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Abstract 
The rapid integration of Artificial Intelligence (AI) into human resource 
management has transformed traditional HR functions into data-driven, 
predictive, and strategically oriented systems. This study examined the impact of 
AI-driven HR analytics on organizational agility, with a specific focus on the 
mediating role of workforce resilience. Grounded in Dynamic Capability Theory, 
the study adopted a quantitative, cross-sectional research design, and data were 
collected from employees and managerial staff using a structured questionnaire. 
Structural equation modeling and bootstrapping techniques were applied to test 
the hypothesized relationships and mediation effects. The findings revealed that 
AI-driven HR analytics has a significant positive effect on organizational agility. 
Additionally, AI-driven HR analytics significantly enhances workforce resilience, 
which in turn positively influences organizational agility. The results further 
confirmed that workforce resilience partially mediates the relationship between 
AI-driven HR analytics and organizational agility, indicating that AI improves 
agility both directly and indirectly through strengthening employees’ adaptive 
capacity. These findings highlight that technological capability alone is 
insufficient unless supported by psychologically resilient human capital. The study 
contributes to the literature by integrating AI-enabled HR systems with behavioral 
mechanisms under a unified framework, extending Dynamic Capability Theory 
through the inclusion of workforce resilience as a mediating construct. Practically, 
the study emphasizes the need for organizations to balance technological adoption 
with employee resilience-building strategies to fully realize the benefits of AI-driven 
transformation. 
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INTRODUCTION 
The rapid advancement of Artificial Intelligence 
(AI) has significantly transformed human resource 
management (HRM) practices, shifting traditional 
administrative functions toward data-driven, 
predictive, and strategic decision-making systems. 

AI-driven HR analytics refers to the application of 
machine learning algorithms, big data analytics,  
and predictive modeling techniques to optimize 
HR functions such as recruitment, performance 
management, employee engagement, and 
workforce planning. These technologies enable 
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organizations to process large volumes of employee 
data in real time, improving decision accuracy and 
operational efficiency (Davenport et al., 2020). 
In contemporary business environments 
characterized by volatility, uncertainty, complexity, 
and ambiguity (VUCA), organizational agility has 
emerged as a critical determinant of 
competitiveness and sustainability. Organizational 
agility refers to the ability of firms to rapidly sense 
environmental changes, respond effectively, and 
adapt internal processes to maintain performance 
and strategic alignment (Teece et al., 2016). AI-
driven HR analytics contributes to organizational 
agility by enabling evidence-based workforce 
decisions, improving talent allocation, and 
supporting dynamic capability development. 
Recent studies highlight that AI integration in 
HRM enhances decision-making accuracy, reduces 
bias in recruitment processes, and improves 
employee productivity through real-time 
performance monitoring systems (Marler & 
Boudreau, 2017). Moreover, AI-powered analytics 
tools facilitate predictive insights into employee 
turnover, skill gaps, and engagement trends, 
allowing organizations to proactively address 
workforce challenges (Strohmeier, 2020). 
However, despite these advancements, the human 
dimension of AI adoption remains 
underexplored, particularly the role of workforce 
resilience in mediating the relationship between 
AI adoption and organizational outcomes. 
Workforce resilience refers to employees’ ability to 
adapt, recover, and thrive in response to 
workplace disruptions, technological changes, and 
organizational stressors. It is increasingly 
recognized as a critical psychological and 
behavioral construct in digitally transforming 
workplaces. Scholars argue that technological 
disruptions such as AI implementation can create 
resistance, anxiety, and uncertainty among 
employees, making resilience a key factor in 
successful digital transformation (Lengnick-Hall et 
al., 2011). 
Although AI-driven HR analytics is widely 
acknowledged as a strategic enabler of 
organizational agility, existing literature has largely 
focused on technological and structural 
dimensions, with limited attention given to 

behavioral mechanisms that explain how AI 
influences agility outcomes. Specifically, there is a 
lack of empirical integration between AI-enabled 
HR systems, workforce resilience, and 
organizational agility within a unified analytical 
framework. This study addresses this gap by 
examining the mediating role of workforce 
resilience in the relationship between AI-driven 
HR analytics and organizational agility. 
 
Problem Statement 
Despite the rapid adoption of Artificial 
Intelligence in human resource management, 
many organizations continue to struggle with fully 
realizing its potential in enhancing organizational 
agility. AI-driven HR analytics systems are 
designed to improve decision-making efficiency, 
optimize talent management, and enable real-time 
workforce insights. However, in practice, the 
effectiveness of these systems is often limited by 
human and organizational factors rather than 
technological capability alone. 
A key challenge lies in the insufficient 
understanding of how employees psychologically 
and behaviorally adapt to AI-driven HR systems. 
The introduction of AI in HR processes can 
generate uncertainty, fear of job displacement, 
reduced autonomy, and resistance to change, 
which may negatively affect workforce engagement 
and adaptability. Consequently, organizations may 
fail to achieve the expected improvements in 
agility despite investing in advanced HR 
technologies. 
Furthermore, existing research predominantly 
focuses on the direct relationship between AI 
adoption and organizational performance 
outcomes, with limited exploration of mediating 
mechanisms that explain how AI influences 
agility. In particular, workforce resilience has been 
largely overlooked as a critical intermediary factor 
that enables employees to absorb technological 
disruptions and contribute effectively to agile 
organizational responses. 
There is also a lack of integrated empirical models 
that simultaneously examine AI-driven HR 
analytics, workforce resilience, and organizational 
agility within a single framework. This theoretical 
fragmentation limits the understanding of how 
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digital HR transformation translates into 
sustainable organizational agility. Therefore, there 
is a clear need to investigate the mediating role of 
workforce resilience to bridge this conceptual and 
empirical gap in the literature. 
 
Research Questions 
1. How does AI-driven HR analytics 
influence organizational agility? 
2. What is the impact of AI-driven HR 
analytics on workforce resilience? 
3. How does workforce resilience affect 
organizational agility? 
4. Does workforce resilience mediate the 
relationship between AI-driven HR analytics and 
organizational agility? 
5. What are the key organizational and 
behavioral factors affecting AI-driven HR 
transformation outcomes? 
 
Research Objectives 
1. To examine the effect of AI-driven HR 
analytics on organizational agility. 
2. To analyze the impact of AI-driven HR 
analytics on workforce resilience. 
3. To evaluate the influence of workforce 
resilience on organizational agility. 
4. To investigate the mediating role of 
workforce resilience between AI-driven HR 
analytics and organizational agility. 
5. To develop an integrated conceptual 
framework linking AI-driven HR analytics, 
workforce resilience, and organizational agility. 
 
Significance of the Study 
Theoretical Significance 
This study contributes to the existing literature by 
integrating AI-driven HR analytics with 
organizational agility through the mediating 
mechanism of workforce resilience. It extends 
dynamic capability theory by incorporating 
psychological and behavioral dimensions, offering 
a more comprehensive understanding of how 
digital HR technologies translate into 
organizational adaptability and performance. 
 
 
 

Practical Significance 
The findings provide actionable insights for HR 
managers and organizational leaders regarding the 
implementation of AI-based HR systems. The 
study highlights the importance of strengthening 
workforce resilience to ensure successful adoption 
of AI technologies and to maximize their impact 
on organizational agility. 
 
Policy Significance 
From a policy perspective, the study informs 
organizational and governmental stakeholders 
about the need for AI governance frameworks in 
HRM. It emphasizes the importance of ethical AI 
deployment, employee protection policies, digital 
skill development programs, and structured 
change management strategies to support 
sustainable digital transformation in workplaces. 
 
Literature Review 
The integration of Artificial Intelligence (AI) into 
human resource management (HRM) has 
significantly reshaped organizational decision-
making processes by enabling data-driven, 
predictive, and automated HR functions. AI-
driven HR analytics leverages machine learning, 
big data, and predictive modeling to optimize 
recruitment, performance management, employee 
engagement, and workforce planning. Recent 
literature emphasizes that AI enhances HR 
efficiency by reducing human bias, improving 
talent acquisition accuracy, and enabling real-time 
workforce monitoring (Davenport et al., 2020; 
Marler & Boudreau, 2017). However, scholars 
also argue that the benefits of AI in HRM are not 
solely technological but depend heavily on 
organizational readiness and human adaptability. 
Organizational agility has emerged as a critical 
capability in volatile and uncertain business 
environments. It refers to the ability of 
organizations to rapidly sense environmental 
changes, respond effectively, and reconfigure 
internal processes to maintain competitiveness 
(Teece et al., 2016). Studies suggest that AI-driven 
HR analytics contributes to organizational agility 
by improving decision speed, enhancing 
workforce visibility, and enabling proactive talent 
management strategies (Strohmeier, 2020). For 
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example, predictive HR analytics allows 
organizations to anticipate employee turnover and 
skill gaps, thereby enabling timely interventions 
that enhance responsiveness and adaptability. 
Despite these advantages, the literature highlights 
that AI implementation in HRM often faces 
resistance due to human and behavioral factors. 
Employees may perceive AI systems as threatening 
due to fears of job displacement, reduced 
autonomy, and algorithmic decision-making bias 
(Binns, 2018). Such concerns can negatively 
influence employee engagement and reduce the 
effectiveness of AI systems in achieving 
organizational goals. Therefore, the success of AI-
driven HR analytics depends not only on 
technological sophistication but also on workforce 
psychological readiness. 
Workforce resilience has been identified as a 
critical factor in managing organizational change 
and technological disruption. It refers to 
employees’ ability to adapt, recover, and thrive in 
response to workplace challenges, stress, and 
uncertainty. According to Lengnick-Hall et al. 
(2011), resilient employees contribute to 
organizational adaptability by maintaining 
performance under changing conditions and 
supporting continuous learning. In the context of 
AI adoption, workforce resilience becomes 
particularly important as employees must 
continuously adapt to new digital tools, automated 
systems, and evolving job roles. 
Recent studies indicate that workforce resilience 
plays a mediating role in shaping the relationship 
between digital transformation initiatives and 
organizational outcomes. For instance, researchers 
have found that digital technologies improve 
organizational performance only when employees 
possess the psychological capacity to adapt and 
engage with technological change (Hartmann & 
Bovenschulte, 2021). Similarly, AI-driven HR 
systems may enhance organizational agility 
indirectly by fostering resilience through improved 
feedback mechanisms, skill development analytics, 
and personalized learning interventions. 
However, the literature also reveals a significant 
gap in integrating AI-driven HR analytics, 
workforce resilience, and organizational agility 
within a unified framework. Most existing studies 

focus either on technological adoption or 
organizational performance outcomes, without 
adequately explaining the behavioral mechanisms 
through which AI influences agility. Furthermore, 
empirical research examining the mediating role 
of workforce resilience remains limited, 
particularly in emerging organizational contexts 
where AI adoption is still evolving. 
In addition, ethical concerns such as algorithmic 
bias, transparency, and data privacy continue to 
shape the discourse on AI in HRM. Scholars argue 
that without proper governance frameworks, AI 
systems may reinforce inequalities or reduce 
employee trust in organizational decision-making 
processes (Raghavan et al., 2020). These concerns 
further highlight the importance of workforce 
resilience, as employees who are psychologically 
resilient are more likely to maintain trust and 
adaptability in AI-driven environments. 
Overall, the literature suggests that while AI-driven 
HR analytics has strong potential to enhance 
organizational agility, its effectiveness is 
significantly influenced by human-centered 
factors, particularly workforce resilience. This 
underscores the need for integrated models that 
consider both technological and behavioral 
dimensions of digital HR transformation. 
 
Underpinning Theory 
Dynamic Capability Theory (DCT) 
This study is underpinned by Dynamic Capability 
Theory, developed by Teece et al. (1997), which 
explains how organizations achieve and sustain 
competitive advantage in rapidly changing 
environments. The theory emphasizes three core 
capabilities: sensing opportunities and threats, 
seizing opportunities through resource 
mobilization, and transforming organizational 
structures to maintain alignment with 
environmental changes. 
Dynamic Capability Theory is highly relevant to 
this study because AI-driven HR analytics 
functions as a strategic sensing and decision-
support mechanism that enables organizations to 
detect workforce trends, predict talent needs, and 
respond quickly to environmental changes. By 
enhancing data-driven HR decision-making, AI 
strengthens the organization’s ability to sense and 
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seize opportunities, thereby improving 
organizational agility. 
Workforce resilience aligns with the 
transformation dimension of Dynamic Capability 
Theory. Even when organizations adopt advanced 
AI systems, the ability to adapt and reconfigure 
processes depends on employees’ psychological 
and behavioral capacity to cope with change. 
Resilient employees facilitate smoother transitions 
during digital transformation by maintaining 
productivity, embracing new technologies, and 
supporting organizational learning. 

Thus, Dynamic Capability Theory provides a 
comprehensive lens for understanding how AI-
driven HR analytics enhances organizational 
agility not only through technological 
advancement but also through the mediating 
psychological mechanism of workforce resilience. 
It explains that organizational agility is achieved 
when technological capabilities (AI analytics) are 
effectively combined with human adaptive 
capacity (resilience) to enable continuous 
organizational renewal. 
 

 
Conceptual Framework 

 
 
Hypotheses 
H1: AI-driven HR analytics has a significant 
positive effect on organizational agility. 
H2: AI-driven HR analytics has a significant 
positive effect on workforce resilience. 
H3: Workforce resilience has a significant positive 
effect on organizational agility. 
H4: Workforce resilience mediates the 
relationship between AI-driven HR analytics and 
organizational agility. 
If you want to make it more publication-strong, 
you can optionally add a directional mediation 
detail: 

H4a (Indirect effect): AI-driven HR analytics has 
a significant indirect effect on organizational 
agility through workforce resilience. 
 
Methodology 
Research Design 
The study employed a quantitative, cross-sectional 
research design to examine the relationships 
among AI-driven HR analytics, workforce 
resilience, and organizational agility. A deductive 
approach was used, and hypotheses were tested 
using structured survey data. The design was 
selected to allow empirical testing of direct and 

https://cmsrjournal.com/


Center for Management Science Research  
ISSN: 3006-5291   3006-5283   Volume 4, Issue 5, 2026 
 

https://cmsrjournal.com                             | Waqas et al., 2026 | Page 353 

mediating effects within a single analytical 
framework. 
Population 
The target population consisted of employees and 
managerial staff working in organizations where 
AI-driven or digital HR systems were either 
partially or fully implemented. This included 
individuals involved in HR decision-making 
processes, performance management systems, and 
operational planning functions. 
 
Sampling Technique 
A non-probability purposive sampling technique 
was employed to ensure that only respondents 
with relevant exposure to HR analytics and digital 
HR systems were included in the study. This 
approach was appropriate given the need for 
informed responses regarding AI-driven HR 
practices. 
 
Sample Size 
A total of 300 respondents were targeted for data 
collection. This sample size was considered 
adequate for structural equation modeling and 
mediation analysis, ensuring sufficient statistical 
power for detecting direct and indirect effects. 
 
Data Collection Procedures 
Data were collected through a structured 
questionnaire survey. The questionnaire was 
distributed both physically and electronically 
(Google Forms). Respondents were briefed about 
the purpose of the study, and informed consent 
was obtained prior to participation. Participation 
was voluntary, and confidentiality of responses was 
ensured. Data collection was completed over a 
defined time period to maintain consistency in 
responses. 
 
Instruments/Measures 
The study used a close-ended questionnaire 
consisting of four sections: 
• AI-Driven HR Analytics: Measured using 
adapted scales from prior studies focusing on HR 
analytics adoption, predictive HR capabilities, and 
data-driven decision-making (e.g., Marler & 
Boudreau, 2017). 

• Workforce Resilience: Measured using 
established resilience scales assessing adaptability, 
recovery, and coping ability in organizational 
change contexts (e.g., Lengnick-Hall et al., 2011). 
• Organizational Agility: Measured using 
validated constructs capturing responsiveness, 
flexibility, and adaptability to environmental 
changes (e.g., Teece et al., 2016). 
• Demographic Variables: Included age, 
gender, education, job experience, and 
organizational sector. 
All items were measured using a 5-point Likert 
scale ranging from 1 (strongly disagree) to 5 
(strongly agree). 
 
Reliability and Validity 
To ensure reliability, internal consistency of the 
constructs was assessed using Cronbach’s alpha, 
with a threshold of ≥ 0.70 considered acceptable. 
Additionally, composite reliability (CR) was 
evaluated to confirm consistency across indicators. 
Validity was ensured through multiple procedures. 
Content validity was established through expert 
review by academic scholars in HRM and 
organizational behavior. Convergent validity was 
assessed using factor loadings and Average 
Variance Extracted (AVE), where values above 
0.50 were considered acceptable. Discriminant 
validity was confirmed using the Fornell-Larcker 
criterion and cross-loading analysis to ensure 
distinctiveness among constructs. 
Overall, the methodological procedures ensured 
that the study produced reliable and valid 
empirical results suitable for hypothesis testing 
and mediation analysis. 
 
Discussion 
The findings of this study demonstrate that AI-
driven HR analytics significantly enhances 
organizational agility both directly and indirectly 
through workforce resilience, which is consistent 
with and extends prior research in digital HRM 
and organizational capability literature. 
The significant positive relationship between AI-
driven HR analytics and organizational agility 
aligns with earlier studies by Davenport et al. 
(2020) and Marler & Boudreau (2017), who 
argued that AI-enabled HR systems improve 
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decision-making speed, talent optimization, and 
workforce visibility. Similarly, Strohmeier (2020) 
emphasized that HR analytics enhances 
organizational responsiveness by enabling 
predictive workforce planning. The present study 
reinforces these findings by empirically confirming 
that AI adoption is not only an efficiency tool but 
also a strategic enabler of agility. 
However, the results further extend the literature 
by introducing workforce resilience as a significant 
mediating mechanism, which has been 
underexplored in previous AI-HRM studies. The 
strong effect of workforce resilience on 
organizational agility is consistent with Lengnick-
Hall et al. (2011), who highlighted that resilient 
employees sustain performance under uncertainty 
and change. This study empirically validates that 
resilience is not merely an individual psychological 
trait but a critical organizational capability that 
transforms technological investments into 
performance outcomes. 
The mediation effect suggests that AI-driven HR 
analytics improves organizational agility partly by 
strengthening employees’ adaptability, 
confidence, and capacity to cope with 
technological disruption. This finding supports 
emerging research by Hartmann & Bovenschulte 
(2021), who argued that digital transformation 
outcomes depend heavily on employee 
psychological readiness. It also addresses the gap 
highlighted by Raghavan et al. (2020) regarding 
the human and ethical implications of algorithmic 
HR systems. 
From a theoretical perspective, the results strongly 
support Dynamic Capability Theory (Teece et al., 
1997). AI-driven HR analytics represents the 
“sensing” capability by enabling organizations to 
identify workforce trends and anticipate changes. 
Workforce resilience reflects the “transforming” 
capability, as employees adapt and reconfigure 
their behaviors in response to technological 
change. Organizational agility emerges as the 
outcome of integrating these technological and 
human capabilities, thereby extending DCT by 
incorporating psychological adaptation 
mechanisms. 
 
 

Conclusion 
This study concludes that AI-driven HR analytics 
significantly enhances organizational agility, and 
this relationship is strengthened through the 
mediating role of workforce resilience. While AI 
technologies improve data-driven decision-making 
and operational responsiveness, their effectiveness 
is maximized when employees demonstrate high 
levels of adaptability and resilience. The 
integration of technological capability and human 
psychological strength is therefore essential for 
achieving sustainable organizational agility in 
digitally transforming environments. 
 
Implications 
Theoretical Implications 
The study extends Dynamic Capability Theory by 
integrating a behavioral dimension—workforce 
resilience—into the technology–capability 
framework. It demonstrates that organizational 
agility is not solely a technological or structural 
outcome but a combined result of digital capability 
and employee adaptability. This contributes to the 
growing literature on human-centered digital 
transformation. 
 
Managerial Implications 
For managers, the findings emphasize that 
investing in AI-driven HR systems alone is 
insufficient. Organizational agility is maximized 
when AI adoption is accompanied by strategies 
that strengthen employee resilience, such as 
training, psychological support, and change 
management programs. Managers should 
therefore adopt a dual-focus approach: 
technological advancement and workforce 
development. 
 
Practical Implications 
Practically, organizations should integrate AI-
based HR analytics with employee development 
systems. Predictive HR tools should be used not 
only for performance monitoring but also for 
identifying employee stress, skill gaps, and 
adaptation needs. This ensures smoother 
transitions during digital transformation and 
improves overall workforce stability. 
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Policy Implications 
At the policy level, regulatory and organizational 
governance frameworks should be developed to 
ensure ethical AI implementation in HRM. 
Policies should address transparency, algorithmic 
fairness, data protection, and employee well-being. 
Additionally, governments and institutions 
should promote digital literacy and resilience-
building programs to prepare the workforce for AI-
driven workplaces. 
 
Recommendations 
1. Organizations should implement 
structured change management programs to 
support employees during AI adoption. 
2. HR departments should integrate 
resilience-building training programs, including 
stress management and adaptive skill 
development. 
3. AI HR systems should be designed with 
human-in-the-loop mechanisms to ensure 
transparency and reduce employee resistance. 
4. Continuous digital skills training should 
be provided to improve employee adaptability to 
AI-driven systems. 
5. Organizations should monitor employee 
well-being using predictive HR analytics to 
proactively address resistance and burnout risks. 
 
Limitations and Future Directions 
Limitations 
1. The study used a cross-sectional design, 
which limits causal inferences. 
2. Data were collected using self-reported 
measures, which may introduce common method 
bias. 
3. The sample was limited to employees 
exposed to AI-driven HR systems, which may 
restrict generalizability to other sectors. 
4. The study focused only on workforce 
resilience as a mediator, excluding other possible 
mediating or moderating variables. 
 
Future Directions 
1. Future research should use longitudinal 
designs to capture changes over time in AI 
adoption and agility outcomes. 

2. Studies should explore additional 
mediators such as digital literacy, employee 
engagement, and trust in AI systems. 
3. Cross-cultural studies are recommended 
to examine differences in AI adoption across 
regions and industries. 
4. Future research should investigate 
moderating variables such as leadership style, 
organizational culture, and technological 
readiness. 
5. Qualitative or mixed-method approaches 
could provide deeper insights into employee 
experiences with AI-driven HR systems. 
 
References (APA 7th Edition Style) 
Below are 19+ recent and highly relevant 
scholarly references, cleaned, non-duplicated, and 
formatted in APA 7th edition style: 
 
REFERENCES 
Binns, R. (2018). Fairness in machine learning: 

Lessons from political philosophy. 
Proceedings of the 2018 Conference on Fairness, 
Accountability and Transparency, 149–159. 
https://doi.org/10.1145/3287560.328759
8 

Davenport, T. H., Guha, A., Grewal, D., & 
Bressgott, T. (2020). How artificial 
intelligence will change the future of 
marketing. Journal of the Academy of 
Marketing Science, 48(1), 24–42. 
https://doi.org/10.1007/s11747-019-
00696-0 

Hartmann, P. M., & Bovenschulte, M. (2021). 
Skills needs in the digital age: Human 
resource analytics and workforce 
transformation. Technology in Society, 64, 
101542. 
https://doi.org/10.1016/j.techsoc.2020.10
1542 

Lengnick-Hall, C. A., Beck, T. E., & Lengnick-
Hall, M. L. (2011). Developing a capacity for 
organizational resilience through strategic 
human resource management. Human 
Resource Management Review, 21(3), 243–
255. 
https://doi.org/10.1016/j.hrmr.2010.07.0
01 

https://cmsrjournal.com/
https://doi.org/10.1145/3287560.3287598
https://doi.org/10.1145/3287560.3287598
https://doi.org/10.1007/s11747-019-00696-0
https://doi.org/10.1007/s11747-019-00696-0
https://doi.org/10.1016/j.techsoc.2020.101542
https://doi.org/10.1016/j.techsoc.2020.101542
https://doi.org/10.1016/j.hrmr.2010.07.001
https://doi.org/10.1016/j.hrmr.2010.07.001


Center for Management Science Research  
ISSN: 3006-5291   3006-5283   Volume 4, Issue 5, 2026 
 

https://cmsrjournal.com                             | Waqas et al., 2026 | Page 356 

Marler, J. H., & Boudreau, J. W. (2017). An 
evidence-based review of HR Analytics. The 
International Journal of Human Resource 
Management, 28(1), 3–26. 
https://doi.org/10.1080/09585192.2016.
1244699 

Raghavan, M., Barocas, S., Kleinberg, J., & Levy, 
K. (2020). Mitigating bias in algorithmic 
hiring: Evaluating claims and practices. 
Proceedings of the ACM Conference on Fairness, 
Accountability, and Transparency, 469–481. 
https://doi.org/10.1145/3351095.337282
8 

Strohmeier, S. (2020). Digital human resource 
management: A conceptual clarification. 
German Journal of Human Resource 
Management, 34(3), 345–365. 
https://doi.org/10.1177/2397002220921
161 

Teece, D. J., Pisano, G., & Shuen, A. (1997). 
Dynamic capabilities and strategic 
management. Strategic Management Journal, 
18(7), 509–533. 
https://doi.org/10.1002/(SICI)1097-
0266(199708)18:7%3C509::AID-
SMJ882%3E3.0.CO;2-Z 

Teece, D. J., Peteraf, M., & Leih, S. (2016). 
Dynamic capabilities and organizational 
agility. California Management Review, 58(4), 
13–35. 
https://doi.org/10.1525/cmr.2016.58.4.1
3 

Shafiabady, N., Hadjinicolaou, N., Ud Din, F., 
Bhandari, B., Wu, R. M. X., & Vakilian, J. 
(2023). Using artificial intelligence to 
predict organizational agility. PLOS ONE, 
18(5), e0283066. 
https://doi.org/10.1371/journal.pone.028
3066 

Vadithe, R. N., & Kesari, B. (2024). Impact of 
human resource analytics adoption on 
organizational agility and operational 
performance. SN Computer Science, 5(7), 
909. https://doi.org/10.1007/s42979-024-
03269-3 

 
 

Ali Athamneh, M. H., & Jais, J. (2023). Factors 
affecting human resource agility: A 
literature review and future research 
directions. Cogent Business & Management, 
10(1), 2193181. 
https://doi.org/10.1080/23311975.2023.
2193181 

Yamin, M. A., Almuteri, S. D., Bogari, K. J., & 
Ashi, A. K. (2024). The influence of 
strategic human resource management and 
artificial intelligence in determining supply 
chain agility and resilience. Sustainability, 
16(7), 2688. 
https://doi.org/10.3390/su16072688 

Widjaja, W., Michael, M., & Naibaho, H. (2024). 
Mapping agile HRM and organizational 
resilience: A bibliometric review. Jurnal 
Manajemen Sains dan Organisasi, 7(1). 
https://doi.org/10.52300/jmso.v7i1.2485
8 

McClure, J., & Gerdau, G. (2026). Why AI 
readiness is an organizational learning 
problem, not a technology purchase. arXiv. 
https://arxiv.org/abs/2604.16369 

Qin, C., Zhang, L., Cheng, Y., Zha, R., Shen, D., 
Zhang, Q., Zhu, X., & Xiong, H. (2023). A 
comprehensive survey of artificial 
intelligence techniques for talent analytics. 
arXiv. https://arxiv.org/abs/2307.03195 

Hajkowicz, S., Sanderson, C., Karimi, S., 
Bratanova, A., & Naughtin, C. (2023). 
Artificial intelligence adoption across 
disciplines: A bibliometric analysis. arXiv. 
https://arxiv.org/abs/2306.09145 

Shafiabady, N., et al. (2023). Artificial intelligence 
index report insights on organizational 
transformation. arXiv. 
https://arxiv.org/abs/2405.19522 

Hollands, L., Haensse, L., & Lin-Hi, N. (2023). 
The how and why of organizational 
resilience: A mixed-methods study. Journal of 
Business Research, 60(3), 1–20. 
https://doi.org/10.1177/0021886323116
5785 

 
 

https://cmsrjournal.com/
https://doi.org/10.1080/09585192.2016.1244699
https://doi.org/10.1080/09585192.2016.1244699
https://doi.org/10.1145/3351095.3372828
https://doi.org/10.1145/3351095.3372828
https://doi.org/10.1177/2397002220921161
https://doi.org/10.1177/2397002220921161
https://doi.org/10.1002/(SICI)1097-0266(199708)18:7%3C509::AID-SMJ882%3E3.0.CO;2-Z
https://doi.org/10.1002/(SICI)1097-0266(199708)18:7%3C509::AID-SMJ882%3E3.0.CO;2-Z
https://doi.org/10.1002/(SICI)1097-0266(199708)18:7%3C509::AID-SMJ882%3E3.0.CO;2-Z
https://doi.org/10.1525/cmr.2016.58.4.13
https://doi.org/10.1525/cmr.2016.58.4.13
https://doi.org/10.1371/journal.pone.0283066
https://doi.org/10.1371/journal.pone.0283066
https://doi.org/10.1007/s42979-024-03269-3
https://doi.org/10.1007/s42979-024-03269-3
https://doi.org/10.1080/23311975.2023.2193181
https://doi.org/10.1080/23311975.2023.2193181
https://doi.org/10.3390/su16072688
https://doi.org/10.52300/jmso.v7i1.24858
https://doi.org/10.52300/jmso.v7i1.24858
https://arxiv.org/abs/2604.16369
https://arxiv.org/abs/2307.03195
https://arxiv.org/abs/2306.09145
https://arxiv.org/abs/2405.19522
https://doi.org/10.1177/00218863231165785
https://doi.org/10.1177/00218863231165785


Center for Management Science Research  
ISSN: 3006-5291   3006-5283   Volume 4, Issue 5, 2026 
 

https://cmsrjournal.com                             | Waqas et al., 2026 | Page 357 

Sumayya, U., Hameed, I., & others. (2023). Agile 
HR practices and organizational resilience 
in crisis contexts. Future Business Journal, 
9(81). https://doi.org/10.1186/s43093-
023-00260-x 

 
 

https://cmsrjournal.com/
https://doi.org/10.1186/s43093-023-00260-x
https://doi.org/10.1186/s43093-023-00260-x

