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 This study aims to describe and examine the effect of a competitive 
environment perspective on workforce agility and its impact on 
employee performance—the population of employees in various 
branch offices of PT. Kualita Media Tama. Sampling used the Slovin 
formula with a margin of error of 10% to obtain a quota of 124 
samplings. Performance appraisal data was taken from HR 
Department documents, employee agility was measured from the 
Scaled Agile Framework (SAFe), and competitive environment 
perspective data was measured using the environment competitive 
scale (CES) Thurstone scale model. Data analysis used inferential 
statistics to describe each variable, and the decision-making 
hypothesis used linear regression analysis. The study's results prove 
that a competitive work environment affects workforce agility and 
employee performance. Workforce agility affects employee 
performance, and a competitive work environment through 
workforce agility affects employee performance. Workforce agility 
can contribute significantly more effectively than a competitive work 
environment to employee performance. The results of this study 
recommend that company management improve employee agility 
by establishing a competitive work environment as a means of 
organizational learning and through training. 
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INTRODUCTION  

Employees are a unique resource for the company because of their changing nature. Not only that, 
but employees are also an essential resource for achieving company goals. In achieving company 
goals, employees have different thoughts, behaviors, and ways, which impact differences in 
employee performance (Anissa Karuniawati, 2021). Not only that, the performance or performance 
of employees is also not impossible to increase or decrease. This challenge must be overcome by 
the HR management of PT Kualita Media Tama (KMT). As a company engaged in the trading and 
marketing sector of learning media and school supplies, the company's existence cannot be 
separated from the education consulting service business. Because for many years, it has been a 
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partner of primary and secondary education institutions as a supplier of learning media and a 
consultant for managing BOS funds (Cost School Operations). 

The development of IT technology creates a more challenging internal and external work 
environment, which requires every employee to demonstrate their skills and agility (agile) to 
achieve the specified work success (performance appraisal). The development of technology and 
regulations has resulted in a high turnover rate; even dismissing employees who are considered 
incompetent is also relatively high. During the COVID-19 pandemic, more or less the trend in the 
world of work is more towards the era of digitalization and the ability to work remotely. For this 
reason, the company seeks to improve the abilities and skills of employees so that they can face 
challenges because competency skills are needed, especially in a high-agility workforce (Garrido-
Vega et al., 2021). 

This research that takes the object of service companies and learning media manufacturers is 
considered quite urgent with consideration of changes in educational regulations that impact 
company marketing and requires every human resource in the company to work hard and have 
agility in dealing with competitors. In addition, the work environment becomes more competitive 
because the effect of profitability as a measure of company performance will impact various 
policies that are experienced to be less profitable for employees. So that the potential for turnover 
and termination of employment is more likely to occur. For this reason, the competitive work 
environment that is the employee's perspective is predicted to have an impact on increasing agility, 
and having an impact on employee performance needs to be studied in an empirical study. 

RESEARCH METHOD  

The population of this research is employees of PT. Quality Media Tama in various regions totals 
247 employees. The Slovin formula uses the sample size with a margin of error of 10%, and a quota 
of 124 samplings is obtained. Employee performance is measured from the assessment by HR PT. 
Quality Media Tama is a document in the form of interval data. Measuring workforce agility used 
Scaled Agile Framework (SAFe); the competitive work environment scale was measured using the 
Thurstone model environment competitive scale (Rusnal et al., 2021), which was designed by 
researchers and distributed to 124 samples. Analysis of the data used inferential statistics to 
describe each variable, while the decision-making hypothesis used regression analysis. 

RESULTS AND DISCUSSIONS  

Employee performance appraisal or performance appraisal obtained from the HR Department at 
PT. Tama's Media Quality with categories: A (Outstanding); B (Good); C (Standard); the value of D 
(Need Improvement). Employee assessment indicators include work quality, quantity, discipline, 
work morale, work relations, and responsibility. Based on the information from the HR 
department, it is known that most employees have relatively high quality and quantity of work. 
However, discipline and work morale are still relatively limited, and responsibilities still need to 
be improved. 

Table 1. Testing Research Instruments 
Variable Indicator Mean SD r value α value 

Competitive 
Environment 
Scale (CES) 

a. Work facilities 4.5 0.54 0.424 

0.824 
b. Team support 3.6 1.17 0.433 
c. Managerial system 4.2 0.72 0.571 
d. IT Utilization 3.8 1.26 0.329 
e. Competitor Pressure 4.6 1.33 0.674 

Scaled Agile 
Framework 

(SAFe) 

a. Proactive 3.8 0.14 0.322 

0.826 
b. Adaptive 4.3 0.64 0.624 
c. Resilience 3.8 1.32 0.542 
d. Flexibility 4.2 0.86 0.763 
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e. Speed 4.3 1.52 0.652 

 

The standard deviation value is used in determining the data distribution in a sample and 
seeing how close the data is to the mean value, which describes the magnitude of the spread of 
each observation unit (Ghozali, 2016). A comparison of the mean value of each indicator with the 
SD value (standard deviation) shows a relatively high variation in the response of the entire 
population, which means that the data distribution or distribution of the data that is the instrument 
of this research is classified as good. 

The Pearson’s validity test on the competitive work environment variable (X) obtained rxy 
values between 0.329 to 0.674, while the workforce agility (Z) variable obtained rxy values between 
0.322 to 0.763, where all Pearson coefficient values were more significant than 0.30. It can be said 
that all statements constructed from each indicator in this study are valid. The reliability value of 
Cronbach’s alpha in a competitive work environment is 0.824 (α > 0.70), and on the workforce 
agility variable, Cronbach’s alpha value is 0.826 (α > 0.70), which means that all instruments in this 
study are reliable. 

 

 

 

 

 

 

 

 

 

Figure 1. Comparison of empirical and theoretical means 

The empirical mean value is greater than the theoretical mean on all indicators, which 
illustrates that this research sampling has a higher level of agility compared to the entire 
population of employees at PT. KMT. The value of each agility indicator shows a moving average 
(moving average value) which calculates the average price for an employee's adaptive and 
proactive ability during a specific period. The average value starts from the indicators of speed, 
flexibility, adaptability, resilience, and then proactive. The moving average value for each indicator 
illustrates that this method is based on previous events and explains information about the 
employee's workforce agility history data, which serves as a confirmation.Then workforce agility 
and employee performance can be seen in the following graph. 

 

 

 

 

 

 

 
 

Figure 2. Category Performance Review 
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The graph maps the potential for workforce agility for employees of PT. KMT is viewed from 
the performance review or the ability of its performance competence. Of employees classified as 
having excellent PA (performance appraisal), 25% have resilience and speed in completing work 
tasks, and 20% show flexibility. Similarly, among employees who have good performance (good), 
28% have resilience (resilience) and 24% speed in completing any given work task. On the other 
hand, employees with low scores (needed improvements) still need further guidance. 50% show 
the ability to adapt to work, and 42% can be proactive. While resilience is still very low, there is no 
competence in the form of speed in completing work assignments. 

 

 

 

 

 

 

 

 

 

Figure 3. Work Environment Perspective forms Employee Performance 

The graph that explains the intercorrelation between a competitive work environment and 
employee performance on each criterion has a linear relationship with a negative constant (Y=-
0.1031). When some indicators from the perspective of a competitive work environment are 
increased to 24% (0.244), it will reduce several indicators on employee performance to the same 
degree. For example, the indicators for the support of the work team in the group of employees in 
the outstanding category (outstanding) are the smallest, which is no different from the group of 
employees in the standard performance category and those with low performance. The difference 
is in the indicators of competitor pressure that are felt directly by employees, which employees can 
overcome with outstanding performance and good performance categories. While the perspective 
of a competitive work environment on the indicators of work facilities, groups of employees with 
the category of need improvement (low) still require more extensive work facilities and an 
organizational system that supports their work performance. The results of the hypothesis testing 
analysis and the practical contribution amount can be seen in the following figure and summary 
table. 

 

 

 

 

 

Figure 4. Model of the relationship between variables 

The picture of the model of the relationship between the variables mentioned above can be 
explained in the following summary table. 
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Table 2. Summary of hypothesis testing and coefficient of determination 
 

Model β value rxy Part R2 t value Sig. 

X-->Y 0,422 0,436 0,184 3,856 0,005 
X-->Z 0,384 0,446 0,171 3,262 0,013 
Z-->Y 0,452 0,574 0,259 2,768 0,024 

X-->Z-->Y 0,438 0,478 0,209 5,647 0,006 
Total R2 0,824  

 
The results of the hypothesis testing analysis show the value of t = 3.856 and p = 0.005 (p 

<0.05), which means there is a significant effect. It can be said that the competitive work 
environment has a significant effect on employee performance at PT. KMT. The value of t = 3.262 
with p = 0.013 (p <0.05) means there is a significant effect, meaning that a competitive work 
environment has a significant effect on the workforce agility of PT. KMT. The value of t = 2.768 
with p = 0.024 (p <0.05) shows that workforce agility has a significant effect on PT employees' 
performance. KMT. While the indirect effect shows the value of t = 5.647 with p = 0.006 (p <0.05), 
which means that a competitive work environment through workforce agility affects the 
performance of PT. KMT. The value of R2 = 0.824 shows that simultaneously a competitive work 
environment and workforce agility can contribute to employee performance by 82.4%. 

A competitive work environment affects employee performance 
The results of the hypothesis testing analysis show a probability value of 0.005 (p <0.05), which 
means a significant influence of a competitive work environment on employee performance at PT. 
KMT. The coefficient value shows that the competitive work environment can contribute to 
employee performance by 18.4%. The proof of this hypothesis supports the research of (Das et al., 
2022), which concludes that a competitive work environment with much pressure can improve 
employee performance even though, in the same situation, employees experience higher work 
stress. (Munteanu et al., 2020) have the same view that the work environment is an organizational 
learning medium, where the level of competition fosters fighting power and motivation as well as 
improves employee performance. 

The proof of this hypothesis can also confirm the description (Figure 3), which shows that the 
external work environment, such as competitive pressure that is felt directly by employees, can be 
overcome by groups of employees who are included in the assessment of outstanding and good 
performance. While the perspective of a competitive work environment on the indicators of work 
facilities, groups of employees with the category of need improvements (low) mostly require more 
extensive work facilities, as well as an organizational system that is seen as being able to support 
their work performance. Research reported by (Rusnal et al., 2021) explains that the work 
environment is where employees complete their daily work, and the work environment is not 
always located at the company location but also far from the domicile of the company. (Ramos, 
M.A.W., Figueiredo, 2018) suggest that the external work environment has a higher level of 
competition and work pressure than the work environment where employees are in company 
buildings. The level of competition can encourage the ability of employees to improve their work 
performance. 

A competitive work environment affects the workforce agility of employees 
The results of the hypothesis testing analysis prove the influence of a competitive work 
environment on workforce agility in employees. This effect is evidenced by the probability value of 
0.013 (p <0.05). In addition, the existence of this influence is supported by the value of the 
coefficient of determination which shows that a competitive work environment can contribute to 
workforce agility by 17.1%. The proven hypothesis in this study supports the research of Nadhira 
and Mangundjaya (2020), which explains that the competitive environment is a learning area that 
can improve the ability of each employee to adapt and have agility and skills following the 
dynamics of a constantly changing and competitive environment. 



Enrichment: Journal of Management  ISSN 2087-6327 (Print)|2721-7787 (Online)  

 

Hamy Wahjunianto, Workforce Agility : Improving Employee Performance from the perspective of a 
Competitive Work Environment 

3561 

The research reported by (Saputra et al., 2021), explains that work culture is one of the 
conditions in the work environment that has a reasonably large level of competition which is 
maintained and maintained to form the toughness, skills, and work behavior of employees 
according to the company's requirements. Furthermore, (Cai et al., 2017) provides the same picture 
that a competitive company environment is a work culture formed to foster employee competence 
and agility. This is also in line with the research views of (Saputra et al., 2021), as well as (Doeze 
Jager-van Vliet et al., 2019), which have the view that a competitive work environment is a 
condition formed by leadership and becomes a functioning company management system to grow 
the characteristics of competent and needed employees by the company. Likewise, at PT. KMT, as 
a service company and sales of learning media products, the company needs the agile character of 
employees to face business competition. According to (Duanmu et al., 2018), the existence of 
competition in the work environment is a powerful metaphor and is rooted in daily routines and 
becomes an organizational culture, and is a way of how organizational reality is formed and 
developed. 

Workforce agility affects employee performance 

The results of the hypothesis testing analysis prove that workforce agility affects employee 
performance, as evidenced by the probability value of 0.024 (p <0.05). In addition, the value of the 
coefficient of determination shows that workforce agility can contribute to the performance of 
employees of PT. KMT is 25.9%. The acceptance of the hypothesis in this study supports several 
previous researchers, as reported by (Anissa Karuniawati, 2021) and research by (Lai et al., 2021), 
both of which have the same view that workforce agility or agile of employees influences company 
performance as well as the performance of the employees themselves. (Paul et al., 2020) view that 
workforce agility in each employee that is maintained and grown will lead employees to 
professional competence in their respective fields. 

In the research of (Lai et al., 2021), Agile and performance management are mentioned as a 
more comprehensive performance management system that prioritizes the involvement and 
cooperation of various parties, especially superiors and subordinates, and lasts throughout the 
year. There is a continuous and comprehensive feedback mechanism for effectively managing 
employee performance. So agile with performance management focuses more on the process as the 
end goal. Likewise, at PT KMT, it can be described that the key to employees' success is a 
continuous improvement mindset. An agile performance management system is more 
collaborative and involves effective communication and continuous feedback throughout the year 
to support employee work performance. *There is an influence of workforce agility on employee 
performance appraisal and agile performance management according to (Paul et al., 2020); and 
(Das et al., 2022) can also be referred to as continuous performance management because of its 
continuous nature. 

A competitive work environment through workforce agility affects employee performance 

The results of the hypothesis testing analysis, as stated (Table 3), prove that a competitive work 
environment mediated by workforce agility affects the performance of employees of PT. KMT. The 
proof of this hypothesis is known from the probability value of 0.006 (p <0.05) and the coefficient 
of determination which shows the effective contribution of a competitive work environment 
mediated by workforce agility to employee performance of 20.9%. The proof of this hypothesis 
illustrates the performance of employees of PT. KMT in adapting to a competitive environment is 
one of the keys to the company's success in increasing employee agility. 

Workforce agility employees at PT. KMT has become increasing urgency and needs 
companies to manage PT. KMT continues to encourage the speed and ability of employees to adapt 
to environmental conditions that have a high level of competition by implementing agility learning 
strategies for senior to junior employees as a learning process. Research by (Aliyyah & Idham, 
2020) states that a competitive work environment is an effective organizational learning medium to 
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form employee agility. Employees with relatively high agility can show their increasing work 
competence. (Dehghani, H; Rostami, A.R; dan Mashali, 2020);(Hidayat, 2022), also stated that in an 
agile or agile company environment, employees would tend to communicate well for the 
company's success. 

Workforce agility or employee agility is considered crucial to be owned by employees in the 
company PT. KMT. This is because workforce agility is expected to increase the ability to adapt, 
speed, innovation, flexibility, and the ability of employees to respond to new changes. (Garrido-
Vega et al., 2021) explain that companies with agile employees will adapt quickly to changes and 
market fluctuations and can respond appropriately and flexibly to customer demands. (Anissa 
Karuniawati, 2021); (Muduli & Pandya, 2018) concluded that employees who have an interest that 
leads to the outside rather than high self-experience are not necessarily agile or agile in a 
workplace with highly competitive conditions. Being agile or agile at work is someone who can 
pay attention, learn, and can also respond to environmental changes in his work situation. 

CONCLUSION  

Based on the results of the analysis of hypothesis testing, it is known that the competitive work 
environment has a significant effect on employee performance; a competitive work environment 
has a significant effect on the workforce agility of employees; workforce agility has a significant 
effect on employee performance, and a competitive work environment mediated by workforce 
agility affects employee performance. Calculating the coefficient of determination is also known as 
the effective contribution given by workforce agility to the performance of employees of PT. KMT 
is relatively the largest compared to employees' perspective in a competitive work environment. 

Considering that workforce agility has a significant and crucial role for companies in dealing 
with and adapting to the changes they face, it is recommended that companies create a working 
environment for employees with solid potential and competitive conditions. It is also 
recommended that the company's management can condition the company's environment as a 
learning organization that conditions every employee to train agility skills, or the company can 
provide direct training to every employee. 
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