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human-centric and sustainable production—organisations face a
multidimensional challenge: aligning rapid technological advancement
with sustainable human resource management. This systematic
literature review synthesises recent research on the drivers of
sustainable performance, innovative work behaviour, and employee
well-being. Drawing on literature across Education 4.0 (the integration
of digital and adaptive technologies in higher education), digital
transformation, and workplace spirituality (a multidimensional
construct comprising meaningful work, sense of community, and
alignment with organisational values), the review identifies factors
shaping organisational performance and sustainability. Central to the
synthesis is the shift from purely performance-driven strategies to
human-centric, resilience-based approaches that prioritise work
engagement and psychological safety. The findings indicate that while
digital tools provide the necessary infrastructure, employees’ perceived
empowerment and the experience of meaningful work remain the
principal catalysts of measurable innovative outcomes. The review
identifies two critical research gaps: (1) generational differences in
digital work adaptation and (2) the lack of longitudinal evidence on Al-
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Introduction

The global landscape of organisational behaviour is undergoing a fundamental paradigm shift,
prioritising positive psychological components such as health, well-being, and happiness over
traditional research focuses on stress, exhaustion, and burnout (Costa & Oliveira, 2025;
Soulami et al., 2024). This evolution responds to the pressures of Industry 4.0 and Industry 5.0.
Industry 4.0 refers to the diffusion of cyber-physical technologies—including Artificial
Intelligence (Al), the Internet of Things (IoT), and Big Data—that automate and interconnect
production processes. Industry 5.0, by contrast, emphasises human-centric and sustainable
production, repositioning workers as collaborators alongside intelligent systems rather than as
resources to be optimised away (Ghobakhloo et al., 2024; Shah & Mola, 2026; Costa &
Oliveira, 2025). Together, these transitions have created a VUCA (volatile, uncertain, complex,
and ambiguous) operating context. Such rapid transformations require organisations to move
beyond traditional management models and align their strategies with global sustainability
goals such as the United Nations’ Sustainable Development Goals for good health and decent
work (Costa & Oliveira, 2025; Hendri, 2025). Within this landscape, Innovative Work
Behaviour (IWB) has transitioned from being the responsibility of a few specialists to a social
and psychological process requiring the active participation of all employees (Akimov et al.,
2023; Al Daboub et al., 2024; Zhou et al., 2025).

In this rapidly changing environment, sustainable employability has emerged as a central
challenge for contemporary organisations, defined as a unique combination of three core
pillars: work ability, employability, and vitality (Shah & Mola, 2026). While high-quality
human resource practices are identified as a primary driver of performance, research highlights
a significant "intended-implemented gap," where well-designed policies fail to produce
positive outcomes due to delivery shortcomings (Hendri, 2025; Roodbari et al., 2025).
Successful HRM implementation is increasingly understood as a multi-actor process involving
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the perceptions and behaviours of line managers, senior managers, HR departments, and
employees (Roodbari et al., 2025). Digital transformation (DT) further alters the actions of an
organisation, transforming not only processes but also the fundamental ways in which humans
work (Orkamo et al., 2025; Ruiz et al., 2024). Therefore, new digital technologies must be
internally aligned with employees, culture, and structure to maintain long-term competitive
advantage (Orkamo et al., 2025; Sharma et al., 2024; Shah & Mola, 2026).

The modern workforce now expects more than financial gain; there is a growing demand for
inner contentment and meaningful work environments that foster positive relationships and
ethical values (Nishanthi et al., 2025; Sode & Chenji, 2024). This shift has elevated the
significance of workplace spirituality—a multidimensional construct comprising meaningful
work, sense of community, and alignment with organisational values—and the related notion
of spiritual capital, which together align personal values with organisational culture to foster a
positive psychological environment (Garg & Saini, 2024; Nishanthi et al., 2025).

Leadership serves as a primary catalyst in this evolution. Styles such as transformational,
digital, and spiritual leadership provide the relational and motivational conditions necessary
for navigating transitions and promoting innovative outcomes (Atiku & Van Wyk, 2024;
Orkamo et al., 2025; Hendri, 2025). Work engagement—characterised by vigour, dedication,
and absorption—serves as a central mediator in this framework, translating organisational
enablers and talent policies into measurable innovative behaviour (Ali et al., 2022; Zhou et al.,
2025; Santosa et al., 2025). Through this comprehensive synthesis, the review offers actionable
insights for practitioners seeking to balance digital efficiency with a human-centric approach
to organisational performance and sustainability.

Methodology

This systematic literature review (SLR) was conducted in strict accordance with the PRISMA
2020 guidelines to ensure a transparent, rigorous, and reproducible review process. The
PRISMA framework provides a structured and widely accepted protocol for identifying,
screening, assessing eligibility, and including studies in systematic reviews, thereby reducing
selection bias and enhancing methodological credibility. By following PRISMA 2020, this
study ensures that the review process is clearly documented, replicable, and aligned with
international standards for evidence synthesis (Akimov et al., 2023; Hendri, 2025; Imran &
Almusharraf, 2024).

Identification

The identification stage involved a comprehensive and systematic search of the Scopus
database, which was selected due to its extensive coverage of high-quality, peer-reviewed
journals across the disciplines of business, management, education, and social sciences. Scopus
is widely recognized as an authoritative and reliable source for systematic literature reviews in
organizational behavior and higher-education research.

The search strategy employed predefined keyword combinations related to innovative work
behavior, psychological empowerment, organizational factors, and higher-education contexts.
These keywords were applied to the TITLE-ABS-KEY fields to ensure that retrieved studies
were directly relevant to the research focus while maintaining sufficient breadth. Owing to
database limitations on the number of Boolean connectors, the search was conducted in
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multiple stages using shortened keyword strings, and the results were subsequently merged to
form a single dataset.

The initial search yielded 180 records. All retrieved records were exported to reference
management software, where they were systematically organized. Duplicate checking was
performed at this stage, and as no duplicate records were identified, all 180 articles proceeded
to the screening phase.

Screening

Following the identification stage, all retrieved records were subjected to a title and abstract
screening process. The primary objective of this stage was to remove studies that were clearly
unrelated to the aims of the review and did not align with the core constructs under
investigation.

During this screening process, articles were excluded if their titles or abstracts indicated a focus
solely on technological or product innovation without consideration of employee behavior, if
they examined innovation among students rather than employees, if they were conducted
outside organizational or higher-education contexts, or if they did not include innovative work
behavior or closely related constructs. This step ensured that only studies with a clear
conceptual and contextual fit were retained.

As a result of title and abstract screening, 130 articles were excluded, leaving 50 articles that
were considered potentially relevant and retained for full-text eligibility assessment.

Eligibility

The full texts of the remaining 50 articles were carefully assessed for eligibility against
predefined inclusion and exclusion criteria. This stage aimed to ensure conceptual precision,
methodological rigor, and relevance to the research objectives.

Studies were considered eligible if they were peer-reviewed journal articles indexed in Scopus,
examined innovative work behavior or employee innovation, investigated organizational
factors such as leadership, organizational culture, job autonomy, or perceived organizational
support, and explicitly incorporated psychological empowerment as a variable, whether as a
direct predictor, mediator, or moderator. In addition, eligible studies were required to be
conducted within higher-education or university settings to maintain contextual consistency.
Studies were excluded if they were purely conceptual without empirical evidence, focused
exclusively on innovation at the organizational or technological level, examined empowerment
in non-psychological or non-organizational forms, or were published as conference papers,
book chapters, dissertations, or non-English publications. During this stage, particular attention
was given to whether psychological empowerment was explicitly linked to innovative work
behavior and organizational drivers, as studies lacking this linkage were excluded to preserve
analytical focus and construct clarity.
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Inclusion

Following the full-text eligibility assessment, all 50 articles met the inclusion criteria and were
retained for final synthesis. These studies constituted the final dataset for qualitative thematic
analysis.

The included studies were systematically examined to extract key information related to
research context and country, organizational drivers investigated, the role of psychological
empowerment, theoretical frameworks employed, research design, and principal findings. This
structured extraction process enabled meaningful comparison and synthesis across studies.

The final corpus of studies provided sufficient empirical depth and theoretical diversity to
support theory integration, identify consistent patterns and contradictions, and reveal research
gaps related to innovative work behavior in higher-education institutions.

PRISMA Flow

In accordance with PRISMA 2020 recommendations, the study selection process followed four
sequential stages. During the identification stage, 180 records were retrieved from the Scopus
database. In the screening stage, all records underwent title and abstract screening, resulting in
the exclusion of 130 records. The eligibility stage involved full-text assessment of the
remaining 50 articles, all of which satisfied the inclusion criteria. Consequently, 50 studies
were included in the final qualitative synthesis.

This study selection process is visually summarized using a PRISMA flow diagram (See Figure

1), which is presented in the Results section to enhance transparency and methodological
clarity.
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PRISMA 2020 Flow Diagram

Study selection process for the systematic literature review

Records identified from:

Identification

Scopus database
(n = 180)

A\ 4

Records after duplicates removed

(n = 180)
Screening
A 4
Records screened (title and abstract) | Records excluded
(n = 180) g (n =130)
A 4
Reports assessed for eligibility N Reports excluded
Eligibility (full-text assessment) g (m=0)
All 50 articles met
Reports retained after eligibility inclusion criteria

(n=50)

A 4

Studies included in qualitative
synthesis

(n =50)

Figure 1: PRISMA 2020 Flow Diagram of The Study Selection Process. Adapted From
Page Et Al (2021).

Theoretical Foundations of Sustainable Innovation

The theoretical foundations of sustainable innovation in contemporary management are
inherently multidisciplinary, drawing on insights from human resource management,
organisational behaviour, strategic management, and technology management. Sustainable
innovation is increasingly understood not merely as the adoption of new technologies or
processes, but as a human-centred phenomenon shaped by organisational contexts,
psychological mechanisms, and long-term resource considerations (Shah & Mola, 2026).

A central framework underpinning this perspective is Social Exchange Theory (SET), which
conceptualises the employment relationship as a series of reciprocal exchanges between
employees and their organisations (Ahmad et al., 2023). According to SET, when institutions
provide supportive leadership, equitable treatment, and opportunities for professional
development, employees develop a sense of obligation to reciprocate through positive attitudes
and behaviours that extend beyond formal job requirements (Hendri, 2025). Within the context
of sustainable innovation, this reciprocal exchange mechanism enhances employee
commitment while reducing the likelihood of burnout, thereby fostering sustained engagement
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in innovative work behaviour (Setyaningrum et al., 2025; Zhou et al., 2025). As innovation
often involves risk-taking and uncertainty, the presence of perceived organisational support
becomes particularly salient in motivating employees to invest discretionary effort in
innovation-related activities.

Complementing this relational perspective, the Job Demands—Resources (JD-R) model
provides a robust framework for explaining how workplace environments influence employee
well-being and performance (Galanakis & Tsitouri, 2022). The JD-R model distinguishes
between job demands, such as excessive workload, role ambiguity, and technostress, and job
resources, including autonomy, social support, and opportunities for learning (Santosa et al.,
2025). In the context of Industry 4.0 and rapid digital transformation, technological change
frequently functions as an intensifying job demand. However, the model posits that adequate
organisational and personal resources can buffer the negative effects of these demands,
enabling employees to maintain a motivational state characterised by vigour, dedication, and
absorption. Consequently, the JD-R model explains how strategic resource allocation allows
organisations to pursue innovation and digitalisation without compromising employee well-
being or long-term employability.

The motivational foundations of innovation are further elucidated by Self-Determination
Theory (SDT), which emphasises the primacy of intrinsic motivation in driving human
behaviour (McAnally & Hagger, 2024). SDT suggests that individuals are more likely to
engage in innovative work behaviour when their fundamental psychological needs for
autonomy, competence, and relatedness are satisfied (Zhou et al., 2025). When these needs are
fulfilled, employees experience a sense of meaning and self-efficacy, which enhances
creativity, persistence, and openness to experimentation. In uncertain and dynamic
environments, such intrinsic motivation is particularly critical, as it enables employees to
generate and implement novel ideas despite ambiguity and risk.

To address the structural and technological dimensions of sustainable innovation, Socio-
Technical Theory offers a valuable integrative lens. This theory emphasises that organisational
outcomes emerge from the interaction between social systems and technical systems rather than
from technology alone (Thomas, 2024). Digital transformation, therefore, cannot be treated as
a purely technical initiative but must be understood as a process that reshapes work practices,
social relationships, and organisational structures (Shah & Mola, 2026). A socio-technical
perspective highlights the importance of human-centric design in ensuring that technological
adoption aligns with employee values, skills, and expectations. By balancing technical
efficiency with social sustainability, organisations can create digital work environments that
support both innovation and employee well-being.

The sustainability of innovation is further reinforced by Conservation of Resources (COR)
Theory, which posits that individuals are motivated to protect existing resources and to acquire
new ones in order to cope with stress and uncertainty. In volatile, uncertain, complex, and
ambiguous (VUCA) environments, digital technologies may simultaneously represent valuable
resources and sources of psychological strain (Shah & Mola, 2026). COR theory explains how
employees navigate this duality by developing psychological capital, emotional intelligence,
and coping strategies that enable them to convert organisational resources into sustainable
employability. From this perspective, innovation is most sustainable when organisations
actively support resource accumulation rather than resource depletion.
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Finally, Empowerment Theory provides a micro-level psychological explanation for innovative
behaviour by focusing on employees’ subjective experiences of meaning, competence, self-
determination, and impact. Psychological empowerment shifts the emphasis from formal
structures and controls to employees’ internal readiness to act proactively and creatively.
Empowered employees are more likely to perceive innovation as an opportunity rather than a
threat, particularly in complex and changing environments. Leadership practices that foster
empowerment play a crucial role in translating organisational resources into innovative
outcomes by cultivating autonomy, confidence, and a sense of purpose among employees
(Orkamo et al., 2025).

These theoretical perspectives provide a comprehensive foundation for understanding
sustainable innovation as a dynamic interplay between organisational structures, psychological
states, and resource dynamics. By integrating the reciprocity logic of Social Exchange Theory,
the resource-buffering mechanisms of the JD-R model, the motivational principles of Self-
Determination Theory, the human-technology alignment of Socio-Technical Theory, the
resilience focus of Conservation of Resources Theory, and the proactive orientation of
Empowerment Theory, organisations can develop a coherent and human-centred roadmap for
fostering innovative work behaviour that supports both institutional competitiveness and long-
term employee flourishing (Hendri, 2025; Shah & Mola, 2026).

Determinants of Sustainable Employee Performance

Thirteen key factors have been identified as shaping sustainable employee performance: human
resource management (HRM), leadership, psychological factors, employee engagement,
organizational culture, organizational learning, compensation, commitment, motivation,
employee resilience, digital technology, training, and empowerment (Hendri, 2025). These
determinants can be synthesised into three broad dimensions: the HRM implementation
process, leadership behaviours in contemporary organisational contexts, and the role of
workplace spirituality and organisational culture (Hendri, 2025; Nishanthi et al., 2025; Orkamo
et al., 2025; Roodbari et al., 2025).

HRM and the Implementation Process

Human resource management practices have a significant influence on employee performance;
however, the mere existence of these policies is insufficient without an effective delivery
mechanism (Al Daboub et al., 2024; Hendri, 2025; Roodbari et al., 2025). Increasing attention
in the literature has been directed toward the importance of the implementation process rather
than the formal content of HR policies alone in order to bridge the “intended—implemented
gap” (Roodbari et al., 2025). High-performance workplace systems (HPWS) have transitioned
from simple management concepts to essential pillars for organisational success, provided that
the implementation process accounts for the involvement of multiple organisational actors
(Bhardwaj et al., 2024; Roodbari et al., 2025; Ruiz et al., 2024).

Successful implementation is inherently a multi-actor process that requires coordination among
senior managers, HR professionals, line managers, and employees (Roodbari et al., 2025).
Within this process, line managers play a pivotal role as primary implementers who translate
organisational intentions and HR policies into day-to-day practices. These managers act as
critical “process mechanisms” that receive and relay HR signals from top management, directly
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shaping employee experiences and contributing to sustainable performance outcomes
(Roodbari et al., 2025).

Leadership Behaviours and Workplace Culture

Leadership serves as a primary success factor in navigating institutional transitions and digital
transformation (Atiku & Van Wyk, 2024; Nita & Gutu, 2023; Orkamo et al., 2025). Leadership
effectiveness in this context is increasingly viewed through a behavioural taxonomy in which
leaders are required to concurrently manage task-oriented, relation-oriented, change-oriented,
and external-oriented behaviours in order to promote digital competence and innovation
(Orkamo et al., 2025; Sharma et al., 2024).

At the same time, the modern workforce increasingly expects inner contentment and
meaningful work environments, which has elevated the importance of workplace spirituality
as a multidimensional construct that aligns personal values with organisational culture
(Nishanthi et al., 2025). By nurturing spiritual capital, organisations can cultivate employee
trust, loyalty, and resilience, which provide the relational and cultural conditions essential for
long-term institutional sustainability (Nishanthi et al., 2025; Shah & Mola, 2026). Ultimately,
sustainable employee performance is driven by the synergy between high-quality HRM
implementation, effective and adaptive leadership behaviours, and a supportive organisational
culture that values the psychological agency and well-being of staff (Hendri, 2025; Roodbari
et al., 2025).

Workplace Spirituality and Culture

The contemporary research landscape is witnessing a fundamental paradigm shift in
organisational behaviour, transitioning from a focus on negative outcomes such as stress and
burnout toward positive psychological components such as health, well-being, and happiness
(Costa & Oliveira, 2025; Shah & Mola, 2026). A significant driver of this shift is the growing
demand among the modern workforce for inner contentment and meaningful work
environments that transcend traditional monetary incentives (Nishanthi et al., 2025). This
evolution has elevated workplace spirituality as a critical multidimensional construct that aligns
an individual’s personal values and beliefs with the broader organisational culture (Nishanthi
et al., 2025). Unlike earlier management models that often-overlooked employees’ inner lives,
contemporary institutions increasingly recognise that creating a spirit-friendly workplace
fosters a sense of community and wholeness, which are essential for long-term sustainability
in a volatile global market (Nishanthi et al., 2025; Shah & Mola, 2026).

Research indicates that India is currently the leading global contributor to the literature on
workplace spirituality and spiritual capital, producing significantly more publications in this
domain than any other nation (Nishanthi et al., 2025). This leadership stems from India’s rich
cultural and philosophical traditions, such as Vedanta, Yoga, and mindfulness, which
emphasize holistic well-being and ethical behavior (Nishanthi et al., 2025). These practices
have been shown to significantly enhance self-care and resilience, effectively reducing stress
and burnout while fostering a healthier, more collaborative work environment (Nishanthi et al.,
2025). By integrating these spiritual principles into the organizational fabric, firms can
cultivate spiritual capital—a unique resource encompassing values and social networks that
catalyzes entrepreneurial action and ethical business conduct (Nishanthi et al., 2025).
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The impact of a spiritual culture extends directly to organisational effectiveness and sustainable
performance. Empirical evidence suggests that workplace spirituality significantly enhances
job satisfaction, employee commitment, and innovative work behaviour (Garg & Saini, 2024;
Hendri, 2025; Nishanthi et al., 2025; Sode & Chenji, 2024). When an organisation aligns its
vision and values with the goals of its employees, the need for intrusive micromanagement and
daily monitoring is reduced, as employees feel inherently trusted and valued (Nishanthi et al.,
2025). Spiritual leadership acts as a vital mechanism in this process, generating value
congruence at the individual and team levels and developing deep-seated organisational
commitment (Nishanthi et al., 2025). Ultimately, a spiritually supportive environment provides
a competitive advantage by nurturing loyalty and encouraging deeper personal investment in
professional roles (Nishanthi et al., 2025; Shah & Mola, 2026).

Work Engagement as a Central Catalyst

Work engagement is conceptualised as a positive and satisfying mental state related to an
individual’s professional role, typically characterised by high levels of vigour, dedication, and
mental absorption in work tasks (Santosa et al., 2025; Zhou et al., 2025). Within modern
organisational structures, work engagement serves as a central mediating factor that effectively
links individual and environmental enablers to performance and innovation outcomes (Kossyva
et al., 2023; Zhou et al., 2025).

Antecedents and Consequences of Engagement

A comprehensive systematic review of recent literature has identified a wide range of
antecedents of work engagement spanning individual, job-related, organisational, leadership,
and environmental domains (Santosa et al., 2025). Key drivers within these domains include
emotional intelligence, organisational justice, and public service motivation, while factors such
as career calling and supportive talent management policies have also been shown to
significantly enhance professionals’ internal motivation to participate actively in their work
roles (Santosa et al., 2025; Zhou et al., 2025).

Sustained work engagement is associated with a broad set of positive outcomes across multiple
levels. At the individual level, engagement contributes to enhanced well-being and reduced
burnout. Behaviourally, it promotes increased employee creativity and innovative work
behaviour, particularly in psychologically safe team environments where members feel free to
share novel ideas (Jin et al., 2024). At the job level, engagement is linked to improved task
performance, while at the organisational level it is associated with higher institutional

commitment and lower turnover intentions (Ali et al., 2022; Kossyva et al., 2023; Santosa et
al., 2025).

The Role of Al and Digital Tools

Within the contemporary digital landscape, artificial intelligence functions as an important
moderating factor that strengthens the relationship between work engagement and innovative
work behaviour (Zhou et al., 2025). Perceived technological environments and Al-enabled
tools are particularly effective when they reduce cognitive and administrative burdens, such as
large-scale data processing or repetitive bureaucratic tasks, thereby enabling employees to
devote greater physical and mental resources to creative and value-adding activities (Soulami
et al., 2024; Zhou et al., 2025).
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At the same time, digital transformation introduces distinct challenges. Constant connectivity
and pervasive digital monitoring can operate as ‘“techno-stressors” that blur boundaries
between work and personal life (Marsh et al., 2024; Shah & Mola, 2026). Such conditions may
impair self-regulation, increase work-related fatigue, and contribute to depressive symptoms if
left unmanaged (Marsh et al.,, 2024). Consequently, organisations must balance digital
efficiency with human-centred support systems in order to sustain work engagement and long-
term employability (Shah & Mola, 2026).

Notwithstanding these advances in the literature, the current body of research exhibits a
significant gap regarding generational diversity, particularly in how varying age groups
navigate the digital workspace while maintaining well-being (Costa & Oliveira, 2025;
Mahapatro & Yadav, 2024; Santosa et al., 2025). Younger employees often perceive digital
transformation as an opportunity for career enhancement, whereas older employees more
frequently experience digital fatigue and difficulty adapting to virtualised work structures
(Mahapatro & Yadav, 2024). Generations X, Y, and Z tend to prioritise workplace flexibility to
achieve a more sustainable balance between professional and personal life. Yet research
examining how these generational differences influence the long-term success of digital
strategies remains scarce. Future scholarly inquiry should therefore address how employees
from different age cohorts experience workplace happiness, motivation, and well-being when
interacting with disruptive technologies such as artificial intelligence.

Despite these advancements, several methodological limitations persist. The dominance of
cross-sectional designs limits causal inference and fails to capture the evolving nature of work
engagement over time (Kossyva et al., 2023; Santosa et al., 2025; Zhou et al., 2025). The
limited use of qualitative approaches further constrains understanding of employees lived
experiences during the implementation of new digital tools and systems. To advance the field,
future research should adopt longitudinal designs, and mixed method approaches capable of
capturing the sustained and evolving impacts of digital transformation on employee and teacher
behaviour over extended periods.

From a practical perspective, bridging the persistent “intended—implemented gap” remains a
critical challenge for organisations. Despite the presence of high-quality human resource
policies, expected performance outcomes often fail to materialise because organisations focus
on policy design while overlooking implementation complexity (Roodbari et al., 2025; Santosa
et al., 2025). Effective implementation is inherently a multi-actor endeavour that depends on
the shared understanding, commitment, and coordinated actions of senior leaders, HR
professionals, and line managers, with the latter playing a particularly central role as agents of
change. Addressing this gap requires the cultivation of psychological safety and resilience-
oriented management practices that enable employees to cope with bureaucratic constraints
and institutional crises without undermining mental health or intrinsic motivation. Ultimately,
organisations must align technological infrastructure with human-centred management
practices to ensure that sustainable performance is embedded in everyday practice rather than
remaining an aspirational ideal.

Conclusion

This systematic literature review demonstrates that innovation and sustainable performance in
Industry 4.0 are not solely technological outcomes but result from the synergy of visionary
leadership, robust talent policies, and psychological readiness. While digital transformation
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provides the technological infrastructure for organisational success, constructs such as
psychological safety, career calling, and work engagement constitute the human-centred
management practices that translate this infrastructure into measurable innovative outcomes.
To thrive in the era of Industry 5.0, organisations must adopt human-centric frameworks that
foster meaningful work and employee well-being while leveraging technological advancement

for continuous renewal.

Acknowledgements:

Funding Statement:

Conflict of Interest
Statement:

Ethics Statement:

Author Contribution
Statement:

The authors would like to express their sincere gratitude to
Malaysia University of Science and Technology for providing the
necessary resources and support throughout the course of this
research. Special appreciation is extended to colleagues and peers
who contributed valuable insights and constructive feedback,
which greatly enhanced the quality of this paper.

No Funding

The authors declare that there is no conflict of interest regarding
the publication of this paper. All authors have contributed to this
work and approved the final version of the manuscript for
submission to the Advanced International Journal of Business,
Entrepreneurship and SMEs (AIJBES)

This study did not involve any human participants, animals, or
sensitive data requiring ethical approval. The authors confirm that
the research was conducted in accordance with accepted academic
integrity and ethical publishing standards.

All authors contributed significantly to the development of this
manuscript. Gary Tan was responsible for the conceptualization,
methodology, and overall supervision of the study. Wang Meng
handled data collection, analysis, and interpretation of results.
Wang Meng contributed to the literature review, drafting, and
critical revision of the manuscript. All authors read and approved
the final version of the manuscript prior to submission.

161



Advanced International Journal of
Business, Entrepreneurship and SME's

EISSN: 2682-8545

AIJBES

Volume: 8 Issue: 28 (June 2026) PP. 150-164
References

Ahmad, R., Nawaz, M. R., Ishaq, M. 1., Khan, M. M., & Ashraf, H. A. (2023). Social exchange
theory: Systematic review and future directions. Frontiers in Psychology, 13, Article
1015921. https://doi.org/10.3389/fpsyg.2022.1015921

Akimov, N., Kurmanov, N., Uskelenova, A., Aidargaliyeva, N., Mukhiyayeva, D., Rakhimova,
S., Raimbekov, B., & Utegenova, Z. (2023). Components of education 4.0 in open
innovation competence frameworks: Systematic review. Journal of Open Innovation:
Technology, Market, and Complexity, 9(2), Article 100037.

Al Daboub, R. S., Al-Madadha, A., & Al-Adwan, A. S. (2024). Fostering firm innovativeness:
Understanding the sequential relationships between human resource practices,
psychological empowerment, innovative work behavior, and firm innovative capability.
International Journal of Innovation Studies, 8(1), 76-91.
https://doi.org/10.1016/}.1jis.2023.12.001

Ali, H., Li, M., & Qiu, X. (2022). Employee engagement and innovative work behavior among
Chinese millennials: Mediating and moderating role of work-life balance and
psychological empowerment. Frontiers in Psychology, 13, Article 942580.
https://doi.org/10.3389/fpsyg.2022.942580

Atiku, S. O., & Van Wyk, E. (2024). Leadership practices and work engagement in higher
education: The mediating role of job demands-resources. SAGE Open, 14(1).
https://doi.org/10.1177/21582440241233378

Bhardwaj, S., Choudhary, P., Chopra, R., & Chakraborty, D. (2024). High-performance
workplace system: A literature review. International Journal of Organizational
Analysis. Advance online publication. https://doi.org/10.1108/IJOA-06-2024-4599

Costa, N., & Oliveira, C. M. (2025). Promoting happiness—How to do it and why? Procedia
Computer Science, 263, 651-663.

Farooq, R., & Durst, S. (2023). Understanding knowledge hiding in organizations: A
bibliometric analysis of research trends between 2005 and 2022. Global Knowledge,
Memory and Communication, 74(5/6), 1677—-1723.

Galanakis, M. D., & Tsitouri, E. (2022). Positive psychology in the working environment. Job
demands-resources theory, work engagement and burnout: A systematic literature
review. Frontiers in Psychology, 13, Article 1022102.
https://doi.org/10.3389/fpsyg.2022.1022102

Garg, N., & Saini, D. (2024). Workplace spirituality to cultivate innovative work behaviour:
The moderating role of perceived working conditions. International Journal of
Sociology and Social Policy, 44(1/2), 22—-42. https://doi.org/10.1108/1JSSP-03-2023-
0050

Ghobakhloo, M., Iranmanesh, M., Foroughi, B., Tirkolaee, E. B., Asadi, S., & Amran, A.
(2024). From Industry 4.0 digital manufacturing to Industry 5.0 digital society: A

roadmap toward human-centric, sustainable, and resilient production. Information
Systems Frontiers. Advance online publication. https://doi.org/10.1007/s10796-024-
10476-z

Hendri, M. 1. (2025). Exploring factors shaping sustainable employee performance: A
systematic literature review. Social Sciences & Humanities Open, 11, Article 101586.

Imran, M., & Almusharraf, N. (2024). Digital learning demand and applicability of Quality 4.0
for future education: A systematic review. International Journal of Engineering
Pedagogy, 14(3), 154-171. https://doi.org/10.3991/ijep.v14i3.48847

162



Advanced International Journal of
Business, Entrepreneurship and SME's

EISSN: 2682-8545

AIJBES

Volume: 8 Issue: 28 (June 2026) PP. 150-164

Jin, H., Peng, Y., & Limongi, R. (2024). The impact of team psychological safety on employee
innovative performance: A study with communication behavior as a mediator variable.
PLOS ONE, 19(10), Article €0306629. https://doi.org/10.1371/journal.pone.0306629

Kossyva, D., Theriou, G., Aggelidis, V., & Sarigiannidis, L. (2023). Outcomes of engagement:
A systematic literature review and future research directions. Heliyon, 9(6), Article
el7565.

Mahapatro, S., & Yadav, R. (2024). Generational differences in technology behavior: A
systematic literature review. Journal of Infrastructure, Policy and Development, 8(9),
Article 6755. https://doi.org/10.24294/jipd.v819.6755

Marsh, E., Perez Vallejos, E., & Spence, A. (2024). Overloaded by information or worried
about missing out on it: A quantitative study of stress, burnout, and mental health
implications in the digital workplace. SAGE Open, 14(3).
https://doi.org/10.1177/21582440241268830

McAnally, K., & Hagger, M. S. (2024). Self-determination theory and workplace outcomes: A
conceptual review and future research directions. Behavioral Sciences, 14(6), Article
428. https://doi.org/10.3390/bs14060428

Nishanthi, B., Hariharan, C., Babu, M., Srinivasan, S., & Anandhabalaji, V. (2025). Exploring
workplace spirituality and its impact on organizational effectiveness: A bibliometric
review and prospective research directions. Social Sciences & Humanities Open, 12,
Article 101685.

Nita, V., & Gutu, 1. (2023). The role of leadership and digital transformation in higher education
students’ work engagement. International Journal of Environmental Research and
Public Health, 20(6), Article 5124. https://doi.org/10.3390/ijerph20065124

Orkamo, M., Ukko, J., Rantala, T., & Saunila, M. (2025). Leadership behaviours to promote
organisational performance in private sector digital transformation—A systematic
literature review. Digital Business, 5(2), Article 100155.

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D.,
Shamseer, L., Tetzlaff, J. M., Akl, E. A., Brennan, S. E., Chou, R., Glanville, J.,
Grimshaw, J. M., Hrobjartsson, A., Lalu, M. M., Li, T., Loder, E. W., Mayo-Wilson, E.,
McDonald, S., ... Moher, D. (2021). The PRISMA 2020 statement: An updated
guideline for reporting systematic reviews. BMJ, 372, Article n7l.
https://doi.org/10.1136/bm;j.n71

Roodbari, H., Mirfakhar, A. S., Trullen, J., Valverde, M., & Ogbonnaya, C. (2025). What works
for whom in which circumstances in successful HRM implementation? A realist
synthesis. Journal of Business Research, 188, Article 115115.

Ruiz, L., Benitez, J., Castillo, A., & Braojos, J. (2024). Digital human resource strategy:
Conceptualization, theoretical development, and an empirical examination of its impact
on firm performance. Information & Management, 61(4), Article 103966.
https://doi.org/10.1016/5.im.2024.103966

Santosa, 1. S., Purwanto, E. A., Sumaryono, S., & Utomo, P. P. (2025). Understanding work
engagement in public administration: A comprehensive bibliometric and systematic
review of the past decade. Social Sciences & Humanities Open, 11, Article 101479.

Setyaningrum, R. P., Norisanti, N., Fahlevi, M., Aljuaid, M., & Grabowska, S. (2025).
Exploring the roles of work engagement, psychological empowerment, and perceived
organizational support in innovative work behavior: A latent class analysis for
sustainable  organizational practices. Sustainability, 17(4), Article 1663.
https://doi.org/10.3390/sul17041663

163



Advanced International Journal of
Business, Entrepreneurship and SME's

EISSN: 2682-8545

AIJBES

Volume: 8 Issue: 28 (June 2026) PP. 150-164

Shah, M. A. N., & Mola, L. (2026). Digital transformation and knowledge in sustainable
employability: A systematic literature review. Journal of Innovation & Knowledge, 11,
Article 100855.

Sharma, N., & Dhar, R. L. (2022). From curse to cure of workplace ostracism: A systematic
review and future research agenda. Human Resource Management Review, 32(3),
Article 100836.

Sharma, R. K., Kaur, S., & Mittal, A. (2024). Role of transformational leadership in
implementation of Education 4.0: A parallel mediation model in context of higher
educational institutions (HEIs). Global Knowledge, Memory and Communication.
Advance online publication. https://doi.org/10.1108/GKMC-01-2024-0040

Siachou, E., Trichina, E., Papasolomou, 1., & Sakka, G. (2021). Why do employees hide their
knowledge and what are the consequences? A systematic literature review. Journal of
Business Research, 135, 195-213.

Sode, R., & Chenji, K. (2024). The mediating role of workplace spirituality: Exploring the
relationship between, self-transcendence, spiritual transcendence, and innovative work
behavior. Acta Psychologica, 245, Article 104228.
https://doi.org/10.1016/j.actpsy.2024.104228

Soulami, M., Benchekroun, S., & Galiulina, A. (2024). Exploring how Al adoption in the
workplace affects employees: A bibliometric and systematic review. Frontiers in
Artificial Intelligence, 7, Article 1473872. https://doi.org/10.3389/frai.2024.1473872

Thomas, A. (2024). Digitally transforming the organization through knowledge management:
A socio-technical system (STS) perspective. European Journal of Innovation
Management, 27(9), 437-460. https://doi.org/10.1108/EJIM-02-2024-0114

Zhou, Y., Thurasamy, R., Yusof, R., Zhang, P., Li, X., & Ling, S. (2025). Factors influencing
innovative work behavior among teachers in the higher education sectors in China: The
role of work engagement as a mediator and artificial intelligence as a moderator. Acta
Psychologica, 258, Article 105232.

164



