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This study investigates the mediating role of dynamic managerial
capability in the relationship between human capital and

Keywords organizational agility within micro, small, and medium enterprises in
Human Capital; Bali, Indonesia. Adopting a quantitative approach, data were collected
Dynamic Managerial from 131 micro, small, and medium enterprises managers using
Capability; structured questionnaires, employing a proportionate random
Organizational Agility. sampling technique. The relationships among constructs were

analyzed using variance-based structural equation model-partial least
square, including measurement and structural model evaluation. The
findings indicate that while human capital strongly influences
dynamic managerial capability, its direct effect on organizational
agility is weak. Mediation analysis confirms that dynamic managerial
capability mediates the effect of human capital on agility. These
results underscore that organizational agility in micro, small, and
medium enterprises is realized not merely through the presence of
human capital, but through its activation via dynamic managerial
capability. This research provides empirical evidence for the
microfoundational role of dynamic managerial capability in
translating human resources into agile organizational performance,
advances strategic capability theory, and offers practical insights for
capability development in emerging economies.

This article has open access under the CC-BY-SA license.

1. Introduction
Human capital, dynamic managerial capability, and organizational agility are pivotal
for organizational competitiveness in dynamic environments. Human capital facilitates
innovation and productivity by enhancing knowledge and skills (Bousquet et al,, 2023). It is
positively correlated to organizational agility, making it essential for micro, small, and
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medium enterprises (MSMEs) to leverage their human resources effectively (Homayoun et
al., 2024). Dynamic managerial capability enables firms to adapt and reconfigure resources
for strategic alignment, emphasizing the dynamic interplay between management capability
and organizational performance (Rafi et al.,, 2022). Organizational agility, characterized by
swift responsiveness and adaptability, is vital to sustaining performance amidst volatility (El-
Nsour, 2021) and is often regarded as a key determinant in enhancing firm performance in
turbulent markets (Walter, 2021; Rubino et al, 2024). However, challenges include
measuring intangible assets such as human capital, cultivating practical managerial cognition
in the face of uncertainty (Dabi¢ et al, 2021), and institutionalizing agility in resource-
constrained settings, such as MSMEs (Akkaya & Qaisar, 2021).

MSMEs face volatile markets, limited resources, and evolving customer demands,
making the integration of human capital, dynamic managerial capability, and organizational
agility crucial. sHuman capital fosters innovation and resilience, which are essential for
MSMEs survival, as it enhances employees' ability to respond effectively to market
challenges (Priyono et al., 2020; Audretsch & Belitski, 2021). Dynamic managerial capability
equips MSMEs leaders with capability to sense and seize opportunities while reconfiguring
competencies to meet market demands, thereby aligning organizational strategies with
external conditions (Sharma et al,, 2022; Sidabutar & Siswanto, 2024). Organizational agility
enables MSMEs to react swiftly to environmental changes, sustaining competitiveness and
customer value creation (Homayoun et al., 2024). In this context, these constructs are
interlinked mechanisms driving MSMEs agility and performance under external pressures
(Walter, 2021).

Specific challenges facing Bali’'s MSMESs, namely, economic volatility due to tourism
dependency, uneven digital transformation adoption, and resource fragility. This
underscores the urgency of integrating human capital, dynamic managerial capability, and
organizational agility, as these constructs are not only theoretically interdependent but also
practically vital for helping MSMEs navigate region-specific uncertainties, build adaptive
capacity, and sustain agility amid ongoing structural and technological transitions in
emerging economies like Bali (Adhiatma et al., 2023). Bali's MSMEs' reliance on tourism
makes them particularly susceptible to economic fluctuations, reinforcing the need for agile
management practices and dynamic managerial capability to adapt to unstable market
conditions triggered by external shocks, such as the corona virus disaster 2019 (COVID-19)
pandemic (Rahman et al., 2022). Furthermore, enhancing digital adoption through proactive
strategies can bolster operational efficiency and resilience, helping overcome the fragility
associated with limited resources (Brodeur et al., 2022). Therefore, a holistic approach that
integrates human capital development with agile methodologies is essential to fostering
sustainable growth in this unique context (Khalil & Belitski, 2020).

Despite the existing literature, empirical evidence on the mechanisms by which
human capital influences organizational agility is limited, primarily through dynamic
managerial capability mediation (Jingwen et al., 2025). The relationship is often examined
independently, overlooking the dynamic interplay between managerial micro foundations
and organizational outcomes in MSMEs (Prabhu & Srivastava, 2023). Additionally, extant
studies lack a cohesive model integrating these three variables, particularly in developing
economies with constrained institutional support and managerial capacity (Bousquet et al.,
2023). This void underscores the need for mediation analysis that elucidates dynamic
managerial capability pivotal bridging role, allowing for practical applications in MSMEs
contexts (Dabic et al., 2021).

Dynamic managerial capability intermediates the effect of human capital on
organizational agility by transforming individual competencies into organizational flexibility
through strategic sensing, seizing, and reconfiguring (Hajiagha et al., 2024). As a higher-
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order capability, dynamic managerial capability enables managers to integrate knowledge,
adapt to turbulence, and reallocate resources effectively, thus operationalizing agility (Ben
Ghrbeia & Alzubi, 2024). It aligns human capital potential with organizational demands,
serving as a conduit through which skill-based advantages translate into actionable agility
(Priyono et al, 2020). This mediating role emphasizes the importance of cultivating
managerial capability that enhance both responsiveness and innovation capacity in MSMEs
(Heubeck, 2024).

This study uniquely bridges the triadic relationship between human capital, dynamic
managerial capability, and organizational agility in MSMEs by empirically testing the
mediating role of dynamic managerial capability, an area previously underexplored
(Freixanet & Renart, 2020; Clemente-Almendros et al.,, 2025). It aligns with the human
capital theory, which underscores the strategic importance of human resources in
organizational performance and capability development. It contributes to theory by
integrating perspectives on resource-based and dynamic managerial capability,
contextualized within the context of MSMEs operations (Chebbi et al.,, 2023). Moreover, it
emphasizes the strategic process through which managerial competencies transform static
human resources into agile organizational configurations (Alhammadi et al., 2024).

This research seeks to investigate the mediating impact of dynamic managerial
capability on the association between human capital and organizational agility in MSMEs.
Specifically, it investigates how dynamic managerial capability enables the translation of
human capital into organizational agility by deploying strategic managerial actions that
enhance responsiveness and innovation capacity. The research provides empirical evidence
to support a conceptual model that elucidates the indirect pathway of influence, informing
both theory and practice on strategic capability building in MSMEs.

2. Literature Review and Hypothesis Development

2.1. Literature Review
2.1.1. Ressource-Based View

This research is conceptually grounded in the resource-based view (RBV),
which asserts that enduring competitive advantage stems from valuable, scarce,
inimitable, and non-substitutable internal assets (Barney, 1991), and is extended
through the dynamic managerial capability perspective, highlighting the
reconfiguration of such resources under environmental turbulence (Teece et al,
1997). Within this integrated grand-theoretical lens, human capital constitutes a
strategic resource base (Mitchell et al, 2021), dynamic managerial capability
represents the micro-foundational mechanism that orchestrates and renews these
resources (Heubeck & Meckl, 2022), and organizational agility reflects the
manifested adaptive outcome of effective resource reconfiguration (Altintas, 2023).
Accordingly, the proposed hypotheses are systematically derived by conceptualizing
human capital as the input resource, dynamic managerial capability as the
transformational capability, and organizational agility as the strategic performance
outcome within MSMEs operating in volatile environments (Bianchi & Stoian, 2024).

2.1.2. Human Capital
Human capital refers to the aggregation of employees' skills, competencies,
knowledge, and experience, which enhance productivity and innovation (Ndofirepi,
2024). This research is grounded in human capital theory, which posits that human
resources are pivotal assets in organizations, driving competitive advantage and
innovation. In MSMEs, human capital is a cornerstone of strategic advantage
(Kusumawijaya & Astuti, 2024), enabling firms to overcome scale limitations through
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entrepreneurial orientation and experiential knowledge (Timothy, 2022). However,
measuring human capital real impact remains difficult due to the intangible nature of
knowledge and skill assets and the variation in institutional quality across regions
(Widianto et al, 2021). Furthermore, criticisms revolve around the linear
assumptions in traditional models, which overlook socio-cultural and behavioral
mediators in translating human capital into performance (Roth et al,, 2023). MSMEs,
especially, face human capital-related challenges due to limited access to talent,
underinvestment in training, and high turnover, making it challenging to retain and
optimize human capital for sustained growth (Pinnington et al., 2024).

2.1.3. Dynamic Managerial Capability

Dynamic managerial capability embodies the capacity of managers to build,
integrate, and reconfigure organizational resources to adapt and seize market
opportunities (Kryeziu et al,, 2024). It is instrumental in fostering MSMEs’ resilience,
agility, and strategic transformation amidst turbulent environments (Heubeck &
Meckl, 2022). Despite its promise, dynamic managerial capability faces challenges in
empirical quantification, particularly because of its conceptual overlap with broader
dynamic managerial capability and its reliance on contextual managerial cognition
(Mehta & Ali, 2021). Critics argue that dynamic managerial capability is often
conflated with leadership traits, failing to distinguish clearly between structural
processes and individual attributes (Ben Ghrbeia & Alzubi, 2024). Moreover, MSMEs
often lack institutional mechanisms and developmental infrastructure to cultivate
dynamic managerial capability, relying heavily on owner-managers whose personal
capacity may not scale effectively (Bianchi & Stoian, 2024).

2.1.4. Organizational Agility

Organizational agility denotes a firm's ability to sense, respond to, and adapt
swiftly to environmental changes through strategic flexibility and responsiveness
(Altintas, 2023). In MSMEs, organizational agility is essential for maintaining
competitiveness, especially in volatile contexts, by enabling swift decision-making
and innovation (Oliveira & Silva, 2022). However, achieving organizational agility in
MSMEs is constrained by limited resource bases, fragmented strategic planning, and
weak digital infrastructure (Cruz Maldonado et al., 2022). Organizational agility also
attracts criticism for being overly idealistic, assuming equal internal alignment and
readiness for change, which is rarely the case in fragmented MSMEs structures
(Balasundaram & Mathew, 2024). The integration of agility across hierarchical levels
remains inconsistent, and efforts to institutionalize organizational agility often falter
due to resistance to change and lack of capability convergence (Issah et al., 2023).

2.2. Hypothesis Development
2.2.1. The Effect of Human Capital on Organizational Agility

Human capital encompassing skills, knowledge, and experience, is pivotal in
enhancing MSMEs organizational agility by fostering adaptive capacity and
innovation potential (Mitchell et al., 2021; da Rosa et al., 2023). Within RBV, human
capital constitutes a valuable, rare, inimitable, non-substitutable (VRIN) knowledge
stock that strengthens MSMEs capacity to build agile routines and responsiveness
(Barney, 1991). By enhancing learning speed and innovation readiness, human
capital supports sensing and swift adaptation that underpin agility in dynamic
environments (Altintas, 2023). Thus, in RBV-dynamic capability terms, human
capital becomes agile only when managers reconfigure it into adaptive routines in
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the face of turbulence (Teece et al, 1997). Human capital contributes to strategic
responsiveness and operational flexibility, which are essential for sustaining
competitive advantage in dynamic environments (Agyapong et al., 2022). However,
the direct influence of human capital on organizational agility can be constrained by
contextual barriers such as low absorptive capacity, institutional voids, and
underinvestment in capability development (Pu et al, 2024). Critics argue that
relying solely on human capital may not guarantee agility without an aligned
organizational culture or technological readiness (Duran et al, 2023). Moreover,
human capital benefits may be counteracted by employee turnover, knowledge silos,
and leadership inertia that hinder fast reconfiguration (Lee & Wang, 2023). Thus,
while human capital is foundational for organizational agility, its efficacy depends on
the broader organizational system’s readiness to transform human inputs into agile
action. Hi: Human Capital Has a Positive Effect on Organizational Agility.

2.2.2. The Effect of Human Capital on Dynamic Managerial Capability

Human capital substantially shapes the development of dynamic managerial
capability by enhancing the cognitive, social, and experiential foundations of
managerial action (Heubeck & Meckl, 2022). In MSMEs, human capital equips
managers with the proficiency to sense and seize opportunities and reconfigure
resources under uncertainty (Razmdoost et al, 2020). Nonetheless, dynamic
managerial capability emergence depends on the conversion of general human
capital into domain-specific capabilities through learning, reflection, and institutional
support (Khan et al, 2021). Critics note that human capital alone is insufficient
without behavioral competencies and strategic alignment to contextual demands
(Majhi et al, 2023). Additionally, MSMEs often lack formal mechanisms to
strategically harness human capital, risking underutilization and the formation of
static knowledge traps (Chen et al,, 2023). From RBV, human capital is the input
asset, but dynamic capability logic requires orchestration to transform it into
dynamic managerial capability (Barney, 1991). Therefore, while human capital
serves as a precursor to dynamic managerial capability, its conversion into
actionable capabilities demands deliberate orchestration and supportive
organizational processes (Kusumawijaya & Astuti, 2023a). H,: Human Capital Has a
Positive Effect on Dynamic Managerial Capability.

2.2.3. The Effect of Dynamic Managerial Capability on Organizational Agility

Dynamic managerial capability enables organizational agility by facilitating
strategic sensing, opportunity seizing, and rapid resource reconfiguration (Heubeck,
2024). In dynamic capability theory, dynamic managerial capability is the
reconfiguration mechanism converting resource bundles into organizational agility
when embedded in learning systems (Teece et al, 1997). Dynamic managerial
capability supports organizational agility through managerial cognition that aligns
strategy with volatile environmental cues, which is essential for MSMEs survival
(AlShehhi et al, 2023). However, translating dynamic managerial capability into
organizational agility faces several challenges, including inconsistent strategic
orientation, limited absorptive capacity, and constrained managerial autonomy (Pu
et al.,, 2024). Critics highlight the risk of overdependence on individual managers,
which may inhibit the institutionalization of agility practices (Bianchi & Stoian,
2024). Furthermore, agility may be counterproductive if pursued without strategic
coherence, leading to reactive rather than proactive adaptation (Kevill et al.,, 2021).
Thus, while dynamic managerial capability is critical to organizational agility, its
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efficacy depends on its embeddedness in robust systems and learning cultures. Ha:
Dynamic Managerial Capability Has a Positive Effect on Organizational Agility.

2.2.4. The Effect of Human Capital on Organizational Agility through Dynamic
Managerial Capability
Dynamic managerial capability mediates the relationship between human
capital and organizational agility, consistent with the foundational mediation logic
(Baron & Kenny, 1986), by transforming human capital into strategic adaptive
behaviors (Greven et al., 2023). Human capital provides the foundational knowledge
and skill base, while dynamic managerial capability channels these into actionable
configurations that drive agility (Sebuwufu & Timilsina, 2024). RBV positions human
capital as the resource pool, while dynamic capability theory frames dynamic
managerial capability as the microfoundational bridge turning VRIN inputs into agile
outcomes (Barney, 1991; Teece et al, 1997; Heubeck & Meckl, 2022). Without
dynamic managerial capability, human capital may remain latent or misaligned with
environmental demands, especially in MSMEs with limited strategic foresight (Duran
et al,, 2023). Critics argue that the mediating role of dynamic managerial capability
may dilute human capital direct impact and complicate causal inference due to
overlapping constructs (Ben Ghrbeia & Alzubi, 2024). Moreover, challenges arise in
contexts lacking leadership development infrastructures or where managerial
cognition is misaligned with strategic agility goals (Liu et al., 2021). Thus, this
mediation is both enabling and conditionally dependent on firms' capacity to
cultivate and sustain dynamic managerial capability as a systemic capability that
bridges individual talent and organizational performance. H4y: Dynamic Managerial
Capability Mediates the Effect of Human Capital and Organizational Agility.

2.3. Research Framework
To illustrate the relationships among the key variables, the research framework
is presented visually in Figure 1. Within the research framework, the model delineates a
directional mechanism in which human capital directly and indirectly drives
organizational agility through dynamic managerial capability, positioning dynamic
managerial capability as a mediating strategic conduit that transforms human resource
endowments into adaptive organizational outcomes within MSMEs.

Human Hi (+) Organizational
Capital Agility
Hz (+) Hs (+)
Dynamic Managerial
Capability

Figure 1. Research Framework

3. Research Methods
3.1. Population and Sampling Method
This study adopts a quantitative approach and is based on 36.387 MSMEs in Bali,
Indonesia. The sample size was calculated using the Slovin formula, assuming a sampling
error of 5%, the sample size of this research was 396. A proportionate random sampling
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method was utilized to ensure representative inclusion from different MSMEs subsectors
across Bali, Indonesia. Data were gathered using a structured online questionnaire via
official MSMEs mailing lists, with automated follow-up reminders to increase response
participation. However, only 131 responses were valid and usable due to non-response
and incomplete surveys, leading to a response rate of 33.08%.

3.2. Data Collecting Method

Multiple items were employed to assess each construct, and each item was rated
on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). This
study is conceptually anchored in the resource-based view and dynamic managerial
capability theory to explain how human capital converts into organizational agility via
dynamic managerial capability in turbulent MSMEs contexts. The cross-sectional
mediation design reflects dynamic capability processes by examining how managerial
actions convert resources into agile responses within current environmental constraints.
Human capital was assessed using eight items adapted from earlier research by
Andersén (2021). Dynamic managerial capability was measured using eight items
adapted from Mostafiz et al. (2019). Organizational agility was measured using eight
items adapted from Sharifi and Zhang (2001).

3.3. Data Analysis Method

Data analysis was conducted using partial least square-structural equation model
(PLS-SEM), including measurement and structural model evaluation with 5.000-sample
bootstrapping in WarpPLS 7.0 (Hair et al., 2017; Kock, 2020). A variance-based PLS-SEM
approach was selected for its robustness in modeling intricate mediation with limited
samples and nonnormal data. The variables were assessed using items developed and
used in earlier studies to ensure the study's validity and reliability. The data analysis
followed a rigorous and sequential PLS-SEM procedure using WarpPLS 7.0. First, the
measurement model was appraised by examining indicator reliability (outer loadings >
0.7), internal consistency reliability (Cronbach's alpha and composite reliability > 0.7),
and convergent validity (Average Variance Extracted/AVE > 0.5). Mediation effects were
assessed via bootstrapping with 5.000 resamples to derive indirect effects and bias-
corrected confidence intervals. Statistical significance was established based on p-values
(< 0.05) and the exclusion of the confidence interval from zero, ensuring robust
hypothesis testing and comprehensive model validation.

4. Results and Discussion

4.1. Characteristics of Respondent

Table 1 show the respondent profile reveals a gender imbalance, with 76.3%
male respondents, reflecting a gendered managerial landscape in MSMEs that can
influence organizational agility through differentiated cognitive and leadership styles.
The age distribution shows 43.5% of respondents are above 41 years, indicating a
mature managerial workforce potentially endowed with experiential knowledge critical
to the development of dynamic managerial capability. The high proportion of
undergraduate respondents (82.4%) suggests a foundational but constrained intellectual
capital base, which impacts the firm's absorptive capacity and its readiness for
organizational agility. Furthermore, 61.1% of respondents report 1-5 years of work
experience, suggesting a predominance of early-stage managerial experience, which may
limit the depth of strategic cognition required for effective capability reconfiguration.
Collectively, these descriptive statistics underscore the urgency of integrating strategic
human capital development and targeted managerial training to enhance dynamic
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managerial capability and organizational agility, particularly in the resource-constrained,
demographically skewed MSMEs context.

Table 1. Characteristics of Respondent

Characteristics Indicator Frequency Percent
Gender Female 31 23.7
Male 100 76.3
Age 20 - 30 years 35 26.7
31 -40 years 39 29.8
41 and above 57 43.5
Education Undergraduate 108 82.4
Postgraduate 23 17.6
Work Experience 1 - 5years 80 61.1
5 and above 51 38.9

4.2. Validity Test
The validity test results are presented in Table 2. All factor loadings exceed the
recommended cutoff of 0.6 (Hair et al, 2017). These results substantiate the
measurement robustness of human capital (HC), dynamic managerial capability (DMC),
and organizational agility (OA) constructs within the structure-based model.

Table 2. Validity Test Result
Item Indicator Human Capital Dynamic Managerial Organizational
Capability Agility

HC1 0.780

HC2 0.740

HC3 0.736

HC4 0.778

HC5 0.721

HC6 0.760

HC7 0.790

HC8 0.742

DMC1 0.783

DMC2 0.746

DMC3 0.601

DMC4 0.764

DMC5 0.730

DMC6 0.817

DMC7 0.764

DMC8 0.765

0A1l 0.734
0A2 0.778
0A3 0.812
0A4 0.753
OA5 0.745
0A6 0.729
0A7 0.801
0A8 0.801

4.3. Reliability Test
Reliability tests are presented in Table 3. All constructs show AVE values above
0.5, composite reliability greater than 0.7, and Cronbach's alpha exceeding 0.7, fulfilling
recommended thresholds (Hair et al., 2017). These consistently high indices confirm
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strong internal consistency and construct reliability, reinforcing the measurement
precision of human capital, dynamic managerial capability, and organizational agility
within the proposed mediation framework.

Table 3. Reliability Test

Variables AVE Composite Cronbach’s
Reliability Alpha
Human Capital 0.701 0.889 0.857
Dynamic Managerial Capability 0.747 0.863 0.816
Organizational Agility 0.791 0.883 0.848

4.4. Hypothesis Test

The path coefficient (Figure 2 and Table 4) from human capital to dynamic
managerial capability is robust at 0.896 (p < 0.001), providing strong support for a
significant and robust causal relationship. This supports theoretical assertions that the
cognitive, experiential, and social dimensions embedded in human capital directly
enhance managerial capability necessary for strategic action in volatile contexts. The
significant coefficient indicates that, in MSMEs with limited institutional scaffolding,
human capital remains a primary antecedent in cultivating dynamic managerial
capability.

The path from dynamic managerial capability to organizational agility registers at
0.785 (p < 0.001), indicating a decisive mediating role through which managerial
competencies translate internal resources into agile behaviors. This result validates the
theoretical framework positioning dynamic managerial capability as the critical
operational mechanism that enables firms to sense, seize, and reconfigure in response to
environmental dynamics. The magnitude of this coefficient suggests that agility is
substantially contingent upon the presence and effectiveness of dynamic managerial
capabilities, especially within the entrepreneurial architecture of MSMEs.

Conversely, the direct effect of human capital on organizational agility is
relatively modest ( = 0.157, p = 0.033), supporting the hypothesis that human capital's
effect on agility is indirect and mediated mainly by dynamic managerial capability. This
empirical pattern underscores the urgency of redirecting MSMEs capability development
strategies from mere skill acquisition toward cultivating dynamic managerial capability
as a mediating lever. These findings significantly advance theory by delineating the
transformative path from static resource potential to adaptive organizational behavior,
and by addressing gaps in empirical validation and in strategic capability theory.

B=0.16
p=0.03

Rz=0.80

Figure 2. Research Model Test Result
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Table 4. Path Coefficient

Variables Human Capital Dynamic Managerial
Capability
Dynamic Managerial Capability 0.896*
Organizational Agility 0.157 (p=0.033) 0.785*

The mediation analysis (Hair et al, 2017) indicates that dynamic managerial
capability mediates the relationship between human capital and organizational agility
(Table 5), as evidenced by a variance accounted for (VAF) value of 0.818 and the
reduction of the direct effect from 0.157 (p = 0.033) to 0.703 when dynamic managerial
capability is included. This confirms that, while human capital exerts a weak influence on
organizational agility independently, its effect becomes substantial only when dynamic
managerial capability is activated, underscoring the strategic role of managerial
capabilities in actualizing agility. The significant paths from human capital to dynamic
managerial capability (f = 0.896, p < 0.001) and from dynamic managerial capability to
organizational agility ( = 0.785, p < 0.001) underscore dynamic managerial capability’s
pivotal role as a conduit that transforms individual competencies into collective
organizational responsiveness. This strongly supports the hypothesis that dynamic
managerial capability operationalizes the strategic translation of skill-based resources
into adaptive capabilities, particularly crucial in MSMEs lacking formal institutional
mechanisms.

The mediation result validates the conceptual necessity of dynamic managerial
capability as an intermediary that aligns human resource potential with environmental
adaptability, thereby addressing longstanding theoretical gaps in the micro foundation-
agility linkage. Empirical confirmation of complete mediation shows that, in MSMEs,
agility cannot be derived from human capital alone but must be facilitated by dynamic
managerial processes that sense, seize, and reconfigure resources. This finding is urgent
for advancing strategic capability theory and for guiding MSMEs policy and practice
toward prioritizing leadership development, reflective learning, and capability
integration as mechanisms to harness human capital effectively. As such, the mediation
analysis significantly contributes to the empirical elaboration of dynamic managerial
capability theory in the MSMEs context.

Table 5. Mediation Analysis

Variable relationship HC - OA HC-» DMC-» HC- VAF
without DMC OA OA Value
DMC with
DMC
Human Capital — Dynamic Managerial 0.157 0.896* 0.785* 0.703* 0.818
Capability = Organizational Agility (p=0.033)

The effect size analysis (Hair et al., 2017) in Table 6 confirms that human capital
exerts a powerful influence on dynamic managerial capability, with a value of 0.803,
indicating a substantial effect and supporting the assertion that human capital is
foundational to the development of managerial cognition and adaptability. This
reinforces the view that cognitive and experiential aspects of human resources are
essential for fostering dynamic managerial processes in MSMEs. The impact of dynamic
managerial capability on organizational agility is also significant, with an effect size of
0.729, further validating it as the principal strategic enabler that channels internal
competencies into agile organizational responses. This strong effect size supports the
theoretical proposition that agility in MSMEs is heavily reliant on leaders' strategic
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capability to sense, seize, and reconfigure in the face of environmental volatility. In
contrast, the effect size of human capital on organizational agility is moderate at 0.187,
suggesting a weaker direct effect and highlighting the need for dynamic managerial
capability as a mediating variable. These results justify the urgency of investing in
managerial capability development to leverage the full potential of human capital and
generate sustained agility in MSMEs. The research, therefore, contributes significantly to
advancing strategic resource theory by quantifying the indirect value-creation
mechanisms of human capital through dynamic managerial capability.

Table 6. Effect Size

Variables Human Capital Dynamic Managerial
Capability
Dynamic Managerial Capability 0.803
Organizational Agility 0.187 0.729

4.5. Discussion

4.5.1. The Effect of Human Capital on Organizational Agility

The results indicate that the direct impact of human capital on organizational
agility among MSMEs in Bali, Indonesia is positive yet modest, highlighting the limited
standalone contribution of human capital to agility. Additionally, local cultural factors,
such as hierarchical structures and collective decision-making, influence how human
capital is activated, potentially affecting digital distractions and productivity in these
contexts. This finding aligns with prior literature suggesting that although human capital
equips firms with knowledge (Kusumawijaya & Astuti, 2023b) and skills (Khan et al,,
2021), its transformative effect is contingent on additional mechanisms that activate
capabilities (Mehta & Alij, 2021).

In volatile MSMEs environments such as Bali, where agility is critical for
competitive survival, static knowledge assets without strategic enactment are
insufficient to generate responsiveness (Rupeika-Apoga et al., 2022). The contribution of
this research lies in demonstrating that while human capital is a prerequisite, it must be
operationalized through intermediary constructs to yield organizational agility outcomes
(Ghavamipour et al, 2025). This calls for a strategic shift in MSMEs capability
development from acquisition-focused to activation-focused models that integrate
human capital into dynamic routines (William et al., 2024). The research provides
empirical justification for more comprehensive frameworks linking resource potential
with organizational adaptability in emerging economies (Chebbi et al., 2023). This
outcome reinforces RBV’s premise (Barney, 1991) that resource possession alone is
insufficient without dynamic reconfiguration mechanisms (Teece et al., 1997).

4.5.2. The Effect of Human Capital on Dynamic Managerial Capability

The path coefficient between human capital and dynamic managerial capability is
significant, indicating a substantial direct effect of human capital on dynamic managerial
capability development in Bali's MSMEs sector. This supports the theoretical grounding
that cognitive, experiential, and relational dimensions of human capital are foundational
to managerial adaptation and strategic decision-making (Timothy, 2022). This finding
confirms the dynamic managerial capability theory by Teece et al. (1997), which holds
that managerial orchestration transforms strategic resources into adaptive advantage
(Barney, 1991). In the MSMEs context of Bali, where formal strategy systems are often
lacking, these findings emphasize the criticality of nursturing managerial competencies
through targeted human capital investment (Bianchi & Stoian, 2024). This highlights the
urgency of repositioning human capital not as an end but as a base from which dynamic
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managerial routines emerge (Xie et al., 2022). Therefore, this study significantly
contributes by operationalizing how human capital enables strategic sensing, seizing, and
reconfiguration, which are essential to organizational survival in emerging contexts
(Soomro & Soomro, 2024).

4.5.3. The Effect of Dynamic Managerial Capability on Organizational Agility

The empirical evidence indicates that dynamic managerial capability has a
substantial effect on organizational agility, underscoring its role as a principal enabler of
agile adaptation among MSMEs in Bali. This validates theoretical propositions that agility
is not solely rooted in resource availability but in the dynamic managerial capacity to
reconfigure and align these resources to strategic goals (Mataveli et al, 2024). This
evidence substantiates that agility emerges from managerial reconfiguration capacity
rather than mere resource endowment (Barney, 1991; Teece et al., 1997). Given the
strategic turbulence and resource limitations in the Balinese MSMEs environment, the
practical implications are significant: Firms must cultivate dynamic managerial capability
as a core leadership trait to enhance agility (Aghasi et al., 2022). This finding underscores
the operational necessity of equipping MSMEs not only with resources but also with
adaptive leadership to translate capabilities into agile performance (William et al., 2024).
As such, this study advances the strategic capabilities literature by empirically grounding
dynamic managerial capability as a linchpin between static human capital and dynamic
organizational responsiveness (Bianchi & Stoian, 2024).

4.5.4. The Mediation of Dynamic Managerial Capability on the Effect of Human Capital
on Organizational Agility
The mediation analysis confirms that dynamic managerial capability mediates
the relationship between human capital and organizational agility, illustrating that the
strategic transformation of human capital into agile responses requires the intervention
of dynamic managerial mechanisms. The study also highlights that while human capital
serves as a foundational resource, its effectiveness in driving agility depends on dynamic
managerial mechanisms that facilitate its operationalization, particularly in volatile
MSMESs environments. This affirms theoretical views that human capital alone does not
suffice for agility unless activated by managerial cognition, experience, and relational
acumen (Timothy, 2022). This complete mediation strengthens the argument that
dynamic managerial capability serves as a critical path enabler, effectively
operationalizing static knowledge assets into responsive strategic behaviors (Hoang,
2022). For MSMEs in Bali, this implies that strategic agility cannot be attained through
human resource investments alone but requires intentional managerial capability
development that translates resource potential into actionable agility (Motwani &
Katatria, 2024). Hence, this finding makes a timely contribution by providing empirical
grounding for theoretical frameworks that advocate the microfoundational mediation of
strategic capabilities in dynamic environments (Walter, 2021). The mediation
mechanism empirically validates RBV-dynamic managerial capability integration
(Barney, 1991; Teece et al., 1997), where resources generate agility only through
managerial reconfiguration.

5. Conclusion
This study empirically validates the hypothesis that dynamic managerial capability
mediates the impact of human capital on organizational agility within MSMEs. The statistical
findings demonstrate a robust positive path from human capital to dynamic managerial
capability and from dynamic managerial capability to organizational agility, while the direct
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effect of human capital on organizational agility remains marginal. The mediation analysis
confirms complete mediation, indicating that the transformation of human capital into
organizational agility requires the intermediary role of dynamic managerial capability.
Consequently, the hypothesis is substantiated: Human capital alone does not directly
generate agility in MSMEs but becomes effective through the strategic mechanisms
encapsulated by dynamic managerial capability. These include the capacities to sense
environmental shifts, seize emergent opportunities, and reconfigure organizational assets in
response to volatility. This conclusion is pivotal for advancing strategic resource theory by
illustrating how intangible assets gain operational value when aligned with dynamic
leadership processes.

Theoretically, this study extends the dynamic managerial capability framework by
elucidating the microfoundational role of managerial agency in converting human capital
into adaptive organizational outcomes. It empirically reinforces the premise that agility is
not merely an output of resource possession but a function of how resources are enacted
through dynamic leadership. This contribution addresses a critical theoretical gap in MSMEs
studies, particularly within emerging markets where institutional infrastructure is
underdeveloped. Practically, the findings urge MSMEs in emerging economies to shift from
skill accumulation toward dynamic capability-based agility strategies through experiential
learning, cognitive training, and policy-aligned institutional support. MSMEs should
prioritize cultivating dynamic managerial capability through experiential learning, cognitive
agility training, and social network expansion to unlock the full potential of their human
capital. Policy-makers and development agencies must reorient capacity-building initiatives
to embed leadership agility at the core of MSMEs support mechanisms. This alignment will
enable MSMEs to remain resilient and responsive in highly volatile environments like Bali.

This research is limited by its regional scope, focusing solely on MSMEs within the
Balinese context, thereby limiting the generalizability of its findings to other cultural and
economic environments. Additionally, the study uses a cross-sectional design, capturing
managerial perceptions and organizational attributes at a single point in time. This temporal
limitation restricts causal inference, particularly regarding how dynamic managerial
capability capabilities develop and influence organizational agility under evolving
competitive or institutional conditions. Another limitation is reliance on self-reported
measures, which may introduce biases such as social desirability or respondent subjectivity.
Furthermore, while the model demonstrates strong fit and validity, it does not account for
external environmental variables (e.g., market turbulence, digital infrastructure) that may
moderate or interact with the core constructs. These constraints underscore the need for
careful interpretation and contextual application of the findings.

Future research should pursue cross-regional and cross-sectoral comparisons,
longitudinal tracking, environmental moderation tests, qualitative explorations, and
institutional ecosystem analyses to deepen theoretical and empirical robustness.
Longitudinal designs could be employed to trace the developmental trajectory of dynamic
managerial capability and its impact on agility over time, thereby unpacking the dynamic
interplay between strategic cognition and organizational responsiveness. Subsequent studies
could also integrate environmental moderators, such as industry turbulence or technological
change, to explore their influence on the strength and direction of the mediation. Moreover,
qualitative approaches such as case studies or narrative analyses could deepen
understanding of the internal processes by which MSMEs cultivate and deploy dynamic
managerial capability in practice. Finally, future research may explore the role of
institutional support systems, such as incubators, training centers, or government policies, in
scaffolding the development of dynamic managerial capability. This would provide a more
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comprehensive framework for linking individual, organizational, and ecosystem-level factors
to foster agile, resilient MSMEs in emerging economies.

References

Adhiatma, A, Fachrunnisa, O., Nurhidayati, & Rahayu, T. (2023). Creating digital ecosystem for
small and medium enterprises: the role of dynamic capability, agile leadership and
change readiness. Journal of Science and Technology Policy Management, 14(5), 941-959.
https://doi.org/10.1108/jstpm-12-2020-0171

Aghasi, K, Colombo, M. G., & Rossi-Lamastra, C. (2022). Post-acquisition retention of target
founder-CEOs: Looking beneath the surface. Journal of Management Studies, 59(4), 958-
997. https://doi.org/10.1111/joms.12762

Agyapong, A, Aidoo, S. 0., & Akomea, S. Y. (2022). Does managerial capability always drive
performance? Empirical examinations of small and medium firms (SMEs) in a developing
economy. International journal of Productivity and Performance Management, 71(6),
2337-2360. https://doi.org/10.1108/ijppm-10-2020-0551

Akkaya, B., & Qaisar, I. (2021). Linking dynamic capabilities and market performance of SMEs:
The moderating role of organizational agility. Istanbul Business Research, 50(2), 197-214.
https://doi.org/10.26650/ibr.2021.50.961237

Alhammadi, B., Khalid, K., Ahmad, S. Z., & Davidson, R. (2024). Examining the interplay between
managerial ties, dynamic capabilities and innovation climate in driving balanced and
combined ambidextrous innovation. Journal of Asia Business Studies, 18(6), 1465-1482.
https://doi.org/10.1108/jabs-10-2023-0407

AlShehhi, M. R,, Cherian, ]. P., Farouk, S., & Al Nahyan, M. (2023). Influential dynamic capabilities
and small and medium enterprises' internationalization success: Mediating role of
international entrepreneurial orientation. Review of International Business and
Strategy, 33(1), 55-78. https://doi.org/10.1108/ribs-12-2021-0171

Altintas, G. (2023). Microfoundations of Knowledge-Based Dynamic Capabilities. Management,
26(2), 54-67. https://doi.org/10.37725/mgmt.2023.5693

Andersén, ]J. (2021). Resource orchestration of firm-specific human capital and firm
performance—The role of collaborative human resource management and
entrepreneurial  orientation. The International Journal of Human Resource
Management, 32(10), 2091-2123. https://doi.org/10.1080/09585192.2019.1579250

Audretsch, D. B., & Belitski, M. (2021). Knowledge complexity and firm performance: Evidence
from the European SMEs.journal of Knowledge Management,25(4), 693-713.
https://doi.org/10.1108/JKM-03-2020-0178

Balasundaram, S., & Mathew, ]. (2024). A conceptual framework for agile as HR operational
strategy. Prabandhan: Indian  Journal = of  Management, 17(8), 23.
https://doi.org/10.17010/pijom /2024 /v17i8/173774

Barney, J. (1991). Firm resources and sustained competitive advantage.journal of
Management, 17(1), 99-120. https://doi.org/10.1177/014920639101700108

Baron, R. M,, & Kenny, D. A. (1986). The moderator-mediator variable distinction in social
psychological research: Conceptual, strategic, and statistical considerations. Journal of
Personality and Social Psychology, 51(6), 1173. https://doi.org/10.1037/0022-
3514.51.6.1173

Ben Ghrbeia, S., & Alzubi, A. (2024). Building micro-foundations for digital transformation: A
moderated mediation model of the interplay between digital literacy and digital
transformation. Sustainability, 16(9), 3749. https://doi.org/10.3390/su16093749

Kusumawijaya et al. (Empowering MSMEs agility: A microfoundational perspective linking human ...) 55



Jurnal Fokus Manajemen Bisnis
Volume 16, Issue 1, March 2026, Page 42-60

Bianchi, C., & Stoian, M. C. (2024). Exploring the role of managerial and organizational
capabilities for the inbound internationalization of small and medium-sized
enterprises. Journal of Small Business Management, 62(2), 724-762.
https://doi.org/10.1080/00472778.2022.2082457

Bousquet, C., Delattre, M., & Lichy, ]. (2023). Developing human resources management
performance in industrial type SMEs. Revue Francaise de Gestion Industrielle, 37(1), 7-23.
https://doi.org/10.53102/2023.37.01.1154

Brodeur, |, Pellerin, R., & Deschamps, 1. (2022). Collaborative approach to digital transformation
(CADT) model for manufacturing SMEs.journal of Manufacturing Technology
Management, 33(1), 61-83. https://doi.org/10.1108/jmtm-11-2020-0440

Chebbi, H., Ben Selma, M., Bouzinab, K., Papadopoulos, A., Labouze, A., & Desmarteau, R. (2023).
Accelerated internationalization of SMEs and microfoundations of dynamic capabilities:
Towards an integrated conceptual framework. Review of International Business and
Strategy, 33(1), 35-54. https://doi.org/10.1108/RIBS-12-2021-0174

Chen, Y., Guo, Y., & Hu, X. (2023). On the micro-foundations of corporate social responsibility: A
perspective based on dynamic managerial capabilities. Cross Cultural & Strategic
Management, 30(1), 93-122. https://doi.org/10.1108/ccsm-12-2021-0227

Clemente-Almendros, J. A, Vallejo Garcia, M., & Blanco-Hernandez, M. (2025). SMEs and
sustainable practices: Identifying key factors from Spanish evidence. Sage Open, 15(1),
21582440251329631. https://doi.org/10.1177/21582440251329631

Cruz Maldonado, J. C. D. L., Abrego-Almazan, D., & Medina-Quintero, J. M. (2022). Effects of IT and
organizational capabilities on SME performance. Contaduria y administracion, 67(2).
https://doi.org/10.22201/fca.24488410e.2022.3168

da Rosa, L. A. B, Réhrs, B. S, Rodrigues, M. C. M., Campos, W. Y. Y. Z., de Sousa, M. ]., & Barbieri, L.
C. (2023). Talent management: The role of learning orientation in fostering dynamic
organizational capabilities. Revista Gestdo e Desenvolvimento, 20(2), 224-249.
https://doi.org/10.25112 /rgd.v20i2.3221

Dabi¢, M., Stojci¢, N., Simi¢, M., Potocan, V., Slavkovi¢, M., & Nedelko, Z. (2021). Intellectual agility
and innovation in micro and small businesses: The mediating role of entrepreneurial
leadership. Journal of Business Research, 123, 683-695.
https://doi.org/10.1016/j.jbusres.2020.10.013

Duran, W. F,, Aguado, D., & Perdomo-Ortiz, ]. (2023). Relationship between CEQ’s strategic
human capital and dynamic capabilities: A meta-analysis. Management Review
Quarterly, 73(4), 1631-1666. https://doi.org/10.1007/s11301-022-00282-9

El Nsour, ]J. A. (2021). Investigating the impact of organizational agility on the competitive
advantage. Journal  of  Governance &  Regulation, 10, (D), 153-157.
https://doi.org/10.22495/jgrv10ilart14

Freixanet, ]., & Renart, G. (2020). A capabilities perspective on the joint effects of
internationalization time, speed, geographic scope and managers’ competencies on SME
survival. Journal of World Business, 55(6), 101110.
https://doi.org/10.1016/j.jwb.2020.101110

Ghavamipour, M., Booshehri, A, & Tavakoli, G. (2025). Exploring the impact of dynamic
managerial capabilities on innovation: A typology-based approach. International Journal
of Innovation Management, 29(07n08), 25500109.
https://doi.org/10.1142/s1363919625500197

Greven, A, Kruse, S., Vos, A, Strese, S., & Brettel, M. (2023). Achieving product ambidexterity in
new product development: The role of middle managers' dynamic managerial
capabilities. Journal of Management Studies, 60(7), 1786-1818.
https://doi.org/10.1111/joms.12886

56 d-) 10.12928/fokus.v16i1.14846


http://dx.doi.org/10.12928/fokus.v10i2.2184

Jurnal Fokus Manajemen Bisnis
Volume 16, Issue 1, March 2026, Page 42-60

Hair, J. F. ], Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A primer on partial least squares
structural equation modeling (PLS-SEM). Sage Publication.

Hajiagha, S. H. R., Alaei, S., Sadraee, A, & Nazmi, P. (2024). A perspective of international
performance improvement concentrating on innovation and digital resilience of SMEs:
The case of an emerging economy. Journal of Enterprise Information Management, 37(5),
1709-1736. https://doi.org/10.1108/jeim-02-2023-0078

Heubeck, T. (2024). Walking on the gender tightrope: Unlocking ESG potential through CEOs'
dynamic capabilities and strategic board composition. Business Strategy and the
Environment, 33(3), 2020-2039. https://doi.org/10.1002/bse.3578

Heubeck, T., & Meck], R. (2022). Antecedents to cognitive business model evaluation: A dynamic
managerial capabilities perspective. Review of Managerial Science, 16(8), 2441-2466.
https://doi.org/10.1007/s11846-021-00503-7

Hoang, H. T. (2022). How does service climate influence hotel employees’ brand citizenship
behavior? A social exchange and social identity perspective. Australasian Marketing
Journal, 30(1), 51-59. https://doi.org/10.1177/1839334921998873

Homayoun, S., Salehi, M., ArminKia, A., & Novakovic, V. (2024). The mediating effect of innovative
performance on the relationship between the use of information technology and
organizational agility in SMEs. Sustainability, 16(22), 9649.
https://doi.org/10.3390/su16229649

Issah, W. B, Anwar, M., Clauss, T, & Kraus, S. (2023). Managerial capabilities and strategic
renewal in family firms in crisis situations: The moderating role of the founding
generation. Journal of Business Research, 156, 113486.
https://doi.org/10.1016/j.jbusres.2022.113486

Jingwen, Y., Rahman, A. A,, Tong, T., Kamarulzaman, N. H., & Sidek, S. B. (2025). A study of Chinese
enterprises’ business models to determine the impact of dynamic capabilities on
innovation and performance. Plos One, 20(1), e0310854.
https://doi.org/10.1371/journal.pone.0310854

Kevill, A., Trehan, K., Harrington, S., & Kars-Unluoglu, S. (2021). Dynamic managerial capabilities
in micro-enterprises: Stability, vulnerability and the role of managerial time
allocation. International Small Business Journal, 39(6), 507-531.
https://doi.org/10.1177/0266242620970473

Khalil, S., & Belitski, M. (2020). Dynamic capabilities for firm performance under the information
technology governance framework. European Business Review, 32(2), 129-157.
https://doi.org/10.1108/EBR-05-2018-0102

Khan, K. U, Atlas, F., Ghani, U., Akhtar, S., & Khan, F. (2021). Impact of intangible resources
(dominant logic) on SMEs innovation performance: The mediating role of dynamic
managerial capabilities: evidence from China. European Journal of Innovation
Management, 24(5), 1679-1699. https://doi.org/10.1108/ejim-07-2020-0276

Kock, N. (2017). WarpPLS user manual: Version 6.0. ScriptWarp Systems: Laredo, TX, USA, 141,
47-60.

Kryeziu, L., Kurutkan, M. N., Krasniqi, B. A.,, Ramadani, V., Hajrullahu, V., & Haziri, A. (2024).
Cognitive styles and dynamic managerial capabilities: Implications for SMEs in a
transition economy. International Journal of Entrepreneurial Behavior & Research, 30(1),
200-231. https://doi.org/10.1108/ijebr-04-2023-0406

Kusumawijaya, I. K., & Astuti, P. D. (2023a). The effect of human capital on innovation: the
mediation role of knowledge creation and knowledge sharing in small
companies. Knowledge and Performance Management, 7(1), 64.
https://doi.org/10.21511/kpm.07(1).2023.05

Kusumawijaya et al. (Empowering MSMEs agility: A microfoundational perspective linking human ...) 57



Jurnal Fokus Manajemen Bisnis
Volume 16, Issue 1, March 2026, Page 42-60

Kusumawijaya, 1. K., & Astuti, P. D. (2023b). The linkage between individual value and knowledge
creation in human capital. Business: Theory and Practice, 24(1), 70-81.
https://doi.org/https://doi.org/10.3846/btp.2023.15726

Kusumawijaya, L. K., & Astuti, P. D. (2024). The impact of human capital and knowledge creation
on sustaining competitive advantage and innovation in medium-sized companies in
Bali. International Journal of Sustainable Development & Planning, 19(6).

Lee, K., & Wang, L. (2023). Chinese high-tech export performance: Effects of intellectual capital
mediated by dynamic and risk management capabilities. Sage Open, 13(1),
21582440231153039. https://doi.org/10.1177/21582440231153039

Liu, Y, Xi, M,, Jia, Y., & Geng, X. (2021). Chief executive officers entrepreneurial orientation,
dynamic capabilities, and firm performance: The moderating effect of the manufacturing
industry. Frontiers in Psychology, 12, 707971.

Majhi, S. G., Mukherjee, A.,, & Anand, A. (2023). Role of information technology in enabling
managerial dynamic capabilities. VINE Journal of Information and Knowledge
Management Systems, 53(1), 187-204. https://doi.org/10.1108/vjikms-09-2020-0168

Mataveli, M., Ayala Calvo, ]. C,, & Gil, A. ]. (2024). The role of intellectual capital and service agility
in  banking service provision: The perspective of Brazilian export
companies. International ~ Journal of  Emerging Markets, 19(2), 475-493.
https://doi.org/10.1108/ijoem-02-2020-0190

Mehta, A. M., & Ali, S. A. (2021). Dynamic managerial capabilities and sustainable market
competencies: Role of organisational climate. International Journal of Ethics and
Systems, 37(2), 245-262. https://doi.org/10.1108/1JOES-07-2020-0121

Mitchell, R., Boyle, B., & Nicholas, S. (2021). The interactive influence of human and social capital
on capability development: The role of managerial diversity and ties in adaptive
capability. Personnel Review, 50(3), 865-879. https://doi.org/10.1108/pr-08-2019-0410

Mostafiz, M. I, Sambasivan, M., & Goh, S. K. (2019). Impacts of dynamic managerial capability and
international opportunity identification on firm performance. Multinational Business
Review, 27(4), 339-363. https://doi.org/10.1108/MBR-09-2018-0061

Motwani, ], & Katatria, A. (2024). Organization agility: A literature review and research
agenda. International Journal of Productivity and Performance Management, 73(9), 2709-
2754. https://doi.org/10.1108/ijppm-07-2023-0383

Ndofirepi, T. M. (2024). Examining the influence of entrepreneurial skills, human capital, and
home country institutions on firm internationalization. Global Business and
Organizational Excellence, 43(5), 67-80. https://doi.org/10.1002/joe.22251

Oliveira, G. M., & Silva, A. B. D. (2022). Interorganizational learning mechanisms in Porto
Digital. BAR-Brazilian Administration Review, 19(02), e210106.
https://doi.org/10.1590/1807-7692bar2022210106

Pinnington, A., Mir, F. A, & Ai, Z. (2024). The significance of general skills training for early career
graduates: Relationships with perceived organizational support, job satisfaction and
turnover intention. European journal of training and development, 48(7-8), 705-729.
https://doi.org/10.1108/EJTD-01-2023-0002

Prabhu, H. M., & Srivastava, A. K. (2023). CEO transformational leadership, supply chain agility
and firm performance: A TISM modeling among SMEs. Global Journal of Flexible Systems
Management, 24(1), 51-65. https://doi.org/10.1007 /s40171-022-00323-y

Priyono, A, Idris, F., & Lim, S. B. A. H. (2020). Achieving ambidexterity in internationalization:
Analysis of how smes cope with tensions between organizational agility-
efficiency. Journal of Open Innovation: Technology, Market, and Complexity, 6(4), 188.
https://doi.org/10.3390/joitmc6040188

58 d-) 10.12928/fokus.v16i1.14846


http://dx.doi.org/10.12928/fokus.v10i2.2184

Jurnal Fokus Manajemen Bisnis
Volume 16, Issue 1, March 2026, Page 42-60

Pu, G, Cui, Z, & Qiao, J. (2024). Management antecedents of supply chain resilience: An
integrating perspective. Journal of Contingencies and Crisis Management, 32(1), e12551.
https://doi.org/10.1111/1468-5973.12551

Rafi, N., Ahmed, A., Shafique, 1., & Kalyar, M. N. (2022). Knowledge management capabilities and
organizational agility as liaisons of business performance. South Asian Journal of Business
Studies, 11(4), 397-417. https://doi.org/10.1108/sajbs-05-2020-0145

Rahman, M. S., AbdelFattah, F. A, Bag, S., & Gani, M. O. (2022). Survival strategies of SMEs amidst
the COVID-19 pandemic: Application of SEM and fsQCA. Journal of Business & Industrial
Marketing, 37(10), 1990-2009. https://doi.org/10.1108/]JBIM-12-2020-0564

Razmdoost, K. Alinaghian, L., & Linder, C. (2020). New venture formation: A capability
configurational approach. Journal of  Business Research, 113, 290-302.
https://doi.org/10.1016/j.jbusres.2019.09.047

Roth, K., Rau, C,, & Neyer, A. K. (2023). Design thinking and dynamic managerial capabilities: A
quasi-experimental field study in the aviation industry. R&D Management, 53(5), 801-
818. https://doi.org/10.1111/radm.12600

Rubino, M., Maggino, F., & Antonicelli, M. (2024). Measuring human IT agility and firms'
digitalization using POSET: Evidence from Italy. International Journal of Quality &
Reliability Management, 41(1), 127-149. https://doi.org/10.1108/ijqrm-09-2021-0321

Rupeika-Apoga, R., Petrovska, K., & Bule, L. (2022). The effect of digital orientation and digital
capability on digital transformation of SMEs during the COVID-19 pandemic. Journal of
Theoretical and  Applied  Electronic  Commerce  Research,17(2), 669-685.
https://doi.org/10.3390/jtaer17020035

Sebuwufuy, . A.,, & Timilsina, B. (2024). SME operational bid through adversity and turbulent
economic environment: Resilience through dynamic capabilities. International Journal of
Innovation and Learning, 36(1), 53-71. https://doi.org/10.1504/1JI1L.2024.139690

Sharifi, H., & Zhang, Z. (2001). Agile manufacturing in practice-Application of a
methodology. International Journal of Operations & Production Management, 21(5-6),
772-794. https://doi.org/10.1108/01443570110390462

Sharma, S., Singh, G., Jones, P., Kraus, S., & Dwivedi, Y. K. (2022). Understanding agile innovation
management adoption for SMEs. IEEE Transactions on Engineering Management, 69(6),
3546-3557. https://doi.org/10.1109/tem.2022.3148341

Sidabutar, A., & Siswanto, ]. (2024). The impact of digital transformation in food and beverage
sector SMES: The role of leadership and organizational agility. In E3S Web of
Conferences, (Vol. 484, p. 01017). EDP Sciences.
https://doi.org/10.1051/e3sconf/202448401017

Soomro, S. A, & Soomro, S. A. (2024). Green intellectual capital and employee environmental
citizenship behavior: The mediating role of organizational agility and green
creativity. Journal of Intellectual Capital, 25(4), 822-840. https://doi.org/10.1108/]JIC-03-

2024-0067
Teece, D. ], 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<509::AID-SM]882>3.0.C0O;2-Z
Timothy, V. L. (2022). The effect of top managers’ human capital on SME productivity: The
mediating role of innovation. Heliyon, 8(4).
https://doi.org/10.1016/j.heliyon.2022.e09330
Walter, A. T. (2021). Organizational agility: Ill-defined and somewhat confusing? A systematic
literature review and conceptualization. Management Review Quarterly, 71(2), 343-391.
https://doi.org/10.1007/s11301-020-00186-6

Kusumawijaya et al. (Empowering MSMEs agility: A microfoundational perspective linking human ...) 59



Jurnal Fokus Manajemen Bisnis
Volume 16, Issue 1, March 2026, Page 42-60

Widianto, S., Lestari, Y. D., Adna, B. E., Sukoco, B. M., & Nasih, M. (2021). Dynamic managerial
capabilities, organisational capacity for change and organisational performance: The
moderating effect of attitude towards change in a public service organisation. Journal of
Organizational Effectiveness: People and Performance, 8(1), 149-172.
https://doi.org/10.1108/JOEPP-02-2020-0028

William, A. J., Suresh, M., & Subramanian, N. (2024). Examining the causal relationships among
factors influencing SMEs' competitive advantage: A TISM-neutrosophic MICMAC
approach. Benchmarking: An International Journal, 31(9), 2919-2959.
https://doi.org/10.1108/BIJ-08-2022-0529

Xie, C, Xu, X., Gong, Y., & Xiong, ]. (2022). Big data analytics capability and business alignment for
organizational agility: A fit perspective. Journal of Global Information Management
(JGIM), 30(1), 1-27. https://doi.org/10.4018/jgim.302915

60 d.h 10.12928/fokus.v16i1.14846


http://dx.doi.org/10.12928/fokus.v10i2.2184

