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Abstract:
In the industrial world, organizational success in the VUCA era hinges on employee
commitment, yet the "strawberry generation" (Generations Y and Z) is often perceived as
lacking fortitude, posing a significant human resource challenge. While previous studies have
explored partial relationships between learning agility, work engagement, and commitment,
a critical research gap exists in examining their simultaneous impact on this specific
demographic within the Indonesian context. This study aims to address this gap by
investigating the relationship between learning agility, work engagement, and organizational
commitment among 420 strawberry generation employees in Jakarta. A quantitative
correlational design with purposive sampling was employed, utilizing the Learning Agility
Assessment, UWES-9, and OCQ instruments. Data were analyzed using multiple linear
regression. The novelty of this research lies in its finding that both learning agility and work
engagement have a significant positive relationship with organizational commitment (p <
0.05), both partially and simultaneously. This study concludes that fostering these internal
competencies is a crucial strategy for enhancing the loyalty of the younger workforce. This
provides a new framework for managing a generation often misunderstood, contributing a
fresh perspective to organizational psychology.
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Abstrak:
Di Dunia industri, keberhasilan organisasi di era VUCA bergantung pada komitmen
karyawan, namun "generasi stroberi" (Generasi Y dan Z) sering dipersepsikan kurang
memiliki ketahanan, yang menjadi tantangan sumber daya manusia yang signifikan.
Meskipun studi sebelumnya telah mengeksplorasi hubungan antara variabel-variabel ini
secara parsial, terdapat celah penelitian yang kritis dalam menguji dampak simultan
keduanya pada demografi spesifik ini dalam konteks Indonesia. Penelitian ini bertujuan
untuk mengisi celah tersebut dengan menyelidiki hubungan antara learning agility, work
engagement, dan komitmen organisasi pada 420 karyawan generasi stroberi di Jakarta. Desain
kuantitatif korelasional dengan purposive sampling digunakan, memanfaatkan instrumen
Learning Agility Assessment, UWES-9, dan OCQ. Data dianalisis menggunakan regresi linear
berganda. Kebaruan penelitian ini terletak pada temuannya bahwa learning agility dan work
engagement memiliki hubungan positif yang signifikan dengan komitmen organisasi (p <
0,05), baik secara parsial maupun simultan. Studi ini menyimpulkan bahwa membina
kompetensi internal ini adalah strategi krusial untuk meningkatkan loyalitas angkatan kerja
muda. Hal ini memberikan kerangka kerja baru untuk mengelola generasi yang sering
disalahpahami, serta menyumbangkan perspektif baru bagi psikologi organisasi.

Kata kunci: learning agility, work engagement, komitmen organisasi, generasi stroberi, Generasi Y,

Generasi Z
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INTRODUCTION

The industrial world is currently confronted with an era of Volatility,
Uncertainty, Complexity, and Ambiguity (VUCA), characterized by unexpected
events that significantly impact the global economy (Shett, 2024). This disruptive era
demands organizations to have individuals who are agile in adapting to constantly
changing and complex market trends. Adaptability, or agility, has become crucial,
defined as the capacity of individuals to respond swiftly to change and develop
innovative solutions (Wardhani, et. al., 2022). Agile individuals represent a vital asset
for companies, enabling them not only to survive but also to grow amidst dynamic
changes. Therefore, learning agility has emerged as one of the most essential
competencies required by organizations to address current challenges and ensure
operational sustainability in an environment described by Syukur and Sutrisno (2023)
as full of uncertainty. This challenge necessitates the implementation of strategic
human resource management to adapt effectively in a turbulent era (Bahri, 2022).

This study focuses on three core concepts: learning agility, work engagement,
and organizational commitment. Learning agility is defined as an individual’s ability
to utilize and maximize lessons learned from experience and apply them to new
situations (Prasetyo, Zulkifli, & Miranda, 2023). This concept has evolved into a crucial
psychological construct for assessing the potential success of leaders in modern work
environments (De Meuse, 2017). Research by Khildani and Lestariningsih (2021) found
that learning agility has a positive effect on employee performance, and this is in line
with the findings of Mahmutoglu, Celep, and Kaya (2024), who confirmed a significant
positive influence of learning agility on organizational commitment. Meanwhile, work
engagement, which refers to a psychological state in which individuals feel connected
to their work (Kustya & Nugraheni, 2020), has been shown to have a positive and
significant relationship with employee commitment (Indayati, 2022). Furthermore,
organizational commitment, which reflects the extent to which individuals identify
with and are involved in their organization (Kurniawan, 2022). Theoretically, this
commitment can be understood through three primary components: affective,
continuance, and normative commitment (Allen & Meyer, 1990), has also been found
to negatively influence turnover intention, meaning that the higher an individual’s
commitment to the organization, the lower their likelihood of leaving the company
(Setiyanto & Hidayati, 2017).

The gap in the current literature lies in the lack of research specifically
examining the relationship among these three variables within the context of the
“strawberry generation” in Indonesia. This study focuses on Generation Y (born 1980-
1995) and Generation Z (born 1995-2010), who currently dominate the workforce
(Soekapdjo, 2024; BPS, 2023). More specifically, this research will focus on the
metropolitan context of DKI Jakarta, where issues related to low organizational
commitment have been identified as a significant challenge for employees, as
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highlighted in the study by Riswan et al. (2021). Although these generations possess
strengths in creativity and technological use, they are often stigmatized as a generation
that appears attractive and full of potential yet fragile when facing challenges (Rohman
etal., 2023). They are considered vulnerable to emotional instability and characterized
by an instant mindset (Kosasih & Yunanto, 2022). Existing studies tend to address the
characteristics of these generations separately or focus only on the impact on a single
variable; however, no research has yet integrated learning agility and work
engagement as simultaneous predictors of organizational commitment.

The urgency of this research lies in the strategic disconnection between the
characteristics of the current dominant workforce and the fundamental demands of
the VUCA era. In this context, individuals are required to possess learning agility in
order to adapt and work engagement to build positive connections with their work.
The absence of these factors may lead to low organizational commitment, which in
turn could result in higher turnover rates and decreased productivity. This is
consistent with the findings of Muis, Jufrizen, and Fahmi (2018), which demonstrate
that organizational commitment has a significant effect on performance. Therefore,
understanding how to strengthen the organizational commitment of this generation
through internal factors such as learning agility and work engagement becomes a
critical and urgent issue to ensure organizational sustainability and long-term success.

Based on the identified gap and urgency, this study aims to examine the
relationship between learning agility and work engagement with organizational
commitment among strawberry generation employees. The proposed hypotheses are:
a positive and significant relationship between learning agility and organizational
commitment (H1a), a positive and significant relationship between work engagement
and organizational commitment (H1b), and a positive and significant simultaneous
relationship between learning agility and work engagement with organizational
commitment (H1c). The findings of this study are expected to provide an empirical
foundation for organizations to design interventions focused on developing learning
agility and fostering work engagement as proactive strategies to enhance retention and
organizational commitment among Generations Y and Z. Furthermore, this study
seeks to fill the gap in the literature concerning the psychological dynamics of the
young workforce in non-Western contexts, particularly in DKI Jakarta, Indonesia.

METHOD

This research is based on the phenomenon of the strawberry generation in the
VUCA era, where employees are required to be adaptive and engaged in order to
maintain their commitment to the organization. The study employs a quantitative
approach with a correlational design, chosen as it is most suitable for examining the
predictive relationship among variables without experimental manipulation. The
objective is to test the relationship between the independent variables, namely learning
agility (X1) and work engagement (X2), and the dependent variable, organizational
commitment (Y). The research population consists of Generation Y and Generation Z
employees (aged 18-45 years) working in the Jakarta area with a minimum tenure of
one year. The minimum age of 18 was established in accordance with the Indonesian
Labor Law No. 13 of 2003, which prohibits companies from employing children. The
tenure criterion was determined on the consideration that employees are expected to
have adapted to their work environment and conditions (Nor & Prastika, 2023), and is
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not restricted by employment status, as the researcher seeks to account for various
aspects of organizational commitment. The sampling technique used is non-
probability sampling with a purposive sampling method, in which participants were
selected based on specific criteria relevant to the research objectives (Amin, et. al.,
2023). Through this process, a total of 420 respondents who met the established criteria
were obtained.

Data were collected in 2024/2025 using a questionnaire distributed in Google
Forms to participants who met the research criteria. The questionnaire was designed
to gather information from respondents and employed a Likert scale. Three main
instruments were utilized in this study. First, learning agility was measured using the
Learning Agility Assessment (Gravett & Caldwell, 2016), selected for its
comprehensive ability to assess four crucial dimensions: mental, people, change, and
results agility, that are highly relevant for adapting in a VUCA work environment.
Second, work engagement was assessed using the Utrecht Work Engagement Scale-9
(UWES-9) developed by Schaufeli, et. al. (2006), chosen for its efficiency (9 items) and
well-established international validity in measuring the three core components of
engagement: vigor, dedication, and absorption. Third, organizational commitment
was measured with the Organizational Commitment Questionnaire (OCQ) by
Mowday, et. al. (1979), selected for its focus on affective commitment, capturing value
identification, willingness to exert effort, and desire to remain, which is particularly
relevant for understanding loyalty among younger generations, especially the
strawberry generation.

The collected data were processed and analyzed using the Statistical Package
for the Social Sciences 25 (SPSS-25). The data analysis procedure involved several
systematic steps. First, validity and reliability tests were conducted on each instrument
to ensure accuracy and consistency. Subsequently, a series of classical assumption tests
were performed, including normality, linearity, —multicollinearity, and
heteroscedasticity, to ensure that the data met the requirements for regression analysis.
Finally, multiple linear regression analysis was employed as this method is specifically
able to test the partial and simultaneous influence of two or more independent
variables on a single dependent variable, aligning perfectly with the research
hypotheses.

RESULTS AND DISCUSSION
Result

The validity and reliability tests indicated that the instruments used in this
study were both valid and reliable. For the learning agility variable, after eliminating
three invalid items, the Cronbach’s alpha reached 0.877. The work engagement
instrument demonstrated a Cronbach’s alpha of 0.866, while the organizational
commitment instrument obtained a Cronbach’s alpha of 0.905. These results confirm
that all three instruments have very high reliability. The results of the multiple linear
regression test (Table 1) showed that both learning agility and work engagement,
individually and simultaneously, had a significant positive relationship with
organizational commitment, with a significance value of 0.000 (p<0.05).
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Tabel 1. Normality Test Results

Work Learning Organizational
Engagement Agility Commitment
N 420 420 420
Asymp. Sig. (2-tailed) .000 .000 .000

Source: Primary data, analyzed with IBM SPSS Statistics

Based on the SPSS output in Table 1, the data were found to be not normally
distributed, as indicated by the Kolmogorov-Smirnov test with a significance value of
0.000 (< 0.05). This is a common outcome when using Likert scales, which generate
ordinal data and often produce skewed distributions since respondents tend to choose
extreme or neutral options.

Tabel 2. Linearity Test Results

Variabel Relationship Sig Remark
Learning Agility - Org. Commitment .000 Linear

Work Engagement - Org. Commitment .000 Linear
Source: Primary data, analyzed with IBM SPSS Statistics |
The results show a significance value of .000 for the relationship between both
Learning Agility and Work Engagement with Organizational Commitment. As this

value is below the 0.05 threshold, it indicates that the relationships are linear, fulfilling
a key assumption for regression analysis.

Tabel 3. Multicollinearity Test Results

Variabel Tolerance VIF Remark
(Variance Inflation Factor)

Learning 626 1.597 No Multicollinearity

Agility

Work .626 1.597 No Multicollinearity

Engagement

Source: Primary data, analyzed with IBM SPSS Statistics

The results show a Tolerance value of 0.626 and a VIF value of 1.597 for both
independent variables, confirming that there is no multicollinearity issue in this
model.

Tabel 4. Heteroscedasticity Test Results

Variabel Sig Remark
Learning Agility 488 No Heteroscedasticity
Work Engagement 409 No Heteroscedasticity

Source: Primary data,' analyzed with IBM SPSS Statistics
The Glejser test was used due to its effectiveness in detecting heteroscedasticity

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 107
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about

by regressing the absolute residuals against the independent variables. The results
indicate significance values of 488 and .409 for Learning Agility and Work
Engagement, respectively. Since both values are greater than 0.05, it is concluded that
the model is free from heteroscedasticity.

Tabel 5. Multiple Linear Regression Test Results

Regression Model Sig. Remark
Learning Agility on Organizational .000 Significant
Commitment

Work Engagement on Organizational Significant
Commitment

Learning Agility & Work Engagement on .000 Significant

Organizational Commitment 7 7
Source: Primary data, analyzed with IBM SPSS Statistics

The results of the multiple linear regression test in Table 2 show that both
learning agility and work engagement, individually and simultaneously, had a
significant positive relationship with organizational commitment, with a significance
value of 0.000 (p<0.05).

These factors critically influence organizational commitment, especially in the
strawberry generation, as they both serve as internal psychological resources capable
of addressing the fragility often associated with this generation. Learning agility
allows them to proactively adapt to the high-pressure VUCA work environment,
turning challenges into learning opportunities and building a sense of competence that
ultimately strengthens their bond with the organization. On the other hand, work
engagement fulfills this generation's need for meaningful. When they are deeply
engaged, they feeling vigorous, dedicated, and absorbed in their jobs, they find a
greater purpose, which directly enhances their loyalty and commitment.

The implications of these findings are transformative for human resource
management strategies. Instead of labeling the strawberry generation as an
uncommitted group, these results suggest that their commitment can be significantly
built and strengthened by focusing on the development of internal competencies.
Organizations can design training programs aimed at enhancing learning agility and
create work environments that foster work engagement through autonomy, feedback,
and recognition. Thus, the challenges posed by the characteristics of the strawberry
generation can be transformed into an opportunity to create a workforce that is not
only loyal but also more resilient, adaptive, and future-ready.

Discussion

The results of this study confirm that learning agility and work engagement
simultaneously have a significant positive relationship with organizational
commitment among strawberry generation employees (Rudolph et al., 2018). The
combination of an individual's capacity to learn from experience and adapt to
workplace dynamics, along with deep involvement in tasks, is proven to contribute to
strengthening the quality of the bond between the individual and the organization
(Youssef-Morgan & Luthans, 2013). These findings underscore that internal factors —
encompassing cognitive, affective, and behavioral aspects —significantly influence
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organizational commitment (Meyer & Allen, 1991). The implication is that these
tindings provide a basis for organizations to identify the internal factors that need
reinforcement to maintain the loyalty of the younger workforce in a dynamic work
environment (De Vos & Meganck, 2008).

A reflection on the findings indicates that the positive relationship between
learning agility and organizational commitment can be explained through the
perspective of adaptation in the digital era. The strawberry generation, as digital
natives, is expected to learn quickly; however, learning agility extends beyond mere
technological proficiency. In line with the views of Dong & Geng, (2023), this capability
is shaped by internal motivation and organizational environmental support. For the
strawberry generation, often perceived as less resilient, learning agility functions as an
essential coping mechanism that enables them to transform uncertainty into
opportunities for self-development. When organizations facilitate this process through
a culture of feedback and challenging projects, employees feel valued and competent,
which ultimately strengthens their emotional bond and commitment (Francis & P.
Bishagazi, 2022).

The interpretation of the positive influence of work engagement on
organizational commitment is highly relevant to the psychological characteristics of
Gen Z and millennials. This generation has high expectations for work that is not only
tfinancially stable but also meaningful and aligned with personal values. Theories from
Rakhim (2020) and Kahn (1990) suggest that work engagement is triggered by job
demands that are challenging yet manageable, as well as the availability of adequate
resources (Galanakis & Tsitouri, 2022). This aligns with the well-established Job
Demands-Resources model, which posits that positive job resources can enhance
engagement and mitigate burnout (Schaufeli & Bakker, 2004; Galanakis & Tsitouri,
2022)) When strawberry generation employees feel deeply engaged — feeling vigorous,
dedicated, and absorbed in their work —they experience profound meaningfulness.
Consequently, work is no longer seen as an obligation but as an integral part of their
self-identity, which in turn sustainably fosters organizational zloyalty and
commitment (Borst et al., 2019).

This study is not only consistent with previous research but also extends the
existing theoretical framework by presenting a crucial new context. Research by
Indayati (2012) and Muis et al. (2018) has demonstrated the relationship between work
engagement and commitment with performance in the general population. However,
the novelty of this research lies in its specific focus on testing these variables on the
"strawberry generation" in Indonesia, particularly within the urban context of DKI
Jakarta—a unique demographic characterized by a paradox between high creative
potential and a perception of psychological fragility. Thus, this study fills a literature
gap by simultaneously integrating learning agility with work engagement as
predictors of commitment, thus offering a more holistic understanding of this often-
misunderstood demographic (Sutardi & Novitasari, 2024).

The practical implications of these findings formulate several recommendations
for organizations. To enhance learning agility, companies can design development
programs focused on new challenges, cross-functional projects, and a constructive
mentoring culture (Jo & Hong, 2022). To cultivate work engagement, it is
recommended that organizations create a supportive work environment by
recognizing achievements, providing adequate resources, and maintaining open
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communication (Mazzetti et al., 2023). Furthermore, it is important to recognize that
personal values, such as work-life balance, are significant factors for the millennial and
Gen Z workforce in Indonesia (Supia, et. al., 2023). Understanding that this generation
values flexibility and the search for meaning in their work is also a crucial aspect
(Setiawan & Auliandari, 2022). By implementing these strategies, organizations can
not only address the perceived "fragility" of the strawberry generation but also
optimize their significant potential to drive innovation and guarantee organizational
sustainability. This balance between work and personal life has been empirically
shown to have a close relationship with work engagement across various
organizations (Bjork-Fant, et. al., 2023).

CONCLUSION

Based on the results and discussion, it can be concluded that Learning Agility
and Work Engagement have a positive and significant relationship with
Organizational Commitment among the Strawberry Generation. The primary finding
indicates that Learning Agility is a critical capability that enables individuals to
quickly adapt to dynamic work environments, which in turn strengthens their
emotional attachment and loyalty to the organization. Similarly, Work Engagement —
characterized by enthusiasm, dedication, and full involvement in work —also plays a
substantial role in enhancing employee commitment. This study highlights that these
two variables complement one another and together form a solid foundation for
building strong organizational commitment among young employees, which is crucial
for organizational success in the VUCA era.

The conceptual significance of this research lies in its novelty of testing this
relational framework within the context of the "strawberry generation" in Indonesia, a
demographic that has been empirically underexplored. Thus, this study enriches the
literature in organizational psychology and human resource management by
providing evidence that internal factors such as learning agility and work engagement
are key predictors of organizational commitment in this group. Practically, the study
offers clear guidance for organizations to foster employees’ adaptive learning
capabilities and create a supportive work environment that promotes active
engagement, as strategic measures to retain high-quality human resources and reduce
turnover among younger employees.

Nevertheless, this study has several limitations that should be addressed in
future research. The scope of the study was limited to respondents in the Jakarta area
using purposive sampling, which requires careful consideration in generalizing the
findings. Therefore, future researchers are encouraged to broaden the scope of the
study by including additional variables that may influence organizational
commitment, such as social support, leadership style, or organizational culture, to
obtain a more comprehensive understanding. For instance, social support from
supervisors and colleagues could potentially act as a critical factor that strengthens the
role of learning agility and work engagement in shaping organizational commitment,
particularly within the strawberry generation.

ACKNOWLEDGMENTS

The author would like to express sincere gratitude to all parties who have
provided assistance, support, and guidance. Special thanks are extended to Mrs. Sim

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 110
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about

Tjioe Ing, the author’s mother, for her unwavering support; Mrs. Marchelina Febe
Sumbaga, S.Psi., M.Si., as the thesis advisor, for her patient guidance; Mrs. Nindya
Putri Aprodita, S.Psi., M.Psi., Psychologist, as the Head of the Psychology Study
Program at Universitas Bunda Mulia; Mr. Garvin, Mrs. Lidia, and Mrs. Vania, as the
examiners; as well as all respondents who kindly participated in this research.

REFERENCES

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of
Occupational ~ Psychology,  63(1),  1-18. https://doi.org/10.1111/j.2044-
8325.1990.tb00506.x

Amin, N. F,, Garancang, S., & Abunawan, K. (2023). Konsep umum populasi dan
sampel dalam penelitian [General concept of population and sample in
research]. Jurnal ~ Pilar:  Jurnal Kajian Islam  Kontemporer, 14(1), 15-
31. https:/ /doi.org/10.54214 /jupilar.v14i1.223

Badan Pusat Statistik. (2023). Statistik Indonesia: Jumlah penduduk provinsi DKI Jakarta
menurut kelompok umur dan jenis kelamin. https:/ /jakarta.bps.go.id/id /statistics-
table/2/MTExIzI=/jumlah-penduduk-provinsi-dki-jakarta-menurut-
kelompok-umur-dan-jenis-kelamin.html

Bahri, S. (2022). Implementasi manajemen sumber daya manusia dalam menghadapi
era bercirikan VUCA [Implementation of human resource management in
facing the VUCA era]. Jurnal Hurriah: Jurnal Evaluasi Pendidikan Dan Penelitian,
3(2), 58-67. https:/ /doi.org/10.5806/jh.v3i2.38

Bjork-Fant, ]. M., Bolander, P., & Forsman, A. K. (2023). Work-life balance and work
engagement across the European workforce: a comparative analysis of welfare
states. European Journal of  Public Health, 33(3), 430-434.
https:/ /doi.org/10.1093 /eurpub/ckad046

Borst, R. T., Kruyen, P. M., & Lako, C.]J. (2019). Exploring the Job Demands-Resources
Model of Work Engagement in Government: Bringing in a Psychological
Perspective. Review of Public Personnel Administration, 39(3), 372-397.
https:/ /doi.org/10.1177 /0734371X17729870

De Meuse, K. P. (2017). Learning agility: Its evolution as a psychological construct and
its empirical relationship to leader success. Consulting Psychology Journal:
Practice and Research, 69(4), 267-295. https:/ /doi.org/10.1037 /cpb0000105

De Vos, A., & Meganck, A. (2008). What HR managers do versus what employees
value. Personnel Review, 38(1), 45-60.
https:/ /doi.org/10.1108 /00483480910920705

Dong, X., & Geng, L. (2023). The role of mindfulness and meaning in life in adolescents’
dispositional awe and life satisfaction: the broaden-and-build theory
perspective. Current Psychology, 42(33), 28911-28924.
https:/ /doi.org/10.1007 /s12144-022-03924-z

Francis, A., & P. Bishagazi, K. (2022). Determine the Effect of Subjective Norms on Tax
Compliance among Small and Medium Enterprises (SMEs) in Mbugani and
Igogo wards in Nyamagana District. International Journal of Engineering, Business
and Management, 6(1), 01-10. https:/ /doi.org/10.22161 /ijebm.6.1.1

Galanakis, M. D., & Tsitouri, E. (2022). Positive psychology in the working
environment. Job demands-resources theory, work engagement and burnout:

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 111
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.54214/jupilar.v14i1.223
https://jakarta.bps.go.id/id/statistics-table/2/MTExIzI=/jumlah-penduduk-provinsi-dki-jakarta-menurut-kelompok-umur-dan-jenis-kelamin.html
https://jakarta.bps.go.id/id/statistics-table/2/MTExIzI=/jumlah-penduduk-provinsi-dki-jakarta-menurut-kelompok-umur-dan-jenis-kelamin.html
https://jakarta.bps.go.id/id/statistics-table/2/MTExIzI=/jumlah-penduduk-provinsi-dki-jakarta-menurut-kelompok-umur-dan-jenis-kelamin.html
https://doi.org/10.5806/jh.v3i2.38
https://doi.org/10.1037/cpb0000105

A systematic  literature review.  Frontiers in  Psychology, 13.
https:/ /doi.org/10.3389/fpsyg.2022.1022102

Gravett, L. S., & Caldwell, S. A. (2016). Learning agility: The impact on recruitment and
retention. Palgrave Macmillan.

Indayati, N. (2012). Pengaruh keterlibatan karyawan, budaya organisasi, dan gaya
kepemimpinan terhadap komitmen organisasional dalam meningkatkan
kinerja karyawan (Studi pada Universitas Brawijaya) [The effect of employee
involvement, organizational culture, and leadership style on organizational
commitment in improving employee performance (A study at Brawijaya
University)]. Jurnal Aplikasi Manajemen, 10(2), 344-
356. http:/ /jam.ub.ac.id/index.php/jam/article/view /93

Jo, Y., & Hong, A. J. (2022). Impact of Agile Learning on Innovative Behavior: A
Moderated Mediation Model of Employee Engagement and Perceived
Organizational Support. Frontiers in Psychology, 13.
https:/ /doi.org/10.3389/fpsyg.2022.900830

Kahn, W. A. (1990). Psychological conditions of personal engagement and
disengagement at work. Academy of Management Journal, 33(4), 692-
724. https:/ /doi.org/10.5465/256287

Khildani, A. C., & Lestariningsih, M. (2021). Pengaruh efikasi diri dan lokus kendali
terhadap kinerja karyawan melalui learning agility [The effect of self-efficacy
and locus of control on employee performance through learning agility]. Jurnal
Manajemen dan Keuangan, 10(2), 208-
228. https:/ /doi.org/10.33059/jmk.v10i2.3597

Kosasih, D. N., & Yunanto, T. A. R. (2022). Kajian psychological capital pada filosofi
hidup Suku Banjar “Waja Sampai Kaputing” pada Strawberry Generation [A
study of psychological capital in the life philosophy of the Banjar Tribe "Waja
Sampai Kaputing" in the Strawberry Generation]. Satwika: Kajian Ilmu Budaya
dan Perubahan Sosial, 6(2), 403-
414. https:/ /doi.org/10.22219 /satwika.v6i2.22092

Kurniawan, H. (2022). Literature review: Analisis kinerja pegawai melalui komitmen
organisasi kompensasi dan motivasi [Literature review: Analysis of employee
performance through organizational commitment, compensation, and
motivation]. Jurnal ~ Ekonomi Manajemen  Sistem Informasi, 3(4), 426-
441. https:/ /doi.org/10.31933 /jemsi.v3i4.1046

Kustya, N. D., & Nugraheni, R. (2020). Analisis pengaruh work engagement dan
kepemimpinan terhadap kinerja karyawan melalui komitmen organisasional
sebagai variabel intervening (Studi pada kantor pusat PDAM Tirta Moedal Kota
Semarang) [Analysis of the effect of work engagement and leadership on
employee performance through organizational commitment as an intervening
variable]. Diponegoro Journal of Management, 9(2), 1-
15. https:/ /ejournal3.undip.ac.id/index.php/djom/article/ view /27909

Mahmutoglu, C., Celep, C., & Kaya, A. (2024). The Effect of Teachers' Learning Agility
on Organizational Commitment Attitudes. *Turkish Online Journal of
Educational Technology-TOJET, 23%(4), 192-
200. https:/ /www tojet.net/volumes/v23i4.pdf

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B.
(2023). Work Engagement: A meta-Analysis Using the Job Demands-Resources

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 112
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about
http://jam.ub.ac.id/index.php/jam/article/view/93
https://doi.org/10.5465/256287
https://doi.org/10.33059/jmk.v10i2.3597
https://doi.org/10.22219/satwika.v6i2.22092
https://doi.org/10.31933/jemsi.v3i4.1046
https://ejournal3.undip.ac.id/index.php/djom/article/view/27909
https://www.tojet.net/volumes/v23i4.pdf

Model. Psychological Reports, 126(3), 1069-1107.
https:/ /doi.org/10.1177/00332941211051988

Meyer, J. P, & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, 1(1), 61-89.
https:/ /doi.org/10.1016/1053-4822(91)90011-Z

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of
organizational commitment. Journal of Vocational Behavior, 14(2), 224-
247. https:/ /doi.org/10.1016/0001-8791(79)90072-1

Muis, M. R,, Jufrizen, ]J.,, & Fahmi, M. (2018). Pengaruh budaya organisasi dan
komitmen organisasi terhadap kinerja karyawan [The effect of organizational
culture and organizational commitment on employee performance]. Jesya
(Jurnal Ekonomi dan Ekonomi Syariah), 1(1), 9-
25. https:/ /doi.org/10.36778 /jesya.v1il.11

Nor, A. L., & Prastika, N. D. (2023). Work Burnout Level Analysis Based on
Administrative Employee Workload. Psikoborneo: Jurnal Ilmiah Psikologi, 11(1),
48-55. https:/ /doi.org/10.30872/ psikoborneo.v11i1.10118

Prasetyo, O. B., Zulkifli, Z., & Miranda, A. (2023). Strategi transformasi budaya
organisasi untuk meningkatkan kinerja organisasi polda Bengkulu
[Organizational culture transformation strategy to improve the performance of
the Bengkulu regional police]. [EMBA: Jurnal Ekonomi, Manajemen, Bisnis dan
Akuntansi, 2(5), 791-812. https:/ /doi.org/10.54082 /jemba.96

Rakhim, A. F. (2020). Factors that cause work engagement in the millennial
performance in BUMN. Proceedings of The ICECRS,
8. https:/ / doi.org/10.21070/icecrs2020440

Riswan, A. A,, Salsabila, C., Mulya, D. P. R., & Saputra, N. (2021). Innovative work
behavior pada pegawai di DKI Jakarta: Pengaruh learning agility, work
engagement, dan digital readiness [Innovative work behavior in employees in
DKI Jakarta: The influence of learning agility, work engagement, and digital
readiness]. Studi  Ilmu  Manajemen  Dan  Organisasi,  2(2),  151-
165. https:/ /doi.org/10.35912/simo.v2i2.803

Rohman, A. N., Nurdin, A., Eken, M., & Bax, W. B. (2023). Da’wah approach to the
strawberry generation: A study on Yuk Ngaji TV channel. Islamic
Communication Journal, 8(2), 303-
328. https:/ /doi.org/10.21580/1cj.2023.8.2.18069

Rudolph, C. W., Kooij, D. T. A. M., Rauvola, R. S., & Zacher, H. (2018). Occupational
future time perspective: A meta-analysis of antecedents and outcomes. Journal
of Organizational Behavior, 39(2), 229-248. https:/ /doi.org/10.1002 /job.2264

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their
relationship with burnout and engagement: A multi-sample study. Journal of
Organizational Behavior, 25(3), 293-315. https:/ /doi.org/10.1002/job.248

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work
engagement with a short questionnaire: A cross-national study. Educational and
Psychological Measurement, 66(4), 701-
716. https:/ /doi.org/10.1177/0013164405282471

Setiawan, D. A., Husen, I. A., Yuliansyah, R., & Wasif, S. K. (2022). Pengaruh promosi,
kualitas pelayanan, dan nilai pelanggan terhadap kepuasan konsumen gojek
[The effect of promotion, service quality, and customer value on Gojek

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 113
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about
https://doi.org/10.1016/0001-8791(79)90072-1
https://doi.org/10.36778/jesya.v1i1.11
https://doi.org/10.30872/psikoborneo.v11i1.10118
https://doi.org/10.54082/jemba.96
https://doi.org/10.21070/icecrs2020440
https://doi.org/10.35912/simo.v2i2.803
https://doi.org/10.21580/icj.2023.8.2.18069
https://doi.org/10.1002/job.248
https://doi.org/10.1177/0013164405282471

consumer satisfaction]. Jurnal Inovasi Penelitian, 2(9), 3131-3148. https:/ /stp-
mataram.e-journal.id/JIP /article/view /1634

Setiyanto, A. I, & Hidayati, S. N. (2017). Pengaruh kepuasan kerja dan komitmen
organisasi terhadap turnover intention [The effect of job satisfaction and
organizational commitment on turnover intention]. Jurnal Akuntansi, Ekonomi
Dan Manajemen Bisnis, 5(1), 105-110. https:/ /doi.org/10.30871/jaemb.v5i1.448

Shet, S. V. (2024). A VUCA-ready workforce: exploring employee competencies and
learning and development implications. Personnel Review, 53(2), 301-
327. https:/ /doi.org/10.1108 / PR-12-2021-0903

Soekapdjo, S., Ratnawati, N., Rizqullah, R., Hubur, A. A., Saputro, W. A., & Tribudhi,
D. A. (2024). Potensi wirausaha sukses mahasiswa Gen Z di Politeknik Nilai,
Malaysia [The potential for successful entrepreneurship among Gen Z students
at Nilai Polytechnic, Malaysia]. Community Development Journal: Jurnal
Pengabdian Masyarakat, 5(1), 692-697. https:/ /doi.org/10.31004 /cdj.v5i1.18935

Supia, I, Hadi, C., & Fajrianthi, F. (2023). Nilai personal pada stay employee angkatan
kerja generasi milenial dan generasi z: Studi pada Posisi Marketing di Salah
Satu Bank Swasta di Indonesia [Personal values of stay employees in the
millennial and Gen Z workforce: A study on marketing positions in a private
bank in Indonesia]. Sang Pencerah: Jurnal Ilmiah Universitas Muhammadiyah
Buton, 9(2), 385-392. https:/ /doi.org/10.35326 / sangpencerah.v9i2.3530

Sutardi, D., & Novitasari, D. (2024). The Impact of Learning Agility on Work
Engagement is Mediated by Psychological Empowerment and Resilience in
Millennial Workers. Kontigensi: Jurnal Ilmiah Manajemen, 12(1), 125-132.
https:/ /doi.org/10.56457 /jimk.v12i1.508

Syukur, S. W., & Sutrisno, A. B. (2023). Era Vuca Menciptakan Pandemi Covid-19 Di
Indonesia Semakin Kompleks [The VUCA era makes the Covid-19 pandemic in
Indonesia  increasingly  complex]. Journal  Social ~ Society, 3(2), 125-
139. https:/ /doi.org/10.56984 /jss.v3i2.172

Wardhani, N. S., Sulastiana, M., & Ashriyana, R. (2022). Adaptasi alat ukur learning
agility pada karyawan untuk meningkatkan organizational agility: Versi
Bahasa Indonesia [Adaptation of the learning agility measurement tool for
employees to increase organizational agility: Indonesian version]. Psikologika:
Jurnal Pemikiran dan Penelitian Psikologi, 27(2), 243-
264. https:/ /doi.org/10.20885/ psikologika.vol27 iss2.art7

Youssef-Morgan, C. M., & Luthans, F. (2013). Psychological Capital Theory: Toward a
Positive Holistic Model (pp. 145-166). https://doi.org/10.1108/52046-
410X(2013)0000001009

Fenomena: Journal of the Social Sciences, Vol. 23 No. 1 (2024) : 103-114 114
Available online at https:/ /fenomena.uinkhas.ac.id/index.php/fenomena/


https://fenomena.uinkhas.ac.id/index.php/fenomena/about
https://stp-mataram.e-journal.id/JIP/article/view/1634
https://stp-mataram.e-journal.id/JIP/article/view/1634
https://doi.org/10.30871/jaemb.v5i1.448
https://doi.org/10.1108/PR-12-2021-0903
https://doi.org/10.31004/cdj.v5i1.18935
https://doi.org/10.35326/sangpencerah.v9i2.3530
https://doi.org/10.56984/jss.v3i2.172
https://doi.org/10.20885/psikologika.vol27.iss2.art7

