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positive predictors of Aldriven predictive analytics adoption. Employee digital
agility emerged as the stronger predictor, indicating that workforce proficiency in
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Originality/Value: This study addresses a significant gap in the literature by
empirically examining the synergistic interplay between human digital capabilities
and organizational decision wvelocity in facilitating Al analytics adoption. Unlike
prior research that treats technology adoption and workforce agility as parallel
phenomena, this study demonstrates their joint significance, offering valuable
insights for leaders in technology-driven firms. The findings suggest that strategic
investments should balance technological infrastructure with workforce
development to optimize Aldriven decision-making capabilities. Future research
should explore longitudinal effects and additional moderating wvariables across
diverse industry contexts.
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INTRODUCTION

The contemporary business environment is
characterized by unprecedented volatility,
uncertainty, complexity, and ambiguity (VUCA).
In this dynamic landscape, an organization’s
ability to make swift and effective strategic
decisions has become a paramount source of
competitive advantage (Haider et al., 2025).
Strategic decision-making speed, the velocity from
problem identification to the implementation of
a strategic initiative, is no longer merely an
operational efficiency metric but a critical
determinant of organizational survival and
success. Organizations that can rapidly sense,
seize, and transform in response to market shifts
are better positioned to innovate and outperform
their competitors (Alam et al., 2025).

To navigate this complex terrain, firms are
increasingly turning to advanced technologies,
with Artificial Intelligence (Al) at the forefront.
Al-driven predictive analytics has emerged as a

Al-driven predictive analytics is unlocked not in
isolation, but through its synergistic interaction
with a digitally agile workforce.

The existing literature provides a strong
foundation for understanding the individual
components of this study. A substantial body of
work has established the direct impact of Al and
data analytics on organizational capabilities. For
instance, Alzghoul (2025) demonstrated that HR
analytics catalyzes competitiveness, with data-
driven decision-making acting as a crucial
mediating mechanism. Similarly, Ghosh (2025)
argued that Al applications are foundational for
advancing data-driven strategies and
organizational intelligence, suggesting that Al
transforms raw data into actionable strategic
foresight. The capability to harness big data, as
explored by Dzreke and Dzreke (2025), enables
the development of Aldriven dynamic
capabilities that allow firms to reconfigure
resources in response to environmental changes.

powerful tool, enabling organizations t

identify potential risks by leveraging vasf JaigkWHI

T the cpntext of product management, Kadapal
and Mgre (2024) highlighted how Al and

analyticsy enhance business agility, further

(Alabi et al., 2024). This capability pr mm‘IIEE g the link between analytical tools and

replace intuition-based decisions with

organizational responsiveness.

derived from empirical data, thereby pltentiaBymence mrauckatatlelsfto this, a growing stream of research

streamlining the strategic  decision-making
process. However, the mere adoption of
sophisticated  technological tools does not
guarantee enhanced performance. A critical, yet
often overlooked, factor in the technology-
performance link is the human element (Faruk &
Islam, 2023). The workforce’s capacity to
understand, interpret, and act upon the insights
generated by Al is a fundamental prerequisite for
realizing the technology’s full potential.

This brings into focus the concept of employee
digital agility. Defined as the ability of employees
to learn, adapt to, and leverage new digital tools,
digital agility represents the human counterpart
to technological capability (Karami, 2026). In an
era of constant digital disruption, a workforce
that is rigid and resistant to change can become a
bottleneck, impeding the flow of information
and delaying action, regardless of the quality of
the analytical inputs (Abrar et al, 2025).
Therefore, this study posits that the true value of

focuses on the critical role of workforce agility.
Abrar et al. (2025) explored how Al and big data
in manufacturing enhance workforce agility,
positioning it as a key element in the HR 4.0
paradigm. Karami (2026) proposed a strategic
framework for using Al-driven HR analytics to
foster ~ workforce  resilience and  agility,
underscoring the strategic importance of
cultivating this human capability. Mahmoud et
al. (2025) found that organizational agility acts as
a significant moderator in the relationship
between digital HR systems and HR efficiency,
suggesting that agility is an enabling condition
that amplifies the benefits of digital tools.

However, a clear gap exists in the literature
regarding the synergistic interplay between these
two forces. While studies like those by Aldoseri et
al. (2024) and Guruprasad et al. (2024) discuss
the broad concepts of Alpowered digital
transformation and corporate agility, they often
treat them as parallel rather than interactive
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phenomena. The research by Haider et al. (2025)
explores the integration of Al into strategic
decision-making and its implications for
organizational agility, but it does not delve into
the specific moderating role of employee-
level digital agility in accelerating strategic decision-
making speed. The current literature largely
acknowledges the importance of both Al and
agility but stops short of empirically testing the
combined effect, often treating the workforce's
digital skills as a prerequisite rather than a
dynamic enabler that interacts with Al adoption.
This represents a significant theoretical and
empirical void.

The rationale for this study is rooted in the
recognition that technology and talent are not
independent drivers of performance; their value
is co-created. An organization can invest heavily
in state-of-the-art Al predictive models, but if its
managers and employees lack the digital agility to
critically ~ evaluate the predictive insights,

The primary purpose of this study is to
investigate the synergistic effect of Al-driven
predictive analytics adoption and employee
digital agility on strategic decision-making speed.
Specifically, the study aims to:

1. To examine the direct relationship
between the adoption of Al-driven predictive
analytics and strategic decision-making speed.

2. To examine the direct relationship
between employee digital agility and strategic
decision-making speed.

3. To investigate the moderating role of
employee digital agility on the relationship
between Al-driven predictive analytics adoption
and strategic decision-making speed.

By achieving these objectives, the study seeks to
provide empirical evidence that demonstrates
how the combination of advanced Al tools and
an agile, digitally proficient workforce can create
a powerful synergy, enabling organizations to
translate foresight into faster, more effective

communicate their implications, and fict upQg 4

digitally agile workforce without
sophisticated analytical tools may act s

strategic|action. The study is particularly focused
on matagers in technology-driven firms, a
context |where both the pressure for rapid

Fn making and the prevalence of advanced
4 ytic

tools are acutely felt.

without the strategic foresight needed {osiensum@leice in Education & Researeh

actions are aligned with future market
conditions. The true competitive advantage lies at
the intersection of these two capabilities.

This study is motivated by the need to move
beyond a simplistic main-effects model to a more
nuanced understanding of how organizations can
optimize their decision-making processes. By
investigating the moderating role of employee
digital agility on the relationship between Al-
driven predictive analytics adoption and strategic
decision-making speed, this research provides a
framework for leaders to make more informed
investments. It addresses a practical dilemma:
whether to prioritize technological infrastructure
or workforce development. The findings will
offer evidence-based insights suggesting that a
balanced, synergistic approach is not just optimal
but necessary for achieving speed in strategic
action, a key imperative for organizations
operating in fast-paced, technology-driven
industries.

Methodology

This study employed a quantitative, cross-
sectional research design to examine the
synergistic effect of Al-driven predictive analytics
adoption and employee digital agility on strategic
decision-making speed. Data were collected using
a structured survey questionnaire distributed to
managers working in technology-driven firms
operating in Karachi. A sample size of 200
respondents was determined using convenience
sampling, ensuring representation across various
technology-oriented sectors such as software
development, fintech, and telecommunications.
The survey instrument comprised validated scales
adapted from prior research to measure the three
key wvariables. Al-driven predictive analytics
adoption was measured by the number of
business functions using predictive models and
the frequency of data-driven decision-making.
Employee digital agility was assessed using a self-
report scale capturing employees’ ability to learn,
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adapt to, and leverage new digital tools. Strategic items were measured using Likert-type scales. The
decision-making speed was operationalized as the collected data were analyzed wusing SPSS,
average time taken from problem identification employing descriptive statistics and linear
to implementation of a strategic initiative. All regression to test the hypothesized relationships.
Results

Table 1 Respondent Profile

Characteristic Category E;e quency E,Z; centage

Gender Male 138 69.0
Female 62 31.0

Age Group 25 - 34 years 86 43.0
35 - 44 years 72 36.0
45 - 54 years 34 17.0
55 yeats and aloved 8 4.0

N [/
Educational Qualification Bachel ar‘&ﬁ ]? ]‘1 l‘ 94 47.0
~=ogy 4dEd

MaSter InstituteTor Excellence in Education & Research| 88 44‘0
Professional  Certification / 18 9.0
Other

Industry Sector Software Development / IT 76 38.0
Services
Fintech 48 24.0
Telecommunications 42 21.0
E-commerce 24 12.0
Other Technology-Driven Firms 10 5.0

Managerial Level Frontline / Junior Management 68 34.0
Middle Management 94 47.0
Senior / Top Management 38 19.0
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Years of  Managerial

. Less than 5 years
Experience

5 - 10 years
11 - 15 years

More than 15 years

62 31.0
84 42.0
38 19.0
16 8.0

The respondent profile reveals a predominantly
male sample (69%) with most respondents aged
25-44 years (79%). The majority held bachelor's
or master's degrees (91%), primarily from
software development (38%) and fintech (24%)
sectors. Middle management (47%) and those

with 5-10 years of experience (42%) formed the
largest groups, indicating a well-educated, mid-
career managerial cohort suitable for examining
Al-driven decision-making processes in Karachi's
technology-driven firms.

Table 2 Regression Coefficients for Al-Driven Predictive Analytics Adoption

B Std. Error Beta
1 (Constant) 1273 0376 3385  0.001
A 4
Employee Digital Agility ‘1’2 0.103 0.325 4399  0.000

o] SSIEER
Strategic Decision-Making Speed 4809 0.237 3.200 0.002

Institute for Excellence in Education & Research

The regression analysis reveals that both
independent variables significantly predict Al-
Driven Predictive Analytics Adoption. Employee
Digital Agility demonstrated a strong positive
effect (B = 0.325, p < 0.001), indicating that
managers with higher digital proficiency are more
likely to embrace Al-driven predictive tools across
business functions. Strategic Decision-Making
Speed also showed a significant positive
relationship (B = 0.237, p = 0.002), suggesting
that organizations making faster strategic
decisions tend to adopt predictive analytics more
extensively. The constant term was significant (p
= 0.001), confirming model validity. These
findings support the theoretical premise that
both  workforce  digital capabilities and
organizational decision velocity facilitate greater
Al analytics integration in Karachi's technology-
driven firms.

Discussion

The regression results provide meaningful
insights into the factors influencing Al-Driven
Predictive Analytics Adoption in technology-
driven firms. The findings reveal that Employee
Digital Agility emerged as the strongest predictor
(B = 0325, p < 0.001), suggesting that
organizations with digitally proficient workforces
are significantly more likely to adopt predictive
analytics across business functions. This finding
aligns with the work of Abrar et al. (2025), who
demonstrated that Al and big data applications
enhance workforce agility in manufacturing
contexts. Similarly, Karami (2026) emphasized
that workforce resilience and agility form a
strategic foundation for successful Al-driven HR
analytics implementation. The significant positive
relationship underscores that employee capability
to learn and leverage digital tools is not merely a
supporting factor but a critical enabler of
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technology adoption (Faruk & Islam, 2023;
Rastogi & Pandita, 2025).

Strategic Decision-Making Speed also
demonstrated a significant positive relationship
with Al-Driven Predictive Analytics Adoption (8
= 0.237, p = 0.002). This indicates that
organizations making faster strategic decisions
tend to integrate Al-driven predictive tools more
extensively. This finding corroborates the
assertions of Haider et al. (2025), who argued
that integrating Al into strategic decision-making
enhances organizational agility and innovation.
Nyamboga (2025) further supported this notion
by establishing that Al-enabled e-HRM systems
facilitate realtime decision-making and strategic
agility in the technology sector. The reciprocal
relationship suggests that organizations valuing
decision velocity are more inclined to invest in
analytical capabilities that accelerate foresight
generation (Ghosh, 2025; Alzghoul, 2025).

The combined significance of both predictors

organizational agility. Guruprasad et al. (2024)
further reinforced that corporate agility enhances
adaptive strategies in dynamic technological
landscapes. These studies collectively suggest that
agile organizations, characterized by both digitally
capable employees and swift decision processes,
are better positioned to harness the full potential
of Aldriven predictive analytics (Shatila, 2025;
Zafar, 2025).

Moreover, the findings contribute to the growing
body of literature on Al-enabled strategic
management. Alabi et al. (2024) emphasized that
predictive analytics leverages Al for data-driven
decision-making, while Kadapal and More (2024)
demonstrated how Al and analytics enhance
business agility in product management contexts.
Shah et al. (2025) extended this perspective to
supply chain management, showing that big data
analytics powered by Al significantly enhances
organizational agility and performance. The
current results align with these studies by

supports the synergistic perspective adv@aniced 1

several scholars. Alam et al. (2025) proppsed tigw g9
digital leadership orientation fosters | sg{REKN

s EE

foresight and organizational flexibili
aligns with the current finding tha
capabilities and decision speed collectiylyu

TN Cellence in Educa

contirming that Al analytics adoption is
intrinsicplly linked to both human and

organiza ional capabilities (Routhu, 2023;

dn et al., 2025). In conclusion, the findings

o . o
underscgre that successful Al-driven predictive

anakytics| adoption in Karachi's technology-driven

Al adoption. Aldoseri et al. (2024) emphasized
that Al-powered digital transformation requires
both technological infrastructure and process
optimization, while Dzreke and Dzreke (2025)
highlighted the causal mechanisms linking big
data analytics capability to Al-driven dynamic
capabilities. The current results extend these
conceptual frameworks by empirically
demonstrating that workforce digital agility and
decision-making speed are not merely parallel
enablers but are jointly significant in predicting
Al analytics adoption.

The findings also resonate with studies
emphasizing  organizational  agility as a
moderating mechanism. Mahmoud et al. (2025)
found that organizational agility moderates the
relationship between digital HR systems and
efficiency, while Weiyu et al. (2025)
demonstrated  that  Al-driven  workforce
productivity in  developing economies is
contingent upon employee engagement and

firms depends critically on cultivating a digitally
agile workforce and fostering swift strategic
decision-making processes, thereby validating the
synergistic interplay between technology, talent,
and organizational velocity.

Conclusion

This study concludes that Al-driven predictive
analytics adoption is significantly influenced by
both employee digital agility and strategic
decision-making speed. The findings confirm that
technologically  proficient  workforces and
organizations prioritizing rapid strategic action
are better positioned to integrate predictive
analytics across business functions. These results
underscore the synergistic relationship between
human capabilities and organizational processes
in leveraging Al for competitive advantage. For
technology-driven firms in Karachi, cultivating
digital agility and decision velocity should be
strategic priorities. Future research should
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explore longitudinal effects and examine
additional moderating variables across diverse
industry contexts.
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