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Abstract

Workforce agility refers to an employee’s ability to quickly adapt, respond, and adjust to changing workplace demands. Agile
employees can handle new tasks, embrace change, and remain productive in dynamic environments. Psychological empowerment
is a motivational concept that reflects how employees perceive their work in terms of meaning, competence, self-determination, and
impact. This sense of empowerment fosters higher engagement, initiative, and adaptability. Previous studies done by several authors
have consistently highlighted the positive relationship between psychological empowerment and employee outcomes such as job
satisfaction, performance, and organizational commitment.

This study investigates the influence of psychological empowerment on workforce agility among IT professionals using quantitative
methods. Data collected from 107 full-time IT employees were analyzed using descriptive statistics, correlation, and regression
analyses. Findings indicate that psychological empowerment significantly enhances workforce agility. The study also highlights
demographic influences such as age, gender, marital status, education, work experience, and income on both-empowerment and
agility. Practical implications for HR policies and empowerment-focused interventions to foster agility in IT organizations are
discussed.

Keywords: Psychological Empowerment, Workforce Agility, IT Sector, Employee Adaptability
Introduction

The IT sector faces constant technological advancements, market fluctuations, and evolving client demands, necessitating a
workforce capable of rapid adaptation and innovation. Workforce agility refers to employee’s ability to embrace change, learn
continuously, make effective decisions, and collaborate across functions. Psychological empowerment enhances intrinsic motivation
by fostering a sense of meaning, competence, autonomy (self-determination), and impact in work, enabling employees to navigate
uncertainties confidently. This study aims to empirically examine the impact of psychological empowerment on workforce agility
in the IT sector to provide actionable insights for developing agile workforces.

2 Literature Review
2.1 Workforce Agility

Workforce agility embodies flexibility, adaptability, resilience, and continuous learning, enabling organizations to thrive amidst
change. It facilitates faster decision-making, enhanced collaboration, innovation, and operational efficiency, contributing to
competitive advantage (Petermann & Zacher, 2023; Tessarini Junior & Saltorato, 2021). Core workforce agility dimensions include
time agility, task agility, and learning agility (Breu et al., 2002).

2.2 Psychological Empowerment

Psychological empowerment encompasses four dimensions: Meaning, Competence, Self-determination, and Impact (Spreitzer,
1995). Empowered employees show increased engagement, creativity, and responsibility, positively influencing organizational
outcomes (Muduli, 2017; Meng & Sun, 2019). Psychological empowerment is a significant influencing factor of workforce agility
by fostering employee initiative, adaptability, and collaboration.
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2.3 Relationship Between Psychological Empowerment and Workforce Agility

Studies reveal a positive correlation between empowerment and agility, mediated by organizational practices and individual intrinsic
motivation (Muduli, 2017; Amaliah et al., 2023). However, demographic factors such as age, gender, marital status, education,
experience, and income also influence these constructs (Sherehiy et al., 2007).

3. Research Methodology

3.1 Research Design
This study adopts a descriptive research design employing quantitative survey techniques to analyze the relationship between
psychological empowerment and workforce agility among IT sector employees.

3.2 Sampling
Using convenience sampling, a total of 107 full-time IT professionals across various roles and organizations participated. The sample
includes individuals with diverse educational backgrounds, age groups, marital status, and income levels.

3.3 Data Collection

Primary data were collected through a structured questionnaire distributed to participants electronically. The questionnaire measured
demographic information, workforce agility (adaptability, decision-making, collaboration, and learning), and psychological
empowerment (meaning, competence, self-determination, and impact), using Likert scale.

3.4 Data Analysis
Data were analyzed using SPSS software involving descriptive statistics, t-tests, ANOVA, correlation, and regression analyses to
determine differences and relationships between variables.

Results
4.1 Demographic Profile and Key Findings
The study revealed several important demographic patterns and relationships:

Demographic Impact Analysis:

e  Age significantly influenced all workforce agility factors, with collaboration showing the highest variation.

e Educational qualification significantly affected both workforce agility and psychological empowerment, with decision-
making and self-determination showing the highest variations respectively.

e Work experience strongly influenced workforce agility and psychological empowerment

e  Monthly income significantly impacted all factors, with accepting changes and impact showing the highest variations for
agility and empowerment respectively

e Unmarried employees reported higher levels of accepting changes, collaboration, and psychological empowerment
(meaning, self-determination, impact)

4.2 Correlation Analysis

Variables Workforce Agility Meaning Competence Self-Determination Impact
Workforce Agility 1 0.023 0.564** 0.257** 0.612%*
Meaning 0.023 1 0.306** 0.325%* 0.036
Competence 0.564** 0.306** 1 0.458** 0.472%*
Self-Determination 0.257** 0.325%* 0.458%* 1 0.302%*
Impact 0.612%* 0.036 0.472%* 0.302%* 1

**Correlation is significant at the 0.01 level (2-tailed)
Interpretation:

The correlation analysis reveals that Workforce Agility is significantly and positively correlated with Competence (r = 0.564, p <
0.01), Self-Determination (r = 0.257, p < 0.01), and Impact (r = 0.612, p < 0.01). Meaning does not show a significant correlation
with Workforce Agility (r = 0.023, p = 0.812), suggesting that simply finding work meaningful does not directly contribute to agility.
Among the empowerment dimensions, Impact shows the strongest correlation with workforce agility, followed by Competence and
Self-Determination.

IJCRT25A1244 ‘ International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org 1645


http://www.ijcrt.org/

www.ijcrt.org © 2025 IJCRT | Volume 13, Issue 11 November 2025 | ISSN: 2320-2882
4.3 Regression Analysis

Table 2: Impact of Psychological Empowerment on Workforce Agility - Model Summary

Model R R Square Adjusted R Square Std. Error of Estimate

1 0.602 0.363 0.357 2.537

Table 3: ANOVA for Psychological Empowerment Impact

Model Sum of Squares df Mean Square F Sig.
Regression 384.931 1 384.931 59.786 0.000*
Residual 676.041 105 6.438

Total 1060.972 106

*Significant at p < 0.05

Table 4: Coefficients for Psychological Empowerment Impact

Unstandardized Coefficients Std Standardized Coefficients

glece B Error Beta ¢ Bz
(Constant) 7.251 1.518 4777 0.000%
Psychological 0.644 0.083 0.602 7732 0.000%
Empowerment

*Significant at p < 0.05

Interpretation:

The regression analysis shows a moderate positive relationship between Psychological Empowerment and Workforce Agility (R =
0.602), with Psychological Empowerment explaining 36.3% of the variance in Workforce Agility. The model is statistically
significant (F = 59.786, p = 0.000), confirming that Psychological Empowerment is a strong predictor. The coefficient analysis
indicates that a one-unit increase in Psychological Empowerment leads to a 0.644-unit increase in Workforce Agility (B = 0.644, p
= (0.000). This demonstrates that higher psychological empowerment significantly enhances workforce agility in IT professionals.

5. Discussion

The findings imply psychological empowerment as a critical driver of workforce agility among IT employees, consistent with prior
studies (Muduli, 2017). Employees who perceive greater competence and impact exhibit enhanced adaptability, decision-making,
and collaborative behaviors essential for agile performance. The relatively weaker direct impact of meaning on agility suggests that
while work significance is motivational, functional capabilities and perceived influence play more pivotal roles in agile actions.

The significant impact of age, education, work experience, and income on both constructs emphasizes the complexity of workforce
dynamics in the IT sector. Organizations must consider these demographic factors when designing empowerment and agility
enhancement programs.

6. Conclusion

The study concludes that psychological empowerment substantially enhances workforce agility in the IT sector. Empowerment's
competence and impact dimensions are particularly influential in fostering adaptive and proactive employee behaviors.
Organizations should prioritize empowerment-centric HR strategies, including training, autonomy enhancement, and recognition
systems, to build an agile and competitive workforce capable of responding effectively to fast-paced industry changes.

The strong relationship between psychological empowerment and workforce agility provides compelling evidence for organizations
to invest in employee empowerment initiatives.
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7. Recommendations

To strengthen workforce agility, organizations can develop competence-building programs that focus on continuous skill
development, training, and learning opportunities to boost employees’ confidence in their abilities. Creating impact-awareness
initiatives helps employees understand how their contributions influence organizational success and customer value. Additionally,
fostering autonomy and decision-making authority with clear guidance, designing meaningful work experiences that align personal
values with organizational goals, and establishing regular assessment mechanisms to track empowerment and agility levels are
essential. Finally, implementing flexible work arrangements can support employees across diverse life stages and personal
circumstances, contributing to a more empowered and agile workforce.

8. Limitations and Future Research

This study was done at one point of time and only in one sector with a limited number of participants, so the results cannot be
applied to other industries. Future studies should track people over a longer period to understand cause and effect, include employees
from different industries, and also look at how organizational culture and leadership influence empowerment and agility. Qualitative
research could also help explain more clearly how psychological empowerment affects workforce agility.

The study's focus on the IT sector, while providing industry-specific insights, may limit applicability to other industries with different
operational characteristics. Future research should also explore the role of organizational factors such as leadership style,
organizational culture, and technology adoption in moderating the empowerment-agility relationship.
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