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Abstract: In this era, employees are required to have the ability to respond and adapt quickly to change, known 

as workforce agility. This study aims to explain the dimensions and factors that can affect workforce agility. The 

research was conducted by systematic literature review (SLR), using PRISMA (Preferred Reporting Items for 

Systematic Review and Meta-Analysis) and Bibliometric methods to filter topics, subtopics, and journals that fit 

the criteria. 42 journals were obtained from the database, namely Sciencedirect, Emerald, PubMed, Google 

Scholar, Semantic Scholar, and Mendeley Web Importer. Based on the results of research that has been done, 

workforce agility is influenced by Psychological Empowerment (18%), Leadership (14%), Organizational Culture 

(10%), Workplace Spirituality (10%), Enterprise Social Media (ESM) (9%), Knowledge Management (8%), 

Organizational Learning (7%), Innovative Work Behavior (7%), Emotional Intelligence (3%), and Job 

Satisfaction (2%). Employees who have high agility are usually adaptable to changing situations, tasks, and new 

technologies, and are able to work in a variety of dynamic conditions. 
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Introduction                                                                                       

The era of industrial revolution 4.0 and society 5.0 brings new challenges and 

opportunities for organizations in managing employees. In welcoming Era 5.0, individuals in 

the workplace are expected to improve soft skills to adapt to the current digital era (Maharani, 

2024). Therefore, employees are expected to be able to adapt quickly to changes that occur in 

a dynamic, stressful, and fast-paced corporate environment. The ability to adapt to new 

technologies, as well as understand the increasingly complex needs of society, is the key to 

success in maintaining the competitiveness and productivity of the company (Prastika et al., 

2024). 

The company really needs human resources as actors who can carry out company 

activities in order to achieve the expected goals. The human resources needed by the company 

are qualified and professional employees who are able to carry out the company's activities 

(Yuliana & Rustendi, 2024). According to Fareed et al., (2016) said that the company's need 

for qualified and competent human resources for sustainable growth, with this sustainable 

growth the organization must have a workforce that has the knowledge, skills and expertise 

needed to succeed in a dynamic and increasingly complex work environment in the long term 

(Parinsi & Musa, 2023). 

In fact, human resources are the most important asset of an organization and the source 

of creativity and innovation, which includes all individual abilities, talents, knowledge and 

experience of individuals within an organization (Aidan et al., 2018). The quality of the 

workforce can determine how well an organization can meet the needs and provide the best 

service to the community. In addition, good human resources also greatly determine the 

progress, smoothness and success of an organization in facing various challenges and changes 

that occur in the organizational environment (Jayanti et al., 2024). 
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The performance of an organization is largely determined by the human resources 

within it. If human resources are highly motivated, creative and able to develop innovations, 

their performance will be better. Therefore, it is necessary to make efforts to improve the ability 

of human resources (Yuliana & Rustendi, 2024). Organizations are faced with a dynamic and 

rapidly changing business environment. Market uncertainty, technological advances, and 

changing consumer preferences require companies to adapt quickly and effectively (Alichia et 

al., 2024). 

The concept of workforce agility is very relevant and important to understand, the 

concept of agility in the industrial world is starting to develop from organizational agility to 

the concept of workforce agility. The concept of workforce agility has emerged as an important 

element in shaping organizational success and sustainability. Workforce agility refers to the 

ability of organizations and employees to respond to change quickly, flexibly, and adaptively 

(Khairunnisa & Setiasih, 2023; Cyfert et al., 2022). 

Data from the Survei Angkatan Kerja Nasional (SAKERNAS) report in February 2024 

released by Badan Pusat Statistik Indonesia (2024) shows the phenomenon of labor dynamics, 

especially the urgency of workforce agility. This report notes that the number of labor force in 

Indonesia reached 149.38 million people. This figure has increased by 2.76 million people 

compared to February 2023, indicating the addition of new workers into the labor market. This 

increase in the labor force was also accompanied by an increase in the Tingkat Partisipasi 

Angkatan Kerja (TPAK) by 0.50% compared to the same period the previous year. This data 

indicates that more individuals are entering the labor market, either due to economic needs or 

increased job opportunities, thus strengthening the dynamics of the labor market in Indonesia. 

In addition, the working population in February 2024 reached 142.18 million people, 

an increase of 3.55 million people from February 2023 (Badan Pusat Statistik Indonesia, 2024). 

This shows that there is an increase in labor absorption in various sectors. One of the sectors 

that experienced the largest increase was the accommodation and drinking food provision 

sector, which recorded a growth of 0.96 million workers (Badan Pusat Statistik Indonesia, 

2024). This increase can be interpreted as a response to increased demand for services in the 

tourism and hospitality sector, as well as other creative economy sectors, which are recovering 

after the pandemic. This trend also shows that this sector has significant growth potential, and 

is one of the main pillars of employment. 

Furthermore, the number of formal workers has also increased. In February 2024, 58.05 

million people (40.83% of the total workforce) worked in formal activities, representing an 

increase of 0.95% compared to February 2023 (Badan Pusat Statistik Indonesia, 2024). This 

data indicates an increase in employment opportunities that are more stable and offer better 

social security and working conditions, as more companies seek to recruit formal workers to 

support their operations. This increase indicates a positive shift in the labor market, with more 

workers turning to formal jobs that are generally more stable. 

However, on the other hand, there was an increase in the percentage of 

underemployment of 1.61% in February 2024 (Badan Pusat Statistik Indonesia, 2024). This 

increase suggests that despite an increase in the working population, some of them are working 

below full capacity, indicating a mismatch between workers' competencies and labor market 

needs. It also shows that available job opportunities may not always meet workers' needs in 

terms of wages, working hours, and job stability. 

Tingkat Pengangguran Terbuka (TPT) in February 2024 was recorded at 4.82%, a 

decrease of 0.63% from February 2023 (Badan Pusat Statistik Indonesia, 2024). This decline 

shows an improvement in employment, indicating increased economic activity and more job 

opportunities. However, the number of commuting workers decreased by 0.05 million people 

compared to February 2023. This decline may indicate reduced labor mobility, which could be 

the result of changing work patterns such as the increasing trend of remote work or jobs that 
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no longer require workers to travel long distances. The decline in commuting workers may also 

indicate that employment opportunities are more concentrated in certain areas, thus 

discouraging the movement of labor from one region to another. 

Overall, the report data Badan Pusat Statistik Indonesia (2024) shows that despite an 

increase in employment and a decline in the unemployment rate, the job market remains 

competitive. The continuous growth of the labor force and TPAK indicates that more and more 

people are competing for available jobs. This requires the workforce to have high adaptability 

or workforce agility to remain competitive. Workforce agility is an essential skill in a dynamic 

job market, where changes in technology, organizational policies, and global economic trends 

significantly affect working conditions. By having workforce agility, workers can more easily 

adapt to changes, update their skills, and optimize their ability to fill positions that are relevant 

to industry needs. 

In the context of the report's data, the need for workforce agility becomes a research 

urgency, because without this ability, workers risk being left behind and unable to compete 

with other individuals who adapt more quickly to changes in the job market. Thus, both workers 

and organizations need information on the dynamics of workforce agility to optimize career 

sustainability and job stability in a future full of uncertainty and change. 

Workforce agility is not just about an individual's ability to adapt, but also includes how 

organizations create structures, cultures and processes that support rapid response to change. 

Employees must be agile to adopt new ways of dealing with a fast-paced, demanding and 

changing business environment. While employees are expected to be active, resilient, and 

forward-looking (Saeed et al., 2022). Improving workforce agility not only benefits individuals 

but also creates a more collaborative and open work environment for companies (Jatmiko & 

Putimelinda, 2023). 

Therefore, this study aims to answer the research quotient with a Systematic Literature 

Review (SLR) approach using the PRISMA method and bibliometric analysis regarding 

workforce agility in employees. By using the Systematic Literature Review (SLR) method, this 

research will identify and analyze studies that have been conducted in this field, identify 

research trends, author linkages and top citations and reveal dimensions and factors that can 

affect workforce agility. The bibliometric analysis will provide further insights into research 

distribution, influence, and collaboration networks among researchers in this field (Arifin & 

Raharja, 2023). 

By understanding the dimensions and factors that influence workforce agility and its 

implications for organizations, the results of this study are expected to provide guidance for 

practitioners and researchers in developing effective strategies to increase agility in employees. 

In addition, this research is also expected to enrich the existing literature and pave the way for 

further research in the field of industrial and organizational psychology, especially those related 

to workforce agility. 

 

 

Method 

 

This research uses the Systematic Literature Review (SLR) review method. Systematic 

Literature Review (SLR) is used to refer to certain research or development methodologies and 

developments carried out to collect and evaluate research related to a particular topic area  

(Wahyudin & Rahayu, 2020). The benefits of research with the SLR (Systematic Literature 

Review) method are being able to identify, review, evaluate, and interpret any available 

research that focuses on phenomena of interest (Triandini et al., 2019). Researchers use the 

PRISMA (Preferred Reporting Items for Systematic Review and Meta-Analysis) method to see 

https://ejournal.radenintan.ac.id/index.php/konseli
http://dx.doi.org/10.24042/kons.v11i2.24329


  

276 
  https://ejournal.radenintan.ac.id/index.php/konseli  

http://dx.doi.org/10.24042/kons.v11i2.24329 

top citations and answer research questions. And using the Bibliometric analysis method to see 

co-occurrences and co-authorship specifically explains the keyword linkage of authors related 

to workforce agility. This research uses the Systematic Literature Review (SLR) method or 

systematic literature review with PRISMA data retrieval to discuss workforce agility in 

employees. 

PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses) 

  This study, using the PRISMA (Preferred Reporting Items for Systematic 

Review and Meta-Analysis) method, was conducted to screen and select articles (Page et al., 

2021). The steps in the PRISMA diagram begin with formulating the research problem using 

the PICOC method. This research is designed to determine the focus in a structured manner by 

identifying key elements such as population, intervention, comparison, outcomes, and context 

(Anggraeni, 2024). This approach helps ensure that the research is well focused, resulting in a 

more directed and systematic study based on predetermined inclusion and exclusion criteria 

(Wibowo & Putri, 2021). 

  Furthermore, the keyword "Workforce Agility" was used in the article search. 

The term was typed into databases such as Sciencedirect, Emerald Insight, PubMed, Semantic 

Scholar, Google Scholar and Mendeley Web Importer. The next step was to filter out articles 

that did not meet the inclusion and exclusion criteria, namely: duplicate articles, articles in 

2016-2023, articles that match the research topic, open access articles, and have abstracts. 

Furthermore, entering articles in the form of RIS (Research Information System) into the 

Mendeley Reference Manager application and creating a PRISMA diagram using the PRISMA 

Flow Diagram and obtained 42 articles that match the criteria in the study. The PRISMA 

diagram table will be described as follows: 

 

 

 

  Identification of studies via databases and registers 

Records identified from through 

database SinceDirect, Emerald 

Insight, PubMed, Google 

Scholar, Semantic Scholar, and 

Mendeley Web Importer 

(n=1679) 

Records removed before screening: 

Duplicate records removed (n=510) 

Records marked a ineligible by 

automation tools [2016-2023] 

(n=183) 

Records removed for other reasons 

(n=40) 

Id
en

tif
ic

at
io

n 

Records screened 

(n=946) 

Records excluded [Titles identified 

and screened] (n=682) 

 

Reports sought for retrieval 

(n=264) 

Reports assessed for eligibility 

(n=219) 

Studies included in review  

(n=42) 

Reports of included studies 

(n=42) 

 

Reports not retrieved [without 

abstract for screening] (n=45) 

 

Reports excluded: 

Participants does not focus on 

employee (n=69) 

Article does not discuss the 

workforce agility factor (n=108) 

Sc
re
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in

g 
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Figure 1. PRISMA Diagram 

Articles were obtained from the Sciencedirect, Emerald Insight, PubMed, Semantic Scholar, 

Google Scholar and Mendeley Web Importer databases using the keyword "Workforce 

Agility". The results obtained were 1679 articles, then selected through the filtering process 

into 42 journals downloaded in the form of RIS (Research Information System) format. 

Bibliometric Analysis 

 The RIS format was entered into the Mendeley Reference Manager application. After being 

entered into the application, the RIS format of each journal was converted into one RIS format 

for the entire journal. Then, the RIS of the entire journal was entered into Vosviewer Software 

to produce a graphical representation of the bibliometric map. Bibliometric analysis can 

visualize relationships and produce graphical representations of bibliometric maps that are easy 

to read and facilitate assessment and interpretation, VOSviewer software is also needed (Tang 

et al., 2018). 

In bibliometric studies, VOSviewer is software used to visualize and analyze bibliometric data 

such as journals, articles, and citations related to a particular topic. The software can also 

generate network and cluster maps from bibliometric data and find research trends, author 

collaborations, and the most frequently used topics and concepts (Budianto & Dewi, 2023). As 

an analysis tool, this article uses the database-based VOSviewer to perform two of the three 

steps of data analysis (Sharifi, 2021). The bibliometric analysis process will be explained in 

the following table: 

 

 
Figure 2. Bibliometric Analysis 

  

 

Finding and Result 

PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses) 

From a total of 42 articles that have been obtained using Systematic Literature Review (SLR) 

analysis, 10 journals that have the highest number of citations will be selected. According to 

Aulianto & Nashihuddin (2020) said that citation analysis can be used to see future research 

trends based on reading sources. The more journal publications that are cited, the greater the 

factors that have an impact on research development. In addition, citation analysis can be used 
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to find out how much one's work is cited by others. The following are the results of PRISMA 

(Preferred Reporting Items for Systematic Review and Meta-Analysis). 

 

Table 1. List of Journal Reviews 

Author Year Journal Citation Publication 

Cai et al 2018 Improving the agility of 

employees through 

enterprise social media: 

The mediating role of 

psychological conditions 

311 International Journal of 

Information Management 

Muduli 2017 Workforce agility: 

Examining the role of 

organizational practices 

and psychological 

empowerment 

189 Global Business and 

Organizational Excellence 

Muduli & 

Pandya 

2018 Psychological 

empowerment and 

workforce agility 

165 Psychological Studies 

Pitafi et al 2020 Employee agility and 

enterprise social media: 

The Role of IT proficiency 

and work expertise 

126 Technology in Society 

Munteanu 

et al 

2020 Analysis of practices to 

increase the workforce 

agility and to develop a 

sustainable and 

competitive business 

116 Sustainability 

Wei et al 2020 Improving Employee 

Agility Using Enterprise 

Social Media and Digital 

Fluency: Moderated 

Mediation Model 

88 IEEE Access 

Menon & 

Suresh 

2020 Enablers of workforce 

agility in engineering 

educational institutions 

83 Journal of Applied Research 

in Higher Education 

Varshney 

& 

Varshney 

2020 Workforce agility and its 

links to emotional 

intelligence and workforce 

performance: A study of 

small entrepreneurial firms 

in India 

69 Global Business and 

Organizational Excellence 

Saeed et al 2022 Towards Examining the 

Link Between Workplace 

Spirituality and Workforce 

Agility: Exploring Higher 

Educational Institutions 

69 Psychology Research and 

Behavior Management 
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Maran et 

al 

2022 Who fits into the digital 

workplace? Mapping 

digital self-efficacy and 

agility onto psychological 

traits 

68 Technological Forecasting 

and Social Change 

The results of the journal search have been filtered by taking 42 relevant journals according to 

the criteria of the filtered journal research using the PRISMA method. Based on table 2, the 

first order of research with the most citations written by Cai et al., (2018) amounted to 311 

times in the citation. According to this study, the use of Enterprise Social Media (ESM) and 

the psychological state of employees play an important role in improving agility performance. 

Thus, the importance of advice for managers to pay attention to the psychological state of 

employees in improving agility performance which includes psychological meaningfulness, 

availability, and security. 

Furthermore, the second most cited research sequence written by Muduli (2017) totaling 189 

times cited. According to this study, organizational practices and psychological empowerment 

were found to be significantly related to workforce agility, employees tend to acquire agile 

skills depending on organizational practices such as learning, training, compensation, 

engagement, teamwork and information systems. 

Then the third most cited research sequence written by Muduli & Pandya (2018) the citations 

referenced amounted to 165 times. According to this study, psychological empowerment is 

considered an important aspect of organizational efforts to encourage the creation of workforce 

agility. Leaders should put more effort in creating a work environment that is conducive to 

employee empowerment, empowerment that is in accordance with structures and practices such 

as rewards, flexibility in the workplace, independence and skill development. 

Dimensions of Workforce Agility 

Based on the results of the analysis of the journals that have been reviewed in table 2, it is 

found that according to Muduli (2017); Cai et al., (2018); Aidan et al., (2018); Muduli & 

Pandya (2018); Pitafi et al., (2019); Vliet et al., (2019); Storme et al., (2020); Wei et al., (2020); 

Varshney & Varshney (2020); Azmy (2021); Saeed et al., (2022); Cyfert et al., (2022); 

Hernawaty & Syahrani (2022); Wahjunianto (2022); Saputra et al., (2023) the dimensions of 

workforce agility are divided into proactive, adaptive, and resilience. 

Proactivity refers to the ability of individuals in the organization to identify market 

opportunities and threats that may arise, and make good use of these opportunities. They are 

also able to make the right decisions to solve various problems and creatively overcome the 

challenges faced by providing new ideas and recommendations for the advancement of work 

(Athamneh & Jais, 2023).  

While adaptability is the ability of individuals to adjust to any organization and change the 

actions of these individuals to follow any changes in conditions in the work environment both 

internally and externally, and be able to respond to these changes quickly. Resilience is the 

ability of individuals within the organization to survive in a dynamic environment while 

https://ejournal.radenintan.ac.id/index.php/konseli
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maintaining a good attitude, accepting new ideas and accepting opinions from others 

(Athamneh & Jais, 2023). 

Factors Affectting Workforce Agility in Employees 

             Based on the results of the analysis of the journals that have been reviewed in table 1. 

It is found that the factors of creating workforce agility in employees are influenced by several 

factors, namely psychological empowerment factors found in 25 articles (18%), leadership 

factors found in 20 articles (14%), knowledge management factors found in 12 articles (8%), 

organizational culture factors found in 15 articles (10%), Enterprise Social Media (ESM) 

factors found in 13 articles (9%), the workplace spirituality factor was found to be 14 articles 

(10%), the teamwork factor was found to be 9 articles (6%), the emotional intelligence factor 

was found to be 5 articles (3%), the organizational learning factor was found to be 10 articles 

(7%), the innovative work behavior factor was found to be 10 articles (7%), and the job 

satisfaction factor was found to be 4 articles (2%). 

 

 

Figure 3. Workforce Agility Factor Circle Diagram 

Bibliometric Analysis 

Co-Authorship 

The bibliometric image of Co-Authorship Network Visualization is interconnected with each 

other, marked by a line relationship and there are nodes (circles) that can represent authors and 

edges (networks) that are interconnected. According to the analysis results from VOSviewer, 

125 authors have been cited by publications. The researcher set the threshold at 125 and 10 

authors were selected. The co-citation network of cited authors is illustrated in Figure 3. A 
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node represents an author and the network lines represent three authors cited in one document. 

The VOSviewer software divided these 10 authors into 3 clusters characterized by blue, red 

and green colors. Based on the figure, the red color is the most connected. The authors found 

that pitafi, abdul hameed, kanwal, shamsa, rasheed, muhammad imran, pitafi, and adnan were 

the main sources of reference in the authors. Meanwhile, ren, minglun, wei, chu, ali, ahsan, 

hasany, noman, lai, han, islam, and tahir are references that are connected to each other. 

 

  

Figure 4. Connected Co-Authorship Network Visualization 

 

Co-Occurrence 

The results of the analysis on the bibliometric Co-Occurrence Network Visualization image 

show that there are varied keywords that have a relationship between one another. Analysis of 

the keyword linkage network shows research hotspots and research trends. According to the 

results of the analysis that has been carried out using VOSviewer software, there are 58 

keywords and 50 keywords that only appear once, contributing 60%. Researchers chose 38 

keywords as shown in Figure 4. that VOSviewer software divides 38 keywords into 4 clusters. 

The keyword with the largest node (circle) is the most used keyword, namely workforce agility. 

In addition, psychological empowerment has a direct and indirect relationship to 

workforce agility. 
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Figure 5. Connected Co-Occurrence Network Visualization 

 

Overlay Co-Occurrence 

  Based on the visualization results in the bibliometric image Visualization Overlay Co-

Occurrence can describe the extent of Co-Occurrence or keywords that have developed from 

year to year, where the more yellow the cluster the more recent the research conducted. Figure 

5. It is known that the development of keywords in 2023 seen from the node is relatively small 

with 2 keywords, namely "knowledge management and workplace spirituality". 
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Figure 6. Overlay Co-Occurrence Visualization 

 

Disccussion 

            Organizations must plan human resources in order to improve the quality of these 

human resources. In addition to being able to face the new normal era, organizations must also 

be able to prepare themselves for the upcoming era of society 5.0. So in this case, good human 

resource planning is needed so that organizations can face the era of society 5.0 (Putri et al., 

2023) 

            Human resources, technology, and competencies are necessary to achieve 

organizational business succes (Azmy, 2021). Organizations are well aware of the importance 

of continuously adapting to change in order to thrive in today's dynamic and 

competitive environment (Hussein Kamel et al., 2023). Employee agility enables organizations 

to leverage skills, knowledge, and technological inventions to create better performance to 

achieve organizational goals (Makori et al., 2022). A high level of workforce competency can 

increase their readiness to be agile by proactively innovating skills (Muduli, 2016).  

            Agile workers tend to learn and develop themselves, are able to solve problems well, 

are comfortable with change and new concepts and technologies, are able to come up with 

innovative ideas, and are always ready to face challenges and new responsibilities (Muduli, 

2017). As a professional employee must be able to actively seek opportunities to contribute to 

success and bring the organization to take the lead in pursuing opportunities 

that look promising (Azmy, 2021). Without a workforce willing and able to adapt to change, 

any strategy to implement new ways of working is doomed to failure, thus the importance of 

an agile workforce as a key force in creating an agile organization, which can quickly respond 

to change in a turbulent environment (Cyfert et al., 2022). 
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Based on the results of data processing, 42 relevant journals on the research topic were 

obtained, it is known that 18% of 25 journals consider that psychological empowerment factors 

are very important for the creation of workforce agility in employees. This research is in line 

with research written by Latukismo et al., (2023) Psychological empowerment is one of the 

factors that underlie behavior related to the ability to adapt quickly and proactively to uncertain 

changes in an organization, namely workforce agility. Someone with high psychological 

empowerment will contribute to agility at work. This indicates that someone who feels 

empowered by their organization will issue adaptive, proactive, and resilient behavior in the 

face of a challenge (Rezki et al., 2023). This suggests that when employees feel empowered to 

make decisions and have the confidence needed to perform complex tasks, they will be more 

proactive and resilient in their work (Naqach & Chaouki, 2023). So by psychologically 

empowering employees, organizations may be able to cultivate a workforce that is proactive, 

resilient, and able to adapt quickly to changing circumstances (Muduli, 2017). 

In addition, there are 14% leadership factors from 20 journals, namely, influencing 

workforce agility in employees. This research is in line with research written by Hernawaty & 

Syahrani (2022) the findings show that leadership has a direct effect on workforce agility. 

Developing workforce agility requires responsible leadership, which plays an important role in 

empowering employees, creating an agile culture, and stimulating collaboration and people-

orientation (Cyfert et al., 2022). Leadership plays a large role in initiating collaboration 

between teams and departments, and that leaders play an important role in empowering 

employees and creating an agile culture (Petermann & Zacher, 2021). 

There are 10% organizational culture factors from 15 journals. This research is in line 

with research written by Hernawaty & Syahrani (2022) organizational culture is a factor that 

directly affects workforce agility. Organizational culture is one of the determinants of 

innovation and is also considered a supporter, because innovation is nurtured by individual 

skills and attitudes, and stimulated by the practice of continuous communication, collaborative 

culture, and flexibility essential for the management of new strategies that drive 

organizational success (Dias et al., 2023).  

There are 10% workplace spirituality factors from 14 journals. This research is in line 

with research written by Hussein Kamel et al., (2023) he findings show that workplace 

spirituality is a factor of workforce agility. Spirituality in the workplace has been recognized 

as a unique approach to increasing workforce agility in employees (Saeed et al., 2022). 

Fostering spirituality among the workforce is critical to improving performance and well-

being, as well as contributing to increased agility in complex situations. Recognition of 

spirituality in the workplace represents a specific approach to improving employee 

performance, encouraging changes in workplace values to foster collaboration for workforce 

agility (Hussein Kamel et al., 2023). 

The Enterprise Social Media (ESM) factor is 9% of the 13 articles. This research is in 

line with research written by Wei et al., (2020) the findings show that frequent use of ESM 

technology in the workplace can increase employee agility. ESM is often used by employees 

to develop social relationships, trust and provide accurate information, improve knowledge 
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sharing, communication and increase employee agility (Pitafi et al., 2019). When employees 

use IT applications, they can manage various information well, and they can gain a lot of 

knowledge, which is useful for quickly detecting and responding to unexpected changes in the 

organizational or market context (Lai et al., 2021). By using ESM, employees tend to find their 

work more meaningful, as they observe the achievements of others and the career growth that 

results from their efforts. ESM is considered conducive to responding to unexpected changes 

as it helps employees learn from coworkers about relevant knowledge (Cai et al., 2018).  

The Knowledge Management factor contained 8% of the 12 articles. This research is in 

line with research written by Kuruppu & Egodawele (2021) said that creating knowledge 

management can help create an agile workforce. Knowledge management is a professional 

practice concept that increases the ability of human resources within the scope of the 

organization and increases the ability to share what is known (Shatali, 2023). 

Furthermore, teamwork factors and emotional intelligence. The teamwork factor is 6% 

of the 9 articles, the results of this study are in line with research written by Saputra et al., 

(2023) suggests that the teamwork factor is a factor in creating workforce agility in employees. 

Organizational practices such as organizational learning and training, reward systems, 

engagement, teamwork, and information sharing support the development of workforce agility 

(Munteanu et al., 2020). Teamwork has a greater impact on workforce agility than empowering 

leadership, so it is important to improve teamwork to make it easier to work (Saputra et al., 

2023). Teamwork has the most influence on workforce agility, followed by compensation 

systems, empowerment, training, and then information systems (Munteanu et al., 2020).  

The factor of emotional intelligence is 3% of 5 articles, the results of this study are in 

line with research Chandana (2023) said that Emotional Intelligence is one of the main factors 

for employees in the work environment in order to create labor agility... With emotional 

intelligence, we can understand the emotions of people at work how they are able to control 

them. How much individuals are aware of their emotions and prioritize the feelings of others 

at work (Chandana, 2023). Emotional intelligence plays an important role in attracting 

employees in new activities and career development activities (Varshney & Varshney, 2020). 

There are organizational learning factors and innovative work behavior factors. The 

organizational learning factor is 7% of 10 articles, the results of this study are in line with 

research by Tessarini & Saltorato (2021) revealed that organizational learning is a factor that 

facilitates workforce agility. Organizational learning can foster workforce agility 

characteristics. Therefore, managers should implement several learning initiatives to nurture 

these characteristics, for example, internal seminars, where employees share situations they 

encounter in business and how they can find solutions to meet business demands (Abdelhamid 

& Sposato, 2019).  

The innovative work behavior factor is 7% of 10 articles, the results of this study are in 

line with research written by Khairunnisa & Setiasih (2023) stated that innovative work 

behavior is an important factor that can affect the agility of the workforce in the company. 

There is a statistically significant positive correlation between workforce agility and innovative 
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work behavior, the higher the innovative work behavior of an employee, the higher the agility 

created (El-Sayed et al., 2022). Individuals who have innovative work behavior tend to be more 

adaptable and open to new ways of working. They have the mindset and skills needed to adapt 

quickly to change and find creative solutions to challenges (Khairunnisa & Setiasih, 2023). 

In addition to the above factors, there are other factors that have an influence on the 

creation of workforce agility in employees, namely job satisfaction by 2% from 4 journals. 

This research is in line with research written by Yulian & Ekhsan (2023) revealed that job 

satisfaction has a positive effect on workforce agility. This shows that the higher a person's 

workforce agility, the higher the resulting job satisfaction. Job satisfaction is one of the 

important things in maintaining human resources in an organization, increasing job satisfaction 

will increase creativity and productivity in a person, so that it can produce higher workforce 

agility and ultimately lead to organizational development (Aidan et al., 2018). 

 

Conclusions and Suggestions 

Conclusions  

Based on the results of this study, it can be concluded that high psychological empowerment 

in employees will contribute to agility at work for each individual, so that employees will be 

more proactive, adaptive and resilient. While the high quality of leadership will foster 

motivation and inspire his team, so that the workforce is more passionate and proactive in 

facing challenges. Then organizational culture that supports continuous change and learning 

makes the workforce more adaptable to new situations and changes in the work environment. 

Work agility is very beneficial for employees and companies, this is because work agility is 

able to encourage employees to be smart, competent, able to collaborate, and understand 

culture and information systems so that it becomes a company advantage and is able to survive 

in very good conditions. 

Suggestions 

For researchers who are interested in researching in this field using the Systematic Literature 

Review (SLR) approach with the PRISMA and Bibliometric methods, it is hoped that for 

similar discussions, they can connect workforce agility variables with other variables, seen 

from the size of the circle and the thickness of the keywords generated from bibliometric 

analysis. For researchers who have limited access to paid journals, researchers can contact the 

authors directly and if researchers are affiliated with academic institutions, they can coordinate 

with their respective university libraries. 
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