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Abstract: This paper provides a comprehensive literature review on Agile HR, examining its 

principles, implementation strategies, and benefits. The review highlights key agile principles 

such as iterative progress, continuous feedback, and cross-functional collaboration, which 

have been shown to enhance HR efficiency and employee engagement. Through the analysis 

of current research and case studies, this paper identifies significant gaps in the literature, 

particularly regarding the application of Agile HR in small and medium-sized enterprises 

(SMEs) and the long-term effects on organizational culture and employee retention. By 

addressing these gaps, this study aims to provide new insights into the strategic 

implementation of Agile HR practices. The findings suggest that Agile HR not only improves 

operational efficiency and workforce satisfaction but also fosters a more innovative and 

adaptable organizational culture. This review underscores the necessity for further empirical 

research to validate these benefits across diverse organizational settings and over extended 

periods. The paper concludes with recommendations for HR practitioners seeking to adopt 

agile methodologies, emphasizing the importance of a cultural shift, strong leadership, and 

continuous training to ensure successful implementation.   
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INTRODUCTION 

In today's dynamic and competitive business environment, organizational agility has 

become a critical factor for success. Traditional Human Resources (HR) practices often fall 

short in meeting the demands for increased flexibility, responsiveness, and innovation. These 

conventional approaches can be rigid and slow, hindering an organization's ability to adapt to 

change and innovate effectively. Consequently, there is a growing need for HR departments 

to adopt agile practices that can enhance organizational flexibility and employee engagement. 

Agile HR practices involve policies and strategies focused on creating agile workers, 

fostering a collaborative work culture, promoting learning organizations, and empowering 

employees (Junita, 2021). By organizing HR functions into interdisciplinary teams that 

continuously adapt to changing business demands through open communication and short 

cycles, agile HR can reduce waste and maximize value delivery to customers (Bett, 2023). 
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Agile principles such as iterative progress, continuous feedback, and cross-functional 

collaboration have shown promise in transforming traditional HR practices. For instance, 

workforce agility, supported by Agile HR practices, emphasizes valuing skills over job roles, 

encouraging cross-sector collaboration, promoting data-driven decision-making, and 

fostering a culture where not all functions need to be 'owned' (Muduli, 2017). 

Key HR programs such as selection, training, and rewards play a crucial role in shaping 

organizational agility. The emergence of professional agency and creativity is facilitated by 

Agile HR practices and flexible leadership styles (Nagini et al., 2020). Agile management 

practices, including perception, learning, customization, resilience, and speed, are essential 

for leveraging inter-organizational agility for innovation. These practices enable 

organizations to proactively anticipate changes, improve processes, adapt to environmental 

changes, and respond quickly to challenges (Fasnacht, 2024). Balancing future and current 

needs, investing in HR performance, and minimizing layers of authority within HR groups 

are vital organizational practices that contribute to agility (Muduli, 2016). 

In the IT sector, Agile management practices based on employee empowerment and 

participation in decision-making have been instrumental in addressing the challenges posed 

by rapid technological advancements. These practices enhance HR flexibility and empower 

employees to drive organizational success (Tretiakov et al., 2023). Moreover, an adaptability 

culture fostered by flexible HR practices encourages employees to take risks, learn new 

skills, and innovate, thereby facilitating organizational innovation (Do et al., 2016). 

Flexible work practices, such as flextime and telecommuting, have been shown to 

positively impact employee work-family outcomes when combined with other HR practices 

like higher pay levels and team-based work structures that provide peer support (Misra et al., 

2019). By aligning HR strategies with agile capabilities and knowledge-sharing practices, 

organizations can enhance their responsiveness, attractiveness, and competitive advantage 

(Saha et al., 2017). 

Agile HR practices contribute to organizational agility by fostering a culture of 

creativity, knowledge sharing, and innovation. Multi-skilled employees and external experts 

play a crucial role in driving agile innovation within organizations. External R&D experts 

contribute to knowledge development, while multi-skilled core employees facilitate 

knowledge diffusion and drive product and process innovations (Sánchez & Oliva, 2022). 

This emphasis on flexibility and knowledge sharing enhances organizational adaptability and 

responsiveness to changing market dynamics. 

Despite the documented benefits of Agile HR, there remains a gap in understanding the 

full scope of its impact across different organizational contexts. Existing studies often focus 

on large enterprises, leaving small and medium-sized enterprises (SMEs) underrepresented. 

Additionally, the long-term effects of Agile HR practices on organizational culture and 

employee retention require further exploration. This paper hypothesizes that Agile HR 

practices not only enhance operational efficiency and employee engagement but also 

contribute to a more resilient and innovative organizational culture over time. 

This research aims to bridge the existing gaps by providing a comprehensive analysis of 

Agile HR practices across diverse organizational contexts, including SMEs. It will also 

investigate the long-term cultural impacts of Agile HR, offering new insights into how these 

practices can sustain innovation and adaptability. By examining case studies and current 

literature, this paper seeks to contribute novel findings on the strategic implementation of 

Agile HR and its broader implications for organizational success. 

To provide a comprehensive review of transforming traditional HR processes through 

agile methodologies, it is essential to consider a range of scholarly articles that delve into the 

impact of agile practices on HR functions and organizational outcomes. For example, Peeters 

et al. (2022) highlights the direct and positive relationship between agile ways of working 
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and team engagement and performance. Furthermore, Heilmann et al. (2020) sheds light on 

specific agile characteristics related to flexible work arrangements, needs assessment, 

learning practices, and position reevaluation 

In the context of strategic agility Weber & Tarba (2014) emphasizes the significance of 

remaining flexible in response to new developments and continuously adjusting strategic 

directions to create value. This strategic agility is closely tied to the adoption of Agile HR 

practices that enable organizations to adapt swiftly to changing market conditions and 

innovate effectively. Moreover, Junker et al. (2021) explores the impact of agile work 

practices on employee proactivity within organizations. 

 

METHOD 

The research design of this study is qualitative, utilizing a literature review 

methodology. This approach is appropriate for synthesizing diverse perspectives and findings 

on Agile HR practices, given the complex and multifaceted nature of the topic. The literature 

review aims to collate and analyze relevant academic and industry sources to draw 

comprehensive conclusions about the impact of Agile HR practices on organizational 

flexibility, employee engagement, organizational culture, employee retention, innovation, and 

adaptability. 

The literature review methodology involves several key steps: identifying relevant 

sources, selecting appropriate literature, extracting and synthesizing data, and analyzing the 

findings in the context of the research questions. To ensure a comprehensive review, a 

systematic search of academic databases and industry publications was conducted. The search 

was limited to articles published in the last ten years to ensure the relevance and timeliness of 

the findings. A total of 50 articles were initially identified, and after further screening for 

quality and relevance, 30 articles were selected for in-depth review. 

 

RESULTS AND DISCUSSION 

Agile HR practices impact on organizational flexibility and employee engagement 

Organizational agility has become a critical success factor in today's rapidly changing 

and competitive business environment. Agile HR practices significantly contribute to 

enhancing organizational flexibility and employee engagement by adopting policies and 

strategies that emphasize agility, collaboration, continuous learning, and empowerment 

(Junita, 2021). This section explores the impact of these Agile HR practices on organizational 

flexibility and employee engagement, drawing on recent research and case studies. Agile HR 

practices involve organizing HR functions into interdisciplinary teams that can adapt to 

changing business demands through open communication and short iterative cycles. This 

approach reduces waste and maximizes value delivery to customers (Bett, 2023). By focusing 

on creating agile workers and fostering a collaborative work culture, organizations can 

respond more swiftly to market changes and maintain a competitive edge. 

One of the key elements of Agile HR is the emphasis on workforce agility, which 

values skills over job roles and encourages cross-sector collaboration. This promotes data-

driven decision-making and fosters a culture where functions do not need to be rigidly 

owned, allowing for greater flexibility and responsiveness (Muduli, 2017). Agile HR 

programs, including selection, training, and rewards, play crucial roles in shaping an 

organization's agility. By promoting professional agency and creativity through flexible 

leadership styles, Agile HR practices facilitate the emergence of dynamic and adaptable 

teams (Nagini et al., 2020). Agile management practices, such as perception, learning, 

customization, resilience, and speed, are essential for leveraging inter-organizational agility 

for innovation (Fasnacht, 2024). These practices enable organizations to proactively 

anticipate changes, improve processes, adapt to environmental shifts, and respond swiftly to 



https://dinastipub.org/DIJEMSS                                          Vol. 5, No. 6, August 2024  

1676 | P a g e  

challenges. Furthermore, an adaptability culture fostered by flexible HR practices encourages 

employees to take risks, learn new skills, and innovate. This culture not only enhances 

organizational innovation but also improves overall employee engagement (Do et al., 2016). 

Flexible work practices, such as flextime and telecommuting, have also been shown to 

positively impact employee work-family outcomes. When combined with other HR practices 

like higher pay levels and team-based work structures that provide peer support, these 

practices can significantly enhance employee engagement and satisfaction (Misra et al., 

2019). 

Aligning HR strategies with agile capabilities and knowledge-sharing practices enables 

organizations to enhance their responsiveness, attractiveness, and competitive advantage 

(Saha et al., 2017). Agile HR practices that foster a culture of creativity, knowledge sharing, 

and innovation are critical for driving agile innovation within organizations. Multi-skilled 

employees and external experts play crucial roles in this process. External R&D experts 

contribute to knowledge development, while multi-skilled core employees facilitate 

knowledge diffusion and drive both product and process innovations (Sánchez & Oliva, 

2022). 
 

Table 1. Agile HR practices impact 

No Author & Year Agile Principle Impact 

1 Junita (2021) 

Iterative Progress: Focus on creating 

agile workers and fostering a 

collaborative work culture. 

Enhance HR Efficiency: Policies and 

strategies that promote continuous 

learning and flexibility. 

2 Bett (2023) 

Continuous Feedback: HR functions 

organized into interdisciplinary teams 

that adapt through open 

communication. 

Employee Engagement: Reducing 

waste and maximizing value delivery 

increases employee involvement. 

3 Muduli (2017) 

Cross-Functional Collaboration: 

Valuing skills over job roles and 

promoting cross-sector collaboration. 

Enhance HR Efficiency: Data-driven 

decision-making and flexible 

leadership styles improve HR 

operations. 

4 
Nagini et al. 

(2020) 

Iterative Progress: Encouraging 

professional agency and creativity 

through flexible leadership styles. 

Employee Engagement: Promotes a 

culture of innovation and personal 

development among employees. 

5 Fasnacht (2024) 

Continuous Feedback: Leveraging 

inter-organizational agility for 

innovation through proactive process 

improvements. 

Enhance HR Efficiency: Improves 

adaptability and responsiveness to 

environmental changes. 

6 
Tretiakov et al. 

(2023) 

Cross-Functional Collaboration: 

Empowering employees and involving 

them in decision-making processes. 

Employee Engagement: Boosts 

morale and drives organizational 

success by involving employees in 

key decisions. 

7 Do et al. (2016) 

Iterative Progress: Cultivating a 

culture of adaptability and continuous 

learning within the organization. 

Enhance HR Efficiency: Encourages 

employees to take risks and innovate, 

leading to process improvements. 

8 
Misra et al. 

(2019) 

Continuous Feedback: Implementing 

flexible work practices like flextime 

and telecommuting. 

Employee Engagement: Improves 

work-family balance and provides 

support through team structures. 

9 
Saha et al. 

(2017) 

Cross-Functional Collaboration: 

Aligning HR strategies with agile 

capabilities and knowledge-sharing 

practices. 

Enhance HR Efficiency: Increases 

organizational responsiveness and 

competitive advantage. 

10 
Sánchez & 

Oliva (2022) 

Iterative Progress: Fostering a culture 

of creativity and knowledge sharing 

with multi-skilled employees. 

Employee Engagement: Drives 

innovation and enhances 

organizational adaptability. 

Source: elaborated by the author (2024) 
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In conclusion, Agile HR practices are essential for enhancing organizational flexibility 

and employee engagement. By promoting a culture of collaboration, empowerment, and 

continuous learning, organizations can adapt to changing business environments, drive 

innovation, and improve overall performance. The synthesis of various research studies 

underscores the critical role of Agile HR practices in shaping organizational agility and 

fostering a culture of creativity and adaptability. These practices enable organizations to 

remain competitive and thrive in dynamic and competitive business landscapes. 

 

Long-term effects of Agile HR on organizational culture and employee retention 

The long-term effects of Agile HR on organizational culture and employee retention are 

profound and multifaceted, significantly impacting the overall success and sustainability of 

an organization. Agile HR practices, which emphasize adaptability, collaboration, continuous 

learning, and employee empowerment, play a critical role in shaping organizational culture 

and enhancing employee retention strategies. One key aspect of Agile HR practices is their 

influence on employee retention. According to Wijesiri et al. (2018), HR practices directly 

affect employee retention, which in turn impacts organizational performance and customer 

satisfaction. Agile HR practices align with long-term retention goals by creating a work 

environment that fosters engagement, autonomy, and job satisfaction. This alignment is 

crucial for maintaining high levels of employee retention, which supports organizational 

stability and growth. 

Agile HR practices contribute to creating a positive and supportive organizational 

culture. This culture, characterized by trust, open communication, and mutual respect, is 

essential for retaining employees. Bodjrenou et al. (2016) highlight the importance of not 

only attracting top talent but also retaining them for the long term. Agile HR practices that 

promote employee engagement, provide opportunities for career growth, and ensure a 

supportive work environment are vital for fostering a culture that encourages long-term 

employee retention. Furthermore, Agile HR practices support the development of a 

responsive and innovative organizational culture. Xing et al. (2020) emphasize the 

importance of agility, responsiveness, and innovation for long-term growth and success in 

today's volatile business environment. By promoting adaptability, collaboration, and 

continuous learning, Agile HR practices help build a culture that supports long-term 

organizational success and employee retention. This culture enables organizations to respond 

swiftly to market changes and maintain a competitive edge. 

Research by Rombaut & Guerry (2020) underscores the primary goal of employee 

retention: preventing competent employees from leaving the company. Agile HR practices 

focus on talent development, career growth opportunities, and creating a positive work 

environment, which are essential for retaining skilled employees over the long term. These 

practices ensure that employees feel valued and motivated to stay with the organization. In 

the context of HR flexibility and organizational agility, Pathomphatthaphan (2023) suggests 

that Agile HR practices enhance organizational outcomes, including employee retention, 

cost-effectiveness, and customer satisfaction. By embracing Agile HR methodologies, 

organizations can adapt to changing circumstances, retain top talent, and maintain a 

competitive edge in the long run. This flexibility is crucial for sustaining high levels of 

employee retention in a dynamic business environment. 

Moreover, Khan et al. (2021) highlight the importance of creating a supportive working 

environment to retain talented employees in the long term. Agile HR practices that focus on 

building a strong employer brand, fostering employee engagement, and promoting a positive 

organizational culture contribute significantly to long-term employee retention. By 

cultivating a supportive and engaging work environment, organizations can enhance their 

ability to retain top talent and maintain a motivated and productive workforce. 



https://dinastipub.org/DIJEMSS                                          Vol. 5, No. 6, August 2024  

1678 | P a g e  

 

Table 2. Long-term effects of Agile HR 

No Author & Year Long Term Effects 

1 
Wijesiri et al. 

(2018) 

Employee Retention: Agile HR practices directly impact retention by 

fostering engagement and job satisfaction, leading to enhanced organizational 

performance and customer satisfaction. 

2 
Bodjrenou et al. 

(2016) 

Employee Retention: Emphasizes the importance of creating an environment 

that retains top talent through engagement, autonomy, and job satisfaction, 

crucial for long-term retention. 

3 Xing et al. (2020) 

Organizational Culture: Agile HR practices promote adaptability, 

collaboration, and continuous learning, supporting a culture conducive to 

long-term success and employee retention. 

4 
Rombaut & Guerry 

(2020) 

Employee Retention: Agile HR focuses on talent development, career 

growth, and a positive work environment, which are pivotal for retaining 

skilled employees over the long term. 

5 
Pathomphatthaphan 

(2023) 

Employee Retention: Agile HR enhances organizational outcomes, including 

retention, by adapting to changing circumstances and maintaining a 

competitive edge. 

6 Khan et al. (2021) 

Employee Retention: Highlights the role of Agile HR in building a strong 

employer brand and fostering a supportive environment, crucial for retaining 

talented employees long-term. 

7 Junita (2021) 

Organizational Culture: Agile HR practices foster a collaborative work 

culture, promoting continuous learning and employee empowerment, 

enhancing organizational adaptability and engagement. 

8 
Menon & Suresh 

(2020) 

Organizational Culture: Adaptability in HR practices enables strategic agility, 

allowing organizations to respond to environmental changes and enhance 

overall organizational culture. 

9 
Rietze & Zacher 

(2022) 

Employee Retention: Agile practices promote social cohesion, mutual 

support, and empowerment, leading to improved employee well-being and 

retention. 

10 Findsrud (2020) 

Organizational Culture: Agile HR promotes a culture of continuous 

improvement and creativity, enhancing organizational adaptability and 

responsiveness to changing business needs. 

Source: elaborated by the author (2024) 

 

In conclusion, Agile HR practices have a profound impact on organizational culture and 

employee retention in the long term. By implementing Agile methodologies that prioritize 

employee engagement, autonomy, career development, and a supportive work environment, 

organizations can cultivate a culture of innovation, adaptability, and continuous learning. 

These practices not only enhance employee retention but also contribute to organizational 

success, customer satisfaction, and overall competitiveness in today's dynamic business 

landscape. The synthesis of various research studies underscores the critical role of Agile HR 

practices in shaping organizational agility and fostering a culture of creativity and 

adaptability. 

 

HR Agile: Innovation in Human Resource Practices 

The implementation of Agile HR practices represents a significant innovation in the 

field of human resource management, fundamentally altering the way organizations operate 

and adapt to changing environments. Agile HR practices are designed to foster a culture of 

continuous improvement, collaboration, and adaptability, enabling organizations to respond 

swiftly to competitive pressures and market opportunities. This section explores the impact of 

Agile methodologies on HR functions and organizational dynamics, highlighting key studies 

that illustrate these effects. Junita (2021) emphasizes that Agile HR strategies enhance 

operational efficiency by focusing on knowledgeable employees who possess agile 

capabilities in learning, coordination, communication, and collaboration. This approach not 

only improves efficiency but also fosters a culture of collaboration and continuous 
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improvement. By aligning HR practices with dynamic organizational needs, organizations 

can enhance their competitiveness in rapidly changing business environments. 

Similarly, Heilmann et al. (2020) highlight the importance of Agile HRM practices in 

SMEs, noting that these practices enable organizations to respond quickly to competitive 

threats and market opportunities. This agility promotes a culture of adaptability and 

innovation, essential for meeting evolving market demands. The ability to quickly pivot and 

adapt to changes is crucial for maintaining a competitive edge. Moh’d (2024) provides 

insights into how incremental changes in Agile HR practices improve job satisfaction and 

organizational flexibility. By facilitating a gradual transition to agility, these practices support 

a dynamic culture that enhances workforce satisfaction and organizational adaptability. 

Employees are more likely to be engaged and satisfied when they feel their work 

environment is flexible and responsive to their needs. 

Ajgaonkar et al. (2021) emphasize the role of Agile HR practices in making HR 

processes more agile, thereby improving overall efficiency. This proactive approach fosters a 

culture that is better equipped to respond to business environment changes. Organizations 

that prioritize agility in their HR functions can better manage uncertainties and maintain high 

performance levels. Tuan (2017) underscores the importance of HR flexibility in enhancing 

employee engagement and creativity. Agile HR practices that promote job crafting and 

dynamism within teams and organizations lead to higher levels of satisfaction and innovation. 

Employees who have the freedom to craft their roles and responsibilities are more likely to be 

engaged and contribute creatively to organizational goals. 

Biron et al. (2021) discuss the development of scalable and agile workforces as a 

response to competitive and technological challenges. Agile HR practices that support this 

development enhance organizational agility and competitiveness. By fostering a culture of 

innovation and continuous improvement, organizations can better navigate the complexities 

of the modern business landscape. Bett (2023) highlights the operational efficiency achieved 

through interdisciplinary HR teams that reduce waste and maximize value delivery. This 

approach supports continuous adaptation and innovation in HR functions, aligning HR 

strategies with broader organizational goals. By organizing HR functions into 

interdisciplinary teams that adapt to changing business demands through open 

communication and short cycles, organizations can achieve significant improvements in 

efficiency and effectiveness. 

Muduli (2017) and Fasnacht (2024) both emphasize the importance of valuing skills 

over job roles and promoting knowledge sharing. Agile HR practices that prioritize these 

aspects contribute to a collaborative environment that supports resilience and customization 

in organizational practices. This flexibility is crucial for sustaining high levels of employee 

engagement and performance. 
 

Table 3. Improvement and Innovation in Human Resource Practices 

No Author & Year Improvement 
Innovation to Organization 

Culture 

1 Junita (2021) 

Operational Efficiency: Agile HR 

strategies enhance learning, coordination, 

and communication, leading to increased 

efficiency. 

Fosters a culture of collaboration 

and continuous improvement. 

2 
Heilmann et al. 

(2020) 

Operational Efficiency: Agile HRM 

practices in SMEs enable quick responses 

to competitive threats, enhancing 

efficiency. 

Promotes a culture of adaptability 

and innovation to meet market 

demands. 

3 Moh’d (2024) 

Workforce Satisfaction: Incremental 

changes in agile HR practices improve job 

satisfaction and organizational flexibility. 

Supports a dynamic culture that 

facilitates agility and adaptability. 

4 Ajgaonkar et al. Operational Efficiency: Agile HR practices Encourages a proactive culture in 
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(2021) make HR processes more agile, improving 

overall efficiency. 

responding to business 

environment changes. 

5 Tuan (2017) 

Workforce Satisfaction: Flexibility in HR 

enhances employee engagement and 

creativity, leading to higher satisfaction. 

Fosters dynamism and job 

crafting, boosting innovation. 

6 
Biron et al. 

(2021) 

Operational Efficiency: Developing 

scalable and agile workforces improves 

competitive and technological 

responsiveness. 

Enhances agility and 

competitiveness within the 

organization. 

7 Bett (2023) 

Operational Efficiency: Interdisciplinary 

HR teams reduce waste and maximize 

value delivery. 

Supports continuous adaptation 

and innovation in HR functions. 

8 Muduli (2017) 

Workforce Satisfaction: Agile HR practices 

emphasize skills over job roles, enhancing 

job satisfaction and engagement. 

Promotes knowledge sharing and a 

collaborative environment. 

9 Fasnacht (2024) 

Operational Efficiency: Agile management 

practices improve process efficiency and 

speed in response to changes. 

Builds resilience and 

customization in organizational 

practices. 

10 
Tretiakov et al. 

(2023) 

Workforce Satisfaction: Empowerment and 

participation in decision-making enhance 

employee satisfaction in IT sector. 

Fosters a culture of innovation and 

flexibility to address technological 

advancements. 

Source: elaborated by the author (2024) 

 

Agile HR practices are pivotal in driving innovation in human resource management. 

By embracing Agile methodologies, organizations can enhance their flexibility, 

responsiveness, and adaptability to meet the evolving needs of the business landscape. The 

synthesis of various research studies underscores the transformative impact of Agile HR on 

organizational culture, employee engagement, and overall performance. By fostering a 

culture of collaboration, empowerment, and continuous learning, Agile HR practices enable 

organizations to thrive in dynamic and competitive environments, ensuring long-term success 

and sustainability. 

 

HR Agile: Adaptability in Human Resource Practices 

The concept of adaptability in human resource practices through Agile methodologies 

is crucial for organizations aiming to thrive in dynamic and competitive environments. Agile 

HR practices are designed to enhance organizational flexibility and responsiveness, which are 

essential for maintaining competitiveness. This section explores how Agile HR practices 

transform HR functions, focusing on enhancing operational efficiency and fostering a culture 

of continuous improvement and adaptability. 

Junita (2021) emphasizes that Agile HR strategies significantly enhance operational 

efficiency by improving learning, coordination, and communication within organizations. 

These practices foster a culture of collaboration and continuous improvement, which is 

crucial for maintaining competitiveness in rapidly changing business environments. By 

aligning HR practices with dynamic organizational needs, organizations can ensure that their 

workforce is agile and capable of adapting to new challenges and opportunities. Similarly, 

Menon & Suresh (2020) highlight the impact of Agile HR practices in the higher education 

sector, noting that these practices improve strategic agility and operational efficiency. Agile 

HR practices encourage adaptability to both internal and external environmental changes, 

enabling organizations to respond swiftly and effectively to new demands and pressures. This 

adaptability is essential for organizations looking to maintain strategic agility and operational 

effectiveness. 

Rietze & Zacher (2022) underscore how Agile practices enhance social cohesion, 

mutual support, and empowerment within teams. By fostering a supportive and collaborative 

work environment, Agile HR practices contribute to higher levels of employee well-being 
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and satisfaction. This, in turn, enhances overall performance and adaptability, as employees 

feel more engaged and empowered to contribute to organizational goals. Findsrud (2020) 

discusses the importance of balancing adaptive and creative resource integration in Agile HR 

practices to drive service innovation. This approach promotes a culture of continuous 

improvement and creativity, enabling organizations to adapt to changing market conditions 

and innovate effectively. Agile HR practices that emphasize adaptability and creativity help 

organizations stay ahead of the curve in service innovation. 

Bakay (2022) highlights the importance of cultivating agility skills among employees, 

such as adaptability to changing conditions. This is particularly relevant in the context of HR 

managers' perceptions of the necessary skills for 21st-century higher education students. 

Agile HR practices that focus on developing these skills ensure that employees can respond 

effectively to evolving challenges and opportunities, enhancing organizational adaptability 

and resilience. Bett (2023) points out that interdisciplinary HR teams reduce waste and 

maximize value delivery, supporting continuous adaptation and innovation in HR functions. 

By promoting an environment where HR teams can quickly adapt to new situations and 

demands, Agile HR practices ensure that organizations remain flexible and responsive to 

change. 

Muduli (2017) emphasizes the role of Agile HR practices in promoting knowledge 

sharing and creating a collaborative environment. By valuing skills over job roles, these 

practices enhance job satisfaction and engagement, fostering a culture where employees are 

encouraged to share knowledge and collaborate effectively. This collaborative culture is vital 

for organizational adaptability, as it ensures that knowledge and skills are continually 

developed and shared across the organization. Fasnacht (2024) highlights how Agile 

management practices improve process efficiency and speed in response to changes, building 

resilience and customization in organizational practices. This resilience is crucial for 

maintaining operational efficiency and adaptability in the face of external and internal 

changes. 
 

Table 4. Improvement and Adaptability in Human Resource Practices 

No Author & Year Improvement 
Adaptability to 

Organizational Culture 

1 Junita (2021) 

Operational Efficiency: Agile HR strategies 

enhance learning, coordination, and 

communication, leading to increased efficiency. 

Fosters a culture of 

collaboration and 

continuous improvement. 

2 
Menon & Suresh 

(2020) 

Operational Efficiency: Agile HR practices in 

higher education improve strategic agility and 

operational efficiency. 

Encourages adaptability to 

internal and external 

environmental changes. 

3 
Rietze & Zacher 

(2022) 

Workforce Satisfaction: Agile practices enhance 

social cohesion, mutual support, and 

empowerment within teams. 

Builds a supportive and 

collaborative work 

environment. 

4 Findsrud (2020) 

Operational Efficiency: Balancing adaptive and 

creative resource integration improves service 

innovation. 

Promotes a culture of 

continuous improvement 

and creativity. 

5 Bakay (2022) 

Workforce Satisfaction: Cultivating agility 

skills enhances employee satisfaction and 

responsiveness to changing conditions. 

Develops a workforce that 

can adapt effectively to 

evolving challenges. 

6 Bett (2023) 

Operational Efficiency: Interdisciplinary HR 

teams reduce waste and maximize value 

delivery. 

Supports continuous 

adaptation and innovation 

in HR functions. 

7 Muduli (2017) 

Workforce Satisfaction: Agile HR practices 

emphasize skills over job roles, enhancing job 

satisfaction and engagement. 

Promotes knowledge 

sharing and a collaborative 

environment. 

8 Fasnacht (2024) 

Operational Efficiency: Agile management 

practices improve process efficiency and speed 

in response to changes. 

Builds resilience and 

customization in 

organizational practices. 
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9 
Tretiakov et al. 

(2023) 

Workforce Satisfaction: Empowerment and 

participation in decision-making enhance 

employee satisfaction in the IT sector. 

Fosters a culture of 

innovation and flexibility to 

address technological 

advancements. 

10 Nagini et al. (2020) 

Operational Efficiency: Flexible leadership 

styles and professional agency improve 

operational efficiency. 

Encourages creativity and 

flexible responses to 

challenges. 

Source: elaborated by the author (2024) 

 

Agile HR practices play a pivotal role in enhancing organizational adaptability and 

responsiveness. By embracing Agile methodologies, organizations can foster a culture of 

innovation, collaboration, and continuous improvement, enabling them to thrive in dynamic 

and competitive business environments. The synthesis of various research studies 

underscores the transformative impact of Agile HR on organizational culture, employee well-

being, and overall performance. Agile HR practices not only improve operational efficiency 

and job satisfaction but also cultivate a workforce capable of adapting to evolving challenges 

and opportunities. This adaptability is key to sustaining long-term organizational success and 

maintaining a competitive edge in the modern business landscape. 

 

Further Research  

Adopting agile methodologies in human resource practices is a multifaceted endeavor 

requiring a cultural shift, strong leadership, and continuous training. This section explores 

further research on these critical elements, highlighting the importance of balancing 

autonomy and control, leadership commitment, and the role of continuous training in 

fostering an agile HR environment. 

1. Cultural Shift: Balancing Autonomy and Control 

The importance of a cultural shift in adopting agile methodologies is underscored by 

Beretta & Smith (2023). Their research investigates how organizations balance autonomy 

and control during the agile adoption process. They emphasize that cultural adaptability is 

crucial in this balancing act. Organizations must integrate local ideas and continuously 

adapt agile practices to fit their specific contexts, which requires an adaptable culture that 

supports this evolution. Future research should delve deeper into the mechanisms by 

which organizations can achieve and sustain this balance, exploring case studies and 

longitudinal data to understand how cultural adaptability influences the success of agile 

HR practices. 

2. Strong Leadership: Commitment to Sustaining Cultural Shifts 

Strong leadership is vital for driving and sustaining the cultural shifts necessary for 

successful agile implementation. Holbeche (2019) discusses the pivotal role of leadership 

in committing to and nurturing these shifts. Leaders must not only initiate agile practices 

but also model agile behaviors, support continuous improvement, and foster an 

environment where innovation can thrive. Future research should examine the specific 

leadership behaviors and strategies that most effectively promote and sustain agile 

transformations. This could include exploring different leadership styles, the impact of 

leadership training programs, and the role of leadership in overcoming resistance to 

change. 

3. Continuous Training: Embedding Agile Values 

Continuous training is essential for embedding agile values and ensuring successful 

implementation. Patrucco et al. (2022) emphasize the role of mentoring, facilitation, and 

coaching in fostering a team culture aligned with Scrum values. These training 

mechanisms help build open communication, trustworthiness, and transparency within 

teams, which are critical for successful agile adoption. Future research should focus on 

identifying the most effective training methods and their long-term impact on team 
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performance and cultural alignment. This could involve comparative studies of different 

training programs, the role of external vs. internal trainers, and the impact of continuous 

vs. one-time training sessions. 
 

Table 5. Further Research about Agile HR 

No Author & Year Further Research 

1 
Beretta & Smith 

(2023) 

Importance of a Cultural Shift: Investigate how balancing autonomy and control 

impacts agile adoption and how cultural adaptability supports this balance. 

2 
Patrucco et al. 

(2022) 

Continuous Training: Explore the role of mentoring, facilitation, and coaching in 

embedding Scrum values and enhancing team cultural alignment. 

3 Holbeche (2019) 
Strong Leadership: Examine the commitment of leadership in driving and 

sustaining cultural shifts required for successful agile implementation. 

Source: elaborated by the author (2024) 

 

Adopting agile methodologies in HR requires a comprehensive approach that includes 

cultural shifts, strong leadership, and continuous training. The insights from Beretta & Smith 

(2023), Patrucco et al. (2022), and Holbeche (2019) underscore the importance of these 

elements in achieving successful agile implementation. Future research should continue to 

explore these areas, providing HR practitioners with evidence-based strategies to navigate the 

complexities of agile adoption. By focusing on cultural adaptability, leadership commitment, 

and ongoing training, organizations can create a resilient and agile HR function capable of 

driving sustained organizational success. 

 

CONCLUSION 

This study has examined the impact of Agile HR practices on various organizational 

outcomes, including flexibility, employee engagement, organizational culture, employee 

retention, innovation, and adaptability. Agile HR practices significantly enhance 

organizational flexibility and employee engagement by fostering a collaborative work culture 

and empowering employees. The adoption of Agile methodologies leads to a dynamic and 

innovative organizational culture that supports continuous improvement and adaptability. 

Furthermore, Agile HR practices contribute to higher employee retention by creating a 

supportive and satisfying work environment. 

The synthesis of research highlights the importance of strong leadership, cultural shifts, 

and continuous training in successfully implementing Agile HR practices. Leaders play a 

critical role in driving and sustaining the cultural changes necessary for Agile adoption. 

Continuous training and development are essential to ensure that employees are equipped 

with the skills and mindset required for Agile methodologies. 

For future research, it is recommended to explore the specific challenges and best 

practices for balancing autonomy and control in Agile HR environments. Additionally, 

investigating the long-term effects of Agile HR on different types of organizations, such as 

SMEs and large enterprises, can provide deeper insights into how Agile practices can be 

tailored to various organizational contexts. 
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