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Abstract 

Purpose 

Globalisation and a significant reliance on technology for business management are on the rise in the twenty-first century. 

Organisations are growing increasingly exposed to both external and internal issues, making business more difficult. Drawing upon the 

system theory and self determination theory  , this study examines the underlying theoretical mechanism between complex behaviour 

that emerges as a result of interactions among employees and the orginasations. 

Design/methodology/approach 

Employees of the Malaysian Digital Economic Corporation Sdn. Bhd (MDEC) registered .'s organisations were chosen as samples for 

this study .A total of 171 employees from these companies completed a survey.  The data were analysed using PLS-SEM to discover 

employees collective behaviour capacities positively influenced the organisational capacity of MSC status companies. 

Findings 

The findings of the present study have validated the empirical model, showing a significant relationship in between the proposed 

constructs. Employees are an important commodity for a  company, not only in leadership but also in survival. There is a positive set of 

behavioural capitals which allow the company to develop as a key agent of national economic advancement. The internal social 

structure influences resilience as a capacity. Thus the theoretical insight  explain how organisations develop their internal capabilities  

as a capacity for resilience in the emerging market context of Malaysian MSCs  

Originality/value 

The study is first of its kind which has tried to investigate an exhaustive direct relationship model in the MSC sector. The study has 

postulated that it is not just the organizational resilience content but the perceptions of employees toward enhancing organizational 

resilience. The solution is based on an organisation's collective behavioral capabilities  and internal organisational processes that 

connects the employees  towards enhancing organizational resilience .  

 

Keywords: collective behaviours; resilience; organisation; Malaysia; social; MSC Status Companies; coordination    

 

1. Introduction 

Organizations encounter hurdles both inside and outside in 

today's business context, making smooth advancement a difficult 

endeavour. Organizational survival becomes a basis of organisational 

theory as well as practice when the level of external unpredictability 

increases.The ability of an organisation to withstand adversity is 

crucial to its survival.  Resilience enables an organisation to 

withstand tough times and periods of instability and hardship by 

allowing it to evolve and progress through time. The capacity of an 

organization's staff to pass through difficult times and establish a 
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competitive advantage based on its people is known as organisational 

resilience. 

 

Organizational resilience is the most crucial attribute of 

organisations with increasing global competitiveness.Organizations 

with the least resilient abilities, according to Crane 2021, may not 

live to see the following decade.As a consequence, organisational 

resilience offers the necessary discussion to establish and sustain 

resilience at the operational level, and policymakers can have the 

necessary support to construct a strong organisation at the 

nationwide level. A component of this research integrates several 

reshaping of information system concepts to investigate 

organisational efficiency about aninner management and network 

system among employees that compose the structure to be 

forceful.This study provides empirical evidence for a better context 

of corporate resilience as a capability that can be assessed and 

enhanced in the future. 

 

Organizational resilience is a new thought for MSC Status 

Companies. However, because the MSC business employs a large 

population, MSC Status Companies need to be robust. MDEC 

claimed that they are making progress in terms of technology 

adoption, but that resilience remains their primary focus.Malaysian 

MDEC (Malaysian Digital Economic Corporation Sdn. Bhd.) is a 

platform that supports domestic and international investment (DDIs 

and FDIs) from global firms. By 2023, the business is expected to 

grow from 0.6 million square feet to 7 million square feet (Economic 

Transformation Programme Business Service, 2020). This company's 

governance networks take the shape of organizational 

communication proceduresby trying to integrate deductive and 

inductive approaches, applying multiple methods to support 

employees, to address the company's organisational perseverance 

(McIver et al., 2018).As a result, it's critical to figure out what role 

internal factors play in a company's capacity to withstand adversity 

in Malaysia. 

 

The large workforce of an organization in the MSC Status 

Companies  remains a major factor that drives organizational 

resilience hence, the importance of sustaining employees  quality of 

life at the workplace is a necessity that is likely to improve their 

work as a whole system .This current study, therefore, did not view 

organizational resilience  only as one of the most important variables 

in IT ,digital & innivaive corporations  under MDEC but as well 

considers resilience  as a factor that is significantly affiliated to 

employees behavioural aspects  . 

 

2. Literature Review 

Individual perseverance is defined as an individual's power to deal 

with stress to perform well in their organizationl(Horne III & Orr, 

1998; Mafabi et al., 2015).Employees have an inherent tendency to 

face and overcome difficult life challenges.Florek-Paszkowska, Anna 

et al. (2021) posited the function of threat circumstances in 

motivating people, groups, and organisations to avoid risks, based on 

the evolutionary theory of organisations. It's normal to stay away 

from threats, as well as return to a regular stance after confronting a 

difficult scenario. The organization's reaction to threat events is part 

of its plan, which seem to be on the organization's 

philosophy(Annarelli & Nonino, 2016).The ability to deal with 

internal and external difficulties are referred to as organisational 

resilience (Mallak, 1998). According to some academics, 

organisational resilience is characterised as the ability to overcome 

obstacles (Annarelli et al., 2020). These concepts oforganisational 

resilience, have connections in that they both prioritise organisational 

survival and deal with difficult situations. 

 

The circumstances, such as work, personal, or crisis circumstances, 

have an impact on one's presentation of resilience(Chen et al., 2021). 

Individual resilience is based on one's particular life experiences 

dealing with adversity and the risk factors that accompany it (Horne 

III & Orr, 1998). The circumstances, such as employment, personal, , 

have an impact on one's expression of perseverance (Mafabi et al., 

2015).Resilience has commonly relatedto the formation 
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fordefenselessness and is regarded to be the basis for activating 

important predictors or risk factors, where the sense of danger 

creates the idea of vulnerability, which triggers long-term 

actions(Bhaskara & Filimonau, 2021).Individuals' risk perception is 

strongly linked to their personality dynamics (Connor & Davidson, 

2003). Every incident governs the stimulation of resistance activities, 

relying on individuals' behaviours to address risk factors that must be 

handled before engaging in protective factors. 

 

Individuals frequently exhibit fix or neutral reactions to risk 

factors because they perceive the situation to be regular and do not 

require remarkable action. As a result, there are several resilience 

models which use susceptibility as the trouble spot for resilient 

action(Annarelli et al., 2020).Thus the fundamental principle of 

enhancing resilience travels beyond resilience practices in 

organizations ,hence the hypothesis for this study was built on 

conceptual model that proposes employee collective behavioural 

streams as a conduit that likely to enhance organizational  resilience . 

This causal relationship between employee behaviour  and 

organization resilience can be explained aremostly conceptual and 

focus on developing static knowledgeonly(Hormann, 2018; Riolli & 

Savicki, 2010).Therefore empirical studies on the  effects of the 

relationship between employee behaviors and organization resilience 

are lacking(Velu et al., 2019). 

 

2.1. Resilience in Organizations 

For corporate sustainability, there are three major concept 

sources to consider. First, resilience is an intrinsic property of the 

organisation; second, it is the result of the organization's activities; 

and third, it is the quantity of interruption that the organisation can 

endure (Annarelli et al., 2020)These three conceptualizations are 

similar attempts to comprehend the concept of organisational 

resilience in a different way. The capacity or outcome of the 

organization's efforts to face and overcome adversity is referred to as 

resilience. The most difficult organisational capability that 

organisations face is resilience in dealing with known or 

unanticipated chaotic situations (Annarelli et al., 2020) (Annarelli & 

Nonino, 2016).Organizational resilience must be distinguished from 

organisational survival, and few studies are conducted on the 

measuresused to determine organisational perseverance (Rahi, 2019). 

 

Luthans describes resilience in this sense as "the developable 

capacity to rebound or bounce back from adversity, conflict, and 

failure, as well as positive occurrences, progress, and more 

responsibility" (2002, p. 702).As a result, organisational resistance is 

generally described as a company's capacity to cope with shifting 

conditions and threats. Few researchers characterise organisational 

resilience as the organization's ability to learn from external 

conditions to acquire the materials needed to recover as well as 

return to its original status (Horne III & Orr, 1998; Mallak, 1998). 

Kuntz et al. (2017) presented a set ofperseverance-building measures 

as a behavioural competence, signalled by adaptive, learning, and 

network-leveraging behaviour. Organizational learning can be a 

feasible tool for investigating organisational resilience (Rodriguez-

Sanchez et al., 2021).Academicians referred to it as the 

company'scapacity to interact well with unexpected (Horne III & 

Orr, 1998; Mallak, 1998).  

 

According to Fox (2018), organisational resilience is inherent in 

an organisation (Fox, 2018). Organizational resilience is the 

organization's dormant capacity(H. Powley & S. Cameron, 2020); 

however, Hussain & Papastathopoulos, 2022 describes 

organizational robustness as the organization's total reactive 

capacity(Hussain & Papastathopoulos, 2022).Institutional robustness, 

on the other hand, is considered both gradual and changeable (Ruiz-

Martin, Lopez & Wainer, 2018). Endurance is an organization's 

capacity to cope with the issues of innovation.A shift might occur as 

a result of an outside stimulation or shift at the upper executives. 

According to Philips and Kay (2019), organizational resilience is a 

mix of adaptive capacity,connectivity, and threat detection(Kay et 

al., 2019; Phillips, 2019).A program's adaptability is its ability to 

change in response to changing external conditions. Both internal 
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and external variables impact organizations (Ruiz-Martin et al. 

2018).A company must be in the know of thefundamental elements 

and their variations in the environment which may have an impact on 

the organisation, in the ability to adjust well and remain 

resilient.Organizations must also have the internal capacity to handle 

and respond to crises. At the enterprise level, the traits required for 

enterprise resilience are flexibility, adaptability, agility, and 

efficiency (Taran, 2019) Thus, strengthening people's flexibility, 

adaptability, agility, efficiency, and resilience enables social 

transformation by creating communities that do more than just 

survive but adapt positively and find opportunities to benefit the 

organisation duringdifficult times. 

 

 

Lengnick-Hall et al. (2011) hypothesised three components for 

organisational resilience: cognitive, behavioural, and contextual. The 

cognitive component fosters an ideological identity among the 

personnel of the firm. Having a value-based ideological identity is 

also connected strongly with the organisational community's that 

improves individual emotional well-being but also enables 

employees to increase their work commitments and achieve higher 

performance(P. L. Chen et al., 2021).The behavioural aspect is 

critical since the organization's operations are dependent on 

theconcept of activity.The development of behavioural resilience is 

complex, but it is founded on cognitive abilities (Selamat, 2021).In a 

nutshell, performance management systems and conventions enable 

the mechanisms that enable a business to be resilient(W. Britt & 

Sawhney, 2020 )The environmental component enables the 

incorporation of cognitive-behavioural barriers.Contextual resilience 

operates at the organisational level, such as human support or a 

resource sharing network(Castro et al., 2020). 

 

Herbane(2019), on the other hand, proposed a double 

organisational endurance model based on operational and strategic 

approaches. The capacity of an organisation to tolerate disruptions 

and revert to normal operations is referred to as operational resilience 

(Burnard & Bhamra, 2019).Nonetheless, the plan is built on the idea 

that the company would not only deal with shocks but will thrive in 

themAlso, converts risks into opportunities through lengthy focus 

and a major resource-based (Annarelli & Nonino, 2016). 

 

It is obvious that the notion of institutional strength is 

complicated and is dependent on a variety of diverse elements that 

influence the organization's strengthcapabilities.Organizational 

resilience is more than just a reaction to external and internal 

difficulties. It is a response from within the organization's strategic 

mindset to provide via organisational operational habits as the 

collection of resources that make an organisation enduring. 

 

2.2. Assessments of the Organisational Resistence 

Business sustainability evaluation is challenging. Somers (2009) 

stated assessing organizational capacity based on seven types d on 

Mallak's (1998) guidelines on overall organisational resilience 

conception. They are, interpreting situations constructively, engaging 

in adaptable attitude, the sufficiency of outside materials, increasing 

decision-making limits,practising combination, the potential for 

error, and constructing simulated position structures.Hamel and 

Valikangas (2003) advocated estimating organisational resilience 

based on the organization's ability to adapt, monitor, anticipate, and 

learn. Four parameters were used to evaluate the internal resilience: 

situation awareness, cornerstonesecurity practices, integrity, and 

adapting ability (W. Britt & Sawhney, 2020 ).Furthermore, 

understanding the prospects and difficult times in the organisation is 

critical totransforming into a sustainable company. Lee, Vargo, and 

Seville (2013) propose using four criteria and 73 items to assess 

organisational resilience.Meanwhile, Whitman et al. (2013) offered 

four components tested with fifty-two questions as the shortest 

version of Lee et al. (2013). The scale is predicated on presumptions: 

that the low response level can be addressed, and that their scales 

have a greater association. When compared to the McManus et al. 

scale and Lee et al. (2013) scales, they included features such as 

invention and creativity, teamwork, and reporting (2008). 
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Scholars also worked on determining how to measure 

organisational resilience in various industries areDanes, Lee, 

Amaranpurkar, Stafford, Haynes, and Breton (2009). They looked at 

assessment that focuses on resistance in large corporations.Wicker, 

Filo, and Cuskelly (2013) developed a dimension to assess 

organisational resistance in sports teams.They applied Buckle's 

(2006) model to measure employee engagement based on resilience, 

diversity, resource, and speed. Researchers also proposed using 

Fuzzy Cognitive Maps (FCMs) to estimate organisational resilience 

(Asgary, Kong & Levy, 2009; Gilly et al., 2014). 

 

A system scheme is presented in several types of research to 

measure the impact of interruption on an organization's resilience 

(Hamel & Valikangas, 2003).The goal was to look at the impact of 

both the organization's operational and material diversity on 

resiliency.The resilience management CERT model, developed by 

Caralli, Curtis, Allen, White, and Young (2010), is based on 26 

organisational processes. Some of them are asset management, 

resilience development, risk management and people management 

were used to estimate operational resilience. 

 

In this reseach an alternative strategy was to build on 

organisational resilience based on system theory, which assumes that 

humans in an organisation are both actual resources and the potential 

of the company to attain resistance (Riolli & Savicki, 2003). The 

concept is that for an organisation to be resilient, resilient employees 

were required. Employees are an organization's most valuable asset, 

and the organization's ability to respond to shocks and hazardsare 

dependent on the workers’capacity to respond to and deal with 

obstacles and threats. Only the collective efforts of the organization's 

members can result in a mobilised and robust reaction. A 

socioeconomic system is critical to whether the organization's risks 

and stressful circumstances are mitigated. (Burnard & Bhamra, 

2011). As a result, the behavioural capacities of the organization can 

catalyze institutional tenacity (Annarelli & Nonino, 2016; Horne III 

& Orr, 1998). Furthermore, the organization's resistence is based on 

participation and joint efforts of its partners, which include workers, 

suppliers, other investment firms, and legislators. (Linnenluecke, 

2017). Scholars should focus on this topic to determine 

organisational resilience based on internal organisational processes 

to improve organizational stability. 

 

2.3Generating Hypotheses 

Organizational strength is described as a company's ability to 

achieve robustness through a mix of intellectual, behavioural, and 

environmental factors. Linnenluecke, 2017 Lengnick-Hall et al. 

(2011) states, organisational capacitiesare, manageable and 

dependent on employees' efforts. Human management literature 

supports these principles.. . This research adds to the communal 

behavioural of organizational endurance.Vision, values, flexibility, 

empowerment, coping, and connections were six parts of 

organizational endurance. (Mallak, 1998). Somers' (2009) study on 

common organisations questioned Mallak's concept that it was 

difficult to tolerate personal and organisational goals. 

 

 

According to the Self-Determination Theory (SDT) , individuals 

are naturally proactivein their eagerness towards personal growth and 

improvements hence exhibit psychologicalneeds that are innate, 

universal, and significant for a better work place environment(Dunn 

& Zimmer, 2020; Sheldon, 2011). People’s actions are determined 

by the interest they derive from it  hence, identifying the collective 

behaviours toward a work system intend to improve the qualify of 

their task at the sam time will create a barrier tohuman error (Ryan et 

al., 2019; Van den Broeck et al., 2016). Hence the job responsibility 

and their collective capacity in terms of intellectual and behavioural 

aspects intend to improve the resiunce in any organizations .  

 

This can be as well-argued in line with the resilience conceptual 

model , from Horne and Orr’s study (1998) have been used 

extensively and tested in the context of an information system. Riolli 
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and Savicki (2003) reported that the incorporation of resilient factors 

that  cause job relatedstress, burnout and psychological which will 

remain an impediment to organization resilience . This model states 

that OR is built on the foundation of resilient members in an 

organisation and necessitates employees’ ability to react swiftly and 

effectively. Nevertheless, this model is accepted theoretically, albeit, 

lacking individual attention with scarcely implemented systematic 

empirical work. 

 

This was because businesses are societal structures focused on 

the constant and systemic interaction between employees and 

organisational design. An organisation’s endurance is defined asthe 

ability to respond and return to a normal situation after a difficult 

situation (Caralli et al., 2010). This ability to recover is not linked to 

difficultiesfaced but with the company being prepared with the 

correct knowledge to reduce the weaknesseffectively (Annarelli & 

Nonino, 2016). However literature stated that  resilience in 

organizations are challenged by lack of commitment,lack of 

knowledge and lack of resources .Therefore the decline of employees 

behaviour towards  a task has lead to high human errors in 

organizations .This capability is developed inside the cooperative 

organisation by experience (Wing & Wai, 2009). It strengthens 

organisation's resilience, creates a compelling situation and works 

towards shared objectives to achieve the organizational company’s 

goals.  

 

2.3.1. Collective Commitment 

Workers in an organisation are the agents (Allen & Meyer, 

1990). The activities are representative of organisational actions. It is 

now widely acknowledged that committed employees are the 

organization's most valuable resource and capital. Commitment as a 

behaviour identifies those who labour for the welfare of the company 

and assume full responsibility for its improvement (Allen & Meyer, 

1990). The personnel are happy to be affiliated with the company 

and they want to improve it in any way they can (Wangnild, 2009). 

When this feeling originates at the operational level, it becomes the 

collective viewpoint of the organisation and strengthens it to create 

persistence.(Lengnick-Hall et al, 2011). The study’s hypotheses: 

 

Hypothesis 1 (H1): The collective sense of commitment has a positive 

effect on organisational resilience. 

 

2.3.2. An Internal Organization Communication 

An organisation must successfully exchange ideas and 

information through communication. Employees had the required 

knowledge to execute their workas they had access to correct and 

authentic information (McManus et al., 2008). Furthermore, 

communication builds the necessary trust for the environment among 

workers to motivate and promote one another. As a result, open 

communication promotes trust and prepares workers to interact with 

a problem by developing a feeling of community (Connor & 

Davidson, 2003). The tools and system of communication used by an 

organisation help to describe its culture (Annarelli & Nonino, 2016). 

This is because good communication is dependent on the 

organization's effectiveness, it is necessary to go through hardship 

and be cooperative during challenging conditions(Wangnild, 2009). 

An organisation with a robust communication system improves 

workers’ comprehension oncrises, making it more persistent. 

 

Hypothesis 2 (H2): The collective perceived communication has a 

positive effect on organisational resilience.  

 

2.3.3. Collective Community 

Workers form an organisation  (Lee et al. 2013). It operates 

successfully if the organization's members have a positive opinion of 

the community.McManus et al. (2008) emphasised the significance 

of organisational adaptation as a reaction to both internal and 

external stressors. Employees of organisations who have a sense of 

community with one another are more likely to exchange knowledge 

and help one another by exchanging information (Annarelli & 

Nonino, 2016).The information reduces ambiguity among employees 

of the organisation, allowing them to complete duties more 
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efficiently. People who have a stronger sense of community work 

harder to overcome organisational difficulties (Lee et al., 2013). 

Furthermore, workers collaborate to deal with organisational 

disruptions and effectively exit the crisis scenario.Hypothesis 3: 

 

Hypothesis 3 (H3): The collective sense of community has a positive 

effect on organisational resilience. 

 

2.3.4. Collective Competency 

Capable workers contribute their capabilities and perform when 

directed to use them.An organisation is considered a bundle of 

knowledge workers (Lengnick-Hall et al., 2011). The capability of 

workers to anticipate challenges from numerous perspectives allows 

them to be clear of the issue and fix it instantly (Connor & Davidson, 

2003).Additionally, a business teaches its employees how to deal 

with acrisis. The organization's community participates in enhancing 

job performance by bringing their skills to the table. Furthermore, 

individuals inside organisations make every effort to resolve 

challenges utilising their combined abilities (Hamel & Valikangas, 

2003). When this communal perception of capability was triggered, 

it made an organisation more robust.  

 

Hypothesis 4 (H4): The collective sense of competence has a positive 

effect on organisational resilience. 

 

2.3.5. Collective Connectedness  

Companies are indeed a net of interconnections. Powerful 

organisations have strong interrelationships at all levels of their 

structure, whereas weak organisations have poor interrelationships 

among their personnel. This sense of belonging heightens 

organisational resilience (Connor & Davidson, 2003; Wangnild, 

2009). Although connectivity inside the organisation is significant, 

connectedness with industry stakeholders outside the company is 

also crucial (McManus et al., 2008) because crises can occur both 

internally and externally This link boosts employee involvement., 

and having an outside link with the industry aware the organisation 

of industry’scircumstances that may have a favourable or negative 

impact on the organisation (Hamel & Valikangas, 2003). This 

connection comes with a collective conscience for all industry 

workers to handle the problem that may affect everyone. The 

information shared allows for the discussion of plans among industry 

workers to deal with the situation (Annarelli & Nonino, 2016). As a 

result, this interconnectedness allows the organisation to be more 

flexible. The hypothesis of the study is: 

 

Hypothesis 5 (H5): The collective sense of connectedness has a 

positive effect on organisational resilience. 

 

2.3.6. Collective Coordination 

Companies are mechanisms that need cooperation among those 

who operate inside them. This synchronization is the framework that 

allows the company to function well as a cooperatively regulated 

organism. (McManus et al., 2008, Wangnild, 2009). To have the feel 

of the organisation, the actions within it must be coordinated; else It 

just becomes a bunch of individuals with competing interests. 

(Connor &Davidson, 2003).Collaborationin the organisation helps 

the organisation to operate collectively to efficiently complete the 

assigned duties as well as assess the vulnerabilities that are currently 

affecting the organisation and may impact in the future (McManus et 

al., 2008). Individual efforts enable coordination, which is necessary 

to correctly divide work among employees. (Vargo & Seville, 

2011).Furthermore, coordination allows for the prescription of new 

ways to do organisational activities, as well as foreseeing and 

preparing for upcoming issues that may have an impact on the 

business (Metcalfe, 1994).When a company improves its 

communication with its workers,  it will be less vulnerable and 

persistent. 

 

Hypothesis 6 (H6): The collective sense of coordination has a 

positive effect on organisational resilience. 
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2.4 Contribution to Knowledge  

There is extensive amount of research in the field of employee 

behaviour and organizational resilience  around the globe. The 

Government of Malaysia awards the MSC status to eligible foreign 

and local businesses related to ICT. The status enables these 

businesses to access attractive privileges, incentives, and rights, 

which are introduced to promote sustainable growth for the 

companies, the industry, and the Malaysian economy as a whole. 

Approximately 3,241 companies with active MSC Malaysia status 

generated total revenue of RM47.1 billion and created about 167,044 

jobs. This demonstrates that MSC Malaysia is poised to be the leader 

in the development of digital economy.Limited information is 

currently available in the empirical research and literature with 

respect to what encourages employees to exert their resilience 

behaviors (Horne III & Orr, 1998; Riolli & Savicki, 2003; Therese 

Sonnet, 2016) 

 

This study intends to bridge the knowledge gap existing in research 

related to behavioural streams playing a role towards achieving 

organisational resilience in the Malaysian MSC status organisational 

context. Employee behavioural capacity is displayed through an self 

determination and self motivation-based principle in organisations. 

Through this transformation of information, employees’ work stress 

is lowered as their cognitive and decision-making capabilities are 

strengthened and hence, resilience is fostered. Addressing disaster 

resilience as a system theory would place emphasis on understanding 

individual capacities and how they interact to generate resilience 

(Hartvigsen, Kinzig, & Peterson, 1998). This interaction could 

provide insights into those capacities that would contribute most 

likely to positive emergent behaviour and improve disaster resilience 

within a specific context (Zhou, Wang, Wan, & Jia, 2010). Systems 

theory is characterised by individuals’ ability to learn from their 

environment. This learning aims to bring about adaptation or change 

to the work system to help it survive or absorb shocks in the 

organisations.Thus, the objective is to investigate the role of 

behavioural streams among employees in attaining organisational 

resilience . 

 

Given that a clear knowledge gap exists, this present study aims 

to demonstrate the effectiveness of the relationship between the six 

behavioural streams  contributing directly towards improving OR. To 

this end, theoretical perspectives from Horne and Orr (1998) and self 

determination theory  are utilised. 

 

3. Methods 

This research looks into the link between the companies’ 

capability and organizational endurance. using a quantitative cross-

sectional design. The sample for this research came from companies 

recognized with Malaysia's MDEC.Employees of MDEC-registered 

organisations served as subjects for this study. Employees of MDEC-

registered organisations have prior entrepreneurial experience and 

are accustomed to working under pressure and in stressful situations.   

 

3.1. Sample Selection 

The sample size for this investigation was determined using 

GPower version 3.1.  Based on a power of 0.95 and a sample size of 

0.15, with six predictorsthe number of participants comprised 153. 

However, in the structural and measurement model, the total sample 

size should be 10 times the size of the channel (Chin, 2010). As a 

result, the sample size has to be greater than 150. To avoid problems, 

300  questionnaires were distributed to 10MDEC-registered 

organisations. A total numberof 205 questionnaires were received 

and only 171were usable. Table 3.1 below shows the research design 

emements applied in this research.   
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Table Error! No text of specified style in document..1:Research design elements 

Research Design Element Explanation 

Nature of study Exploratory Literatureon this area of research was insufficient. 

Specifically, limited empirical research was available on the 

link between behavioural factors and its effect towards 

organisational resilience from the information system 

viewpoint. 

Role of theory Theory 

testing 

The deductive model tested between the role of employee 

behaviours and organisational resilience. 

Sampling process Purposive 

sampling 

Purposive sampling to select respondents’ companies was 

subjected to companies registered under MDEC. 

Data collection 

technique 

Survey Phase 1: The aptness of the questionnaire and appropriateness 

of the scale used were validated through a pre-test survey on 

four experts. The pre-test was conducted using the Delphi 

technique, which strengthened the questionnaire validation 

process before the actual survey was conducted.  

Phase 2: Based on the G-power table, a sample size of 153 

was needed. Nevertheless, questionnaires were distributed to 

300 employees working in companies registered under 

MDEC. 

Researcher 

interference 

Minimal During the data collection process, the researcher did not 

inhibit the natural course of activities or work processes of 

the respondents. 

 

 

 

3.2. Research Instrument  

Reasonable questions were designed. so that responders could 

readily comprehend and answer with their ideas.Prior studies were 

used to develop the research questions. Five elements were used to 

assess organisational members' community behaviour. An example 

of a question was 'As a team, we feel accountable to handle the 

disturbancesofthe organization's efficiency(Lee et al. 2013).The work 

of Connor and Davidson (2003) showssubstantiation that 

collaborative expertise can be used as an aid to help an organisation 

to stand strong. Additionally, five statements were used to measure 

the employees' collective competency, with a typical statement being 

'I address crises efficiently  at work.' An issue to consider is the 

viewpoint of connectedness in the organization's environment. 

Connor and Davidson's (2003) study provides plausible 

alternatives.An example of a statement  used to examine the 

connection among organisational personnel is, ’'I can share my 

problem-solving skills with colleagues and partners.' Work Allen and 

Meyer (1990) and McManus et al. (2008) present deep knowledge of 
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the current obligation and contribute to the organization's 

achievement.This commitment of organisational personnel was 

measured using five statements, one of which was 'I discuss my job 

and duties with other individualsto think out of the box.' 

 

Besides the essential element of the structure is communication. 

McManus et al. (2008) and Connor and Davidson (2003) both 

emphasise the significance of communication in a workplace. Five 

variables have been used to evaluate the employee's communication, 

one of which was 'I am informed and updated of the embedded 

knowledge onteamwork.’ McManus et al. (2008) and Connor and 

Davidson (2003) examined the state of cooperation in organisations. 

Five statements were used to estimate coordination, with one such 

statement being "I can analyse and negotiate with staffs to manage 

circumstances efficiently.Wing and Wai's definition of organisational 

resilience was used to conceptualise it (2009). Six statements were 

used to assess organisational resilience, with one example being 'My  

companyprovide  chances to benefit from adverse situations''. 

 

3.3 Data Analysis: Pre-test  

 

Data analysis was performed using Quantitative Approach for 

Delphi (Rounds 1, 2, and 3). The Delphi technique is a 

communication structure utilised to critically discuss and evaluate 

issues pertaining to a questionnaire(Mullen, 2003). Even though this 

technique is widely used for the qualitative survey method,it also has 

application in the quantitative research area (Turoff, 1975; Turoff & 

Linstone, 2002). In this study, which employed a quantitative 

research approach, the Delphi technique aided in reaching a 

consensus on the configuration of the survey and research agendas. 

Expert consensus could help validate the subjective judgment of a 

quantitative researcher. It could be applied to determine proper labels 

to infer from loadings in factor analysis, principal components 

analysis, structural equation modeling, partial least squares 

modeling, and other statistical procedures concerning latent variables 

inferred from measured indicator variables. In general, extensive 

questionnaires are passed to the panel of experts and their responses 

are synthesised and then utilised as feedback to the panel in the 

following round of questionnaires, for a series of rounds. These 

experts usually do not interact directly with each other but instead 

only provide responses to the researcher. 

 

The questionnaire used in this research comprised the following 

sections: 

 

I. Employee Demographic Information – Encompassed 

general aspects of employees such as age, marital status, 

qualification, and work experience.  

II. Indicators – Illustrated the desired behaviour of employees 

in handling ambiguities and difficulties in the workplace, 

and spread information, and how employees respond to 

uncertainties in various ways. 

III. Item – Utilised as the assessment criteria to gain proof of 

applying behavioural and resilience knowledge in real 

practice. 

 

 

Since expert opinion was sought, purposive sampling was 

needed in which participants were chosen based on their expertise to 

answer the research questions and not to represent the general 

population. Hence, the experts were chosen based on their: (i) 

knowledge and familiarity with the subject examined; (ii) capacity 

and readiness to participate; and (iii) availability to take part in the 

Delphi process (Marchau & van de Linde, 2016). This study’s 

experts comprised two Shell Refinery Team Leads in the Disaster 

and Recovery Department, one from the IT and Development Unit of 

GE Power, one professor (expert in Partial Squared-PLS and 

methodology), and one consultant from an IT outsource company in 

Cyberjaya. The data were analysed using Central Tendency 

Measurement: Medium and Interquartile Range (IQR).  
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3.3.1 Analysis of Delphi Round 1 

 

The Delphi method involves a series of rounds to achieve 

consensus in which different activities will occur at each round. Care 

and attention are crucial to develop the initial broad question that is 

the Delphi’s focus since if respondents fail to comprehend the 

question, there is a possibility for them to give unsuitable answers 

and/or become irritated (Hsu & Sandford, 2007). Therefore, in this 

research, Delphi Round 1 was conducted to brainstorm. The experts 

were asked to suggest rephrasing and provide any rationale for their 

choices. The questionnaires, which were distributed to them, were 

completed and given back to the researcher. Then, the findings of 

Round 1 were examined based on the research paradigm, i.e. 

summary statistics (medians plus upper and lower quartiles). 

 

3.3.2 Analysis of Delphi Round 2 

 

The responses from Round 1 were aggregated and analysed. All 

the experts were requested to answer the questionnaire, which was 

arranged in a 7-point Likert scale. This scale was used in this 

research for several reasons. Firstly, reliability is optimised with 

seven response categories (Colman et al., 2011). Next, Miller (1956) 

contended that the human mind has a span of total judgement 

capable of distinguishing around seven different categories. Other 

studies have stated that a 7-point scale resulted in a stronger 

correlation with t-test outcomes (Lewis,1993). In this research, the 

questionnaire was distributed via email and whatsapp ; therefore, a 7-

point Likert scale also appeared to be suitable for electronic 

distribution (Finstad,2010). In Delphi Round 2, data were analysed 

using Central Tendency Measurement: Medium and Interquartile 

Range (IQR), whereby the latter was utilised by every item to 

determine the level of consensus amongst the panel of experts. 

Finally, items with a lack of consensus were identified. 

 

3.3.3 Analysis of Delphi Round 3 

The questionnaire of Delphi Round 3 was similar to Round 2. 

Consensus was reached in Round 2 and there was no need to do 

Round 3. Thus, the outcome of Round 2 was taken as the outcome of 

Round 3.  

 

3.4  Delphi Data Analysis 

Once the Delphi panel was formed, each panel member was 

contacted via email, telephone or face-to-face. All the panel 

members were briefed on the research objectives and what was 

expected from their participation. This group of experts had the 

choice of providing their responses via email or writing directly on 

the questionnaire (hardcopy or softcopy). For Round 1, panel 

members were given seven days to complete the questionnaire. A 

reminder email was sent two days before Round 1 submission due 

date to panel members to complete their task. In addition, the due 

date was extended for three days for members who could not submit 

the questionnaire within the time limit. The data collected from all 

three Delphi rounds were then analysed using MS Excel.  

 

After each Delphi round, the degree of importance and 

consensus were vindicated prior to making any interpretation. In 

various past studies (Balasubramanian & Agarwal, 2012; Vernon & 

Vernon, 2009), as references for the degree of importance and 

consensus, group response median value and interquartile range 

distribution were commonly used. In this study, median, interquartile 

range, and quartile deviation of data from Rounds 1, 2, and 3 were 

used in the analysis of consensus data. After identifying the median 

value, interquartile range, and quartile deviation, items were 

classified based on the consensus and importance levels. In the 

present research, consensus level was divided into three while 

importance level had two. The consensus level was recorded as: (i) 

high, if the quartile deviation was lower or equal to 1; (ii) medium, if 

the quartile deviation is between 1 and 2; and (iii) no consensus, if 

the quartile deviation is above 2. On the other hand, importance level 

was considered very high when the median value is above 5 and low 
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when the median value is 5 or below. In this research, items with 

very high importance level and high consensus level were utilised to 

develop the organisational resilience assessment criteria.  

 

3.5. Multivariate Normality 

As a result, the partial least squares approach did not need 

multivariate normality of the data. However,  following Peng and Lai 

(2012)'s recommendation, the multifactorial normality of data was 

tested rather than making broad prior assumptions.The Web power 

online application was used to evaluate the multivariate normality of 

the research data. The multivariate skewness and kurtosis 

coefficients, as well as p-values, of the Mardia, were computed.  The 

results demonstrate that the multivariate normality assumption for 

the data was rejected with a p-value less than 0.05, suggesting that 

the data is abnormal. (Cain, Zhang & Yuan, 2017). 

 

3.6. Data Analysis Method 

The PLS-SEM was used because of the non-normality data. 

Thefinding of the study was presented following Hair, Ringle, and 

Sarstedt (2014) guidelines for the PLS-SEM. The indicator 

dependability on an attribute stageis recommended to have a 

standardised indicator loading of 0.70, whereas the item loading for 

exploratory investigations is 0.40. Internal consistency was evaluated 

using Cronbach's alpha and composite reliability. Both values are 

advised to be 0.70 or above. The median retrieved deviation value 

for each construct must be 0.50 or higher. The coefficient represents 

the amount of input of the variable's effect on the output relationship. 

The r2 is a measure of how well the input factors explain the output 

variables. The impact size (f2) and Q2 is the model's measure. The 

model effect size (f2) quantifies how much each input variable 

influences the outcome of the variable. Cohen's (1988) research 

makes recommendations for reading the (f2). The big, medium and 

tiny effects represent the effect sizes of 0.32, 0.15, and 0.02 

correspondingly. The Q2 variable shows the model's predictive 

relevance, or how accurate the input variables are in predicting the 

output variables.  Q2 values of 0.02, 0.15, and 0.35 show that the 

model has moderate, medium, and significant predictive relevance, 

respectively (Haier et al., 2014). 

 

 

4. Results 

       4.1. Descriptive Statistics 

A total of 171 samples were obtained from Malaysian companies, 

were certified with the MDEC. The majority of responses were men 

(63.2 %). The respondents aged 30 and up made about 80 % of the 

sample. The samples were married  made up to (48.6 %). The 

percentage of the respondents had a college education (84.2 percent 

). Work experience ranging from 6 to 10 years (39.1 percent )and 1-5 

years of experience (20.5%) were the two largest categories of 

responders. The rest have more than ten years of job experience. 

Malaysians made up the majority of those who responded (76.1 % ).    

 

Table 2. Respondents’ Profile 

 

  n %     n % 

Gender  
   

Age 
  

Male 10

8 

63.2 
 

Less than 30 years of age 
32 18.7 

Female 63 36.8 
 

30-39 years of age 80 46.8 

Total 17

1 

 
 

40-49 years of age 
38 22.2 

    
50-59 years of age 21 12.3 
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Education    60 years of age or above 0  

SPM 
 0 0 

 
Total 17

1 
 

Diploma 35 20.5 
  

  

Degree   

90 
52.6 

 
Marital Status   

Master   

19 
11.1 

 
Single 

57 33.3 

Others 27 15.8 
 

Married 83 48.6 

Total 17

1 
 

 
Divorced 

18 10.5 
 

  
 

Separated 0 0 

Working 

Experience 

  
 

Widowed 
13 7.60 

1-5 years ago 
35 20.5 

 
Total 17

1 
 

6-10 years ago 67 39.1     

11-15 years ago 28 16.4 
 

Nationality   

16-20 years ago 
18 10.5 

 
Malaysian 13

0 

76.1 

21-25 years ago 16 9.4 
 

Non-Malaysian 41 23.9 

Over 25 years ago 
07 4.1 

 
Total 17

1 

 

Total 17

1 
 

 
 

  

 

 

4.2. Validity and Reliability 

Hair et al. (2014) propose composite reliability of 0.6 or higher 

for each construct. According to Table 3, the composite 

dependability for each construct was 0.65 or higher. The composite 

reliability  represents the cross-functional and cross-evaluation of 

each construct's question items and the result shows the minimum 

value is 0.7.As a consequence, the Cronbach's CR values show that 

the constructions are reliable.To establish convergent validity and 

demonstrate a unidimensionality, the average value extracted (AVE) 

for all items in each construct must be greater than 0.50. It 

demonstrated that items had adequate convergent validity. To test the 

discriminant validity, the loading and cross-loading for each item 

must be examined.The data revealed that the item loads on their 

respective variables matched the reliability and validity 

assumption.The findings are shown in the Table 3. The verification 

for the Fornell-Larcker criterion is another test for discriminant 

validity. The HTMT ratio is asuggested test for discriminant validity. 

For the study to be valid, the HTMT values must be 0.90 or less. The 
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results displayed in Table 4 ; the annexure demonstrated that there 

was no indication of discriminant validity in this study.This is the 

absolute contribution method (Hair et al., 2017), which researchers 

must know since dropping formative indicators according to 

bootstrap outer loading assessment can cause poor content validity. 

Nevertheless, in this research, all the indicators were reflective; 

therefore, dropping reflective indicators may not affect content 

validity. Figure 1 illustrates the final measurement model after 

deletion of the items. 

 

 
 

Figure 1 :Final Measurement Model 

Table 3.Analysis of  Reliability 
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Variables Number of Items Composite reliability AVE VIF 

Commitment 5 0.861 0.555 2.012 

Communication 5 0.876 0.702 0.866 

Community 5 0.853 0.745 1.095 

Competency 5 0.904 0.653 1.325 

Connection 5 0.683 0.612 1.213 

Coordination 5 0.877 0.705 1.051 

Org Resilience  5 0.881 0.597 - 

Note: Org Resilience : Organisational Resilience; AVE: Average Variance extracted 

 

 

Table4. Discriminat Validity 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fronell-Larcker Criterion 

 CommitmentCommunication Community Competency Connection Coordination Org Resilience  

Commitment 0.745       

Communication 0.648 0.838      

Community 0153 0.055 0.863     

Competency 0.467 0.408 0.074 0.808    

Connection 0.278 0.343 -0.188 0.104 0.782   

Coordination 0.188 0.1 0.11 0.022 0.02 0.839  

Org Resilience 0.419 0.262 0.03 0.154 0.082 -0.105 0.773 

Heterotrait-Monotrait Ratios 

Commitment ------       

Communication 0.797 -----      

Community 0.215 0.089 ------     

Competency 0.54 0.486 0.144 ------    

Connection 0.372 0.471 0.241 0.143 ------   

Coordination 0.227 0.108 0.147 0.101 0.083 ------  

Org Resilience 0.488 0.297 0.064 0.164 0.132 0.133 ------ 
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4.

3. Path Analysis 

 

R2 calculation for dependent latent 

variables, also known as coefficient of 

determination, is utilised to measure the 

structural model (Urbach & Ahlemann, 2010; 

Ghozali, 2008; Moran 2006; Ringle et al., 2005). 

The R² value signifies that the model fitness 

with the hypothesised relationship is in line with 

the fact that PLS is fundamentally a regression 

analysis(Hulland, 2002; Schwager & Etzkorn, 

2017). According to Cohen (1989), R2 values 

that are higher than 0.26, 0.13, and 0.02 are 

considered substantial, average, and weak, 

respectively(Cohen, 1998; Parker & Hagan-

Burke, 2007).This study’s tested model attained 

an R2
(adj) of 0.189 ,as shown in Table 4. This 

finding implied that the model indicates that the 

role of employee behavioural streams of ICT  

employees  has average explained in variance 

towards enhancing organisational resilience. 

 

 

Stone and Geisser’s Q² (Geisser, 1975; 

Stone, 1974) is frequently employed to evaluate 

predictive relevance and it can be calculated via 

the blindfolding technique(Geisser, 1975; Stone, 

1974). Blindfolding is a resampling technique 

which methodically eliminates and estimates 

each data point of indicators in the reflective 

measurement model of endogenous 

constructs.Blindfolding deletes data from the 

data set according to a predetermined distance 

value (any number from 5 to 12) termed D 

(Chin, 2010). If the resulting Q² value is larger 

than 0, this implies that exogenous constructs 

possess predictive relevance for the examined 

endogenous constructs (Fornell & Larcker, 

2006). The model has high prediction accuracy 

if the prediction is close to the original values. 

Findings in Table 5 shows that the predictive 

relevance of Q² of organisation resilience is 

0.113, respectively. Hence, the model had 

sufficient predictive relevance based on the 

endogenous constructs (organisational 

resilience) because the Q² values were 

considerably above zero.  

 

 

Table5: R2 and Blindfolding Analysis 

  
R Square R Square Adjusted 

Organization Resilience  0.217 0.189 
   

 

  
SSO SSE Q² (=1-SSE/SSO) 

Commitment  855 855 
 

Communication 513 513 
 

Community 342 342 
 

Competency 855 855 
 

Connection 684 684 
 

Coordination 513 513 
 

Organization Resilience  855 758.003 0.113 
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Table6. Hypothesis testing  
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H1 Commitment➔ OR 0.508 0.485 0.092 5.509 0* 0.381 0.679 0.16 MEDIUM EFFECT Supported 

H2 Communication➔ 

OR 

0.002 0.013 0.095 0.021 0.492 -0.175 0.143 0.00 NO EFFECT Not 

Supported 

H3 Community➔ OR -

0.031 

-0.018 0.089 0.348 0.364 -0.196 0.092 0.00

1 

NO EFFECT Not 

Supported 

H4 Competency➔ OR -0.072 -0.048 0.07 1.039 0.149 -0.251 0.008 0.00

5 

NO EFFECT Not 

Supported 

H5 Connection➔ OR -0.054 0.034 0.109 0.497 0.309 -0.289 0.074 0.00

3 

NO EFFECT Not 

Supported 

H6 Coordination➔ OR 0.295 0.299 0.081 2.408 0.008* 0.283 0.355 0.04

6 

SMALL EFFECT Supported 

 

Note: OR: Organisational Resilience 

p <0.05; f2: 0.02 – small effect size, 0.15 – medium effect size, 0.35 – substantial effect size (Cohen, 1988);LL < Beta Value <UL means good 

confidence interval (CI)
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Table 6 above , shows the standardised path 

coefficients, t-values, and significance level. The 

path coefficientfor the organisational 

commitment based on the organisational 

resilience was ( t =5.509, p = 0), indicating that 

the H1 is  supported. According to the findings, 

organisational commitment has a positive impact 

on organisational resilience. The path coefficient 

fororganisational communication on 

organizational resilience was (t = 0.021, p = 

0.492), indicating that organisational 

communication has a negative and negligible 

impact on organisational resilience. The 

outcomes demonstrated that the H2 was not 

justified.The path coefficient for organisational 

community was (t= 0.348, p = 0.364) indicating 

that organisational community has a negative 

and negligible impact on organisational 

resilience. The or the influence of organisational 

community perception on organisational 

resilience.Therefore the outcomes demonstrated 

that the H3 was not supported. The path 

coefficient for the organisational competency 

and and connection  on organisational resilience 

was (t= 1.039 p = 0.149) and (t= 0.497 p = 

0.309), indicating that competency and 

connection has a negative influence on 

organisational resilience hence rejecting H4 and 

H5 . The path coefficient for coordination to 

organisational resilience was (t= 2.408, p = 

0.008), showing that organisational coordination 

had a positive and significant impact on 

organisational resilience; it provided evidence 

for H6 support.  

 

5. Discussion 

All MSC-certified firms generate goods and 

services to drive the economy, but they differ in 

their resilience. The current study attributes 

resilience to the collective internal resources 

available to the organisation in the form of its 

employees and the relationships they make while 

working at the firm.Six hypotheses were created 

to investigate the influence of business 

sustainability among Malaysian MSC status 

enterprises registered with the MDEC: collective 

dedication, communications, society, 

competence, linkage, and organized 

cooperation.The first hypothesis attempted to 

analyse the effects of the organization's notion of 

collective commitment on enterprise resilience. 

The result was positive  and significant, 

indicating that enterprise-level commitmmentis 

contributing to enterprise resilience the second 

hypothesis was to look at the effect of 

information on organization communication 

capability towards enhancing 

resilience.Communication was shown to have no 

major effect on organization durability, 

producing a negatively significant outcome. As a 

result, we believe that communication has little 

influence on enterprise resilience.  

 

Set of hypotheses examines the impact of 

collective community perception on enterprise 

resilience. The study lends credence to the 

argument that broader community opinion has a 

unfavourable impact on company sustainability. 

The findings support prior studies on the 

influence of collective community perception on 

company endurance that the resilience in the 

organizations will be enhanced with an 

introduction of  moderation such as simplified 

tools and IS Artefacts(Velu et al., 2019).The 

fourth set of hypotheses investigates the impact 

of collective competency perception on 

enterprise resilience. The findings provide 

evidence to the argument that collective 

competency has an unfavourable and 

insignificant impact on enterprise resilience. 

This indicate that future research need to look 

into an efficiency methods and tools to upgrade 

the employees competency in improving 

enterprose resilience . The fifth set of hypotheses 

investigates the impact of collective link or 

connection on enterprise resilience. The research 

provides weight to the idea that broader 

employee connection opinion image has a 

insignificant effect on company endurance. The 

findings are consistent because of the technology 

and digital transfromation era whereby the 

connection among employees are not visible and 

employees are more focus and connected thru 

the intenet and technology media to improve the 

resilience . Therefore future studies should focus 

on moderation effect on  improving 

organizational resilience.The sixth hypothesis 

analyses the effect of perceived group 

coordination on organization endurance.This 

study adds thought to the notion that collective 

community perception has a direct influence on 

company stability  The outcome is consistent 
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with previous studies on the role of collective 

coordinating perspective in the context of risk. 

 

6. Conclusion 

 

This research is an intentional endeavour to 

improve understanding of organisational 

resilience by developing and testing novel 

models (Annarlli & Nonino, 2020). We associate 

the organisational collective view of the people 

to organisational resilience by shaping 

organizational resilience to be the ability attitude 

of the corporationn(Abubakar et al., 2021). The 

study's findings show that organisational 

employees' collective attitudes regarding the 

organisational society, expertise, linkage, and 

synchronization have a significant impact on 

their view of organisational resilience. 

According to this study, people's beliefs of being 

a resource boost organizational efficiency. 

(Burnard & Bhamra, 2019) andcontributes to the 

concept by offering a coherent viewpoint basis 

as well as varied understandings of 

organisational resilience to arrive at conclusions 

of how the communal contribute to corporate 

sustainability when aggregated.This research 

adds to past studies to study and deepen 

understanding of organizational resistance as a 

mechanism that can be evaluated and improved 

throughout the period.The study's findings imply 

to managers and policymakers that people are an 

organization's most valuable resource. The 

favourable synergy among personnel allows the 

organisation to become more robust. As a result, 

management must undertake ways to create a 

more resilient organisation(Florek-Paszkowska 

et al., 2021).In addition, authorities must 

develop a benchmarking system in which 

organisational resistance is recognised as a 

useful resourceto achieve a successful business, 

nationwide.Aresistant enterprise in the country 

benefits the society’s well-being, and companies 

functioning underregular situations may be 

guaranteed profitability as well. 

 

The study's limitation is that it sought to 

assess companies endurance strength based on 

the collective perspective of the individuals in 

the company and the perception of an internal 

social structure.Other features of resilient 

origination were unable to be accommodated, 

such as role clarity, response mechanism, or 

other structural factors. Future research can 

increase the model's contribution to a better 

analysis of organizational durability by 

integrating these properties.The influence of 

collaboration and motivation on organizational 

support, on the other hand, was shown to be 

unfavourable in this study. Future studies should 

focus on the intricacies of how communication 

and devotion might increase strategic flexibility. 

Future research should look at how time affects 

perseverance as capacity fluctuates with the 

organisation across duration. It helps managers 

to see persistence as a capacity that must be 

improved significantly.  
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