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Abstract

This era currently has become a more competitive and volatile environment. Companies must be
invariably innovative, adaptive, and open to any changes. Constant learning and being
psychologically enabled at work will lead the employees to be agile. The purpose of this research
is to examine the relationship between organizational learning and workforce agility with the
moderation of psychological empowerment. This study used a quantitative approach by
distributing an online survey to the employees that work in commerce companies with N= 138
people. The research data obtained were then analyzed using descriptive statistics, confirmation
factor analysis (CFA), and structural equation modeling (SEM). The results showed that
organizational learning has a positive and significant relationship with psychological
empowerment. Psychological empowerment has a positive and significant relationship with
workforce agility, and psychological empowerment fully moderates the relationship between
organizational learning and workforce agility. Based on the results of this study, psychological
empowerment has an essential role in organizational learning to increase labor agility.
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1. Introduction

At present, the implementation of information and communication technology is
overgrowing, which has led to industry 4.0 (Vasin et al., 2018). The focuses of industry 4.0 are on
the establishment of intelligent products and production processes that transforming the industry
and changing various aspects of human life (Brettel et al., 2014). The fourth industrial revolution
has changed work environments from assignments-based attributes to the human-focused
qualities in various industries, such as government-industry, entrepreneurs, private sectors, and
education sectors (Shahroom & Hussin, 2018). As a result, employees must respond to this
dynamic and competitive environment by being agile (Hormozi, 2001). Agility is a fast and
appropriate response to changes and threats facing by both organizations and workers (Chonko &
Jones, 2005; Rajan, Solairajan & Jose, 2012).

As the business grows in competitive markets, the agile organization has been
discussed as the most predominant to deal with the uncertain and unpredictable environment
(Sherehiy & Karwowski, 2014). In this regard, workforce agility has been critical and essential to
creating an agile organization (Breu et al., 2002; Sherehiy & Karwowski, 2014). Workforce agility
is a proactive, adaptive, and generative behavior of the workforce (Dyer & Shafer, 2003). Proactive
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refers to seeking for opportunities actively to contribute to organizational success and lead in
pursuing promising opportunities. There are two aspects of proactive behavior, namely, initiate
and improvise. The behavior of adaptive means performing in different capacities across levels
and moving from one role to another quickly and simultaneously. On the other hand, Hopp and
Oyen (2004) in their study stated that workforce agility has an impact on four aspects of the
organization, namely costs, time, quality, and diversity.

« Organizational learning has not a positive and significant effect on workforce agility.
« Psychological empowerment has a positive and significant effect on workforce agility.

« Organizational learning should be integrated with psychological empowerment to improve
workforce agility.

There are three dimensions of workforce agility: proactivity, adaptability, and
resilience (Sherehiy, 2014). Proactive is the situation when a person initiates the activities that
have positive effects on the changing environment, such as anticipate problems related to changes,
initiate activities that lead to solutions to problems related to changes and improvements in work,
and make a solution of the problems related to changes (Griffin & Hesketh, 2003). Adaptive refers
to change and modification of oneself or one’s behavior to better fit a new environment (Griffin &
Hesketh, 2003). For instance, when someone is dealing with people with different backgrounds
and experiences, or when learning new skills and tasks. Resilience is one's ability to respond
efficiently even under stressful conditions, environmental changes, or experienced failure. These
include a positive attitude to the changes, tolerance of uncertain and unexpected, and stressful
situations (Sherehiy, 2014).

Studies of workforce agility from Sohrabi, Asari and Hozoori (2014) and Muduli
(2016) were associated with organizational practices, such as employee involvement,
organizational structure, organizational intelligence, reward system. One of the essential variables
related to workforce agility is organizational learning, which is to create employees to become agile
by implementing development or training programs (Alavi et al., 2014; Muduli, 2016).
Organizations with a learning environment can encourage employees to be more open to new
things and more proactive (Gong, Huang & Farh, 2009). A learning environment can encourage
employees to be more open and innovative in seeking new ideas. Their knowledge and learning
skills enhance the ability to adapt and respond to changes (Alavi et al., 2014).

Hi: Organizational learning is positively and significantly related to
workforce agility.

Organizational learning is essential for employees to be more flexible and adaptable.
Learning itself is how people change in a situation that tends to persist (Spector & Davidsen,
2006). An organization with a flexible and responsive structure can respond to the new challenges
and changes much faster than its competitors (Wujiabudula & Zehir, 2016). Organizational
learning is a method to create new knowledge and gain insight from people’s experiences at work
(Naranjo-Valencia, Sanz-Valle, & Jiménez- Jiménez, 2010).

There are four dimensions of organizational learning, namely: commitment to
learning, open-mindedness, shared vision, and knowledge sharing that managers should develop
(Alavi et al., 2014). Commitment to learning is the extent to which organization values and
promotes learning and fosters a learning environment (Wujiabudula & Zehir, 2016). Committed
organizations need to have learned as a significant investment. Open-mindedness is the
willingness in organizational to critically evaluate the organizations’ operational, such as
information across departments and to embrace new innovative ideas to employees (Calantone,
Cavusgil & Zhao, 2002). The shared vision indicates the typical direction for employees in an
organization for learning, created by mutual interaction between individuals (Wujiabudula &
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Zehir, 2016). It affects the learning direction and leads to an increase in the quality of learning
(Calantone et al., 2002). Knowledge sharing is how knowledge disseminates and spreads among
different departments in an organization, consisting of a collaborative alliance, sharing
knowledge, and learning from one another (Wujiabudula & Zehir, 2016). The information is
disseminated and spread by the owner, and its employees absorb it.

The research from Sheikhzadeh, Salarzehi and Yavari (2016) showed a significant and
positive relationship between organizational learning and psychological empowerment. Thus, an
organization must invest in organizational learning to increase employee empowerment level.
Meanwhile, findings of Muduli (2016) showed that learning and training conducted by the
organization will provide openness, confrontation, trust authenticity, pro-action, autonomy,
collaboration, and experimentation which can foster the workforce to be more agile.

H2: Organizational learning is positively and significantly related to
psychological empowerment.

Psychological empowerment is a set of psychological states needed by someone related
to his job to feel a sense of control. The empowerment itself refers to individual beliefs about their
role in the organization (Spreitzer, 2007). Four dimensions reflect psychological empowerment:
meaningfulness, competence, self-determination, and impact (Spreitzer, 2007). Meaningfulness
is the value of a work or task that is related to people’s standards; for example, an employee with
high meaningfulness has commitment and involvement (Thomas & Velthouse, 1990). Competence
or self-efficacy refers to an individual’s belief that he can take the necessary actions at work, for
instance, the persistence when facing obstacles (Muchinsky, 2007). Self-determination refers to
the behavior that reflects self-expression rather than behavior imposed by the environment
(Muduli, 2016). The impact is the extent to which an employee’s behavior can have a positive effect
on his work environment, such as influencing strategic plan (Thomas & Velthouse, 1990). Training
and development for employees in an organization can improve the workforce’s competency,
leading to feeling competent (Muduli, 2016).

Psychological empowerment also showed had a positive and significant impact on
affective commitment to change (Mangundjaya, 2019), which means that with psychological
empowerment, people may commit to change and adapt to the organizational change in the
organization. Moreover, Psychological empowerment provides necessary conditions for
organizations’ improvement of the organizational agility to be more competitive (Shah et al.,
2017). The organization should plan a psychological empowerment program to make employees
feel empowered and capable. Hence, employees can better respond to customers’ needs and adapt
to a complex and changing environment. The dimensions of psychological empowerment are keys
to promoting workforce agility (Muduli, 2016). Meaningful can motivates the workforce to have a
high commitment and more involvement. High competency level of the workforce can increase
their readiness to be agile by proactively innovate their skill (Muduli, 2016). Strong self-
determination prepares the workforce to respond to unexpected requests of customers and
interpret external change to act following the organizations’ strategy (Chonko & Jones, 2005).
Impact, an employee that feels that they can influence others or the work environment, will be
more collaborative across projects, leading to increased agility (Chonko & Jones, 2005).

H3: Psychological empowerment is positively and significantly related to
workforce agility.

The findings of Muduli (2016) showed that organizational practices, including
organizational learning integrated with psychological empowerment, were strongly related to
workforce agility. Thus, psychological empowerment is a significant mediator between
organizational learning and workforce agility. According to Muduli (2016), organizational learning
correlated with psychological empowerment, which is meaningfulness, competence, self-
determination, and impact to promote workforce agility. An organization needs to adopt suitable
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organizational learning, such as skill development, for enhancing psychological empowerment
that can foster workforce agility.

H4: Psychological empowerment mediates between organizational
learning and workforce agility.

The environmental changes led many companies in Indonesia to be encouraged to
innovate, such as the commerce industry, including e-commerce. According to Shahjee (2015), e-
commerce can be interpreted as the process of buying and selling, exchanging products, services,
and information through the internet network. Besides many benefits for customers and providers
in this industry, there are several challenges faced, such as high competition, poor logistics, supply
chain, and a variety of payments. Many companies are increasingly competing to employ experts
qualified in information technology and business management and have a comprehensive
understanding of both technical and business capabilities (Yazdanifard & Zargar, 2012). Hence,
learning in an organization is essential to increase employees’ skills to make employees flexible
and agile in this industry.

This research tries to examine the role of psychological empowerment as a mediating
role in the relationship between organizational learning and workforce agility in commerce
companies, as Figure 1 below.

2. Method
2.1 Participants

The data gathered from top managers, mid-level managers, and staff to get a complete
picture of these variables. The quantitative method of this study is using a convenience sampling
technique, which is a type of nonprobability sampling where participants of the population meet
specific criteria, such as easy accessibility or the willingness to participate (Dornyei, 2007).

2.2 Instruments

The survey instrument of organizational learning was adapted from Alavi et al. (2014)
using a self-report questionnaire. Organizational learning has 17 items measured by four
dimensions: commitment to learning, open-mindedness, shared vision, and knowledge sharing.
Cronbach’s alpha of organizational learning was 0.915. Second, the workforce agility scale adapted
from Sherehiy et al. (2008), measuring proactivity, adaptability, and resilience. Each dimension
of the workforce agility scale had five items. Cronbach’s alpha of workforce agility was 0.813.
Furthermore, the Psychological empowerment scale has 12 items and measured by an employee’s
psychological state related to his job to feel a sense of control, including meaning, competence,
impact, and self-determination. This variable was developed by Spreitzer (2007), then modified
and translated by Mangundjaya (2014). The Cronbach’s alpha of this scale was 0.897. All the
instruments are ranged from 1 (strongly disagree) to 6 (strongly agree). This study employs a
Structural Equation Modelling (SEM) to investigate the relationship among variables by using
SPSS v. 22.0 and AMOS to analyze data.

3. Results

The number of samples of this study was 138 employees in commerce companies in
Indonesia. From this number, descriptive analysis through demographic characteristics of the
respondents in Table 1 shows that the majority were women as many as 96 (70%). In terms of age,
most respondents have the range of age 20-30 years amount to 115 people (83%), followed by
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respondents aged 31-40 as many as 23 people (17%). Most respondents have bachelor degrees
(N=112 or 81%), and a master’s degree (N=19, 14%). In terms of job tenure, 62 respondents (45%)
have been working in their companies for less than two years. Followed by 60 respondents (43%)
who had job tenure between 2-5 years.

Table 1. Demographic data of respondents

Characteristics Classification Frequency %
Gender Male 42 30%
Female 96 70%
Age 20 — 30 years 115 83%
31 — 40 years 23 17%

Education Senior High School 4 3%
Diploma 3 2%
Bachelor 112 81%
Master 19 14%
Tenure <2 years 62 45%
2 — 5 years 60 43%
>5 years 16 12%

Table 2. Demographic different test among variables

Gender Age Education Tenure
t Sig. t Sig. F Sig. F Sig.
Workforce agility 2.14 0.03 109 0.27 036 0.77 0.10 O0.12
Organizational learning 1.92 0.05 0.94 0.34 0.06 0.03 0.62 0.53
Psychological 1.35 0.17 261 0.01 0.52 0.66 0.91 0.40

empowerment

Table 2 presents the independent t-test on the comparison of male and female of each
variable. There were significant differences (a=0.03) in workforce agility between males and
females. Meanwhile, it found no significant differences (a=0.05) in organizational learning and
psychological empowerment (a=0.17) between males and females. As shown above, there were
no significant differences in workforce agility (a=0.27) and organizational learning (a=0.34) of
employees aged 20-30 years and 31-40 years. Meanwhile, there were significant differences in
psychological empowerment (a=0.01) between employees aged 20-30 and 31-40 years.

Table 2 also presents the results of one-way ANOVA, which revealed no significant
differences in workforce agility (a=0.77) and psychological empowerment (a=0.66) among all
levels of education. As shown, there were significant differences in organizational learning
(a=0.030) among all levels of education. From the results of one-way ANOVA, it revealed that
there were no significant differences in workforce agility (a=0.12), organizational learning
(a=0.53), and psychological empowerment (a=0.40). This result implies that although there is
some relatively clear mean score difference between participants from different years of services,
these differences are statistically not significant.

Further, confirmatory factor analysis (CFA) was conducted to test how well the
measured variables represent the number of constructs. The good model fit would be justified with
several goodness-of-fit indices such as; Chi-square X2, X2 / df<3; Root mean square error
appropriation, RMSEA<0.10; (Byrne, 2009); comparative fit index CFI>0.90; Tucker-Lewis index
TLI>0.90 (Schumacker & Lomax, 2004). The results of CFA of organizational learning scale
showed that the model was fit (X2 / df=1.386, RMSEA=0.053, CFI=0.966, TLI=0.950). The model
workforce agility scale was also acceptable fit (X2 / df=1.533, RMSEA=0.062, CFI=0.935,
TLI=0.888). The third model, psychological empowerment scale was fit (X2 / df=1.198,
RMSEA=0.038, CF1=0.989, TLI=0.986).
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Figure 1. Research model

Commitment
to learning \
0.89

0.97

Workforce 1
S Adaptability
1.02

0.17

Open- > 049 048
mindedness \ 1.00
1.00
Psychological
Knowledge Empowerment

0.56
0.70

0.74
Self-
Meaning Competence determination

Next, the analysis of measurement model using AMOS shows that the structural model
is acceptable fit by following goodness-of-fit indices, such as; X2 / df=1.327, RMR=0.097,
RMSEA=0.049, CFI=0.902, TLI=0.892. Further, the testing of 4 hypotheses was analyzed based
on the result of the analysis of causality relationships between research constructs shown in table

3.

Table 3. Regression weights, direct effects, indirect effects, and total effects

Estimate p Direct  Indirect Total

effects  effects effects
Organizational Learning > 0.144 0.07 0.174 0.306 0.481
Workforce Agility
Organizational Learning 2> 0.411 *%* 0.465 0.000 0.465
Psychological Empowerment
Psychological Empowerment - 0.617 *x 0.481 0.000 0.481
Workforce Agility

Table 3 shows the results of the hypothesis. In testing the influence of organizational
learning on workforce agility, hypothesis testing indicated that organizational learning has no
significant positive effect on workforce agility. Thus, H1 was not supported. Meanwhile, in testing
the influence of organizational learning on psychological empowerment, hypothesis testing
proved that organizational learning has positive and significant effects on psychological
empowerment, or H2 was supported.

The next hypothesis testing is the influence of psychological empowerment on
workforce agility. The result showed that psychological empowerment has a positive and
significant effect on workforce agility, or H3 was also supported. It also shows, since the indirect
effect on organizational learning to workforce agility is greater than the direct effect, then the
mediation occurs. Thus, psychological empowerment fully mediates the relationship between
organizational learning and workforce agility, or H4 was supported.

As shown in figure 1, each variable has the contribution of each different factor. Shared
vision ($=1.31) gives the most significant contribution in organizational learning, which means an
organization that has a prevailing direction for employees to continuous learning, would have a
high impact for employees to be more agile and empowered. This result is also in line with Alavi’s
(2014) findings, indicating that shared vision has the highest factor loading in relationship with
workforce agility.
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The result also showed that self-determination (f=1.00) is the highest contributor to
psychological empowerment. Thus, the employee who has the autonomy of their work behavior
would give a significant impact to mediate organizational learning and workforce agility.
According to Chonko and Jones (2006), agile employees must have strong self-determination that
can prepare them to respond to customers' unexpected requests.

4. Discussion

Organizations should prepare their employee to be adaptive and open-minded to
changes in this dynamic environment. Agility is one of the most important things that should be
improved to respond. Meanwhile, based on path analysis using SEM, the results obtained from
hypothesis 1 indicated that organizational learning does not have a positive and significant effect
on workforce agility. The finding is not in line with Alavi’s (2014) study, which showed that the
atmosphere of learning in an organization encourages employees to be more agile.

However, the results obtained from hypothesis 2 indicated that organizational
learning has positive and significant effects on psychological empowerment. Thus, increasing the
learning ability, such as training and development of the employee, will lead them to feel more
competent. The findings line with the study from Sheikhzadeh, Salarzehi and Yavari (2016), who
showed that organizations with an excellent learning atmosphere, open to new knowledge, and
commits to learning could increase the empowerment of employee. Thus, learning in an
organization is essential to improve employees' self-determination, to feel competence, impact,
and meaningful tasks. Besides, the research findings from Rahimian et al. (2014) also showed that
there is a positive and healthy relationship between organizational learning and psychological
empowerment.

The result of hypothesis 3 shows that there is a significant effect of psychological
empowerment on workforce agility. The results are consistent with the research findings from
Shah (2017), who showed that psychological empowerment has positive impacts on improving
agility. This research is also in line with Mangundjaya (2019) study, which shows that
psychological empowerment had a positive impact on affective commitment to change. Thus,
people who have psychological empowerment will commit to organizational change and accept
and adopt the change, which makes them agile. An employee who has self-efficacy and has a
commitment to their work can adapt themselves quickly with unexpected and changing
environments. According to Chonko and Jones (2005), agile employees must have strong self-
determination, which can help them respond to customers' unexpected requests.

This study also showed that organizational learning on workforce agility occurs
indirectly and requires mediation by psychological empowerment. According to Muduli (2016),
psychological empowerment may contribute to increased flexibility and a more proactive attitude.
In other words, organizational practice, such as training and development, is necessary for
enhancing psychological empowerment, which can foster workforce agility. It is essential to be
considered for managers to create a suitable learning environment in an organization. When an
organization practicing learning, their employee feels competent and meaningful at their work. As
a result, when employees feel empowered, they will be more capable of responding to their
customers’ needs, more flexible and adaptable with complex and unpredictable situations.

There are some considerations embedded in this study: First, it recommends that
other mediating variables also observed. Many attitude variables can act as mediators of the
relationship between organizational learning and workforce agility. Second, to get more
comprehensive results, data collection methods can be added qualitatively, such as through
interviews and group discussions.

91



D. Nadhira Putri & W. L. Mangundjaya — Role of Psychological Empowerment

5. Conclusion

This study aims to examine the relationship between organizational learning and
workforce agility by exploring psychological empowerment as a mediator in commerce companies
in Indonesia. The results showed that organizational learning has a positive and significant effect
on psychological empowerment. Furthermore, there is a significant effect of psychological
empowerment on workforce agility. However, organizational learning has not a positive and
significant effect on workforce agility. These results indicate that organizational learning should
be integrated with psychological empowerment to improve workforce agility. This study concludes
that companies can encourage their employees’ agility, such as to be more open to new ideas, adapt
and respond to changes quickly, responsibly to their clients’ needs, and be more competitive. They
can improve agility by practicing organizational learning that enhances psychological
empowerment.
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