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Abstract—Sustainable Employee Performance has 
emerged as an important perspective for understanding 
organizational sustainability, yet the relationships among 
Sustainable Human Resource Management, Workforce 
Agility, and Organizational Commitment remain 
insufficiently integrated. This study aims to map the 
development of research on Sustainable Employee 
Performance, identify major themes and research gaps, 
and develop an integrative framework linking Sustainable 
Human Resource Management and Workforce Agility to 
Sustainable Employee Performance through 
Organizational Commitment. The study combines 
bibliometric analysis using VOSviewer and a Systematic 
Literature Review following the PRISMA 2020 guidelines. 
Literature was retrieved from Scopus, ScienceDirect, and 
Emerald, resulting in 55 studies selected for analysis. The 
findings indicate that employee performance, 
commitment, Sustainable Human Resource Management, 
agility, and sustainability are increasingly interconnected, 
but their integration into a single framework remains 
limited. An initial pilot study involving 111 furniture 
industry employees and five informants found that H1–H7 
were not statistically supported, while the model showed 
low explanatory and predictive capability. These findings 
indicate the need for further refinement of the 
measurement instruments, model structure, and sample 
representation before the main study. The study 
contributes an integrative research direction for 
explaining sustainable employee performance as part of 
organizational sustainability. 
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I. INTRODUCTION 
 

1.1 Background and Research Context 
Organizational sustainability increasingly requires 

attention to how employees can maintain performance in 
the long term. Sustainable Employee Performance is not 
only related to the achievement of work results, but also 
the organization's ability to maintain the welfare, 
adaptation, and sustainability of employee contributions. 
Sustainable Human Resource Management plays an 

important role because it connects human resource 
management with organizational sustainability [37], 
[48], [65]. At the same time, workforce agility is 
becoming increasingly important as the changing 
environment demands that employees be able to adapt 
and respond quickly to change [23], [30]. Organizational 
commitment can also strengthen the relationship 
between HR practices and employee performance [4], 
[46]. In this context, this study views sustainable 
employee performance as a new approach to 
understanding organizational sustainability. 
1.2 Problem Statement 

Although sustainable employee performance is 
getting more attention, research on the factors that 
shape performance is still developing. Sustainable 
Human Resource Management has been linked to 
sustainable employee performance, but the relationship 
has not fully explained how organizational commitment 
and workforce adaptability work together [26], [37]. 
Workforce agility also demonstrates the importance of 
employees' ability to cope with change, but its 
relationship to organizational commitment and 
sustainable performance is still not widely synthesized 
[23], [30]. This condition shows the need to integrate the 
perspective of human resource management, agility, and 
commitment in understanding sustainable employee 
performance as part of organizational sustainability. 
1.3 Research Gap 

The available literature points to four key gaps. First, 
there is an integration gap because Sustainable Human 
Resource Management, workforce agility, and 
organizational commitment are more often studied 
separately. Second, there is a construct gap because 
sustainable employee performance is still relatively new 
compared to the traditional performance concept [34], 
[37]. Third, there is a synthesis gap because the 
relationships between constructs have not been 
systematically mapped through bibliometric analysis and 
systematic literature review. Fourth, there is a contextual 
gap because the empirical evidence on the furniture 
industry is still limited, even though the industry faces 
the demands of sustainability, technological change, and 
the need for an adaptive workforce [56], [60], [70]. 
Therefore, a more integrated synthesis of literature is 
needed to build the next direction of research. 
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1.4 Research Questions 
Based on these gaps, this study is directed to answer 

several key questions. First, what are the developments 
and research trends regarding sustainable employee 
performance, Sustainable Human Resource Management, 
workforce agility, and organizational commitment in the 
academic literature? Second, what are the most 
dominant conceptual themes and relationships in the 
study? Third, how does Sustainable Human Resource 
Management and workforce agility relate to 
organizational commitment and sustainable employee 
performance? Fourth, how does organizational 
commitment act as a mediation mechanism in the 
relationship? Fifth, what research gaps are still open, 
especially in the context of the furniture industry? These 
questions are the basis for building a conceptual 
framework for research. 
1.5 Research Objectives 

This study aims to map the development of research 
on sustainable employee performance through 
bibliometric analysis and systematic literature review. In 
particular, this study aims to identify publication trends, 
main themes, interconstruct relationships, as well as 
conceptual developments of Sustainable Human 
Resource Management, workforce agility, organizational 
commitment, and sustainable employee performance 
[66]. In addition, this study aims to synthesize evidence 
regarding the relationship between variables and 
identify research gaps that remain unanswered. The 
results of the synthesis are then used to develop a 
conceptual framework that explains how Sustainable 
Human Resource Management and workforce agility can 
support sustainable employee performance through 
organizational commitment, taking into account the 
context of the furniture industry. 
1.6 Research Contributions 

This research provides a theoretical contribution by 
integrating Sustainable Human Resource Management, 
workforce agility, and organizational commitment to 
explain sustainable employee performance as an 
organizational sustainability perspective. 
Methodological contributions were made through a 
combination of bibliometric analysis and systematic 
literature review based on the PRISMA 2020 guidelines, 
so that knowledge development can be systematically 
mapped [52], [58], [66]. In practical terms, this research 
provides a basis for organizations to understand that the 
sustainability of employee performance depends not 
only on HR practices, but also on the adaptability and 
commitment of employees. The context of the furniture 
industry also provides space for the development of 
research agendas that are more relevant to the 
characteristics of labor-intensive industries [56], [60]. 

 
 

II. LITERATURE REVIEW 
 

2.1 Sustainable Human Resource Management 
Sustainable Human Resource Management is an 

approach to human resource management that balances 
organizational needs, employee well-being, adaptability, 
and long-term sustainability [65]. This approach sees 
employees not only as a source of productivity, but as 
an essential part of the organization's sustainability. 
Research shows that Sustainable Human Resource 
Management practices can support sustainability-

oriented behaviors and performance [37], [48]. The 
practice can also build employee commitment to the 
organization and the changes needed to achieve 
sustainability goals [46], [50]. Thus, Sustainable Human 
Resource Management is the main foundation in 
explaining sustainable employee performance. 
2.2 Workforce Agility 

Workforce agility refers to the ability of employees to 
respond to change quickly, flexibly, and effectively. This 
capability becomes increasingly important as 
organizations face technological changes, customer 
demands, and uncertainty in the business environment 
[30]. Athamneh and Jais point out that empowerment 
and job satisfaction can strengthen employee agility 
[23], while Chen et al. emphasize the importance of the 
workforce's dynamic capabilities in supporting 
organizational adaptation [7]. Workforce agility can also 
drive employees' ability to maintain performance under 
changing conditions [31], [32]. Therefore, workforce 
agility is seen as an important resource that can shape 
commitment and sustainable employee performance. 
2.3 Organizational Commitment 

Organizational commitment describes an employee's 
attachment to the organization and their willingness to 
maintain relationships and contribute to the achievement 
of organizational goals. Proper human resource 
management practices can build a more committed 
workforce [46], [47]. 

Commitment is also related to employee capacity and 
organizational performance, especially when 
organizational support is able to create attachment to 
work and shared goals [4]. From a sustainability 
perspective, organizational commitment is an important 
mechanism because employees who have strong 
attachments tend to be more consistent in maintaining 
long-term contributions. Thus, organizational 
commitment is positioned as a mediator in this research 
model. 
2.4 Sustainable Employee Performance 

Sustainable Employee Performance is the ability of 
employees to maintain effective performance while 
supporting the organization's long-term sustainability 
goals. This concept expands on traditional performance 
views by including aspects of behavioral sustainability, 
adaptability, and contribution to environmental and 
organizational goals [34], [37]. Edgar et al. show that 
sustainable performance management can support 
environmentally and sustainability-oriented work 
behaviors [26]. Other research has also shown that 
technological factors and organizational practices can 
contribute to sustainable employee performance [62]. 
Therefore, sustainable employee performance is the main 
outcome that connects human management with 
organizational sustainability. 
2.5 Theoretical Integration 

The integration of Sustainable Human Resource 
Management, workforce agility, and organizational 
commitment is built on the view that organizational 
sustainability requires a human management system that 
is able to produce performance while maintaining 
employee capacity in the long term. Sustainable Human 
Resource Management provides practices and working 
conditions that support sustainability [65], [37], while 
workforce agility provides adaptability to change [30]. 
Both factors can strengthen organizational commitment 
as employees gain support, opportunities to grow, and 
the capacity to cope with change [46], [23]. 
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Organizational commitment then becomes a mechanism 
that explains how these conditions translate into 
sustainable employee performance [4], [34]. This 
integration forms the basis of the research model. 
2.6 Hypothesis Development 

Based on this theoretical integration, Sustainable 
Human Resource Management is expected to increase 
organizational commitment because sustainable human 
resource practices can build more positive working 
relationships [46], [47], [50]. Workforce agility is also 
thought to increase organizational commitment because 
employees who are able to adapt have greater capacity 
to deal with organizational changes [23], [43]. 
Furthermore, organizational commitment is estimated to 
increase sustainable employee performance [4], [34]. 
Sustainable Human Resource Management and 
workforce agility are also estimated to have a direct 
influence on sustainable employee performance [26], 
[30], [37]. Based on this relationship, organizational 
commitment is positioned as a mediator in the 
relationship between Sustainable Human Resource 
Management and workforce agility to sustainable 
employee performance [37], [41]. 
2.7 Conceptual Framework 

The conceptual framework shows that Sustainable 
Human Resource Management and Workforce Agility 
affect Sustainable Employee Performance directly or 
through Organizational Commitment as a mediator [4], 
[23], [37]. 

 
Fig. 2.1 Conceptual Framework of the Research 

 
This model explains that the sustainability of 

employee performance is shaped by sustainable human 
resource management 

 
 

III. METHODOLOGY 
 

3.1 Research Design 
This study uses a combined approach between 

bibliometric analysis and systematic literature review to 
map the development of research on Sustainable Human 
Resource Management, Workforce Agility, Organizational 
Commitment, and Sustainable Employee Performance. 
Bibliometric analysis was used to identify trends, density, 
relationships, and development of research themes using 
VOSviewer [52], [66]. Systematic literature review is 
used to systematically select and synthesize studies 
based on predetermined criteria [53], [58]. The results of 
both approaches are used as a basis for identifying 
research gaps and developing a conceptual framework. 
3.2 Bibliometric Analysis 

Bibliometric analysis was used to map the structure 
and development of the literature on Sustainable 
Employee Performance. Literature data was obtained 
from the Scopus, ScienceDirect, and Emerald databases, 

then analyzed using VOSviewer to generate density 
visualization, network visualization, and overlay 
visualization. Density visualization is used to see the 
concentration of the theme, network visualization to see 
the relationships between themes, while overlay 
visualization is used to see the progression of the theme 
over time. This approach allows the study to identify 
dominant themes as well as relationships that have not 
been strongly developed in the literature [52], [66]. 
3.3 Systematic Literature Review 

Systematic literature review is conducted following 
the PRISMA 2020 guidelines to ensure that the process 
of searching, filtering, and selecting literature is carried 
out transparently [58]. Searches on Scopus, 
ScienceDirect, and Emerald yielded 322 records. After 
removing 47 duplicates and 10 other records, 265 
records were filtered and 170 were removed. A total of 
95 reports were traced, five were not obtained, and 90 
were assessed for eligibility. After 35 reports were 
issued due to topical, variable, and methodological 
mismatches, 55 studies were selected for analysis [58]. 

 

 
 

Fig. 3.1 PRISMA 2020 Flow Diagram of Literature 
 

Selection The process resulted in 55 studies that 
became the basis for systematic literature review and 
bibliometric analysis on Sustainable Human Resource 
Management, Workforce Agility, Organizational 
Commitment, and Sustainable Employee Performance. 
3.4 Pilot Study Design 

A pilot study was conducted to evaluate the initial 
feasibility of the research model before the main test. 
The study involved 111 furniture industry employees as 
respondents and five informants to obtain a qualitative 
explanation of the implementation of Sustainable Human 
Resource Management and Workforce Agility. The pilot 
study was used to test the H1 to H7 relationship while 
identifying weaknesses in instruments, models, and 
sample representations. The initial findings are used as 
a basis for making refinements before the main study. 
3.5 Measurement 

The research measures include Sustainable Human 
Resource Management as the first independent variable, 
Workforce Agility as the second independent variable, 
Organizational Commitment as the mediator variable, 
and Sustainable Employee Performance as the 
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dependent variable. Konstruk Sustainable Human 
Resource Management is based on a human resource 
management perspective that balances organizational 
performance, welfare, adaptation, and sustainability [65]. 
Workforce Agility measures an employee's ability to 
respond to change [23], [30], while Organizational 
Commitment and Sustainable Employee Performance 
refer to research developments related to commitment 
and sustainable performance [4], [34], [37], [46]. 
3.6 Data Analysis 

The data is analyzed through two main stages. The 
first stage uses bibliometric analysis with VOSviewer to 
generate density, network, and overlay mapping [52], 
[66]. The second stage uses systematic literature review 
to conduct thematic synthesis and identify research gaps 
[53], [58]. In the pilot study, quantitative analysis was 
used to evaluate the relationship between H1 to H7, R² 
values, and Predictive Relevance, while qualitative data 
from five informants were used to clarify quantitative 
results. The integration of the two findings was used to 
evaluate the initial suitability of the research model. 

 
 

IV. FINDINGS AND DISCUSSION 
 

4.1 Literature Characteristics 
A total of 322 initial recordings were obtained from 

Scopus, ScienceDirect, and Emerald. After the process of 
duplication, screening, and feasibility assessment, a total 
of 55 studies were retained as the main literature. The 
selected literature discusses Sustainable Human 
Resource Management, Workforce Agility, Organizational 
Commitment, and Sustainable Employee Performance 
with various contexts, methods, and relationships 
between variables. These characteristics show that 
research on sustainable employee performance develops 
through the perspectives of human resources, 
adaptability, commitment, and organizational 
sustainability [24], [37], [53], [58]. 
4.2 Publication Trends 

Publication trends show a shift in attention from 
conventional human resource practices towards more 
adaptive and sustainability-oriented themes. The latest 
literature increasingly links Sustainable Human Resource 
Management with green human resource management, 
performance management, artificial intelligence, 
workforce agility, and organizational adaptability. The 
shift suggests that employee performance is no longer 
understood only as the achievement of work outputs, but 
as the ability to maintain contributions in a changing 
organizational environment [7], [14], [26], [30], [37]. 

These findings reinforce the need to integrate human 
resource management and adaptability in explaining 
Sustainable Employee Performance. 
4.3 Bibliometric Mapping 

Bibliometric mapping using VOSviewer shows the 
structure of interconnected research themes. Density 
visualization shows the highest concentration on 
employee performance, commitment, Sustainable Human 
Resource Management, green human resource 
management, and themes related to performance 
management and decision-making. These conditions 
show that performance and human resource 
management are the center of attention in the literature 
[52], [66]. 

 
Fig. 4.1 Density Visualization of Research Themes 
 
Network visualization shows a broad connection 

between employee performance, commitment, 
Sustainable Human Resource Management, human 
resource management practices, artificial intelligence, 
and agility themes. The theme's position suggests that 
research has established a relationship between human 
management, adaptability, technology, and performance, 
but the specific relationship between Workforce Agility, 
Organizational Commitment, and Sustainable Employee 
Performance is still not central to the network [7], [30], 
[37]. 

 
Fig. 4.2 Network Visualization of Research Themes 
 
Overlay visualization shows the theme's progress over 

time. More recent themes are seen in areas related to 
artificial intelligence, generative artificial intelligence, 
performance management, workforce agility, and 
Sustainable Human Resource Management. This 
development shows a shift in research towards more 
sustainable adaptability and performance management 
[7], [14], [16], [30]. 

 
Fig. 4.3 Overlay Visualization of Research Themes 
 
Overall, the three visualizations show that the 

research is evolving from a focus on employee 
performance and human resource practices to issues of 
sustainability, adaptability, and technology. However, the 
linkages between Sustainable Human Resource 
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Management, Workforce Agility, Organizational 
Commitment, and Sustainable Employee Performance 
have not been seen as a strong research focus. These 
findings reinforce the need to integrate the four 
constructs in a single research framework [23], [30], [37]. 
4.4 Systematic Literature Review Findings 

The results of the systematic literature review show 
that Sustainable Human Resource Management plays an 
important role in linking human resource practices with 
performance sustainability. Workforce Agility 
strengthens employees' ability to cope with change, 
while Organizational Commitment provides 
psychological mechanisms that can connect 
organizational practices to performance. The literature 
also shows that Sustainable Employee Performance is 
increasingly influenced by human resource practices, 
adaptability, and integrated sustainability management 
[4], [23], [26], [34], [37]. 
4.5 Identified Research Gaps 

The results of the synthesis show that there is a gap 
in the integration of variables and the research context. 
Some studies place human resource practices, agility, 
commitment, or performance as separate focuses, so the 
mechanism of the relationship between variables has not 
been fully explained. 

 
TABLE 4. 1 Summary of Research Gaps and Positioning 
of the Present Study 

 

Research Gap Literary Conditions Research Position 

Variable 
integration 

Many variables are 
studied separately 

Integrating four 
constructs 

Relationship 
mechanism 

The role of 
Organizational 
Commitment is still 
limited 

Placed as a mediator 

Workforce 
Agility 

More associated with 
adaptation and 
performance 

Linked to 
performance 
sustainability 

Industry context Evidence comes from a 
variety of sectors 

Focused on the 
furniture industry 

 
Thus, the novelty of the research lies in the 

development of an integrative model that explains how 
Sustainable Human Resource Management and 
Workforce Agility can contribute to Sustainable 
Employee Performance through Organizational 
Commitment [23], [30], [37], [41]. 
4.6 Integrative Framework 

Based on the results of bibliometrics and systematic 
literature review, this study develops an integrative 
framework that connects Sustainable Human Resource 
Management and Workforce Agility with Sustainable 
Employee Performance through Organizational 
Commitment. This framework explains that sustainable 
human resource management and workforce adaptability 
can affect performance directly or through employee 
commitment. The integration broadens the 
understanding of performance sustainability by placing 
Organizational Commitment as a mechanism that 
connects organizational practices and adaptability to 
sustainable performance outcomes [4], [23], [37]. 
4.7 Pilot Study Findings 

The pilot study shows that all hypotheses from H1 to 
H7 have not been supported because the significance 
value is above 0.05. The model also shows low 
explanatory and predictive ability. 

TABLE 4. 2 Summary of Pilot Study Results for 
Organizational Commitment and Sustainable Employee 
Performance 

 

Indicator Organizational 
Commitment 

Sustainable 
Employee 
Performance 

Coefficient of 
determination 

0,071 0,056 

Predictive Relevance −0,047 −0,064 

Results of H1–H7 
relationships 

Not supported Not supported 

 
These results suggest that the initial model is not 

strong enough to explain the relationships between 
variables in the pilot sample. Therefore, refinement of 
instruments, models, and sample representations is 
required before major studies [37], [43]. 
4.8 Qualitative Interpretation 

The qualitative findings of the five informants show 
that Sustainable Human Resource Management and 
Workforce Agility practices have been implemented in 
the organization's activities, but most are still 
operational in nature. These practices have not fully 
translated into integrated sustainability strategies. This 
condition may explain why the relationship between 
variables in the pilot study has not shown statistical 
support. The findings are in line with the view that 
sustainability requires integration between human 
resource practices, learning, adaptation, and 
organizational sustainability [48], [54]. 
4.9 Integrated Discussion 

Overall, bibliometric results show that employee 
performance and commitment are important themes in 
the literature, while Workforce Agility and Sustainable 
Human Resource Management are developing as 
increasingly relevant themes. However, a pilot study 
shows that the existence of this practice does not 
automatically produce Sustainable Employee 
Performance. These findings indicate that performance 
sustainability requires organizational mechanisms that 
are able to transform human resource practices and 
adaptability into consistent commitment and work 
behaviors [7], [23], [26], [37]. 
4.10 Theoretical Implications 

Theoretically, this study expands the perspective of 
Sustainable Human Resource Management by 
integrating Workforce Agility and Organizational 
Commitment in explaining Sustainable Employee 
Performance. This model shows that sustainability of 
performance comes not only from human resources 
practices, but also from employees' ability to adapt and 
attachment to the organization. Thus, the research 
provides a conceptual basis for understanding 
sustainability of performance as a process that connects 
organizational practices, adaptability, psychological 
mechanisms, and work outcomes [37], [46], [54]. 
4.11 Practical Implications 

Practically, organizations need to develop Sustainable 
Human Resource Management not only as an 
administrative policy, but as a strategy that strengthens 
adaptability and organizational commitment. The 
furniture industry can integrate competency 
development, empowerment, learning, employee 
support, and sustainable performance management. The 
approach is important because Workforce Agility 
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requires an environment that allows employees to 
respond effectively to change, while performance 
sustainability requires consistent organizational support 
[23], [30], [37]. 
4.12 Contextual Implications 

In the context of the furniture industry, the 
sustainability of employee performance needs to be 
understood along with job characteristics, productivity 
demands, market changes, and the need to adapt to 
work processes. The industry needs employees who are 
able to maintain productivity while adapting to 
technological changes and sustainability demands [56], 
[57], [60]. Therefore, this research model provides a 
specific context to test whether Sustainable Human 
Resource Management and Workforce Agility can be 
translated into Sustainable Employee Performance 
through Organizational Commitment. 

 
 

V. CONCLUSION 
 

5.1 Conclusion 
This research shows that Sustainable Employee 

Performance can be seen as an important approach in 
understanding organizational sustainability. The results 
of bibliometric analysis and systematic literature review 
show that Sustainable Human Resource Management, 
Workforce Agility, Organizational Commitment, and 
Sustainable Employee Performance have conceptual 
relatedness, but the integration of the four is still limited. 
The research framework then placed Organizational 
Commitment as a mediation mechanism. However, the 
results of a pilot study of 111 employees show that H1 
to H7 have not been supported, so the initial model 
cannot be empirically confirmed and still needs 
refinement before the main study. 
5.2 Theoretical Contribution 

Theoretically, this study expands the perspective of 
Sustainable Human Resource Management by 
integrating Workforce Agility and Organizational 
Commitment to explain Sustainable Employee 
Performance. A key contribution lies in the placement of 
Organizational Commitment as a mechanism that links 
human resource management practices and adaptability 
with performance sustainability. This framework expands 
the understanding that sustainability of performance 
comes not only from organizational practices, but also 
from employees' adaptability and attachment to the 
organization [37], [46], [54]. 
5.3 Practical Contribution 

Practically, organizations need to develop Sustainable 
Human Resource Management as a strategy that 
connects employee development, adaptability, 
commitment, and sustainable performance. In the 
furniture industry, its application can be directed at 
competency development, empowerment, learning, 
employee support, and long-term performance 
management. Such an approach can help organizations 
build a workforce that is able to maintain productivity 
while responding to changes in technology, markets, and 
sustainability demands [23], [30], [37]. 
5.4 Limitations 

This research has several limitations. First, the pilot 
study only involved 111 employees and five informants, 
so the sample representation is still limited. Second, the 
research context focuses on the furniture industry, so 

generalizations to other sectors need to be done 
carefully. Third, all H1 to H7 relationships have not been 
statistically supported, with low determination coefficient 
and Predictive Relevance values. The findings suggest 
that the instrument, model structure, and sample 
representation still need to be improved before the main 
test. 
5.5 Future Research 

Further research needs to improve measurement 
instruments, expand sample size and representation, and 
retest the model in the main study. The test can be 
extended to various companies and sectors to determine 
the consistency of the relationship between Sustainable 
Human Resource Management, Workforce Agility, 
Organizational Commitment, and Sustainable Employee 
Performance. Future research may also consider 
contextual factors such as technology, organizational 
learning, organizational culture, and changes in the work 
environment to explain the conditions that enable human 
management practices and adaptability to produce 
sustainable performance [7], [14], [30], [54]. 
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