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ABSTRACT

This article is an attempt to examine the impact of teamwork and empowering leadership on workforce agility in a
construction company. A survey-based study was conducted for supporting this article. The data collection has involved
about 378 employees of a construction service company in Indonesia. The application of SmartPLS version 3.3 was
used for structuring and analysing the collected data statistically. The results reveal that empowering leadership has
positive and significant impact on teamwork and workforce agility. Teamwork influences workforce agility
significantly. For improving workforce agility, the company is recommended to develop empowering leadership
capability of their managerial resources and strengthening the cohesiveness among employees.
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1. INTRODUCTION

COVID-19 causes a devastating domino effect
globally. Starting from a health crisis and then having an
impact on the cessation of economic activity and ending
in an economic slowdown that has the potential to
become a global economic recession [1]-[4]. Negative
growth of national economy about -3.5% in 2020 as
economic impact of COVID-19 has increased poverty
rate rapidly, from 9.7% in September 2019 to 16.6% at
the end of 2020. This poverty rate is quite similar with in
2004 about 16.7%. This condition has caused around 19.7
million Indonesians to experience poverty due to
COVID-19 [5]. As an economic actor in Indonesia, a
construction  service company has experienced
leveraging uncertainty for the supply of materials,
craftsmen, equipment, and transportation [6]. The
recovery of construction industry is projected to be
gradual starting in the third quarter of 2021 which is in
line with the decline in the number of COVID-19 cases
in Indonesia. There is a positive trend in housing market
and new housing projects [7]. Business agility is
becoming a strategic issue in for company in
accelerating economic recovery [8]. Therefore, this
article is interested in elaborating workforce agility. The
business agility of construction companies is strongly
influenced by the agility of every employee in the
workforce [9]-[11]. Based on organizational behaviour
perspective [12]-[14], workforce agility is influenced by
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many factors of individual, group, and organizational
scope. This article is interested to examines impact of
group factors such as teamwork and empowering
leadership statistically on workforce agility development.
Do empowering leadership and teamwork provide a
positive and significant impact on workforce agility

1.1. Workforce Agility

Previous studies have defined workforce agility into
several definitions with the conceptual differences.
Workforce agility is defined as a dynamic ability in
designing and diagnosing internal and external changes
of a company. It may be conceptualized as the ability to
act in a competitive environment due to constant change
by creating value for products and services which are
based on customer satisfaction [15]. Meanwhile, other
scholars explained that workforce agility as the
understanding of the workforce that being agile or agile
behaviour is useful for organizations to survive in
changing market conditions [16]. Based on those
definitions, this study defines workforce agility as
personal ability of an employee to diagnose and to
response the dynamic changes for being survival in
competitive environment. In line with the previous study
[17], this study has conceptualized workforce agility into
three behavioural dimensions, such as proactive,
adaptive, and resilience. Proactive behaviour is indicated
by the willingness of an employee to take constructive
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actions in responding uncertain situation. Adaptive
behaviour is related with personal flexibility to modify
his or her own behaviour for more suitable in the
changing environment. Resilience behaviour is the
individual capability to survive efficiently under pressure
of a changing environment.

Previous extensive literature study has identified 16
factors which are enabling to promote workforce agility,
such as: (a) management support, (b) communication, (c)
rewards and recognition, (d) employee empowerment, (e)
knowledge sharing, (f) collaboration/networking, (g)
employee involvement, (h) psychological empowerment,
(1) training and development, (j) renewing technological
capability, (k) emotional intelligence, (1) employee
commitment, (m) autonomy, (n) new capabilities, (0)
learning and innovation, and (p) expanding role of
employee [18].This article tries to test the impact of
empowering leadership and teamwork on workforce
agility. Empowering leadership is relevant to
management support, psychological empowerment,
training, development, and learning and innovation as the
enablers. Meanwhile, teamwork is related to
communication, collaboration/networking, employee
involvement, and employee commitment as the enablers.

1.2. Teamwork

Teams are dynamic entities of two or more mutually
dependent individuals who aim the shared objectives
[19]. The whole organization can work as a team if its
members develop a common work style, such as
constructive, cooperative, and whenever they need to
interact with each other[20]. According to other scholars
[21], teamwork is a collaborative and sharing activity that
is directed towards a common goal. Effective teamwork
can motivate employees and improve collective
performance in a company. Meanwhile, according to
other literature [13], teamwork is a group with individual
efforts that can produce a performance that is bigger than
the sum of individual inputs. According to previous
study[22], there are five important components that
influence teamwork which is commonly referred to as the
big five of teamwork: (a) team leadership; (b monitoring
mutual performance, (c¢) backup behaviour, (d)
adaptability, and (e¢) team orientations.

Previous empirical study in Iran which involved 120
nurses from Shahid Chamran Hospital as respondents has
proved that teamwork is an influential factor on
organizational agility [23]. Based on this empirical fact,
this article postulates a hypothesis that teamwork
supposed to affect workforce agility positively and
significantly.

Hypothesis 1. teamwork influences workforce agility
significantly.
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1.3. Empowering Leadership

Previous scholars have defined empowering
leadership into several definitions. Previous study [24]
stated that empowering leadership as a set of leader's
behaviour in developing level of employee independence
and motivation. It is related to the effort of leader in
intensify contribution of the followers for their work[25].
Meanwhile, other scholar[26] defines empowering
leadership as a leadership approach that endorse the
followers to develop their own self-control and
participation in collective making decisions. The
superiors or supervisors may apply strategies to generate
personal experience 1in working independently.
Empowering leadership is the sharing of authority with
subordinates to  increase intrinsic  motivation.
Empowering leadership behaviours include encouraging
participation in decision making, coaching, leading by
example, showing concern, and interacting with
employees, and sharing information[27].

Previous studies have measured empowering
leadership by different instruments. Previous study [28]
measured empowering leadership into three dimensions,
such as: power sharing, motivation support, and
development support. Other scholar [29] measured
empowering leadership in eight teen indicators from two
dimensions: autonomy support and development support.
Meanwhile, other study measured empowering
leadership into eight aspects, such as: delegating,
initiative, goal focus, efficacy support, inspiring,
coordinating, modelling, and guidance. A quantitative
study in Turkey has revealed that empowering leadership
has positive and significant impact on workforce agility
of faculty members from a private school [30]. Based on
these facts, this article formulates a hypothesis that
empowering leadership has positive impact significantly
on workforce agility. Another empirical study on 78
working group has proved that empowering leadership
has a positive influence on learning behaviour in groups
[31]. The result indicated that empowering leadership
influences teamwork in a group. Based on the
interpretation, this article supposes to examine the impact
of empowering leadership on the teamwork.

Hypothesis 2: empowering leadership influences
workforce agility significantly.

Hypothesis 3: empowering leadership influences
teamwork significantly.

2. METHOD

For testing hypothesizes, survey-based study was
conducted. Data collection used online questionnaires
with convenience sampling method. It's about 378
employees of an Indonesian construction service
company - PT Sinar Budi Sentosa was involved as the
respondents. The collected data was structured ang
analysed by SmartPLS version 3.3. Table 1 display the
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respondent profile. Most of them are male (91%), with
age less than 36 (87%), has educational background from
high schools and vocational education or diploma's

Table 1 Profile of Respondents

degree (83%). They have been working in PT Sinar Budi
Sentosa less than six years (66%) with position as staff
(91%).

Gender Male 345 91% 91%
Female 33 9% 100%
Age Less than 26 years old 4 1% 4%
26 - 30 years old 127 34% 38%
31 - 35 years old 188 50% 87%
36 - 40 years old 59 13% 100%
Education High School 240 59% 59%
Diploma's Degree 23 24% 83%
Bachelor's degree 91 15% 98%
Master's degree 24 2% 100%
Years of service Less than 2 years 59 16% 16%
3 -5 years 190 50% 66%
6 -10 years 129 34% 100%
Position Staff 344 91% 91%
Supervisor 21 6% 97%
Manager 13 3% 100%

Figure 1 demonstrated the proposed research model.
Workforce agility (WFAGI) was measured by eleven
indicators. Teamwork (TWORK) was described into 16

TMO1
L

indicators. Empowering leadership (MLEAD) was
measured by nine indicators.

ELO1 ELO2 ELO3 ELO4 ELO5

Figure 1 Proposed Research Model

Table 2 and Table 3 display the result of validity and
reliability analysis. For validating the indicators, this
article uses outer loading or OL scores. An indicator is
valid, if its OL score more than 0.61. All indicators from
three variables are more than 0.60. All indicators are

ELOG ELO7 ELO8  ELO9

valid. Meanwhile for wvalidating variables, average
variance extracted, or AVE score was used. A variable
with AVE score more than 0.5, it indicates as a valid
variable. All variables  WFAGI, TWORK, and MLEAD
have AVE score more than 0.5. All variables are valid.
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Table 3 displays the result of discriminant validity
analysis. All diagonally bold numbers are more than 0.71
and becomes the highest score at each column. It means
that all variables are discriminately valid. Meanwhile,
reliability analysis used Cronbach's Alphas (CA) or
Composite Reliability (CR) scores. A reliable variable

Table 2 Validity and Reliability Analysis
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has CR or CA score more than 0.7. All variables -
WFAGI, TWORK, and MLEAD has CA or CR scores
more than 0.7. All variables are reliable. Based on
validity and reliability analysis all variables and
indicators in the proposed research model are valid and
reliable.

Workforce Agility (WFAGI)

I can predict problems that may occur in my work. WAO1 0.77 056 0.92 0.93
I can solve new and complex problems at work. WAO02  0.66
I look for opportunities to make improvements at work. WAO03  0.76
I try to solve problems by thinking from a new angle. WA04 0.72
I can accept criticism. WAO5 0.72
I stay up to date at work. WAO6  0.81
I can adapt to work with a team that has different habits. WAO07 0.76
I can adapt to new work procedures. WAO08  0.79
I stay calm when faced with difficult circumstances. WA09  0.75
I can work well when dealing with a heavy workload or schedule. WA10 0.72
When difficult situations occur, I react by trying to manage the problem. WALl  0.74
Teamwork (TWORK)

I can divide tasks as needed with team members. ™O01 0.72 051 0.88 0.90
I can provide backup assistance as needed by team members ™02 0.67
I make sure that team members have the necessary needs. T™O03  0.65
I regularly take the time to look for ways to improve the teamwork T™O04 0.78
process.

Members of my team depend on me for advice and information. T™O05 0.79
I rely on advice and information from team members. T™™O06 0.76
I can help each other complete tasks whenever needed. ™07 0.82
I advise each other how a task can be tackled. T™™O08  0.64
I can work with a variety of other people. TMI0  0.64

Empowering Leadership (MLEAD)

My supervisor gave me the opportunity to take responsibility. ELO1 074 0.51 0.86 0.89
My supervisor provides help at work. ELO2  0.69
My supervisor authorizes matters within my department. ELO3  0.72
My supervisor provides positive support in my work. EL0O4 0.72
My supervisor encourages me to take the initiative. ELO5  0.76
My supervisor supports me to achieve my goals. ELO6  0.73
My supervisor provides an example of how to organize work. ELO7  0.71
My supervisor guides me on how to do my job in the best way. EL0O9  0.63

Table 3 Discriminant Validity Analysis

[1] Empowering Leadership (MLEAD)
[2] Teamwork (TWORK)
[3] Workforce Agility (WFAGI)

0.72
0.50 0.71
0.57 0.61 0.75

Figure 2 shows a result of PLS algorithm analysis.
WFAGI was influenced simultaneously by TWORK and
MLEAD about 45.9%. There are about 54.1% impact of

other influential factors which are not elaborated yet in
this article. TWORK was influenced about 25% by
MLEAD.
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Figure 2 Result of PLS Algorithm Analysis

3. RESULT AND DISCUSSION

For testing hypothesizes, bootstrapping analysis was
conducted by using SmartPLS. Figure 3 and Table 4
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demonstrates the results. All hypothesizes are accepted.
Because all of beta or path coefficients have t-Statistics
more than 1.96 or p-Values lower than 0.05.
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Figure 3 Result of Bootstrapping Analysis

Workforce agility is affected positively and
significantly by teamwork (hypothesis 1) and
empowering leadership (hypothesis 2). Meanwhile
empowering leadership also impact positively and
significantly on teamwork (hypothesis 3). Empowering
leadership impact workforce agility directly and

Table 4 Testing Hypothesizes
H1 Teamwork ==> Workforce Agility

H2 Empowering Leadership => Workforce Agility
H3 Empowering Leadership ==> Teamwork

ELO4 ELOS

ELD& ELO7 ELO9

indirectly. Indirect impact of empowering leadership on
workforce agility is through teamwork. Because the
direct impact (0.35) is higher than the indirect impact
(0.22 = 0.43 x 0.50), it indicates that teamwork does not
play a moderating role in the relationship between
empowering leadership and workforce agility.

0.43 6.62 0.00 Accepted
0.35 5,460 0.00 Accepted
0.50 8.16 0.00 Accepted

In facing difficult times such as the current COVID-
19 pandemic; organizations, groups and individuals are
demanded to be able to run a business agilely. Fast and

flexible in dealing with risks that arise and take advantage
of available opportunities. Business agility is an
advantage in surviving during a crisis. Agility
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development in every layer of social system becomes
strategic initiative. In the context of organizational
behaviour, business agility at the organizational level is
built on the agility of groups within the organization.
Meanwhile, the agility of a group is largely determined
by the individual agility of its members. Workforce
agility as personal agility becomes important. Every
employee is required to be able to work agilely with the
implication that it will produce an agile working group
and will ultimately affect business agility at the
organizational level.

Workforce agility allows employees to remain calm
or not panic in dealing with chaotic changes. With this
calm, employees can stay focused and rational in
overcoming the new problems they face. Not taking
reactive actions that have the potential to increase the
losses faced by individuals, groups, or organizations.
With adequate workforce agility, employees can continue
to work even in difficult conditions. Employees can stay
focused on achieving business goals while continuing to
find solutions to existing problems. In the development
of workforce agility, there are many factors that may
influence from personal, group, or organizational levels.
This article attempts to examine two influential factors
from the group level (e.g., empowering leadership and
teamwork). Empowering leadership is the influence
which comes from superiors or individuals within the
organizational structure. This influence tends to be one-
way from the superiors to the subordinates. Meanwhile,
the second influential factor is teamwork. Teamwork is a
representation of group influence which is more
horizontal. There is no psychological distance between
employees and sources of influence. Both of two factors,
empowering leadership and teamwork have a positive
and significant impact on workforce agility. Teamwork
has higher impact on workforce agility rather than
empowering leadership. But empowering leadership has
positive impact too on teamwork.

Workforce agility development is more effective
when done horizontally through teamwork development
rather than vertically through empowering leadership.
Although empowering leadership aims to increase the
empowerment of team members; but encouraging them
to work together is far more effective. By practicing
teamwork at work, workforce agility will increase.
Moreover, it is strengthened by the ability of superiors to
empower leadership, in addition to increasing workforce
agility as well as teamwork from group members.

4. CONCLUSION

Workforce agility is influenced significantly by
teamwork and empowering leadership. Teamwork as
collaborative capability of employee is an essential. By
working collaboratively as a team for pursuing collective
or common goals, make employee becomes more agile in
dealing with difficult times like current COVID-19

N. Saputra et al.

pandemic. Ability of superiors in empowering team
members is an influential factor too for workforce agility
development. By developing empowering leadership of
supervisors and managers in construction service
companies, it is going to affect directly and indirectly on
workforce agility.
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