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The study investigates the factors influencing EA and how it affects 

organisational performance, innovation, and resilience in evolving 

environments. The integration of these factors with the rapid pace of change 

companies face has made Employee Agility (EA) a crucial competency for 

maintaining competitiveness. Nevertheless, there are still unanswered 

questions regarding what promotes or hinders agility in various organisational 

contexts. Employing the PRISMA framework, this research conducts a 

systematic review using comprehensive searches in Scopus and Web of 

Science databases. This method identified 26 primary studies in the field that 

were examined to extract pertinent insights. The authors outlined their 

screening, inclusion, and exclusion criteria in detail to ensure the selection of 

high-quality empirical studies. The results were classified into three main 

themes: 1) EA and Performance, 2) Organisational Change and Leadership, 

and 3) Technology and Employee/Customer Engagement. The outcomes 

underscore the importance of fostering a supportive organisational culture, 

encouraging continuous learning, and implementing innovative strategies such 

as arts-based approaches and gamification to cultivate agile workforces. This 

review highlights the need for companies to implement agility-focused 

initiatives at both upper and lower levels of the organisational hierarchy to 

effectively navigate dynamic market conditions. These findings advance 

existing literature by presenting a holistic perspective on the factors that enable 

EA, offering valuable insights for future research and practical applications. 
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Introduction 

Amid fast-paced change and disruption, EA is critical for organisational resilience (Braun et 

al., 2017; Leask & Ruggunan, 2021) and competitiveness (Karman, 2019; Rožman et al., 

2023). It indicates professionals’ adaptability, capability to master new skills (Tavitiyaman et 

al., 2023), and proactive approach (Jiang, 2017) to circumvent changing workplace 

requirements. Agility is beyond technical skills (Forsman et al., 2016), it engages cognitive 

flexibility (Hülsdünker et al., 2023), emotional resilience (Shoeib, 2022; Torralba et al., 2023), 

and collaboration (Baah et al., 2022; Narayanan et al., 2015) in various teams and contexts. EA 

ponders the ability of employees to be responsive (Azmy, 2021; Khairunnisa & Setiasih, 2023), 

work quickly (Dzimidienė & Bagdžiūnienė, 2022) and accordingly based on what is expected 

by the customer. 

 

The need for speedy or quick service delivery becomes crucial especially during unexpected 

situations such as during the outbreak of COVID-19 pandemic (Puli et al., 2021). Here, 

increase in complaints over public service delivery has shown an increased trend especially 

from 2020 onward. 

 

Figure 1: Statistical Information On Public Complain Related To Delay Or No Action 

Taken For Public Services Requests 

 
Source: Biro Pengaduan Awam (2018), (2019), (2020), (2021), (2022), (2023) and (2024) 

Figure 1 shows a trend of increased in complains on public services delivery in the Malaysian 

public sector especially between 2019 to 2022 by an average of 73% each year. The higher 

increased trend begun from 2020 onward especially during COVID-19 pandemic. In contra, it 

shows the importance of employees to become agile in order to fulfil the stakeholders need 

(public). However, studies on EA per say is very limited, most studies on EA comes together 

with Workforce Agility (WA) in organisational level perspective. Thus, giving limited focus 

on how agility be regarded at employee level.  

 

As such, this study will focus on systematic literature review for previous studies on EA among 

article published between 2022 to 2024. In short, EA shall be established by creating 

environments that exhibit characteristics of performance, leadership and technological 
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implementation. Thus, it is fair to say that EA is the foundation of resilience as it opens new 

doors to transformational growth and long-term success of the organization. 
 

Literature Review 

EA is how organisational become resilience, proactivity and adaptiveness in organisational 

affairs regardless situation (Zhu et al 2021; Pitafi et al., 2018; Alavi et al., 2014). It indicates 

one's potential to adapt in new job requirements, new technologies, and market changers 

(Heidt, Gauger, & Pfnür, 2022). Agility goes beyond skill sets and includes emotional 

intelligence, cognitive flexibility, collaboration, and innovation, all of which drive productivity 

(Patil & Suresh, 2019). Whereas, digital tools and enterprise social media (ESM) enhance 

agility by increasing the visibility of communication, as well as knowledge transfer (Pitafi, 

Rasheed, Islam, & Dhir, 2023). According to Sun, Zhu and Jeyaraj (2023), studies have 

demonstrated that ESM enhances communication quality, enhancing employees' adaptability 

to technological and organisational changes. Agility increasingly characterises long-term 

organisational success with the acceleration of digital transformation (Za, Ceci, & Prezioso, 

2020). 

 

Agility begins with leaders due to the nature of leaders themselves, which comes with an 

enormous impact fostering degrees of agility that exists within a work environment. For 

example, transformational leadership shall inspire employee to become agile by fostering 

adaptivity, proactivity and resilience in unexpected situation (Chong & Zainal., 2024; Yamin 

& Murwaningsari., 2023; Das et al., 2023). A study identifies the connection between the 

quality and visibility of leadership communication and ultimately, the agility of organisations 

(Rasheed et al., 2023) in the face of a crisis. However, the COVID-19 pandemic showed that 

resilient leadership and agile cultures help overcome workforce disruptions (Ludviga & 

Kalviņa, 2023).  

 

Majority of previous studies on SLR related to EA comes together with WA. Most study 

regards WA as organisational level of agility with respondents consist either both individual 

employees at staff level and managerial level of employees (Maran et. al., 2022; Saeed et. al., 

2022) or only among managerial level of employees (Alavi et al., 2014; Chuah et al., 2021; 

Panda, 2024). 
 

Table 1: List of SLR studies related to EA 

Author Research Objective Field Theme Period of 

Article 

Moh'd et al 

(2024) 

Mapping the latest 

status of research 

on agile HR. 

Human 

Resource 

Management 

Agile for HR and HR 

for Agile  

2021-2024 

Alviani et al 

(2024) 

Expanding and 

connecting theories 

with diverse 

methodological 

approaches on 

workforce agility 

WA in 

business 

management. 

Status of variables, 

Unit of analysis, 

Methods and types,  

Underlying theory, 

Future 

recommendation  

Until 2024 
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Muduli and 

Choudhury 

(2024) 

relationship 

between EA and 

digital technology  

Workforce 

agility 

Digital 

transformation 

Agile attitude, Agile 

abilities  

and agile behaviour  

2011-2023 

Tessarini 

and 

Saltorato 

(2021) 

Gapping WA in 

academic research 

WA in 

academic 

research 

learning and training, 

forms of work 

organization, human 

resource 

management and 

culture and 

organisational 

structure. 

before 

June 2020 

Source: Author (2024) 

Based on Table 1 above, the current SLR is differences in term of perspectives since none of 

previous studies were focusing on performance, leadership and technological aspect of 

employees that could improve EA in recent period between 2022 to 2024. The term “recent” 

here is defined as a period between 2022 to 2024. 

 

Figure 2: Theoretical Framework of this SLR Studies 

 

 

 

 

 
 

Source: Author (2024) 

 

Research Question 

According to Kitchenham (2007), research questions are the most important planning tasks. To 

formulate the qualitative research questions, this SLR adopted the PICo framework (Lockwood 

et al., 2015), which stands for Population, Interest, and Context. 

i. Population (P): The population of interest in the study. It describes the target 

of the research involving a specific population, patient group, or society. 

ii. Interest (I): The primary focus/phenomenon of interest in the study. It could 

be related to a particular event, behavior, intervention, or problem that the 

research aims to investigate or understand. 

iii. Context (Co): This describes the setting, environment, or specific context in 

which the population and interest exist. The background may refer to 

geographic location, cultural or societal contexts, or any other relevant context 

for the study. 

Employee 

Agility 

Work Performance 

Organisational Change and Leadership  

Technology and 

Employee/Customer’s engagement 
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This leads to the two research questions detailed below, which this study successfully 

generated. 

i. How are Employee performance enhancing EA in an organization that shall 

resulted on the successfulness of the organisational operation? 

ii. How can organisational change and leadership shall nurture EA that shall 

resulted in the successfulness of the organisational operation? 

iii. How can a technological implementation together with employee/customer 

engagement shall enhance EA that shall at the end resulting on the 

successfulness of the organisational operation? 

 

Methodology 

This study is a qualitative study that used secondary data as its main source of information that 

consist of journal articles that were published between 2022 to 2024 (recent). These articles 

were gathered based on systematic literature review using PRISMA (Preferred Reporting Items 

for Systematic Reviews and Meta-Analyses) framework. PRISMA is a widely recognised 

standard for ensuring transparency, completeness, and consistency in systematic literature 

reviews (Page et al., 2021). The PRISMA website offers researchers a framework for 

comprehensive and systematic analysis. This approach illustrates the importance of 

randomised studies in mitigating bias and enhancing evidence. Web of Science and Scopus 

were employed for their broad coverage and reliability. 

 

PRISMA guides this process in four phases shown in Figure 3 on identification, screening, 

eligibility, and data abstraction (Page et al., 2021). Begin with identification where database is 

search to find relevant articles. Next, at screening level, articles identified during identification 

level will be screened to exclude or remove any irrelevant or low- quality research using certain 

criteria (Table 3). In eligibility stage, articles are evaluated to determine whether they meet the 

inclusion criteria. Any duplicated articles will be removed leaving behind the included articles 

for further interpretation for data abstraction based on the studies objective. The process will 

ensure that systematic reviews only produce trustworthy and useful results. 

 

Identification 

Identification is the key step of SLR methodology to include or exclude studies in a systematic 

and objective manner. Scopus and Web of Science (WoS) indexes were chosen because they 

cover a large body of peer-reviewed papers and high-impact journals. Broad search words on 

individual-level adaptability within organisational contexts, for example, “EA,” “staff agility,” 

“employee responsiveness”, and “staff adaptivity” (Table 2), resulted in 282 articles, 164 from 

Scopus and 118 from WoS, signaling a growing interest in individual-level adaptability for 

organisational resilience. Although they overlap, there is enough difference that aggregating 

the results from both databases mitigates bias and balances coverage. This is not a 

comprehensive list; the first dataset is filtered for duplicates and relevance, and the final list 

incorporates all representations available until December 2024. 
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Table 2: Search String 

Database Search String 

Scopus TITLE-ABS-KEY ( ( "EA" OR "staff agility" OR "employee 

responsiveness" OR "staff responsiveness" OR "employee 

adaptivity" OR "staff adaptivity" ) ) AND ( LIMIT-TO ( 

PUBYEAR , 2022 ) OR LIMIT-TO ( PUBYEAR , 2023 ) OR 

LIMIT-TO ( PUBYEAR , 2024 ) ) AND ( LIMIT-TO ( 

LANGUAGE , "English" ) ) AND ( LIMIT-TO ( DOCTYPE 

, "ar" ) ) AND ( LIMIT-TO ( PUBSTAGE , "final" ) ) 

Date of Access: December 2024 

WoS ("EA" OR "staff agility" OR "employee responsiveness" OR 

"staff responsiveness" OR "employee adaptivity" OR "staff 

adaptivity" ) (Topic) and 2024 or 2023 or 2022 (Publication 

Years) and Article (Document Types) and English 

(Languages) 

Date of Access: August 2024 
Source: Compiled by Author (2024) 

 

Screening 

In the first screening, 282 publications were assessed according to their relevance to the 

research questions with regard to EA. Duplicates (n = 24) were removed, resulting in 258 

records. Following the application of inclusion/exclusion criteria (Table 3), 191 publications 

were removed from the data set with a preference for journal articles published in English and 

published between 2022-2024. We excluded books, reviews, meta- syntheses, conference 

proceedings, and book chapters. A total of 92 publications were found eligible for data analysis. 

Such a stringent process allows for a precise review anchored in the best and latest research on 

EA. 

 

Table 3: The Selection Criterion Is Searching 

Criterion Inclusion Exclusion 

Language English Non-English 

Timeline 2022 – 2024 < 2022 

Literature type Journal (Article) Conference, Book, Review 

Publication Stage Final In Press 

Source: Compiled by Author (2024) 

 

Eligibility 

In the eligibility stage, a total of 67 articles were identified at first to be reviewed. Every article 

has been checked according to the inclusion criteria and specifically titles and the main content 

to verify that it met the aims of the research. Therefore, 42 articles have been excluded after 

filtering the titles, the reasons for exclusion which are out to the study, the titles with less 

importance and did not meet the aims, abstracts that were not linked to the objectives of the 

study, full text not accessible. 
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Included 

The eligibility phase of the SLR ensures that only relevant studies are included for analysis. 

Titles and content were screened, resulting in the exclusion of 42 articles due to irrelevance, 

poor titles, lack of full-text access, or insufficient empirical evidence. This rigorous appraisal 

preserved the quality of the review. Eventually, 26 articles were selected for further analysis, 

forming a focused set addressing the research questions. This process enhances the level of 

validity as well as reliability of the findings, contributing to meaningful insights on EA. 

 

Data Abstraction And Analysis 

Hence, the meta-analytic approach synthesised findings from 26 screened articles of 

quantitative methods. Key themes arose on EA through data extraction, with collaborative 

teamwork informing context-driven insights. A comprehensive log added rigour and 

transparency via thematic analysis. The last step was to compared team findings in order to 

reconcile differences and agree on a common framework, yielding a comprehensive thematic 

framework. This iterative process increases the validity of the results, emphasising the 

flexibility of the staff and supporting mixed methods research by combining qualitative and 

quantitative perspectives. 
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Results And Findings 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Compiled by Author (2024) 

Figure 2: Flow Diagram Of The Proposed Search Study Based On PRISMA 

Framework 

 

Quality of Appraisal 

Based on the guidelines proposed by Kitchenham and Charters (Kitchenham, 2007), the last 

stage after the selection of the primary studies is the assessment of the quality of the research 

they bring and the quantitative comparison of those studies. In this setting, primary studies 

correspond to the original research articles, papers, or documents considered as inputs to a 

systematic review after the first selection process. These are the primary sources of evidence 

examined in order to answer the research questions set for the review. For this study, we used 

Anas Abouzahra et al.’s quality assessment framework. based on (Abouzahra et al., 2020) 

which includes six specific quality assessment (QA) criteria for our systematic literature review 

(SLR). A three-tier system was used to score each criterion. A score of Yes (Y), 1 means a 
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criterion was fully met. Criteria partially fulfilled the identified some gaps/limitations was 

labelled with "Partly" (P) and scored 0.5. If a criterion was not reached at all, it was scored as 

“No” (N), with a value of 0. It provides a systematic way to assess the quality of the studies 

included in the review consistently. 

 

The quality assessment (QA) process reviews a study in light of six specific criteria as below. 

Three experts independently provide assessments of the study based on these criteria, with 

scores of “Yes” (Y), “Partly” (P) or “No” (N) for each. The sum of scores given by experts is 

used for calculating the overall score. A score greater than 3.0 ensures only the highest quality 

research moves on to the next phase. Here’s a breakdown of how the ratings work: 

 

QA1. Is the purpose of the study clearly stated? 

For this criterion, we are assessing whether it is clear what the aim of the study is. An adequate 

and precise purpose brings clarity to any research and outlines a specific direction. 

 

QA2. Is the interest and the usefulness of the work clearly presented? 

This is a measure of how well the study conveys its significance and potential contributions. 

If the relevance of the research is made clear, it will increase the impact and value of the 

research. 

 

QA3. Is the study methodology clearly established? 

This focuses on whether the methodology employed is clear and appropriate to meet the study 

objectives. The methodology is clearly outlined as it describes worthy in order to make them 

actionable. 

 

QA4. Are the concepts of the approach clearly defined? 

This criterion assesses if the theoretical framework and/or key concepts are stated clearly and 

explained in a lot of detail. The underlying concepts should be well-defined to better 

comprehend the study’s approach and the impact it will have. 

 

QA5. Is the work compared and measured with other similar work? 

This examines if the study has compared itself to past studies. It demonstrates the research's 

significance relative to existing literature and underscores the latter's originality. 

 

QA6. Are the limitations of the work clearly mentioned? 

This criterion evaluates whether the study recognizes its limitations. Transparency is enhanced 

and the credibility of the research is strengthened when potential weaknesses are identified. 

 

These criteria are essential to judging the quality and strength of a study. A comprehensive 

assessment to this end is achieved by summing the scores assigned by three experts. Only 

studies that met a demanding threshold scored more than 3.0 is sufficient to pass to the next 

step of the review process. 

 

Table 3: Description Of Code For The Articles That Undertook Quality Of Assessment: 

Code Authors SCOPUS WoS 

PS1 Srigouri and Muduli, (2024) ✓ ✓ 
PS2 Rasheed et al. (2023) ✓  

PS3 Ezmiri and Rostamzadeh, (2022) ✓  
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PS4 Hanu et al. (2023) ✓ ✓ 
PS5 Zhang et al. (2022) ✓ ✓ 
PS6 Elliott et al. (2023) ✓ ✓ 
PS7 Stein et al.  (2023) ✓  

PS8 Sharma et al. (2022) ✓  

PS9 Khong et al. (2022) ✓ ✓ 
PS10 Aliyyah et al. (2024) ✓  

PS11 Chong & Zainal, (2024) ✓  

PS12 Pitafi et al.  (2023) ✓ ✓ 
PS13 Naim et al. (2024) ✓  

PS14 Nguyen et al.  (2022) ✓  

PS15 Bao et al. (2024) ✓ ✓ 
PS16 Doeze Jager et al. (2022) ✓  

PS17 Jia & Li (2024) ✓ ✓ 
PS18 Zandi et al. (2022) ✓  

PS19 Janani & Vijayalakshmi (2024) ✓ ✓ 
PS20 Ulucayli et al. (2023) ✓ ✓ 
PS21 Martin et al. (2022) ✓  

PS22 Nivedhitha (2023) ✓  

PS23 Talwar et al. (2023) ✓ ✓ 
PS24 Salmen & Festing (2022) ✓  

PS25 Yang et al. (2024)  ✓ 
PS26 Kocot et al. (2022)  ✓ 

Source: Compiled by Author (2024) 

Table 4: Summary Results Of Quality Of Assessment Performance For Selected 

Primary Studies 

PS QA1 QA2 QA3 QA4 QA5 QA6 Total Mark Percentage 
(%) 

PS1 1 1 1 1 0.5 0.5 5 83.33 
PS2 1 1 1 1 1 0.5 5.5 91.67 
PS3 1 0.5 1 0.5 0.5 0.5 4 66.67 
PS4 1 1 1 1 1 1 6 100 
PS5 1 1 1 1 0.5 0.5 5 83.33 
PS6 1 1 1 1 1 0.5 5.5 91.67 
PS7 1 0.5 1 1 1 1 5.5 91.67 
PS8 1 1 1 1 0.5 0.5 5 83.33 
PS9 1 1 1 1 0.5 0.5 5 83.33 
PS10 1 1 1 1 1 0.5 5.5 91.67 
PS11 1 1 1 1 0.5 0.5 5 83.33 

PS12 1 1 1 1 1 0.5 5.5 91.67 

PS13 1 1 1 1 1 0.5 5.5 91.67 

PS14 1 1 1 1 0.5 0.5 5 83.33 

PS15 1 1 1 1 1 0.5 5.5 91.67 
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PS QA1 QA2 QA3 QA4 QA5 QA6 Total Mark Percentage 
(%) 

PS16 1 1 1 1 1 0.5 5.5 91.67 
PS17 1 1 1 1 0.5 0.5 5 83.33 
PS18 1 1 1 1 1 0.5 5.5 91.67 

PS19 1 1 1 1 1 1 6 100 

PS20 1 1 1 1 0.5 0.5 5 83.33 

PS21 1 1 1 1 1 0.5 5.5 91.67 

PS22 1 1 1 1 1 0.5 5.5 91.67 

PS23 1 1 1 1 1 0.5 5.5 91.67 

PS24 1 1 1 1 1 1 6 100 

PS25 1 1 1 1 1 0.5 5.5 91.67 

PS26 1 1 1 1 1 0.5 5.5 91.67 

Source: Compiled by Author (2024) 

 

In this study, we have evaluated 26 articles through the use of six criteria  

(Table 2) using Scopus. Background: Methodology and analysis of eight articles obtained 6 

(100%). Most scored 5 to 5.5 and exhibited minor gaps in comparative analysis (QA5) and 

understanding limits (QA6). There was the need for improvement in QA5 and QA6, 

particularly in terms of benchmarking and transparency. Top-scoring articles such as Arts as a 

Driver of Agility excelled at interdisciplinary collaborative coverage, while lower-scoring 

articles (4 or 66.67%) did not incorporate any thorough comparative perspectives. The review 

highlights excellent work but reveals areas for future research to improve its quality and impact. 

 

Discussion 

The 26 articles included in the SLR were organised into three themes (Table 7.1). EA and 

Performance, Organisational Change and Leadership, and Technology and Engagement. The 

first one talks about leadership, work-based learning and enterprise social media (ESM) while 

improving adaptability. The second emphasises the leadership and strategic management 

required to effect transformation and deliver satisfaction. The third examines AI, digital tools, 

and telemedicine for better engagement. These themes set the stage for discussing the role of 

agility, leadership and technology in driving productivity and innovation. 

 

Table 5: Three Primary Themes for the Articles 

Theme Articles (PS) Focus Area 

EA and Performance 1, 4, 5, 10, 11, 12, 13, 

15, 16, 18, 19, 22, 23, 

24, 25, 26 

Exploring the factors affecting EA, 

work performance, and its role in 

organisational success. 

Organisational 

Change and 

Leadership 

3, 7, 8, 20, 21 Investigating leadership, strategy, 

and responsiveness in fostering 

organisational change and 
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Theme Articles (PS) Focus Area 

improvement. 

Technology and 

Employee/Customer 

Engagement 

2, 6, 9, 14, 17 Examining the role of 

technology, AI, telemedicine, and 

gamification in employee 

engagement and customer 

experience. 

EA and Performance (Response to Research Question i) 

 

How Are Employee Performance Enhancing EA In An Organization That Shall 

Resulted On The Successfulness Of The Organisational Operation? 

The performance of employees is a significant catalyst in driving organizational successes, 

agility, knowledge sharing, and innovation. Recent studies demonstrate that employee agility 

plays a pivotal role in enhancing job performance and bolstering organizational adaptability 

(Chong & Zainal, 2024). Integration of enterprise social media enables communication 

visibility, enhancing employee creativity and agility (Rasheed et al., 2023). In addition, 

training transfer is positively affected by performance coaching and favourable HRD climate, 

which helps employees develop skills that can be used to improve organizational effectiveness 

(Srigouri & Muduli, 2024). Specific leadership practices like empowering leadership and 

transformational leadership augment employee agility, fostering better job performance and 

adaptability during turbulent market conditions (Naim et al., 2024; Yang et al., 2024). 

Additionally, work-based learning programmes enhance employee ambidexterity and 

proactive goal orientation, thus vital to long-term organizational competitiveness (Hanu et al., 

2023). Thus, the reason why performance management is critical in achieving organizational 

success in the long run is the fact that it helps in keeping employees performing at their best 

in achieving organizational successfulness. 

 

Organisational Change And Leadership (Response to Research Question ii) 

 

How Can Organizational Change And Leadership Shall Nurture EA That Shall 

Resulted In The Successfulness Of The Organisational Operation? 

Leadership and the readiness to embrace change are key factors to organizational success in a 

dynamic environment. Strategic management that comes with organizational change are 

important in allowing employees to respond better to the needs of the unexpected environment 

(Ezmiri & Rostamzadeh, 2022). Embracing employee agility takes the central role of 

leadership, as empowering leadership promotes psychological safety and knowledge-sharing 

behaviors, which in turn leads to greater adaptability (Naim et al., 2024). Furthermore, 

transformational leadership is found to predict job performance which is moderated by agile 

employees and drive organizational resilience (Chong & Zainal, 2024). Moreover, 

organizations with effective HR practices shall establish a vitality and learning environment in 

organization as a way to ensure on employee’s thriving at work capacity (Yang et al., 2024). 

By combining effective people leadership together with a strategic HR approach shall foster a 

promising change in which organizations thrive by developing a workforce that is agile, 

positioning them for successful performance over the long term. 
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Technology and Employee/Customer Engagement (Response to Research Question iii) 

 

How Can A Technological Implementation Together With Employee/Customer 

Engagement Shall Enhance EA That Shall At The End Resulting On The 

Successfulness Of The Organisational Operation? 

Embracing technology and engaging employees and customers are part of the  keys in 

achieving organisational successful. However, the availability of these organizations in 

harmony with many online technologies that support interaction through enterprise social 

media (ESM), digital tools, for example, will be pivotal in training these employees to form 

agile employees, creative, and knowledge sharers, and ultimately capable of carrying out team 

performance (Pitafi et al., 2023; Rasheed et al., 2023). Increased visibility of communication 

through ESM facilitates collaborative efforts among employees, resulting in higher levels of 

innovation and productivity (Talwar et al., 2023; Zhang et al., 2022). Employee engagement 

via coaching, agility training and HR development promotes a culture of learning and 

adaptability, which is highly essential for the business to grow, especially in case of micro, 

small and medium enterprises (MSMEs) (Srigouri & Muduli, 2024; Hanu et al., 2023). 

Furthermore, AI-based service quality and responsiveness improve customer attention and 

loyalty, ultimately yielding better organizational outcomes (Nguyen et al., 2022; Sharma et 

al., 2022). As a result, the convergence of technology and engagement is tenacious for 

ensuring organizational success in a continuously evolving business landscape.  

 

Conclusion 

As such, in response to research questions, EA shall significantly boost job performance 

(Aghaei et al., 2022), with a proper employee performance management, effective leadership 

and technology implementation. Organisation should enhance the used of effective employee 

performance, leadership and technological implementation such as improving digital literacy 

among employees to allow for effective and quality communication and transmission of data 

between employee and their customers thus fostering agility in services delivery and improve 

the employees’ performance in the eyes of their customers. Meanwhile, it was discovered that 

leadership styles shall efficiently promote EA that will enhance organizational performance.  

 

Future study should enhance the study of EA by comparing the EA with WA in order to see 

any differences in term of theories used, respondents, unit of analysis etc. so that the perspective 

of both agility can be access either at individual employee level or organisational level. EA that 

mainly in public sector should also be explored in order to look into how EA shall enhance 

organisational successfulness in public sector. 

 

Acknowledgement 

The authors would like to express their appreciation and gratitude to Iman Excellent Centre 

especially to YBrs. TS. Dr. Wan Azani bin Wan Mustafa and his team for providing 

unconditional guidance in conducting this Systematic Literature Review (SLR). Their 

assistance and suggestions have greatly contributed in completing this paper and study. 

Furthermore, not to forget, Faculty of Business Management of UiTM Terengganu Branch, 

Dungun Campus for providing continuous support in ensuring that this shall be produced 

successfully. The publisher as well as reviewers and proof readers that help in ensuring for the 

current study shall maintain and address a high level of academic writing. 

 

 

 



 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

27 

 

Reference 

Abouzahra, A., Sabraoui, A., & Afdel, K. (2020). Model composition in Model Driven 

Engineering: A systematic literature review. Information and Software Technology, 

125, 106316. https://doi.org/10.1016/j.infsof.2020.106316 

Aghaei, I., Haghani, M., & Limunga, E. J. (2022). Task and relationship conflicts, EA, and 

perceived job performance. Journal of Management and Research, 9(1). 

https://doi.org/10.29145/jmr/91/02 

Ajayi, N. F. A., & Udeh, N. C. A. (2024b). Agile work cultures in it: A conceptual analysis of 

HR’s role in fostering innovation supply chain. International Journal of Management 

& Entrepreneurship Research, 6(4), 1138–1156. 

https://doi.org/10.51594/ijmer.v6i4.1004. 

Alavi, S., Wahab, D. A., Muhamad, N., & Shirani, B. A. (2014). Organic structure and 

organisational learning as the main antecedents of workforce agility. International 

Journal of Production Research, 52(21), 6273–6295. 

https://doi.org/10.1080/00207543.2014.919420. 

Alhitmi, H. K., Shah, S. H. A., Kishwer, R., Aman, N., Fahlevi, M., Aljuaid, M., & Heidler, P. 

(2023). Marketing from Leadership to Innovation: A Mediated Moderation Model 

Investigating How Transformational Leadership Impacts Employees’ Innovative 

Behavior. Sustainability, 15(22), 16087. https://doi.org/10.3390/su152216087 

Aliyyah, I. H., Basrowi, B., Nugroho, I., Mardian, T., Syakina, D., Mardiharini, M., . . . Junaidi, 

A. (2024). Enhancing company performance and profitability through agile practices: 

A comprehensive analysis of three key perspectives. Uncertain Supply Chain 

Management, 12(2), 1205–1224. https://doi.org/10.5267/j.uscm.2023.11.014. 

Alviani, D., Hilmiana, N., Widianto, S., & Muizu, W. O. Z. (2024). Workforce agility: a 

systematic literature review and research agenda. Frontiers in Psychology, 15. 

https://doi.org/10.3389/fpsyg.2024.1376399 

Asad, M., Asif, M. U., Allam, Z., & Sheikh, U. A. (2021). A mediated moderated analysis of 

psychological safety and employee empowerment between sustainable leadership and 

sustainable performance of SMEs. In 2021 International Conference on Sustainable 

Islamic Business and Finance, 33–38. 

https://doi.org/10.1109/ieeeconf53626.2021.9686340. 

Azmy, A. (2021). The Effect of Employee Engagement and Job Satisfaction on WAThrough 

Talent Management in Public Transportation Companies. Media Ekonomi Dan 

Manajemen. https://doi.org/10.24856/mem.v36i2.2190 

Baah, C., Agyeman, D. O., Acquah, I. S. K., Agyabeng-Mensah, Y., Afum, E., Issau, K., . . . 

Faibil, D. (2021). Effect of information sharing in supply chains: understanding the 

roles of supply chain visibility, agility, collaboration on supply chain performance. 

Benchmarking an International Journal, 29(2), 434–455. https://doi.org/10.1108/bij-

08-2020-0453 

Bao, Y., Zhu, Y., Kanwal, S., & Ullah, U. (2024). Integrating the ESM usage and work 

engagement for EA performance: based on regulatory focus theory. BMC Psychology, 

12(1). https://doi.org/10.1186/s40359-024-01833-3 

Biro Pengaduan Awam. 2018. Laporan Tahunan BPA 2017. Putrajaya. 

Biro Pengaduan Awam. 2019. Laporan Tahunan 2018. Putrajaya. 

Biro Pengaduan Awam. 2020. Laporan Tahunan Biro Pengaduan Awam 2019. Putrajaya. 

Biro Pengaduan Awam. 2021. Laporan Tahunan 2020. Putrjaya. 

Biro Pengaduan Awam. 2022. SISPAA Laporan Tahunan 2021. Putrajaya. 

Biro Pengaduan Awam. 2023. Laporan Tahunan Biro Pengaduan Awam 2022. Putrajaya. 

Biro Pengaduan Awam. 2024. Laporan Tahunan Biro Pengaduan Awam 2023. Putrajaya. 

https://doi.org/10.51594/ijmer.v6i4.1004
https://doi.org/10.1080/00207543.2014.919420
https://doi.org/10.5267/j.uscm.2023.11.014
https://doi.org/10.1109/ieeeconf53626.2021.9686340


 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

28 

 

Braun, T. J., Hayes, B. C., DeMuth, R. L. F., & Taran, O. A. (2017). The development, 

validation, and practical application of an EA and resilience measure to facilitate 

organisational change. Industrial and Organisational Psychology, 10(4), 703–723. 

https://doi.org/10.1017/iop.2017.79 

Chong, Y. K., & Zainal, S. R. M. (2024). EA’s moderating role on the link between employee 

vitality, digital literacy and transformational leadership with job performance: an 

empirical study. Cogent Business & Management, 11(1). 

https://doi.org/10.1080/23311975.2024.2337447. 

Chuah, F., Memon, M., Ramayah, T., Cheah, J., Ting, H., & Cham, T. (2021). AGILE OR 

NOT? THE UPSURGE OF DIGCOMP AND SOCIAL MEDIA USAGE AMONG 

TEACHERS. Journal of Applied Structural Equation Modeling, 5(2). 

https://doi.org/10.47263/jasem.5(2)04 

Das, K. P., Mukhopadhyay, S., & Suar, D. (2022). Enablers of workforce agility, firm 

performance, and corporate reputation. Asia Pacific Management Review, 28(1), 33–

44. https://doi.org/10.1016/j.apmrv.2022.01.006. 

Dzimidienė, A., & Bagdžiūnienė, D. (2022). The Effect of EA and Self-Efficacy on innovative 

behavior at work. Psichologija, 67, 70–88. https://doi.org/10.15388/psichol.2022.60 

Duchek, S. (2019). Organisational resilience: a capability-based conceptualization. BuR - 

Business Research, 13(1), 215–246. https://doi.org/10.1007/s40685-019-0085-7 

Elliott, M. N., Beckett, M. K., Cohea, C. W., Lehrman, W. G., Cleary, P. D., Giordano, L. A., 

. . . Fleisher, L. A. (2023). Changes in patient experiences of hospital care during the 

COVID-19 pandemic. JAMA Health Forum, 4(8), e232766. 

https://doi.org/10.1001/jamahealthforum.2023.2766 

Ezmiri, M., & Rostamzadeh, R. (2022). The effect of strategic management thinking on 

organisational change considering the role of the staff responsiveness. International 

Journal of Strategic Change Management, 8(1), 4–20. 

https://doi.org/10.1504/ijscm.2022.131205 

Forsman, H., Gråstén, A., Blomqvist, M., Davids, K., Liukkonen, J., & Konttinen, N. (2015). 

Development of perceived competence, tactical skills, motivation, technical skills, and 

speed and agility in young soccer players. Journal of Sports Sciences, 34(14), 1311–

1318. https://doi.org/10.1080/02640414.2015.1127401 

Hanu, C., Amegbe, H., Yawson, M. D. T. A., & Mensah, P. (2022). Differential impact of 

work-based learning on EA, ambidexterity and proactive goal generation. Journal of 

Workplace Learning, 35(1), 92–111. https://doi.org/10.1108/jwl-01-2022-0005 

Heidt, L., Gauger, F., & Pfnür, A. (2022). Work from Home Success: Agile work 

characteristics and the Mediating Effect of supportive HRM. Review of Managerial 

Science, 17(6), 2139–2164. https://doi.org/10.1007/s11846-022-00545-5 

Hülsdünker, T., Friebe, D., Giesche, F., Vogt, L., Pfab, F., Haser, C., & Banzer, W. (2023). 

Validity of the SKILLCOURT® technology for agility and cognitive performance 

assessment in healthy active adults. Journal of Exercise Science & Fitness, 21(3), 260–

267. https://doi.org/10.1016/j.jesf.2023.04.003 

Jager, S. B. D., Born, M. P., & Van Der Molen, H. T. (2021). The relationship between 

organisational trust, resistance to change and adaptive and proactive employees’ agility 

in an unplanned and planned change context. Applied Psychology, 71(2), 436–460. 

https://doi.org/10.1111/apps.12327 

Janani, M., & Vijayalakshmi, V. (2024). Arts as a driver of agility: A mixed-method inquiry. 

Acta Psychologica, 251, 104640. https://doi.org/10.1016/j.actpsy.2024.104640 

https://doi.org/10.1080/23311975.2024.2337447
https://doi.org/10.1016/j.apmrv.2022.01.006
https://doi.org/10.1016/j.actpsy.2024.104640


 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

29 

 

Jia, H., & Li, M. (2023). She wants the best: Maximizing tendency, work‐to‐family enrichment 

and female employee adaptivity. Asian Journal of Social Psychology, 27(3), 279–291. 

https://doi.org/10.1111/ajsp.12598 

Jiang, Z. (2016). Proactive personality and career adaptability: The role of thriving at work. 

Journal of Vocational Behavior, 98, 85–97. https://doi.org/10.1016/j.jvb.2016.10.003 

Karman, A. (2019). The role of human resource flexibility and agility in achieving sustainable 

competitiveness. International Journal of Sustainable Economy, 11(4), 324. 

https://doi.org/10.1504/ijse.2019.103472 

Keniston, A., Sakumoto, M., Astik, G. J., Auerbach, A., Eid, S. M., Kangelaris, K. N., . . . 

Burden, M. (2022). Adaptability on Shifting Ground: a Rapid Qualitative Assessment 

of Multi-institutional Inpatient Surge Planning and Workforce Deployment During the 

COVID-19 Pandemic. Journal of General Internal Medicine, 37(15), 3956–3964. 

https://doi.org/10.1007/s11606-022-07480-x 

Khong, C. M., Pasipanodya, E. C., Do, J., Phan, N., Solomon, D. L., Wong, E. Y., . . . Shem, 

K. (2022). SCiPad: evaluating telemedicine via iPad facetime for general spinal cord 

injury care. Spinal Cord, 60(5), 451–456. https://doi.org/10.1038/s41393-022-00790-1 

Kiefer, D., Van Dinther, C., & Spitzmüller, J. (2021). Digital Innovation Culture: A Systematic 

Literature Review. In Lecture notes in information systems and organisation (pp. 305–

320). https://doi.org/10.1007/978-3-030-86800-0_22 

Kitchenham, B. (2007). Guidelines for performing systematic literature reviews in software 

engineering. Technical Report, Ver. 2.3 EBSE Technical Report. EBSE. 

Kocot, D., Wiench, P., & Maciaszczyk, M. (2021). Inter-Organization relationships on virtual 

level in terms of EA as determinant of industry 4.0 era. In Routledge eBooks (pp. 102–

117). https://doi.org/10.4324/9781003213048-9. 

Leask, C., & Ruggunan, S. (2021). A temperature reading of COVID-19 pandemic EA and 

resilience in South Africa. SA Journal of Industrial Psychology, 47. 

https://doi.org/10.4102/sajip.v47i0.1853 

Lockwood, C., Munn, Z., & Porritt, K. (2015). Qualitative research synthesis: Methodological 

guidance for systematic reviewers utilisingutilising meta-aggregation. International 

Journal of Evidence-Based Healthcare, 13(3), 179–187. 

https://doi.org/10.1097/XEB.0000000000000062. 

Ludviga, I., & Kalvina, A. (2023). Organisational agility during crisis: Do employees’ 

perceptions of public sector organizations’ strategic agility foster employees’ work 

engagement and well-being? Employee Responsibilities and Rights Journal, 36(2), 

209–229. https://doi.org/10.1007/s10672-023-09442-9. 

Maran, T. K., Liegl, S., Davila, A., Moder, S., Kraus, S., & Mahto, R. V. (2021). Who fits into 

the digital workplace? Mapping digital self-efficacy and agility onto psychological 

traits. Technological Forecasting and Social Change, 175, 121352. 

https://doi.org/10.1016/j.techfore.2021.121352 

Martin, S., Klimoski, R., & Henderson, A. (2021). Improving internal service: identifying the 

roles of employee proficiency, adaptivity and proactivity. Journal of Organisational 

Effectiveness People and Performance, 9(1), 50–67. https://doi.org/10.1108/joepp-09-

2020-0178. 

Moh’d, S., Gregory, P., Barroca, L., & Sharp, H. (2024). Agile human resource management: 

A systematic mapping study. German Journal of Human Resource Management 

Zeitschrift Für Personalforschung. https://doi.org/10.1177/23970022231226316. 

Muduli, A., & Choudhury, A. (2024). Exploring the role of workforce agility on digital 

transformation: a systematic literature review. Benchmarking an International Journal. 

https://doi.org/10.1108/bij-02-2023-0108 

https://doi.org/10.1111/ajsp.12598
https://doi.org/10.1007/978-3-030-86800-0_22
https://doi.org/10.4324/9781003213048-9
https://doi.org/10.1007/s10672-023-09442-9
https://doi.org/10.1108/joepp-09-2020-0178
https://doi.org/10.1108/joepp-09-2020-0178
https://doi.org/10.1177/23970022231226316


 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

30 

 

Narayanan, S., Narasimhan, R., & Schoenherr, T. (2014). Assessing the contingent effects of 

collaboration on agility performance in buyer–supplier relationships. Journal of 

Operations Management, 33–34(1), 140–154. 

https://doi.org/10.1016/j.jom.2014.11.004 

Nguyen, T., Quach, S., & Thaichon, P. (2021). The effect of AI quality on customer experience 

and brand relationship. Journal of Consumer Behaviour, 21(3), 481–493. 

https://doi.org/10.1002/cb.1974. 

Khairunnisa, S. F., & Setiasih. (2023). Pengaruh Persepsi Kepemimpinan, Innovative Work 

Behaviour Terhadap WApada Perusahaan. Psyche 165 Journal. 

https://doi.org/10.35134/jpsy165.v16i3.274 

KS, N. (2022). Key in socially driven game dynamics, open the doors of agility - an empirical 

study on gamification and EA. Behaviour and Information Technology, 42(11), 1659–

1685. https://doi.org/10.1080/0144929x.2022.2093792 

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, I., Hoffmann, T. C., Mulrow, C. D., . . 

. Moher, D. (2021). The PRISMA 2020 statement: an updated guideline for reporting 

systematic reviews. BMJ, n71. https://doi.org/10.1136/bmj.n71. 

Panda, S. (2024). The role of employee ambidexterity on employee agility: a moderation 

analysis with employee organisational tenure. Evidence-based HRM a Global Forum 

for Empirical Scholarship. https://doi.org/10.1108/ebhrm-07-2023-0178 

Patil, M., & Suresh, M. (2019). Modelling the Enablers of WA in IoT Projects: A TISM 

approach. Global Journal of Flexible Systems Management, 20(2), 157–175. 

https://doi.org/10.1007/s40171-019-00208-7 

Pitafi, A. H., Kanwal, S., & Pitafi, A. (2019). Effect of enterprise social media and 

psychological safety on employee’s agility: mediating role of communication quality. 

International Journal of Agile Systems and Management, 12(1), 1. 

https://doi.org/10.1504/ijasm.2019.098708 

Pitafi, A. H., Rasheed, M. I., Islam, N., & Dhir, A. (2023). Investigating visibility affordance, 

knowledge transfer and EA performance. A study of enterprise social media. 

Technovation, 128, 102874. https://doi.org/10.1016/j.technovation.2023.102874 

Prayag, G., Muskat, B., & Dassanayake, C. (2023). Leading for Resilience: Fostering employee 

and organisational resilience in tourism firms. Journal of Travel Research, 63(3), 659–

680. https://doi.org/10.1177/00472875231164984 

Prezioso, G., Ceci, F., & Za, S. (2020). Employee skills and digital transformation: preliminary 

insights from a case study. Impresa Progetto - Electronic Journal of Management, (2). 

Retrieved from 

https://www.impresaprogetto.it/sites/impresaprogetto.it/files/articles/ipejm_-_2_-

_2020_-_saggio_-prezioso-ceci-za_0.pdf. 

Puli, L., Layton, N., Mont, D., Shae, K., Calvo, I., Hill, K. D., Callaway, L., Tebbutt, E., 

Manlapaz, A., Groenewegen, I., & Hiscock, D. (2021). Assistive technology provider 

experiences during the covid-19 pandemic. International Journal of Environmental 

Research and Public Health. https://doi.org/10.3390/ijerph181910477 

Rasheed, M. I., Pitafi, A. H., Mishra, S., & Chotia, V. (2023). When and how ESM affects 

creativity: The role of communication visibility and EA in a cross-cultural setting. 

Technological Forecasting and Social Change, 194, 122717. 

https://doi.org/10.1016/j.techfore.2023.122717 

Rožman, M., Tominc, P., & Štrukelj, T. (2023). Competitiveness through development of 

strategic talent management and agile management ecosystems. Global Journal of 

Flexible Systems Management, 24(3), 373–393. https://doi.org/10.1007/s40171-023-

00344-1. 

https://doi.org/10.1002/cb.1974
https://doi.org/10.1136/bmj.n71
https://www.impresaprogetto.it/sites/impresaprogetto.it/files/articles/ipejm_-_2_-_2020_-_saggio_-prezioso-ceci-za_0.pdf
https://www.impresaprogetto.it/sites/impresaprogetto.it/files/articles/ipejm_-_2_-_2020_-_saggio_-prezioso-ceci-za_0.pdf
https://doi.org/10.1007/s40171-023-00344-1
https://doi.org/10.1007/s40171-023-00344-1


 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

31 

 

Saeed, I., Khan, J., Zada, M., Ullah, R., Vega-Muñoz, A., & Contreras-Barraza, N. (2022). 

Towards examining the link between workplace spirituality and workforce agility: 

Exploring higher educational institutions. Psychology Research and Behavior 

Management, Volume 15, 31–49. https://doi.org/10.2147/prbm.s344651 

Salmen, K., & Festing, M. (2021). Paving the way for progress in EA research: a systematic 

literature review and framework. The International Journal of Human Resource 

Management, 33(22), 4386–4439. https://doi.org/10.1080/09585192.2021.1943491 

Sharma, D., Paul, J., Dhir, S., & Taggar, R. (2021). Deciphering the impact of responsiveness 

on customer satisfaction, cross-buying behaviour, revisit intention and referral 

behaviour. Asia Pacific Journal of Marketing and Logistics, 34(10), 2052–2072. 

https://doi.org/10.1108/apjml-07-2021-0465 

Srigouri, V., & Muduli, A. (2024). Training transfer in MSMEs of India: examining the role of 

performance coaching, HRD climate and EA. Industrial and Commercial Training, 

56(4), 419–433. https://doi.org/10.1108/ict-05-2024-0043 

Srigouri, V., & Muduli, A. (2024b). Training transfer in MSMEs of India: examining the role 

of performance coaching, HRD climate and EA. Industrial and Commercial Training, 

56(4), 419–433. https://doi.org/10.1108/ict-05-2024-0043 

Stein, L. a. R., Bassett, S. S., Welsh, W. N., Clair-Michaud, M., Abdel-Salam, S., Monico, L., 

. . . Clarke, J. G. (2023). Implementation Strategy Fidelity and Organisational Outcomes 

in a Randomized Trial: Implications for Reentry from Corrections to Community 

Treatment. Substance Use & Misuse, 58(3), 320–330. 

https://doi.org/10.1080/10826084.2022.2161311 

Sun, Y., Mengyi, Z., & Jeyaraj, A. (2023). How enterprise social media affordances affect EA: 

a self-determination theory perspective. Information Technology and People, 38(1), 

87–115. https://doi.org/10.1108/itp-04-2022-0306 

Talwar, S., Luqman, A., Kaur, P., Srivastava, P., & Mishra, S. (2023). How social networking 

ties mediate the associations between enterprise social media affordances and EA? 

Technological Forecasting and Social Change, 195, 122759. 

https://doi.org/10.1016/j.techfore.2023.122759 

Tavitiyaman, P., Tsui, B., & Ng, P. M. L. (2023). Effect of hospitality and tourism students’ 

perceived skills on career adaptability and perceived employability. Journal of 

Hospitality & Tourism Education, 1–12. 

https://doi.org/10.1080/10963758.2023.2200003 

Teguh, M. J., Noermijati, N., Moko, W., & Rofiaty, R. (n.d.). Exploring Characteristics of 

Digital Organisational Culture in Post COVID-19: A Systematic Literature Review. 

Retrieved from https://doi.org/10.32535/jicp.v5i2.1669. 

Tessarini, G., Junior, & Saltorato, P. (2021). Workforce agility: a systematic literature review 

and a research agenda proposal. Innovar, 31(81), 155–167. 

https://doi.org/10.15446/innovar.v31n81.95582 

Torralba, W. M. R., Savio, M. T., Huang, X., Manchanda, P., Steiger, M., Bharucha, T., . . . 

Guevara, R. L. (2023). The cognitive adaptability and resiliency employment screener 

(CARES): tool development and testing. Frontiers in Psychiatry, 14. 

https://doi.org/10.3389/fpsyt.2023.1254147 

Ulucayli, S., Cek, K., & Oniz, A. (2023). The Effect of Service Quality on Patient Citizenship 

Behaviors: Evidence from the Health Sector. Healthcare, 11(3), 370. 

https://doi.org/10.3390/healthcare11030370 

Xiao, Q., Yan, J., & Bamber, G. J. (2023). How does AI-enabled HR analytics influence 

employee resilience: job crafting as a mediator and HRM system strength as a 

moderator. Personnel Review. https://doi.org/10.1108/pr-03-2023-0198 

https://doi.org/10.32535/jicp.v5i2.1669


 

 
Volume 8 Issue 29 (March 2025) PP. 14-32 

  DOI: 10.35631/IJEMP.829002 

32 

 

Yamin, T., & Murwaningsari, E. (2023). Exploring the interplay between digital technology, 

transformational leadership and agility for enhancing organisational performance. 

Business Ethics and Leadership, 7(4), 73–88. https://doi.org/10.61093/bel.7(4).73-

88.2023 

Yamin, M. A., Almuteri, S. D., Bogari, K. J., & Ashi, A. K. (2024). The influence of strategic 

human resource management and artificial intelligence in determining supply chain 

agility and supply chain resilience. Sustainability, 16(7), 2688. 

https://doi.org/10.3390/su16072688 

Yang, C., Tang, C., Xu, N., & Lai, Y. (2024). Developmental human resource practices, 

thriving at work, and EA: The moderating role of workplace spirituality. Journal of 

Management & Organization, 1–16. https://doi.org/10.1017/jmo.2024.15 

Zandi, G., Shahid, M. S., Ahmed, S., & Shahzad, I. A. (2021). Enterprise Social Media Usage 

and Team Performance with The Moderation of Workplace Integration: An Empirical 

Study of Telecommunication Sector in Pakistan. DOAJ (DOAJ: Directory of Open 

Access Journals). https://doi.org/10.22059/jitm.2021.86123 

Zhang, L., Xu, Y., Chen, C., & Zhao, R. (2022). Predicting the factors of EA using Enterprise 

Social Media: The Moderating role of Innovation Culture. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.911427. 

Zhu, M., Sun, Y., Jeyaraj, A., & Hao, J. (2021). Impact of task characteristics on EA: the 

moderating effect of enterprise social media visibility. Internet Research, 31(3), 931–

960. https://doi.org/10.1108/intr-07-2020-0409 

 

https://doi.org/10.3389/fpsyg.2022.911427
https://doi.org/10.1108/intr-07-2020-0409

