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ABSTRACT

	Aims: This study examines the influence of employee agility and employee engagement on employee performance, with organizational citizenship behavior (OCB) as a mediating variable. Addressing the inconsistent findings in prior studies, this research integrates three complementary perspectives—Job Demands–Resources (JD-R) Theory, Dynamic Capability View (DCV), and Social Exchange Theory (SET)—to develop a multidimensional model of employee behavior and performance.
Study Design: This is a quantitative study using a random sample. Primary data was obtained through questionnaires.
Place and Duration of Study : The population was employees in the private sector in Surabaya. The sample size was 216 respondents. The survey was conducted between January and May 2025.
Methodology: The research method used a quantitative approach. Sampling was conducted using non-probability sampling and purposive sampling techniques. Data analysis was performed using SEM-PLS.
Results: Results reveal that employee agility and engagement significantly and positively affect performance, both directly and indirectly through OCB. The mediation of OCB demonstrates that agile and engaged employees tend to reciprocate organizational support through extra-role behaviors, thereby improving overall performance.
Practical implications: These insights provide meaningful implications for both scholars and practitioners seeking to strengthen employee adaptability, engagement, and sustainable performance in the digital era.
Conclusion:. This study enriches the theoretical discourse by integrating JD-R, DCV, and SET into a single explanatory model. The results confirm that OCB acts not only as a behavioral outcome but also as a strategic mechanism linking employee capabilities and organizational performance.
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1. INTRODUCTION

The modern business environment is dynamic in nature, thus demanding continuous adaptation from businesses. In this context, employee agility and employee engagement are key behavioral and psychological resources that enable sustainable performance. Employee agility refers to an individual’s capability to quickly learn, adapt, and innovate in uncertain conditions (Mackenzie, 2018; Rawashdeh & Tibor, 2020). Meanwhile, engagement represents emotional and cognitive commitment toward organizational goals (Schaufeli et al., 2002; Saks, 2019).
Previous studies show mixed findings regarding their effects on performance (Lukito, 2020; Sari et al., 2024). Some confirm positive links, while others report weak or insignificant relationships, implying the existence of a mediating mechanism. This study introduces “Organizational Citizenship Behavior” (OCB) as the mediating variable connecting agility and engagement with performance.
Grounded in JD-R, DCV, and SET, this research develops an integrated conceptual model. JD-R explains how job resources increase engagement and motivation; DCV highlights agility as a dynamic capability that allows employees to adapt to environmental changes; and SET underlines reciprocity norms that drive OCB. Thus, this study aims to analyze (1) the effects of employee agility and engagement on performance and (2) the mediating role of OCB.
This integration contributes to both theoretical and managerial understanding of how behavioral and psychological resources foster organizational adaptability, resilience, and sustainable performance.

2. Literature review

[2. 1. Employee Agility
Employee agility is the ability to learn at any time, implement changes quickly, and act proactively (Muduli, 2013). Within the Dynamic Capability View (DCV), agility is viewed as an individual dynamic capability that contributes to adaptive organizational behavior (Teece, 2018). Studies by Magfiyar & Ikhsan (2024), Ludviga & Kalvina (2024) and Junipriansa & Disastra (2025) confirm that agility enhances innovation and adaptive performance in digital transformation contexts.

2. 2. Employee Engagement
Employee engagement is a satisfying and positive state that is manifested through dedication, enthusiasm, and absorption (Schaufeli et al., 2002). Based on JD-R Theory (Bakker & Demerouti, 2017, 2023), engagement arises when employees experience sufficient resources such as autonomy and feedback. Engaged employees demonstrate stronger motivation, satisfaction, and commitment (Meliuspendi, 2023; Simatupang et al., 2023).

2.3. Organizational Citizenship Behavior (OCB)
OCB is a term for optional behaviors that strengthen organizational functioning and go beyond formal job requirements (Organ, 1988). Rooted in Social Exchange Theory (SET)  (Blau, 1964; Cropanzano & Mitchell, 2005), OCB reflects employees’ reciprocal responses to perceived support and fairness. Studies (Luthfiyana et al., 2024; Susilo, 2023) show OCB as a key mediator linking engagement and performance.

2.4. Employee Performance
Employee performance is the extent to which employees achieve work goals efficiently and effectively (Mathis & Jackson, 2010; Cascio, 2019). Recent research links performance not only to skill but also to adaptive and prosocial behavior (Lestari & Ghaby, 2018; Laily et al., 2024). This study positions performance as the behavioral outcome of agility, engagement, and OCB.]
 [
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Figure 1. Conceptual Framework

“H1 : Employee agility has a positive and significant effect on employee performance.”
“H2: Employee engagement has a positive and significant effect on employee performance.”
“H3: Employee agility has a positive and significant effect on the Organizational Citizenship Behavior (OCB) of employees.”
“H4: Employee engagement has a positive and significant effect on the Organizational Citizenship Behavior of employees.”
“H5: Organizational Citizenship Behavior has a positive and significant effect on employee performance.”
“H6: Organizational Citizenship Behavior mediates the influence of employee agility on employee performance.”
“H7: Organizational Citizenship Behavior mediates the influence of employee engagement on employee performance.”

3. RESEARCH METHODS
A quantitative design was used to test the proposed model. The population comprised employees of private companies in Surabaya, Indonesia. Using purposive random sampling, 216 valid responses were obtained through structured questionnaires. Measurement items for agility, engagement, OCB, and performance were adapted from prior validated studies. D SmartPLS 4 is used to perform data analysis through “Structural Equation Modeling with Partial Least Squares” (SEM-PLS).
Ethics clearance was obtained from participants and the institutional review board provided informed consent prior to participation. Reliability and validity testing confirmed that each construct met the required thresholds (AVE exceeding 0.5; CR exceeding 0.7). This type of research is quantitative associative with survey method. The population used is employees in Surabaya City. Sampling was done using Non-probability sampling and Purpusive sampling techniques.

4. Results  and Discussion

[ 4.1 Respondent Characteristics
4.1.1 Respondent Characteristics Based on Gender
The largest number of employee respondents were male with a total of 109 respondents or 50.46% and followed by female respondents with a total of 107 respondents or 49.54%.
4.1.2 Characteristics based on education 
The largest number of employee respondents were high school graduates with a total of 59 respondents or 27 %, D3 level = 44 respondents or 21%, S1 level = 109 respondents or 50%, S2 level = 4 respondents or 2%,
4.1.3 Characteristics Based on Length of Service 
The largest number of employee respondents were those with 1-4 years of service (170 respondents, or 78%), followed by 29 respondents with 5-10 years of service (13.4%), and 17 respondents with 11 years of service (7.8%).
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Figure 2. PLS SEM Model


4.2 Outer Model and Inner Model Results
4.2.1 Outer Model Results

Table 1.
Convergent Validity
	
	
	
	
	

	 
	Employee Agility
	Employee Engagement
	Employee Performance
	Organizational Citizenship Behavior

	EA1
	0.834
	
	
	

	EA2
	0.814
	
	
	

	EA3
	0.862
	
	
	

	EA4
	0.761
	
	
	

	EA5
	0.790
	
	
	

	EE1
	
	0.939
	
	

	EE2
	
	0.807
	
	

	EE3
	
	0.775
	
	

	EE4
	
	0.803
	
	

	EE5
	
	0.873
	
	

	KK1
	
	
	0.943
	

	KK2
	
	
	0.756
	

	KK3
	
	
	0.888
	

	KK4
	
	
	0.868
	

	KK5
	
	
	0.842
	

	OCB1
	
	
	
	0.955

	OCB2
	
	
	
	0.924

	OCB3
	
	
	
	0.943

	OCB4
	
	
	
	0.932

	OCB5
	
	
	
	0.961


Source: primary data processed in 2025

Based on the results of the analysis above, each questionnaire item has a loading factor value exceeding 0.5, which indicates that each indicator or item is relevant and valid for creating the corresponding latent variable.

Table 2.
Construct Validity and Reliability
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Based on the data above, the AVE value was ≥ 0.5. Therefore, all variables used in the study have convergent validity parameters suitable for use.

Table 3.
Cross Loading
	
	Employee Agility
	Employee Engagement
	Employee Performance
	Organizational Citizenship Behavior

	EA1
	0.834
	0.548
	0.547
	0.636

	EA2
	0.814
	0.523
	0.525
	0.646

	EA3
	0.862
	0.558
	0.594
	0.643

	EA4
	0.761
	0.437
	0.477
	0.591

	EA5
	0.790
	0.541
	0.560
	0.596

	EE1
	0.670
	0.939
	0.810
	0.798

	EE2
	0.466
	0.807
	0.574
	0.593

	EE3
	0.465
	0.775
	0.584
	0.580

	EE4
	0.519
	0.803
	0.621
	0.629

	EE5
	0.556
	0.873
	0.703
	0.688

	KK1
	0.608
	0.771
	0.943
	0.708

	KK2
	0.541
	0.590
	0.756
	0.612

	KK3
	0.524
	0.689
	0.888
	0.634

	KK4
	0.552
	0.637
	0.868
	0.599

	KK5
	0.638
	0.701
	0.842
	0.690

	OCB1
	0.742
	0.762
	0.730
	0.955

	OCB2
	0.714
	0.702
	0.691
	0.924

	OCB3
	0.709
	0.751
	0.727
	0.943

	OCB4
	0.707
	0.729
	0.685
	0.932

	OCB5
	0.740
	0.770
	0.726
	0.961


Source: primary data processed in 2025

The results of the analysis show that “the cross loading value of each indicator on the related variable exceeds the cross loading value of the indicator on other variables in the model.”
Table 4.
Construct Validity and Reliability
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Based on the previous analysis, each latent variable had composite reliability, with a Cronbach's alpha value exceeding 0.5. This indicates that each indicator measures its latent variable consistently, accurately, precisely, and reliably.

The results of the external model test indicate that "the validity and reliability of all indicators, with factor loading values ​​above 0.7, AVE values ​​above 0.5, and composite reliability values ​​above 0.7." This is evident from the results of the external model analysis that meets the PLS SEM requirements.
4.2.2 Inner Model Results
Table 5.
R Square
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The R2 result of 68.2% indicates that “68.2% of the variation in the value of the Employee Performance variable can be explained by exogenous factors, while the remainder is explained by variables not in the model.” The diversity of the value of the “Organizational Citizenship Behavior” (ORB) variable that can be explained by exogenous factors is 73.6%, with other variables not in the model explaining the remainder.
Prediction Relevance
In other words, the exogenous latent variable has strong model predictive power, meaning it fits as a latent variable that informs the endogenous variable in the model. The Q2 value is 0.916 (large because 0.916 exceeds 0).
Hypothesis test results:
Table 6.
Direct Influence
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From the table above, it is clear that “there is a direct and significant influence of exogenous variables on endogenous variables because the P value is below 0.05.””








[bookmark: _GoBack]Table 7.
Indirect Influence
[image: ]Since the P value is below 0.05, it is apparent from the previous table that “the exogenous variables have a direct and significant impact on the endogenous variables.”
Organizational Citizenship Behavior (OCB). This result supports previous research emphasizing the behavioral and psychological resources that enable individuals to perform effectively in dynamic environments (Bakker & Demerouti, 2017; Teece, 2018).
The mediation of OCB reinforces the idea that performance improvement does not only depend on technical capability but also on social and emotional mechanisms. According to “Social Exchange Theory” (SET), employees are more likely to participate in extra-role activities when they believe their employers support them and treat them fairly. At the same time, “Job Demands–Resources” (JD-R) theory explains that adequate job resources stimulate engagement and motivation, while Dynamic Capability View (DCV) highlights agility as a micro-foundation that allows individuals to adapt their behaviors to organizational needs.
This integrated theoretical perspective provides a holistic understanding of how behavioral, psychological, and relational mechanisms operate simultaneously to enhance performance. It also validates the research model, which positions OCB as the linking mechanism between personal resources (agility and engagement) and performance. This conceptual model contributes to the advancement of AI-augmented HRM and organizational behavior research by connecting individual adaptability with organizational sustainability.

From a managerial perspective, this study highlights the importance of building a culture of agility, engagement, and citizenship behavior as a foundation for sustainable performance.
Organizations should:
1. Encourage continuous learning and adaptive thinking to enhance agility.
2. Promote engagement through meaningful work design, participative leadership, and recognition programs.
3. Integrate OCB values into HR policies, performance appraisals, and reward systems to reinforce prosocial behavior.
4. Develop AI-augmented HRM systems that monitor engagement and identify agility potential to support decision-making and strategic alignment.
By implementing these initiatives, organizations can achieve a resilient and high-performing workforce capable of thriving in digital transformation contexts.


6.CONCLUSION
In conclusion, this study demonstrates that employee agility and engagement, supported by organizational citizenship behavior, are key drivers of sustainable performance in dynamic business environments. By integrating JD-R, DCV, and SET perspectives, the study provides a robust theoretical and practical foundation for organizations seeking to build adaptive, engaged, and high-performing workforces. The findings contribute not only to theory but also to the growing discourse on digital-era HRM and the behavioral dimensions of organizational sustainability.
Despite its significant findings, this study has several limitations.
Its cross-sectional design, for starters, limits the ability to establish causal relationships. To document behavioral changes over time, future research could use experimental or longitudinal methods.
Second, the data were collected only from private sector employees in Surabaya, which may limit generalizability. Subsequent research could expand to public organizations or other regions to ensure broader applicability.
Third, this study focuses on individual-level analysis; future research may integrate multi-level modeling (e.g., team or organizational level) to examine collective agility and engagement dynamics.
Lastly, future research may explore the moderating role of digital culture, leadership style, or AI-driven HRM practices in enhancing the link between OCB and sustainable organizational performance
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