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Abstract

Universities in Palestine are facing many problems in terms of organizational performance
and its ability to agile (1) financing problems and fund raising (2) scientific research challenges
(3) managerial practices challenges (4) the level employees’ efficiency. Besides, studies on
resources and capabilities that enable organization to be agile is still nascent. This study aims
to examine effect of employee empowerment and knowledge management on decision-
making agility. Moreover, It examines the mediating role of extra-role performance between
employee empowerment and knowledge management on one hand and decision-making
agility on the other hand in the Palestinian context. Using data from a survey of 289
employees of Palestinian universities, this study tests a structural equation model that relates
to employee empowerment, knowledge management, extra-role performance and decision-
making agility. The results of the study revealed that employee empowerment and knowledge
management impact decision-making agility indirectly. On the other hand, the relationship
between employee empowerment and knowledge management and decision-making agility
is mediated by extra-role performance. And this is the main contribution of the present study
since extra-role performance has not been deployed in this place according to literature
review.

Keywords: Employee Empowerment, Knowledge Management, Extra-Role Performance, And
Decision-Making Agility.

Introduction

It is obvious stated that today’s organizations need to adjust and act swiftly in current highly
dynamic business environment (Yousif & Pessi, 2016). They must observe indications and
signals from their internal and external environments, and also respond adequately and
quickly (Ravichandran, 2018). In other words, they must become agile (Rulinawaty &
Samboteng, 2020). Empirical studies revealed that organization capable of responding quickly
and with innovative actions to changes in its business environment have been able to
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reinforce its performance (Ferrier & Lyon, 2004). Furthermore, Organizational agility helps
organizations to deal with the changes efficiently and quickly (Sukati et al., 2012; Winby &
Worley, 2014), improving quality (Sohrabi et al., 2014), using advanced technology effectively,
achieving excellence in labor market (Hosein & Yousefi, 2012), cutting costs, optimal using of
organizational resources, increasing productivity, providing a variety services (Al-Romeedy,
2019), and taking advantage of market opportunities (Ashori et al., 2015)

Unfortunately, Palestinian educational sector have many problems in terms of organizational
performance and its ability to agile. According to the Palestinian information center,
Palestinian educational sector faces the following challenges (1) financing problems and fund
raising (2) scientific research challenges (3) managerial practices challenges (4) the level
employees’ efficiency (Center, 2018). Moreover, other study revealed that Palestinian
academicians are suffering from lack of using e-learning during COVID-19 Pandemic, and
Palestinian universities need to reinforce its strategic and contingency plans (Rashwan, 2020).
Traditionally, many researches have examined many organizational variables and their effects
on the performance of organization (Tallon & Pinsonneault, 2011), studies on resources and
capabilities that enable organization to be agile is still nascent (Ravichandran, 2018). And this
is the motivation to conduct this study. Hence, this study aims at investigate the relationship
between internal organizational functioning and organizational agility. More specifically, this
study focuses on the effect of employee empowerment and knowledge management on
decision-making agility through their impact on extra-role performance. And the main
contribution of this study is embodied in using extra-role performance as a mediator among
the above mentioned variables since it has not been used earlier in this place according to
literature review.

Literature Review and Hypotheses Development

Employee’s Empowerment

Employee empowerment is defined as the authority placed in employee’s hands, specifically
the control over the organizational resources usage and responsibilities in order to achieve
the organizational objectives (Emam et al., 2019). It refers to significant employment of
employees, their feelings of competence, contributions and autonomy decision-making or
application of leadership (Erdavit et al., 2019). Traditionally, authority had been defined as a
managerial prerogative. Along the same line, the philosophy of employee empowerment
represents the new domains of decision making process and clarified how it can enhance the
organizational performance since leaders and employees are both engaged in decision
making process (Purnomo et al., 2020).

Empowerment enables employees to feel that they are essential part of organizational
success. it builds high commitment among employees and develops a sense of high loyalty to
the organization. (lhuoma et al., 2019). Empowerment leads to greater use of the knowledge,
abilities and skills of the human pool, It enhances team working and if there is meaningful
participation, it can lead to the successful implementation of change programs (Mohapatra &
Sundaray, 2018). The benefits of employee empowerment can be achieved when employees
have the needed incentives to carry out their responsibilities and duties and make decisions
without referring to higher managerial levels (Alromaihi et al., 2017). More importantly,
employee empowerment becomes a worldwide well known practice since there is more than
70% of the organizations have implemented some empowerment initiatives for their human
force globally (Hasan, 2020).
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In a competitive environment Every employee in an organization has his or her role to play,
in this way value is created and added to the customers (Nasiri et al., 2018). Furthermore,
organizations must be leaner, faster and provide a better service quality, be more efficient,
and more profitable, and these requirements made the role of empowered and proactive
service worker is more essential (Alalie et al., 2019). An empowered employee can be one of
the critical tools that an organizations have in their arsenals. Through employees
empowerment, the organization gives the employee incentives and vision, herewith
increasing motivation, productivity and performance. When employees feel empowered,
they will often seek out new procedures and even products within an organization and
encourage innovation (Murray & Holmes, 2021).

Theoretically, employee empowerment and organizational agility can be linked through
contingency theory (Rastegari et al., 2020; Read Ill, 2020; Segerman, 2020). This linkage takes
its place because the rabid changings in business environment has a crucial impact on
employment relationships during the last decades. Furthermore, the emerging relationship
focuses on maximizing organizational flexibility and synchronously improving employee
performance (Shukla et al., 2018). Actually, many organizations use employee empowerment
as a retention strategy because it can create a desired environment, boost cooperative
working relationships and help the employee themselves to reinforce their leadership skills
and abilities (Jia et al., 2014). In fact, surviving ability of many organizations is threatened by
incompatibility or inconsistency with environmental changes (Abtahi & Abbasi, 2007). Huge
environmental changes in today's business world requires organizational flexibility in order
to ensure their survival, reinforcing empowerment and giving the needed freedom of action
to employees is a critical methodology for developing performance and actualizing survival in
today's organizations (Asgarnezhad Nouri & Mir Mousavi, 2020). Moreover, many studies
used employee empowerment as a dimension of organizational learning (Akhtar & Arif, 2011).
Empirically, literature review revealed that few researchers examined the effect of the
employee empowerment on organizational agility (Asgarnezhad Nouri & Mir Mousavi, 2020;
Elgamal, 2018; Horabadi Farahani & Salimi, 2015), and concluded that, employee
empowerment has a positively relationship with organizational agility. Based on that this
study hypothesizes the following:

H1: There is a significant positive relationship between employee empowerment and
decision-making agility.

Knowledge Management

Knowledge management is one of the most vital resources to all companies and it is the right
way to build a successful and reliable team (Tooranloo & Saghafi, 2018). Knowledge
management is defined as a set of initiatives, activities and strategies used by organizations
to create, store, apply and transfer the knowledge in order to develop the organizational
performance (Govareshki et al., 2017). It refers to an organization’s external and internal
performance including, customer satisfaction, brand reputation, loyalty strategies,
stakeholder policies, and employee engagement and retention (Demir et al., 2021). Also, it
can be described as the process of identifying and leveraging collective knowledge to foster
competitiveness, and to enhance the organizational ability of innovativeness and
responsiveness to environmental changes (Santoro et al., 2018).

Knowledge management maximizes the exchange of information among stakeholders,
promoting the generation of innovations and contributes critically in cooperation within the
organization’s departments (Singh & El-Kassar, 2019). Furthermore, managing the flow of

935



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 7, 2021, E-ISSN: 2222-6990 © 2021

information in the organizations creates changes in knowledge management that is beneficial
to organizations, in other words, knowledge management helps organizations to share
information from economic sectors and different groups of employees and then achieve an
important strategic gains (Nisar et al., 2019). In fact, large number of organizations (including
public agencies, private companies and non-profit entities) have actualized the value of
knowledge management as a critical tool for profitability, competitiveness and surviving
(Omotayo, 2015). Along the same line knowledge management can be identified through two
forms which are implicit and explicit. Implicit knowledge refers to intangible knowledge forms
such as individual experience and points of views whereas explicit knowledge is defined as a
bundle of codified knowledge in the form of documents, organizational manuals and database
(Martins et al., 2019). Literature review revealed that knowledge management is considered
as a strategic resource to support risk management abilities of the organizations and to
improve organizational success (Manab & Aziz, 2019). Some studies concluded that
knowledge management provides solutions and highlight unknown risks in terms of
environmental complexity (Martins et al., 2019).
Theoretically, this study considered knowledge management as one of its independent
variable. According to literature review many scholars used knowledge management as a
dimension of organizational learning (Hong, 1999; Pun & Nathai-Balkissoon, 2011).
Furthermore, many scholars have studied the organizational learning from the perspective of
contingency theory (Alonso-Almeida et al., 2016; Jiang & Li, 2008). Along the same line the
relationship between knowledge management and organizational agility had been studied
from the perspective of contingency theory (Khan & Wisner, 2019; Pantouvakis & Bouranta,
2017). Some prior studies examined the relationship between knowledge management and
organizational agility and concluded that knowledge management has a positive relationship
with organizational agility (Ashrafi et al., 2006; Liu et al., 2014; Mehdibeigi et al., 2016). Based
on that this study hypothesizes the following:

H2: There is a significant positive relationship between knowledge management and

decision-making agility.

As mentioned earlier employee empowerment and knowledge management have been
treated as dimensions of organizational learning. Furthermore, According to literature review,
the impact of the organizational learning on organizational agility has several contradictions.
Some researchers concluded that there is a positive and significant relationship between
organizational learning and organizational agility (Bahrami, Kiani, Fallahzadeh, et al., 2016;
Bahrami, Kiani, Montazeralfaraj, et al., 2016). And others assured that organizational learning
has not a positive and significant effect on organizational agility (Putri & Mangundjaya, 2020).
Based on the above debate about the relationship between organizational learning included
employee empowerment and knowledge management) on one hand and organizational
agility (included decision-making agility on the other hand), this paper uses extra rule
performance as a mediator in the relationship between employee empowerment, knowledge
management and decision-making agility, as it has not been used in this situation according
to literature review, and this represents the major contribution of the present paper. Next
paragraphs shows the extra-role performance

Extra-role Performance

Employee performance is considered as a critical element in the success of a firm’s brand.
Also, it is the reason behind its failure (Al Karim, 2019). This importance of employee
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performance comes from the role played by employees in attaining organizational objectives
(Nabi & Dip, 2017). Employees performance refers to the way that the human capital act to
achieve the objectives and aims that designed by the top management of the organization
(Fogaca et al., 2018). Service employees play a strategic role. They convert the philosophy of
customer orientation into facts by improving service quality through service providing process
(Lee et al., 2021; Moon et al., 2019). The first contact of the customers is with encounter
employees; thus, the customer’s impression is created based on his or her attitude after this
dealing (Park, 2018). Employee performance is embodied through the interaction between
the service provider (the employee) and the firm’s customers. It can be considered as a
mediator between employment process and achieving organizational objectives. Extra-
role performance refers to the performance of the employee that goes beyond the formal
tasks and duties requirements (Pefialver et al., 2019; Safavi & Karatepe, 2018). Also, it is called
organizational citizenship behaviors (OCB), it refer to actions that employees perform of their
own free will (Norris, 2018). It is the actions that are non-compulsory and not recognized by
any types of rewarding system of organization explicitly and that improve the effective
functioning of an organization (Al Afari & Elanain, 2014). Actually, OCB bring many benefits;
it improve organizational efficiency and enhance organizational environment and relations
(Gozlkara & Hatipoglu, 2016).
Furthermore, this study deploys extra-role performance as a mediator in the relationship
between employee empowerment, knowledge management and decision-making agility.
According to Baron and Kenny (1986), a mediator is used to explain why or how the IVs impact
the DV. A variable acts as a mediator when it meets three conditions:
1. Variations in levels of the independent variable significantly account for variations in
the mediator;
2. Variations in the mediator significantly account for variations in the dependent
variable;
3. When conditions 1 and 2 above are controlled, a previously significant relation
between the independent and dependent variables is no longer significant.

Mediating Role of Extra-role Performance between Employee Empowerment and Decision-
Making Agility

Theoretically speaking, employee empowerment and extra-role performance are linked
through social exchange theory (Ahmed et al., 2012; Quratulain & Bani-Melhem, 2020). Based
on social exchange theory, organizational identifications and employee empowerment are
considered as critical antecedent of both in-role and extra-role performance (Liu et al., 2011).
And one of the most important strategic role of the leaders is to empower the psychological
situation of their employees to keep them highly motivated towards their jobs (House, 1971;
Stinson & Johnson, 1975). Many studies concluded that employee empowerment has a
significant and positive effect on employees' attitudes, perceptions and strongly associated
with extra-role performance (Zeglat et al., 2014; Zhang et al., 2019). Along the same line,
extra-role performance is linked with decision-making agility through resource based view
theory (Dyer & Ericksen, 2006; Saengchai & Jermsittiparsert, 2019)

Many studies examined the impact of employee empowerment on extra-role and concluded
that there is a significant positive relationship between these variables (Empowerment, 2018;
Fernandez & Moldogaziev, 2013). Employee empowerment represent critical factors that
affect extra-role performance (Baird et al., 2018). Moreover, the effect of extra-role
performance on decision-making agility have been examined by many scholars and concluded
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that extra-role performance affects organizational agility significantly (Moradi et al., 2017;
Vahdati et al., 2014). Based on the previous discussion the present study hypothesizes the
following:
H3: Extra-role performance mediates the relationship between employee empowerment
and decision-making agility.

Mediating Role of extra-role Performance between Knowledge Management and Decision-
making Agility
Literature review revealed that knowledge management and extra-role performance are
linked through knowledge based view theory (Obeidat & Tarhini, 2016; Razzaq et al., 2019).
According to the knowledge based view theory, knowledge management and its practices are
strengthening employees skills and capabilities which create productive and creative
employees and ultimately enhance the employee in-role and extra-role performance
(Alshahrani). knowledge management plays a vital role in increasing employee efficiency in
decision making and service delivery since employee with knowledge management is more
positive towards his or her job duties (Mustapa & Mahmood, 2016). Similarly, extra-role
performance is linked with decision-making agility through resource based view theory of the
firm (Dyer & Ericksen, 2006; Saengchai & Jermsittiparsert, 2019).
Many studies examined the impact of knowledge management on extra-role performance
and concluded that there is a significant positive relationship between knowledge
management and extra-role performance of the employee (Khanzadi & Talei Pur, 2019;
Razzaq et al.,, 2019). Moreover, the effect of extra-role performance on decision-making
agility have been examined by many scholars and concluded that extra-role performance
affects organizational agility significantly (Moradi et al., 2017; Vahdati et al., 2014). Based on
the previous discussion the present study hypothesizes the following:

H4: Extra-role performance mediates the relationship between knowledge management

and decision-making agility.
The previous paragraphs clarified the literature review and the hypotheses of the present
study. Furthermore, the proposed theoretical framework is illustrated in Fig.1. Bellow:

v

Employee
Empowerment

Extra-role .. .
performance > Decision-making
agility

N/

Knowledge
Management

v
Fig.1. Research Model
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Research Methodology

Survey questionnaire with a cover letter was personally distributed to the Palestinian
universities employees in the West Bank. A total of 335 questionnaires were distributed in
December 2020 and January 2021. A total of 297 questionnaires were returned. 8 of the
returned questionnaire had major missing answers. Consequently, a total of 289 completed
questionnaires, which represent a response rate of 86.2%, were used to perform data
analysis. For the purpose of testing response bias, the author performed t-test for early and
late response as suggested by (Armstrong & Overton, 1977). No statically significant
differences were found in the mean score on the employee empowerment, knowledge
management, extra-role performance, and decision-making agility between the early and late
respondents.

Variables Measurements

This study is based on the framework that illustrated in Figure 1 above, decision-making agility
(DV) was designed and measured based on previous research in the field of organizational
agility (Cegarra-Navarro & Martelo-Landroguez, 2020; Kock & Georg Gemiinden, 2016),
Respondents were asked to choose their preferences from a five point Likert scale ranging
from 1 (strongly disagree) to 5 (strongly agree). Employee empowerment (the first IV) was
measured based on previous researches in the field of employee empowerment (Laschinger
et al., 2001), Respondents were asked to choose their preferences from a five point Likert
scale ranging from 1 (strongly disagree) to 5 (strongly agree) (Amitay et al., 2005). Along the
same line, knowledge management was measured based on prior studies in this field (Chen
& Mohamed, 2010; Darroch, 2005). Similarly, extra-role performance (mediator) was
measured by using the items adopted from Tjosvold and Yu, Respondents were asked to
choose their preferences from a five point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree) (Tjosvold et al., 2004).

Data Analysis and Research Results

The collected data were analyzed by using SmartPLS 2 . Table 1 clarifies outer convergent
validity statistics for all items with respect to its variables. All factor loading of the research
measurements exceed the cut-off 0.70, which reflect the consistency between construct
items (Hair et al., 2010). Along the same line, reliability test of present study was confirmed
as all value of composite reliability exceed the recommended cut-off 0.70 and range between
0.913 to 0.949 as illustrated in Table 1. Furthermore, the recommended standard value of
average variance extracted (AVE) was found to be greater than 0.50, in order to ensure that
the latent variable has the ability to explain more than half of the variance of its indicator on
average (Fornell & Bookstein, 1982). Latent variable correlation which testing the correlations
between the measures of potentially overlapping constructs is presented in Table 2. The table
shows that the values of all square root of AVE (Bold values) exceed the correlation with other
constructs (elements in the rows and columns), which manifest the discriminant validity of
this study.
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Table 1
Outer model, Convergent Validity and Composite Reliability
Construct | Items Loading | CR AVE
DMA University collect information from different 0.918 | 0.651
. . 0.803
resources before taking the decision
Strategic decisions of top management lead to
restructuring some organizational levels in the | 0.814
university
Our university has predetermined plans to face 0.812
potential financial crises ’
Our university analyses the critical sounded events
. 0.812
quickly
Our university has special data base to support
. . 0.776
decision-making process
University decisions process is adopting alternative 0.821
strategy ’

EE Our university adopts decentralization in different 0.830 0.949 | .788
organizational levels '
the organizational levels in our university have the
needed independency in taking operational | 0.929
decisions.

Our university encourages employee to share their 0.924
opinions and ideas ’
University management motivate employees to find 0.875
an innovative methods ’
Our university adopts employee participation in

. . 0.877
taking decision process

KM Top management provides the needed resources of 0.743 0.913 | 0.679
information for all employee '
We adopt scientific techniques to transfer data into

. . 0.838
useful information
Our university provides accessibility for the 0.757
employees ’
Our employees have the efficient knowledge to
. 0.738
perform their jobs
Our university uses current information as a
0.859
basement of future knowledge

Extra- | help other employees with their work when they 0.775 0.940 | 0.639

role have been absent. '
| exhibit punctuality arriving at work on time in the

. 0.809
morning and after lunch breaks..
| exhibit attendance at work beyond the norm, for
example, take fewer days off than most individuals | 0.813
or fewer than allowed
| help others when their work load increases (assists

. 0.802

others until they get over the hurdles).
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| give advance notice if unable to come to work. 0.789
| spend a great deal of time in personal telephone 0.850
conversations. ’
| do not take unnecessary time off work. 0.851
| assist my supervisor to accomplish his duties 0.761
I willingly attend functions not required by the 0.736
organization, but helps in its overall image. ’
Table 2
Discriminant Validity- Square Root of AVE
C g &
onstructs
s =
a v & S
DMA 0.807
EE 0.442 0.888
EXTRA 0.853 0.454 0.799
KM 0.548 0.575 0.696 0.824

After assuring measurements of validity and reliability of the present study, the author
proceeded the bootstrapping approach to test research hypotheses. Path coefficients of the
research hypotheses are illustrated in Table 3. The first set of research hypotheses (H1-H2)
hypothesized that, employee empowerment and knowledge management are positively
associated with decision-making agility. The coefficient on the path from employee
empowerment and knowledge management to decision-making agility (H1, H2) was rejected
as the p-value is greater than 0.01. in particularly, (P = 0.014), (P = 0.015) respectively. This
concludes that employee empowerment and knowledge management have no direct effect
on decision-making agility at Palestinian universities.

Table 3

Path Coefficient of the Research Hypotheses
Relationships Std. Beta Std. Error P-value Decision
EE -> DMA 0.116 2.196 0.014 Rejected
KM -> DMA 0.146 2.182 0.015 Rejected

Significant at P* <0.01
Similarly, bootstrapping was run to test the mediating role of extra-role performance

between employee empowerment and knowledge management and decision-making agility
(H3, H4). The results are illustrated in Table 4 and Table 5.
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Table 4
Mediating role of extra-role performance between employee empowerment and decision-
making agility

Relationships Std. Beta Std. Error P-value Decision

EE - Extra (Path a) 0.430 0.025 0.000 Accepted
Extra - DMA (Path b) 0.539 0.057 0.000 Accepted
EE 2 DMA (Path c’) 0.771 0.037 0.000 Accepted

Significant at P* <0.01

Actually, the three conditions of mediating have been met. Thus, it can be concluded that
extra-role performance mediates the relationship between employee empowerment and
knowledge management on one hand and decision-making agility on the other hand
satisfaction at t value > 1.96. Based on that, H3 and H4 have been accepted.

Table 5
Mediating role of extra-role performance between knowledge management and decision-
making agility

Relationships Std. Beta Std. P-value . .
Decision
Error
KM - Extra (Path a) 0.833 0.025 0.000 Accepted
Extra = DMA (Path b) 0.478 0.052 0.000 Accepted
KM = DMA (Path c’) 0.471 0.052 0.000 Accepted

Significant at P* <0.01

Discussion and Conclusion

This paper sought to test the effect of employee empowerment and knowledge management
on decision-making agility of Palestinian universities, and then to examine the mediating role
of extra-role performance between (employee empowerment and knowledge management)
and decision-making agility. The first hypothesis of this study hypothesized that there is a
significant positive relationship employee empowerment and decision-making agility. The
coefficient on this path was rejected at (P = 0.014). This concludes there is no direct
relationship between employee empowerment and decision-making agility. Moreover, The
second hypothesis of the present study hypothesized that there is a significant positive
relationship between knowledge management and decision-making agility. The coefficient on
this path was rejected at (P = 0.015). This concludes there is no direct relationship between
knowledge management and decision-making agility.

Along the same line, literature review revealed that few researches tested the direct
relationships between employee empowerment and organizational agility (Nouri & Mir
Mousavi, 2020; Elgamal, 2018; Muduli, 2017) and found this relationships positive and
significant. For instance, Asgarnezhad and Mousavi (2020) examined the impact of employee
empowerment on organizational agility in Iranian context and concluded that the result is
positive and significant. Also, Muduli (2017) examined the effect of employee empowerment
on organizational agility in India, and the result was positive. On the other hand, large number
of previous studies concluded that the relationship between employee empowerment and
organizational agility is indirect relationship, and tested it through other variables
(Mediators). Similarly, knowledge management and organizational agility link was examined
by many scholars (Ashrafi et al., 2006; Liu et al., 2014; Mehdibeigi et al., 2016) and concluded
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that knowledge management has impact on organizational agility. For instance, Liu et al,.
(2014) examined the relationship between knowledge management and organizational agility
in Chinese context and found that knowledge management has direct relationship with
organizational agility. Similarly, other scholars concluded that the relationship between
knowledge management and organizational agility is indirect (Bahrami et al., 2016; Hassan
et al., 2013).

Based on the above discussion, this study considers its results as a logical finding; in other
words, decision-making agility describes the organizational activities that aim to interpret the
observed events, define threats and opportunities, and make the decisions based on this basis
in order to maximize the profits and minimize the risks (Zareravasan & Ashrafi, 2019). And
employee empowerment enables employees to feel that they are essential part of
organizational success. it builds high commitment among employees and leads to greater use
of the abilities and skills of the human pool, thus It enhances team working and if there is
meaningful participation which lead to effective and efficient role of determining the critical
events surrounded the organization since these employees are working in all departments
and doing their jobs in all aspects of the organization. Similarly knowledge management
supports the internal system of the organization to be agile in terms of decision-making
agility, since knowledge management maximizes the exchange of information among
stakeholders, promoting the generation of innovations and contributes critically in
cooperation within the organization’s departments, and the flow of information in the
organizations creates changes in knowledge that is beneficial to organizations, in other words,
knowledge management help organizations to share information from economic sectors and
different groups of employees and then gain an important strategic positions.

Determine whether extra-role performance plays a mediating role (employee empowerment
and knowledge management) and decision-making agility in Palestinian universities. For that,
Hypotheses 3 states that “extra-role performance mediates the relationship between
employee empowerment and decision-making agility and Hypothesis 4 states that “extra-role
performance mediates the relationship between knowledge management and decision-
making agility, were examined using PLS-SEM path modeling analysis. The findings show that
relationship between (employee empowerment and knowledge management) and decision-
making agility is mediated by extra-role performance.

According to the results of this study, employee empowerment and knowledge management
Palestinian universities develop and generate the decision-making agility. No previous
researches tested the mediating role of extra-role performance between these two variables
and decision-making agility according to literature review and this is the major contribution
of the present study. Based on that, the leaders of Palestinian universities must enhance
employee empowerment and knowledge management, since these variables represent a very
vital way toward developing the decision-making agility as well as the overall performance of
the universities.

Recommendations for Future Researchers
The above mentioned review discussions lead to the following list of suggested studies for
improving the organizational agility:
» Employee empowerment, knowledge management and respond agility; mediating
role of extra-role performance.
» Does in-role performance mediates the relationship between firm strategy and
decision-making agility.
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» Internal communication, knowledge management and decision agility; mediation role
of in-role performance.
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