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Abstract

People are key drivers of organizational success in a business
environment marked by unprecedented challenges and ongoing
change. Undoubtedly, human resource management practices
play a significant role in shaping employee behaviors. This study
aimed to empirically investigate how performance management
practices influence the development of an agile workforce. A
sample of 392 respondents from different managerial levels in
the information and communication technology sector in Egypt
was surveyed. The results showed a positive and statistically
significant relationship between performance management
practices and workforce agility. This research provides important
insights for both theoretical and practical implications.
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1. Introduction

People are pivotal in driving agility and enhancing an
organization’s capacity to meet the dynamic changes in the business
environment. This highlights the significance of workforce agility as
a key determinant of organizational success (Salmen & Festing,
2021). Given that human resource management practices
significantly influence employees’ behaviors, it could be argued that
these practices are vital for fostering agility (Harsch & Festing, 2019;
Salmen & Festing, 2021). Despite the critical nature of these
practices, current research falls short in exploring the link between
human resource management practices and workforce agility
(Salmen & Festing, 2021).
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Performance management practices, as a cornerstone for
human resource management practices (Dash & Lenka, 2024),
play a pivotal role in achieving organizational success (Sardi et
al., 2020; Nudurupati et al., 2021). There is growing concern
regarding the effectiveness of conventional control-oriented
performance management practices in adapting to the dynamics
of a rapidly changing global business environment (Shields et al.,
2023; Saritha & Murthy, 2024) , leading to increased research in
this area (Saritha & Murthy, 2024). Since the mid-1980s, there
has been a shift towards performance measurements and
management models that emphasize and prioritize learning and
decision support over control. In this sense, scholars started to
interconnect performance measurement with performance
management process. Scholars have started to develop models
that integrate performance measurement and management. These
contemporary performance management systems concentrate on
what to measure, how to measure, and how to utilize these
measurements to enhance organizational performance (Sardi et
al., 2020; Nudurupati et al., 2021). Consequently, the focus of
these systems evolved from being solely evaluative or controlling
tools to becoming instruments for learning and development
(Sardi et al., 2020; Garengo et al., 2021; Shields et al., 2023).

It is evident that there is an increasing necessity to analyze
the influence of performance management practices on
enhancing workforce agility. This is particularly crucial in the
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information and communication technology industry in Egypt
due to its recording the highest annual growth rate in 2020/21
(MCIT, 2023). Subsequently, the subsequent sections of the
research paper will present an literature review on of the research
variables (performance management practices and workforce
agility) in conjunction with its theoretical basis (job demands-
resources model). Following this, the proposed theoretical
framework and its empirical examination will be discussed. The
concluding segment of this academic paper will focus on
deliberating the research outcomes, implications, constraints, and
potential future research avenues.

1.1 Research gap and question

An investigation of previous research revealed that
performance management systems were mostly investigated at
the firm -level (Maley et al., 2020). Additionally, there is paucity
in researching the influence of human resource management
practices on employee agility. More specifically, there is limited
research that investigates the impact of performance management
practices on workforce agility (Salmen & Festing, 2021).
Furthermore, most of the research that examining the impact of
human resource management practices on workforce agility was
conducted in the manufacturing sector while conducting very few
empirical studies in the information technology sector especially
the software development industry (Ajgaonkar et al., 2021). By
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addressing this g, this research poses the research question
pertaining to whether there is a direct impact of performance
management practices on workforce agility.

1.2 Research Objectives

The current study aims at expanding the theoretical
framework of the direct impact of performance management
practices on workforce agility. Consequently, this research
empirically examines the crucial role of performance
management practices in developing agile workforce behaviors
that with the information and communication technology sector
in Egypt, more specifically within the software development as
well as systems and solutions integration sub-sectors. On the
theoretical level, this research aims at investigating performance
management practices as an antecedent to fostering workforce
agility thereby filling an identified scholarly gap. Additionally,
the findings of this research may encourage other researchers to
replicate its theoretical model in different industries and
geographical locations. On the practical level, this research will
furnish some practical recommendations that could be utilized by
concerned professionals.

2. Literature Review and Hypothesis Development

This section provides an overview of the theoretical
foundation (job demands-resources model), the research
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variables (workforce agility and performance management
practices), and presentation of the theoretical model and
development of research hypothesis.

2.2 Job demands-resources model

The job demands-resources model is grounded on the
premises that the employees are exposed to working conditions
that may initiate a health impairment process (Huang et al.,
2016; Adil & Baig, 2018) or may activate a motivational process
(Baker & Demerouti, 2017; Beraldin et al., 2019; Wang & Yang,
2021). The former process is the result of excessive demands
arising from the changing needs arising from today’s turbulent
business environment (Zhang et al., 2020; Salmen & Festing,
2021). On the other hand, job resources initiate a motivational
process as they facilitate the achievement of goals (Wang &
Yang, 2021) or reduce the adverse effects of excessive job
demands (Adil & Baig, 2018; Nuutinen et al., 2021; Wang &
Yang, 2021). In this respect, the various human resource
management practices could be regarded as job resources (Salas-
Vallina et al., 2020).

Baker and Demerouti (2017) argued that there is an
interrelationship between job resources and job demands where
the former buffers the impact of the latter. For instance, if
employees are granted job autonomy, they would be able to meet
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the increasing demands from their jobs (Nuutinen et al., 2021)
which eventually motivates them to acquire new behaviors.

2.2 Workforce agility

The precise meaning of workforce agility lacks consensus in
the literature, as the concept is relatively new(Petermann & Zacher,
2021). Generally speaking, workforce agility could defined as “the
ease, flexibility, and quickness of an organization’s workforce to
face the changes in the environment, to adapt an unpredictable and
uncertain environment and respond to it positively” (Raut et al.,
2021, p. 2). Scholars studying workforce agility have explored it
from various perspectives, including ability, attitude, behavioral or a
combination of approaches (Muduli, 2017; Muduli & Pandya, 2018;
Petermann & Zacher, 2021; Tessarini Junior & Saltorato, 2021).
Most researchers, however, opt for a behavioral approach (Saleem et
al., 2021).

The trait / ability approach explored workforce agility in
terms of the importance of promptly responding to change and
capitalizing on opportunities that arise from change (Muduli,
2017; Muduli & Pandya, 2018; Paul et al., 2020). On the other
hand, alternative viewpoint focuses on attitudinal aspects of
workforce agility. According to this perspective, agile employees
demonstrate problem-solving skills, possess a desire for
continuous learning and development, exhibit the ability to
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generate innovative ideas, and feel comfortable taking on new
responsibilities (Muduli, 2016, 2017; Muduli & Pandya, 2018).

From a behavioral approach, workforce agility is identified in
terms of employees’ behaviors rather than personality traits. The
most commonly used definition of workforce agility, in light of this
view, was introduced by Sherehiy & Karawoski’s (2014) where they
defined it in terms of agile behaviors manifested by employees. This
definition further dissects workforce agility into three dimensions,
namely proactivity, adaptability, and resilience.

First, ‘proactivity’ is a behavior that entails actively seeking
out opportunities and taking action to seize them, thereby making a
positive contribution to the success of an organization (Sherehiy &
Karwowski, 2014; Muduli, 2017; Muduli & Pandya, 2018). It also
involves identifying potential solutions to anticipated problems
associated with changes occurring in the environment (Sherehiy &
Karwowski, 2014; Nadhira Putri & Mangundjaya, 2020; Doeze
Jager et al., 2021; Husni et al., 2021; Raut et al., 2021), and
employing creative approaches when dealing with various situations
(Husni et al., 2021). Thus, proactivity involves initiating activities
that have a positive impact on work and lead to improvement thereof
(Sherehiy & Karwowski, 2014; Muduli, 2017; Muduli & Pandya,
2018; Patil & Suresh, 2019; Nadhira Putri & Mangundjaya, 2020).
Since proactivity is a future-oriented behavior (Parker et al., 2019;
Lin et al., 2021), it is considered one of the fundamental behaviors
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that organizations rely on to foster constructive change in the
workplace (Lee et al., 2016; Cai et al., 2018; Lin et al., 2021). Thus,
it can be argued that employees’ proactive behaviors play a critical
role in initiating new ideas at work (Bauwens et al., 2023).

Second, ‘adaptability’ (sometimes referred to as flexibility) is
connected to the individual’s self (Saleem et al., 2021) and his/her
professional flexibility (Patil & Suresh, 2019; Paul et al., 2020).
Consequently, adaptability refers to the ability to easily and swiftly
switch between roles, simultaneously work on different tasks and
within different teams (Patil & Suresh, 2019; Varshney & Varshney,
2020; Herlina et al., 2021; Petermann & Zacher, 2021) while
utilizing different capabilities (Muduli, 2017; Khodabandeh et al.,
2018; Muduli & Pandya, 2018; Paul et al., 2020; Al-Ganemi &
Chalab, 2021). behavior change or modification that enables the
individual to fit with a changing environment quickly (Muduli, 2017
Muduli & Pandya, 2018; Nadhira Putri & Mangundjaya, 2020; Paul
et al., 2020; Doeze Jager et al., 2021). This means that adaptability is
concerned with the person’s better fit with the environment (Karman,
2019; Tamtam & Tourabi, 2020) thereby requiring change in
behavior, attitude, and mental state (Khodabandeh et al., 2018).
Thus, adaptability can be seen as the employee’s capacity to adjust to
both internal and external changes (Doeze Jager-van Vliet et al.,
2019; Karman, 2019; Doeze Jager et al., 2021; Husni et al., 2021).

Yva



The Role of performance management practices in fostering workforce agility: .. ..

Hala Abdel Meguid Omar Khalil

Third, ‘resilience’ is related to the person’s positive
attitude and efficient response during conditions of stress,
change, and failure (Sherehiy & Karwowski, 2014; Muduli &
Pandya, 2018; Khan et al., 2019; Nadhira Putri & Mangundjaya,
2020; Saleem et al., 2021) especially when developed solutions
to problems do not yield the desired outcomes (Patil & Suresh,
2019). In other words, it is the individual’s positive attitude
towards divergences, new ideas, and technology; “tolerance of
uncertain and unexpected situations, differences in opinions, and
approaches; and tolerance to stressful situations and coping with
stress” (Muduli, 2017, p. 47). As such, this dimension is related
to the person’s ability to adjust and cope with difficult situations
(Petermann & Zacher, 2022) while maintaining a positive
attitude (Branicki et al., 2016; Caniéls & Baaten, 2018),
effectively perform under stressful situations (Husni et al., 2021,
Petermann & Zacher, 2021; Saleem et al., 2021), and quickly
recover from failure and increased responsibilities (Cooke et al.,
2019; Cooper et al., 2019; Lim et al., 2020) while maintaining
high levels of stamina and strength (Raut et al., 2021). Thus, it
can be argued that resilience is linked to an individual’s
effectiveness in adjusting and coping with change (Petermann &
Zacher, 2022) while keeping stance towards change or setbacks
(Sherehiy & Karwowski, 2014; Herlina et al., 2021).

A combined approach was introduced by Salem and Festing
(2021) who considered both the ability and behavioral approach and
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posited two dimensions. ‘Learning ability’ is the person’s ability to
quickly understand a situation as well as have the flexibility to move
between ideas and experiences. Thus, it is a holistic and integrative
process that allows transferring experiences into beneficial ideas and
actions. In other words, it allows the individual to continuously
acquire new competencies that enable alignment with the required
behavior. In contrast, ‘innovative work behavior’ is improving role,
group, or organizational performance through introduction and
adoption of new ideas.

Several studies investigated workforce agility as an
independent variable. For example, some empirical studies examined
its impact on innovation (Abrishamkar et al., 2020; Franco &
Landini, 2022), and safety compliance and safety participation
(Saleem et al., 2021). On the other hand. some studies empirically
investigated the impact of work organization (Sherehiy &
Karwowski, 2014), employee psychological empowerment (Muduli,
2016), job satisfaction (Khodabandeh et al., 2018), and empowering
leadership (Al-Ganemi & Chalab, 2021) on workforce agility.
Furthermore, other empirical studies examined the mediating role of
workforce agility between emotional intelligence and task,
contextual, and adaptive performance (Varshney & Varshney, 2020),
job characteristics and higher administrative support on crisis
management (Raut et al.,, 2021), employee ambidexterity and
organizational effectiveness (Herlina et al., 2021). It was also noticed
that some studies empirically investigated one or more dimensions of
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workforce agility. For instance, the impact of peer and supervisor
support (Kuntz et al., 2017), supportive leadership and peer support
(Cooke et al., 2019) on employee resilience. Additionally, empirical
studies jointly examined proactivity and adaptability. For example,
investigating the impact of knowledge management processes
(Kuruppu & Egodawele, 2021), organizational trust (Doeze Jager et
al., 2021) on proactivity and adaptability.

Based on the literature review and this research objectives,
this research builds on the behavioral approach, specifically
Sherehiy and Karwowski (2014) typology for several reasons.
Firstly, it is the most commonly used approach in the academic
literature (e.g. Muduli, 2017; Muduli & Pandya, 2018).
Secondly, the fundamental concept underlying the behavioral
perspective is that organizations can employ human resource
management practices to ensure that employees’ behaviors align
with organizational goals (Lee et al., 2016). Accordingly, this
research operationalizes workforce agility as the behaviors
associated with the employees capacity to foresee potential
change and problems while seeking solution-oriented activities,
to promptly adjust to unexpected changes and challenges while
capitalizing on opportunities, and maintain an assertive attitude
towards feedback as well as swiftly bounce back from hardships.
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2.3 Performance Management

The shift from control-oriented to development-oriented
performance management systems has been a noticeable trend in
recent years (Bauwens et al., 2023). This shift emphasizes the
need for a comprehensive and dynamic performance
management system that supports decision-making through
various performance measurement and management activities.
The collection and analysis of performance data are integral to
the former activities (Sardi et al., 2020; Nudurupati et al., 2021),
while the latter focus on activities communication, learning and
performance improvement. In addition, by offering feedback to
employees regarding their outcomes, performance management
contributes to business strategy development (Nudurupati et al.,
2021), implementation and validation (Sardi et al., 2020).
Overall, performance management practices encompasses a wide
range of initiatives aimed at enhancing employee performance,
including policies and procedures that begin with goal -setting,
performance appraisal, and extend to feedback provision,
training, and reward systems (DeNisi & Smith, 2014; DeNisi &
Murphy, 2017; Kumar, 2019; Nudurupati et al., 2021; Hill &
Plimmer, 2024).

Based on the above, it could be argued that performance
management is a continuous process primarily aims at aligning
individual and team behaviors with organizational goals
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(Schleicher et al., 2018; Mat Desa & Abu Hassan Asaari, 2019;
Govender & Bussin, 2020; Mangipudi et al., 2020; Garengo et
al., 2021; Santhosh, 2021; Hill & Plimmer, 2024). In this respect,
performance management could be viewed as a comprehensive
system could be regarded as an ongoing tool for planning,
controlling, evaluation, and improvement tool (Brown et al.,
2018; Franco-Santos & Otley, 2018; Patil & Suresh, 2019).
Based on its purpose, performance management incorporates
core and complementary components (Patil, 2020).

Goal setting is a pivotal core component of performance
management (Brown et al., 2018; Patil & Suresh, 2019), serving
as a cornerstone for its success. Notably, it usually encompasses
different types of goals including performance, learning and
behavioral objectives (Hill & Plimmer, 2024) that need to align
with organizational goals (Brown et al., 2018). These objectives,
in turn, serve as Dblueprints for subsequent components of
including feedback, developmental activities, and consequences
of actual results (Franco-Santos & Otley, 2018; Hill & Plimmer,
2024). For example, feedback and development play a crucial
role in goals attainment, and establishment of new goals, and has
a consequence on fair rewards (Hill & Plimmer, 2024).

Organizations are increasingly recognizing the limitations
of traditional methods used to evaluate employee performance.
These methods, which rely on yearly and fixed measurements,
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fail to address the complexities of the modern workplace
(Santhosh, 2021) and are neither unable address the complexities
of rapidly changing job roles and responsibilities nor provide
timely feedback to employees (Pattnaik & Sahoo, 2018). As a
result, organizations are encouraged to view performance
appraisals as an ongoing process that evaluates, measures, and
communicates employees’ results (Pattnaik & Sahoo, 2018;
Garengo et al., 2021). In this respect, an effective performance
appraisal should Dbe directed towards strengthening and
improving employees’ capabilities and skills (Kuntz et al., 2017,
Brown et al.,, 2018; Dash & Lenka, 2024). Consequently,
organizations that aim for success, improvement of competitive
position, and enhanced productivity should adopt ongoing
(Brown et al., 2018; Subramanian & Suresh, 2022; Dash &
Lenka, 2024), constructive (Kuntz et al., 2017; Doeze Jager-van
Vliet et al., 2019), fair and accurate (Brown et al., 2018), and
supportive performance appraisals. This necessitates the adoption
of enabling or developmental performance management systems
(Guest, 2017) that support employee growth and development.

Though performance planning is a complimentary
component, it is crucial to successful implementation of an
effective performance management system. Within this
component, performance expectations are determined prior to the
initiation of the performance cycle thereby, enabling employees
to know what is expected from them (Franco-Santos & Otley,
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2018; Patel et al., 2020). Another complimentary but critical
component is performance agreement which involves agreement
between the organization and its employees on aspects related to
goals, performance evaluation tools, and needed competencies.
Again, these aspects are determined before the commencement of
the performance cycle (Patel et al.,, 2020). Furthermore,
developmental plans are considered complimentary components
as they determine performance improvement requirements. In
this manner, performance management would be viewed as a
feedback and feedforward mechanism (Nudurupati et al., 2021),
performance (Patel et al., 2020) and administrative control
mechanism (Franco-Santos & Otley, 2018).

Despite the critical role of setting goals in the effective
implementation of performance management practices, it
received little attention from scholars (Brown et al., 2018;
Tweedie et al., 2018). The study of Nguyen et al. (2021), one of
few studies, found that lower- level managers’ participation in
setting organizational performance objectives had a positive
impact on organizational performance. On the other hand, several
studies supported the positive impact of performance appraisals
on organizational performance (Pattnaik & Sahoo, 2018),
employee engagement (Kakkar et al., 2020), employee
performance (Dash & Lenka, 2024), growth (Nwokeocha, 2024).
In addition, other studies revealed a positive impact of
performance  management  practices on  organizational
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effectiveness (Kumar, 2019), and employee engagement
(Govender & Bussin, 2020).

From the above discussion and considering today’s
constantly changing business environment, the adoption of
enabling performance management practices would be preferred
over directive practices. This implies that organizational goals
would be set after consulting major stakeholders as well as
promoting self-efficacy through ongoing feedback mechanisms
that are capable of promoting learning and improvement (Franco-
Santos et al., 2022). Accordingly, based on the literature review
and the objectives of the current research, performance
management practices is operationalized as those practices that
are capable of enabling rather than controlling employees
behaviors and performance (Franco-Santos & Doherty, 2017).

The Relationship between Performance Management and
workforce Agility

Building an agile workforce demands the development of
performance management practices that are transparent and
provide continuous feedback (Munteanu et al., 2020;
Subramanian & Suresh, 2022). This implies that enabling
performance management practices can play an influential role in
creating an agile workforce. It is argued that these practices,
through the ongoing feedback mechanism, would enable
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employees to realize their deficiencies in a timely manner thus,
allowing them to promptly, and continuously modify and
improve their performance to align with organizational goals. For
instance, in their studies, Kuntz et al. (2017) and Khan et al.
(2019) identified performance feedback as a driver toward
building employee resilience. In addition, such mechanisms
would act as a blueprint when evaluating progress towards goal
achievement as well as identification of developmental plans
(Kuntz et al., 2017; Moh’d et al., 2024).

Based on the above, and to the knowledge of the
researcher, there is scarcity in research that link enabling
performance management practices and workforce agility. In
response to previous calls to study the impact of performance
management practices on workforce agility (Salmen & Festing,
2021) and more specifically within the information technology
sector (Ajgaonkar et al., 2021), figure (1) provides the proposed
theoretical framework for the current research

Figure (1) Proposed theoretical moadel

Performance | Workforce
management practices | aglitity

Source: Prepared by the researcher
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Based on the proposed theoretical model, this research
attempts to investigate the impact of enabling performance
management practices on workforce agility by hypothesizing that:

H,: The is a direct and positive impact of performance
management practices on workforce agility

3. Empirical Research

The information and communication technology sector in
Egypt plays a pivotal role in boosting economic growth. In the
year 2020/21, this sector experienced the highest annual growth
rate of 16.7% and generated around 215,000 job opportunities
(MCIT, 2023). This empirical research focused on examining the
impact of performance management practices on workforce
agility within the software development as well as the systems
and solutions integration sub-sectors. To ensure the inclusion of
companies with well-established human resource management
departments, the study specifically targeted organizations with a
minimum of 200 employees.

3.1 Population and Sample

Based on the online database of the Information Technology
Industry Development Agency (IDITA), the total population within
the specified sub-sectors in this empirical study was found to be
28,885 employees divided into three managerial levels: top
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management (9%), middle management (18%), and staff level
(72%). To address the research question regarding the impact of
performance management practices on promoting workforce agility,
and following the recommendation of Guerci et al. (2019) to view
employees as the unit of analysis, this quantitative cross-sectional
study employed a proportional stratified random sampling method.
Thus, a sample size of 392 participants was distributed
proportionally based on the number of employees in each company
and stratified by managerial levels.

3.2 Data collection and measurement tools

A bilingual (English and Arabic) self-administered
questionnaire was employed using online google forms. A
vertical layout was used to increase clarity, readability, and data
coding (Bryman, 2012). Accordingly, the survey included three
sections where a section was devoted to introducing the research
purpose and assurance of confidentiality of collected data, a
second section included collecting demographic data (gender and
managerial level), and finally a section to assess the research
variables (performance management practices and workforce
agility). As recommended by Sekaran and Bougie (2016) a 5-
Likret scale was adopted to evaluate the research variables where
“1” indicated strongly disagree and “5” indicated strongly agree.
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The choice of the research instruments was based on the
research objectives and the context of information and
communication technology sector in Egypt. In addition, validated
measurement instruments were utilized to ensure content validity.
Accordingly, the following measurement tools were used:

1. Performance management practices: Franco-Santos and
Doherty (2017) wvalidated tool was employed. “My
organization develops its strategic plans following a thorough
consultation process” exemplifies included statements
(Franco-Santos & Doherty, 2017, p. 32)

2. Workforce agility: This research utilized Cai et al. (2019)
validated measurement instrument to evaluate the perception
of respondents. An example of statements included in this
measurement is “I can adjust to new work procedures” (Cai
etal., 2019, p.62).

3.3 Demographic profile of sample respondents

Out of the total 392 respondents in the survey, 80.40%
were males while 19.60% were females. The distribution of
respondents based on their managerial levels aligned with the
determined stratification criteria where 8.90% of the sample
respondents were at the top management level, 18.90% were at
middle management, and the remaining 72.20% belonged to the
staff level.
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3.4 Data Analysis

To assess the reliability and validity of the research
measurement instruments as well as descriptive and inferential
statistics, SPSS 26.0, Lisrel 10.2m and Minitab 16 software were
used.

3.4.1 Exploratory factor analysis

The evaluation of whether the items designed to measure a
specific construct form a distinct factor separate from other
factors was assessed using the principal component analysis with
varimax rotation technique (Hair et al., 2019). Additionally, the
criterion suggested by Taherdoost (2016) was followed, whereby
a minimum factor loading of 0.40 was considered acceptable. As
indicated in table (1), all factor loadings met this threshold
suggesting a strong relationship between the items and the latent

construct they are intended to measure.
Table (1): Factors loadings

Factor
Code Statement .
loading
Workforce agility
WEA4 When perfc')r@n% new tasks, I can easily switch 0.776
between activities
WERL lam able_ to p_erforrIl my job efficiently in difficult or 0.832
stressful situations”
WFR2 “| can adapt well in light of workloads” * 0.809

YA4



The Role of performance management practices in fostering workforce agility: .. ..

Hala Abdel Meguid Omar Khalil

Performance management practices

WBM2 _ It !s_effectlve at.commun!catmg how the worh of 0.847
individuals contributes to its overall success”

WBM3 It prgyldes us with necessary resources to do our work 0.849
well”

WBMA4 It equally promotes anfj recognl_zes*gxcellence in 0.838
whatever shape or fom it comes in”

* (Cai etal., 2019, p. 62)
** (Franco-Santos & Doherty, 2017, p. 32)

3.4.2 Descriptive statistics

Descriptive statistics are essential in providing an overall
summary of the dataset, thus serving as a valuable tool in
establishing a foundation for the data analysis process (Hair et
al., 2019). As presented in table (2), the results reveal that
respondents rated both workforce agility (mean = 3.84) and
performance management practices (mean = 3.52) had an above
the average score. Notably, the standard error for workforce
agility and performance management practices was 0.036 and
0.042 respectively, thus indicating a more accurate estimation of
the population mean.
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Table (2): Average scores and their significance

sample Standard 95%
Variable P P -Value confidence interval for
mean error
mean
Workforce agility 3.84 0.036 <0.001 3.79-3.90
Performance management | o 0.042 <0.001 3.46 - 3.60
practices

In the current empirical study, two demographic variables
were considered namely, gender and managerial levels. An
independent sample T-test was conducted to assess whether there
was a significant difference between males and females. As
indicated in table (3), there was no statistically significant
difference between males and females for both variables —
workforce agility and performance management practices (p-
value = 0.91, 0.67 respectively). Additionally, the perception of
males and females on workforce agility was above average (3.84
for males and 3.83 for females). Similarly, the mean score for
performance management practices exhibited an above average
score (males = 3.53 and females = 3.48).
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Table (3): Comparing means between males and females

. Standard Standard
Variable Gender Mean Deviation Error Mean p-value
Male 3.84 0.69 0.04
Workf ilit 0.91
orktoree agmily Imremate 3.83 0.89 0.09
Performance Male 3.53 0.81 0.05
t 0.67
managemen Female 3.48 0.86 0.09
practices

With respect to the second demographic variable, namely
managerial level, an ANOVA test was conducted. As reflected in
table (4), there was insignificant difference between managerial
levels regarding workforce agility (p-value = 0.05) with mean
scores above 3.00. However, regarding performance management
practices, there was a significant difference between managerial
levels (p-value = 0.01). Accordingly, Duncan test was conducted
and revealed that middle management level and staff level had
similar perception with mean scores 3.30 and 3.54 respectively
whereas top management level had a higher perception with a
mean score of 3.76.

Table (4): Comparing means between managerial levels

- . Standard Standard

Variable Managerial levels Mean Deviation Error Mean p-value
Top management 3.97 0.82 0.14

Workforce agility Middle management 3.83 0.71 0.08 0.50
Staff 3.82 0.70 0.04
Top management 3.76 0.82 0.14

Performance

management Middle management 3.30 0.80 0.09 0.01

practices
Staff 3.54 0.81 0.05
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3.4.3 Testing the model goodness of fit

To indicate the theoretical model’s goodness of fit, Lisrel
10.2 software was utilized. Table (5) shows the various indices
results which indicated that the model adequately represented the
relationship between performance management practices and
workforce agility.

Table (5): Goodness of fit indices results

Index Results
Root mean square approximation (RMSEA) 0.04
Chi-square / degrees of freedom 1.61
Normed fit index (NFI) 0.985
Non-normed fit index (NNFI) 0.989
Comparative fit index (CFI) 0.994
Incremental fit index (IFI) 0.994
Relative fit index (RFI) 0.972
Root mean square residual (RMR) 0.03
Standardized root mean square residual (SRMR) 0.03
Goodness of fit (GFI) 0.989
Adjusted goodness of fit (AGFI) 0.972

3.4.4 Reliability and validity of the measurement instruments

Evaluating the reliability and validity of the research
measurement instruments is critical before testing the hypothesis.
In the current research, reliability was evaluated through
Cronbach’s coefficient of reliability and composite reliability.
The results indicated measurement instruments of workforce
agility and performance management practices were reliable as
their respective Cronbach’s coefficient of reliability were 73.5%
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and 80.40%. To further confirm the reliability of the measures,
the composite reliability was estimated which also confirmed the
measurement instruments’ reliability (composite reliability for
workforce agility = 79.59%, composite reliability for
performance management practices = 84.33%). Consequently, it
could be argued that the two measurement tools showed stability
and consistency of the included items (Bryman, 2012)

To examine the measurement instruments validity, the
variance explained, average variance extracted, and discriminant
validity were calculated. For workforce agility, the variance
explained was 65.48%, and average variance extracted was
56.57%. Additionally, performance management practices results
indicated 71.95% and 64.22% for variance explained and average
variance extracted respectively. Therefore, it could be concluded
that both measures accurately measure what they were assumed
to measure (Sekaran & Bougie, 2016). Finally, the discriminant
validity was estimated to evaluate whether workforce agility and
performance  management  practices were empirically
differentiated. Again, a discriminant validity of 25.94% indicated
that respondents could differentiate between the two latent
constructs.

Ya¢



The Role of performance management practices in fostering workforce agility: .. ..

Hala Abdel Meguid Omar Khalil

Path Analysis: Hypothesis Testing

As shown in table (6), there was a positive and statistically
significant (p-value = 0.01) impact of performance management
practices on workforce agility. Consequently, H; was supported.
However, the correlation coefficient (r) was .252 indicating a
weak relationship between performance management practices
and workforce agility. This implies that a one-unit improvement
in performance management practices could bring about a
25.20% enhancement in workforce agility.

Table (6): Direct impact of performance management practices on workforce agility

Path Standard
The effect Coefficient Error t-value P-value

Performance management

practices > workforce agility 0.252 .062 4.048 0.01

4. Discussion, Recommendations and Implications

The findings of the current empirical study is unique for several
reasons. First most of the previous research on performance
management practices concentrated on its impact at the
organizational-level (Maley et al., 2020). Second, most of the
previous research concentrated on one element of performance
management practices. Third, even when examining one of these
elements, only one or two dimensions of workforce agility were
considered (e.g. Kuntz et al., 2017; Khan et al., 2019; Moh’d et al.,
2024). Despite this, the results of the current empirical investigations
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aligned with prior study. For example, Khan (Khan et al., 2019)
found a positive and significant impact of performance feedback on
employee resilience. This study also found a positive and significant
influence of performance practices on promoting workforce agility.
However, previous studies ignored the interactive impact of the
various components of performance management practices on
developing an agile workforce.

The present empirical research is stands out for several
reasons. Initially, in contrast to most prior studies on
performance management practices that concentrated solely on
their effects at the organizational level (Maley et al., 2020), this
study dived in their influence on workforce agility, which is
considered crucial in today's volatile business environment.
Secondly, while previous research often concentrated on
examining only one aspect of performance management
practices, this study considered multiple elements. Therefore,
unlike previous studies that neglected to consider the
interconnected effects of different elements of performance
management practices on promoting workforce agility, the
current study addressed this gap. Thirdly, even when previous
studies did investigate one of these components, they typically
only considered one or two dimensions of workforce agility (e.g.
Kuntz et al., 2017; Khan et al., 2019; Moh’d et al., 2024).
Despite these distinctions, the results of the current empirical
inquiry aligned with previous research. For example, Khan
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(2019) identified a positive and significant relationship between
performance feedback and employee resilience.

Thus, this research responded to calls to examine how
performance management practices affect workforce agility
(Salmen & Festing, 2021). More specifically, there has been a
call to investigate this issue within the software development
industry (Ajgaonkar et al., 2021). To this end, the current
research has contributed to filling this gap in knowledge.

According to the job demands-resources model, the
implementation of performance management practices can serve
as an asset in fostering workforce adaptability. This would
undoubtedly boost employees' abilities to effectively address the
constantly increasing challenges that stem from the volatile and
unpredictable business environment (Zhang et al., 2020; Salmen
& Festing, 2021). For instance, the incorporation of goal-setting,
ongoing performance feedback, and continuous performance
improvement mechanisms within performance management
practices could play a pivotal role in alleviating the pressures
associated with job demands (Harsch & Festing, 2019).

At the practical level, it is recommended that organizations
operating in the information and communication technology
industry in Egypt embrace and implement developmental /
enabling performance management practices. Encouraging
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employee involvement in the performance management process
Is believed to heighten their sense of self-efficacy, thereby
equipping them with the necessary capabilities to adapt to the
turbulent business environment and exhibit agile behaviors.
Moreover, it is advisable to incorporate more frequent
performance feedback, leveraging digital technologies that
enable real-time feedback and align with the skillsets of the new
generation. Furthermore, the performance management practices
should prioritize providing developmental feedback that accounts
for both organizational outcomes and fulfills employees' career
aspirations and advancement.

5. Limitations and Future Research

This empirical investigation sheds valuable insights on the
impact of performance management practices on workforce
agility, but it is essential to recognize the study limitations. This
empirical study is confined to the information and
communication technology in Egypt, limiting its generalizability
to a more global context and over other industries. In addition, as
a cross-sectional study, the study has its limitation in capturing
changes in behavior over time. Moreover, reliance on self-
administered questionnaires introduces common method bias.
Finally, there may be other intervening or confounding factors
that could potentially influence the results of this study.
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Linked to the limitations of this empirical study, ir is
recommended to perform longitudinal study to observe changes
in behavior over time. Furthermore, to increase the
generalizability of this study, it is suggested to replicate the
theoretical model in different geographical, cultural, and
industrial contexts. In addition, future research may attempt to
investigate the impact of enabling performance management
practices on employee wellbeing, job satisfaction, and employee
engagement. Alternatively, future research may examine the
moderation effect of age, gender, and managerial levels on the
relationship between performance management practices and
workforce agility.

6. Conclusion

In the current dynamic and unpredictable business
landscape, it is imperative for organizations to adopt human
resource management practices that effectively align employees'
behaviors with the goals of the organization. Despite the critical
role of enabling or developmental performance management
practices in inducing employees’ agile behaviors, there is limited
research on this issue. This study aimed to bridge this research
gap by examining the impact of performance management
practices on workforce agility in the information and
communication technology sector in Egypt, specifically within
the software development and systems and solutions integration
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sub-sectors. Consequently, this study provides valuable insights
and implications for both theoretical understanding and practical
implementation in this field.
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