesis is accepted, stating that
the survival dimension has a statistically significant impact on sustainable performance in
the organization under study.

d. The effect of the growth dimension on sustainable performance: The results show
the value of the coefficient of determination (R2) of (0.661), which indicates the
contribution of the growth dimension of (66.1%) to sustainable performance. The
remaining percentage (33.9%) is due to other unknown factors that did not appear in the
model. Any increase in the value of the growth dimension by one unit leads to an increase
in interest in sustainable performance, which was represented by the regression coefficient
(B) of (0.713). The calculated value of (t) (20.246) was greater than the tabulated value of
(2.326) at a significance level of (0.01). The calculated value of (F) (409.89) indicates that it
is greater than the tabulated value of (6.63) at a significance level of (0.01) with a confidence
level of (99%). Based on these results, the fourth sub-hypothesis is accepted, which stated
that (there is a statistically significant effect between the subordinate assistance dimension
and job embedding in the organization under study).

4. Conclusion

The statistical analysis revealed a relationship and impact of organizational success on
sustainable performance at Sumer University. The dimensions of organizational success
influence sustainable performance, indicating that Sumer University prioritizes
organizational success and leverages it to enhance sustainable performance. This is
demonstrated by the university's focus on organizational readiness, selecting suitable
personnel, and fostering survival and growth. Furthermore, the university has successfully
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reduced unnecessary activities by employing organizational success strategies, leading to
improved and sustained performance.

The university has demonstrated a strong commitment to sustainable performance and
was among the most active in implementing performance indicators. However, the
application of sustainable performance indicators was not uniform, revealing significant
differences between organizational success and sustainable performance. Therefore,
greater attention must be paid to both organizational success and sustainable performance
at the university to ensure its continued development and keep pace with changes in
education and development.
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