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Abstract

The nature and pattern of work culture are rapidly changing due to the evolving workplace and the increasing
usage of technology. Today, it is expected that tasks will be completed more quickly, and research and
development will hasten these improvements. The outcomes are more obvious to us now. The demand for talents
from employers is rising as well, which will benefit the entire firm and boost profits. This paper will examine how
increasing corporate agility is a sound strategy for assisting businesses in acquiring the ability to endure in the
modern world. As technology advances, there has been a rise in organizational openness, and information that

moves quickly and is easily accessible has increased.
Keywords: Work culture , Workplace, Corporate agility, Technology, organizational openness.
Introduction

Agile HR is a method of functioning where the HR function is organized, using a more responsive
strategy. They concentrate on making changes to other HR-related operations. If necessary, the business
can alter its structure and provide itself the flexibility to adjust its staff as needed. The focus of agility is
largely on adapting to client feedback and requirements as they change. The different traditional HR
practices and how Agile Recruitment are completely different may be seen when we try to understand

how Agility is incorporated in HR.
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Review of literature

In today's volatile, uncertain, complex, and confusing world, agility is regarded as one of the most critical
attributes of successful enterprises. (Glenn, 2009). The primary objective of organizational agility is to
take the organization in the direction of sustained, above-average performance (Worley et al., 2014).
Moreover, organizational agility is a very ever versatile concept which discuss the capability that
influences a firm’s competitive actions; therefore, it becomes a significant antecedent of performance
(Felipe, Roldan, & Leal-Rodruiguez, 2017; Sambamurthy, Bharadwaj, & Grover, 2003). Working from
the framework proposed by Worley et al. (2014), A robust strategy, distinguished by its ability to achieve
results under diverse external conditions, is a critical component in agile organisation design. Three parts
make to a robust strategy: an alternative economic rationale, a strong future emphasis, and a flexible
intent. (Worley & Lawler, 2010). Moving away from traditional concepts of organisational success, which
place a premium on stability (e.g., in work environments and industry structures) and establishing long-
term competitive advantages as a means of generating superior results, requires adopting alternative
economic reasoning. According to agile design, short-term performance is obtained from transient
competitive advantages, while long-term performance is derived from ongoing successful cycles of such
advantages. As economic cycles, political change, disruptive technology, and other competitive dynamics
ebb and flow, Worley and Lawler argue that agile organisations are better positioned to deliver superior
results. Companies that are agile are more likely to have a strong future orientation and the ability to
generate potential futures by generating short- and long-term scenarios. Scenario planning may be easier
for agile firms as a result of their flexibility. Worley & Lawler, 2010). The principle underlying flexible
intent is that an agile organisation may allocate resources to achieve the targets and also reorganise and
redeploy them as needed to respond to ever-changing market conditions. Agile organisations view
environmental change as a way of life . (Harraf et al., 2015Increasing rivalry and diversification
necessitated mass manufacturing, the dominant methodology, to improve, speed up, and lower the cost of
items. (Thilak, Devadasan, & Sivaram, 2015). The term agile manufacturing was first coined by the
lacocca Institute in 1991 (Razmi & Ghasemi, 2015). Agile manufacturing focuses on producing products
based on customers’ dynamic needs. A key aspect of this methodology is that it enables an organization to
supply products according to the choice and specification of the customer (Thilak et al., 2015). In its
application to the broader enterprise, where similar flexibility was needed to better adapt changing market
conditions and help organisations compete, the concept quickly acquired prominence among practitioners
and researchers. Agility encompasses more than just the ability to adapt. Instead, it is a nurtured capability
that enables a company to adapt in a fast, effective, and long-term manner when changing circumstances
necessitate it. (Williams, Worley, & Lawler, 2013). When one frames agility as a capability, it is easier to
think about how it manifests, grows, and evolves within an organization, as depicted by Worley et al.’s

(2014) An Agility Pyramid is a concept. Strategizing Traditional strategy varies from dynamic strategy in
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that it has three explicit components: a feeling of shared purpose, a change-friendly identity that is solid
enough to base the organisation, and a strong strategic intent that specifies how the firm differentiates
itself. (Williams et al., 2013). Agile organizations refine their insights from their perceiving routines with
a relatively high number of low-cost experiments. They encourage innovation and tolerate a good deal of
failure (Williams et al., 2013) with the overall objective to identify the best possible solution or approach
to change. Testing necessitates the organization's use of available resources and their swift deployment to
test new concepts. It also necessitates that the company have a high risk tolerance and the discipline to not
be discouraged by minor setbacks. Finally, the organisation must take what it has learned from each

iteration and apply it to future projects. This creates a virtuous cycle that helps the business to expand.

Methodology

This research was primarily descriptive research emphasizes on explaining the importance of agile
workplace and its benefits for HR from adapting agile practices. Information has been collected from the
website, online articles, and ideas from the abstract, journal. Based on the different study the paper

discusses the various interpretations. Based on the analysis discussion the conclusions were drawn.
Objectives of the study

1. To understand the relevance of agile HR
2. To understand the various ways of adapting agile practices

3. To highlight the ways to keep the organization agile

Ways as how the agile recruiting help optimize talent sourcing and hiring

Agile recruiting is viewed as a more transparent and adaptable hiring process that better responds to
shifting job requirements and the labour market. There are now more options available than just the
conventional recruitment approach, which places an emphasis on finding and integrating new people

based on their potential and soft skills, particularly their capacity for adaptation.

Agile Performance Management

Outside of the workplace, employee contributions are occasionally evaluated, and it is also noted how
much they help others flourish. On occasion, staff members ought to think creatively and evaluate how
they could give the business a competitive edge. There are certain qualities that must be present in a
candidate before hiring. Employees should never be forced to perform at their jobs; instead, they should
be adaptable.An agile approach focuses on the client and aims to provide products and services in line

with their needs in order to increase their level of satisfaction. There is a lot of motivation when Agile
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organisation models evolve. However, the business could use a customer-centric approach to business to
maintain proper supply of high-quality goods and services. It is critical that the decision be made quickly

and in tune with the requirements of the customers.

Why is agile HR important?

Agile can be used by HR to divide up big, complex problems into manageable pieces. It aids them in
knowing what is being done, structuring operations according to value, and expressing themselves clearly
in the delivery method. Progress can be made quickly and easily with agility. However, in the context of
HR, it refers to the capacity to adjust to a circumstance and support individuals and systems in keeping
pace with unforeseen developments. All jobs, departments, and types of corporate operations now require
agility. It cannot be argued that flexibility promotes innovation and, thus, the approval of the majority of
strategies. Agile HR is more analytical and aims to offer strategic strategies to boost worker productivity

and workforce effectiveness.

Tools to stay agile and productive

Employee experimentation and application in the work process are part of agility. If they are successful in
the present circumstance, the procedure might be enhanced even more. In order to comprehend what they
are doing and pay attention to consider how their work is appropriate and can be improved in the future,
employees must also possess situational awareness. We can benefit from this type of exercise by ensuring
the calibre of our current and future work. In order to stay agile, it is important to "quickly and readily
identify issues that need to be fixed, create expertise to lower the real time required to implement a
response.” Additionally, managers who use analytics to forecast and plan operations to achieve the goal
with the highest likelihood of success. Because work is continuously changing, it is crucial to adjust the
work for better results. Flexibility will always be a problem; integrating continuous improvement into the

workplace is a key component of the solution.

Advantages for HR from adapting agile practices

Every time a person joins a company, they also have a set of professional goals. It is the responsibility of HR
to take care of every person's needs in terms of achieving their career goals. It is necessary to complete the
skill mapping and comprehend the types of jobs that individuals would be interested in during this procedure.
In order to design agile processes and create career optimization programmes, HR strives to identify these
capabilities among the workforce. In order for the HR function to become nimble, analytics are now being
used to support informed decision-making. The use of data and analytics shortens the time needed to

accomplish a task and lowers the possibility of errors having negative impacts on the work.
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The following strategies could be adopted to make the agile organization

HR is implementing all available technology to boost staff productivity as part of its agile strategy. The
employees will be pleased to see their learning and ability to adjust to the shifting work environment when
they see their contribution. The issues that the HR professional now confront are keeping employees,
getting them involved, and maintaining diversity in the workforce. They must recognise the expanding
necessity for adapting to a changing environment, refocusing their efforts, and refocusing their corporate

objectives.

Developing a culture of learning and collaboration

Agile organizations should encourage flexibility and the free flow of information, as well as people who
make quick decisions. And develop the ability to perform with a lot of consistency. Employees' leadership
qualities and guts to go beyond planning and executing for results must improve in order to bring about
this flexibility. To attain the shared objectives, the entire team may contribute. They ought to share the
same viewpoint and understanding of the vision. If communication between them were to improve, they
might work together, communicate more clearly, and share their opinions. They will work diligently and

responsibly to achieve the objectives.

Build an agile culture

The values and procedures of the organization should guide the environment that an agile culture
produces. They should implement a strategic approach to quickly embrace and make major changes to
their operational model. If there is a problem with the task's execution, the plan of attack needs to be
adjusted right away. Employee empowerment has a significant impact on the organization's growth and
stability. Building a team that is dedicated to achieving and transforming an agile organization will be

very simple if all employees are adaptable and cooperative.
The challenge in adoption of agility

The introduction of technology into every industry has changed the way we work and given us a fantastic
opportunity to adapt and evolve to the shifting market conditions. Since all industries are changing so
quickly, organisations are responding by building organisational agility, which many businesses have not
yet adopted. With the changing circumstances, it is necessary to reevaluate the plan, develop people,

comprehend reality, and accept the unavoidable truth of change.
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Agile Methods

Adopting the software and methods for agility is a crucial component. Agile software development should
place the greatest possible emphasis on customer value, and cross-functional teams should come together
and cooperate resolutely. Customer input must be taken seriously in order to build a long-lasting
relationship that is rich in value. Agile businesses should prioritise implementing solutions to customers'
problems and their constantly shifting needs. A business should constantly strive to introduce fresh goods
and services. Today, organisations must equally prioritise comprehending complexity and utilising

connectedness and networks to find solutions to their issues.
Ways for Building Trust in the Workplace

e It's crucial that employees respect and adhere to an open workplace culture. The team members
must have confidence in one another.

e Employees should produce results that are above expectations.

e Ask for assistance from others and use your abilities to complete the task.

e In order for us to continue to be trusted for any work, it is crucial to uphold the credibility of those
around us.

e When it comes to HR, an agile concept implies they can react more rapidly, evolve with the times,
and meet shifting expectations.

e They need to address any workplace interruptions and keep up with the expanding corporate needs.

e The key component of an agile company is "adaptability,” which is crucial to addressing the

constantly evolving environment.
Agile HR differ from traditional HR ways of working

Agile HR focuses on implementing structures, attitudes, processes, and technologies to become more
adaptable, nimble, and quick to act. Organizations are constantly changing in the current environment to
stay up with the rate of change. Furthermore, it is obvious that emphasis is being placed on the
information and knowledge-intensive era. Since knowledge workers are frequently involved in
complicated situations, dealing with them is required. Technology is advancing quickly and changing

frequently.
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Being Agile HR brings in various benefits within HR domains:

Agile Recruitment: Agile HR creates cross-functional hiring teams for each necessity. The complete
onboarding of new staff is another important advantage of agile HR. Colleagues from the cross-functional
onboarding team are now also involved, thus HR is no longer solely responsible for onboarding. Cross-
functional teams assist and involve new personnel as a result, enabling them to adapt rapidly and produce.
Through continuous feedback techniques, people offer comments in real time. On the basis of this ongoing
data, regular evaluations have replaced the previous, ineffective feedback methods. goals decided upon
along with managers. Employees are given the chance to grow. Performance awards and recognition
become a real-time process in agile HR. This increases motivation, which in turn increases productivity.
This encourages HR to keep track on market rates and adjust compensation as necessary to be
competitive. Retention of memory is aided by this. Agile HR examines skill gaps and enrols the right
personnel in the right training. Your budget for training is used more effectively since you set up the
training properly. Here, employees pick things up more quickly and effectively. Employees can request
training sessions that are customised to their particular needs and track their progress.

Agile mindset of working

Agile suggests encouraging the team to self-organize so they can make decisions quickly and react to

client needs.
Creating multi- skilled people

Due to the rapidly changing demand for updated skills, it is critical that Agile HR adapt the HR
operational paradigm to develop a pool of multi-skilled workers. These multi-talented individuals would

be capable of working on cutting-edge models and designs.

Organization can have many more benefits of being Agile HR to the organization and business.
1. Agile teams build on Agile HR since each team member shares a common goal.

2. Agile HR must follow by ongoing feedback and improvement.

3. Agile HR's fundamental tenets are innovation and customer feedback.

4. The larger issue that the consumer was having is resolved. Thus, it is claimed that Agile HR promotes

innovation and makes an attempt to find creative solutions to consumer problems.
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5. The fact that everyone on the team communicates well and approaches collaboration with agility is

actually a positive. Each team member needs to be clear about their responsibilities.
6. An agile mentality encourages good listening skills and values customer feedback.

When a problem is noticed, they catch it, react to the adjustments, and take input into account. The teams
must respond more quickly, provide feedback, and advance quickly.

HR Strategies for Embracing Agility in workplace

Agile for HR refers to how HR may incorporate an Agile mindset into the many ways it operates and how
it deploys teams to complete tasks. Agile for HR has the potential to lead people, assist them in creating
novel methods of doing things, and reinvent useful models. The overall goal will be to complete the task
using contemporary ideas.

Lot more promotion of experts is needed.

Open communication and encouragement must be there to exchange direct feedback.

Rewards and recognition for colleagues must be there

Developing programs to foster diversity in teams
Conclusion and discussion

Agile work environments give employees a lot of flexibility in how they can influence the ongoing
process of change. The staff were allowed a great deal of flexibility to work within the restrictions of the
company. Underperforming workgroups, changing work patterns, new understanding of what is feasible,
and opportunities to improve work as a supplement to cost saving are a few of the reasons why we've seen
agile workplaces. Strategic flexibility is a significant distinction in today's rapidly evolving company
environment. In addition, technology can operate as a support system to assist businesses become more

adaptable.
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