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ABSTRACT

Organisational agility is becoming increasingly important in establishing long-term competitive
advantage. Organisational agility has recently gained prominence as a result of the COVID-19
pandemic.Themainissuewithorganisationalagilityisdetermininghowtomakeemployeesmore
agile.Inthisresearchpaper,theresearcheremphasisedtwoessentialdominantsfororganisational
agility: agile competencies and agile talent management practices. For this, 50 employees from
variousorganisationsandinstitutesinVadodaraweresurveyedusingquestionnaires.PLS3.3.2was
utilised to analyse theproposedmodelusingpartial least squares structural equationmodelling.
Thisresearchpaperadvancesagilityresearchbyemphasisingthepositiveassociationbetweenagile
talentmanagementpracticesandorganisationalagility.Thisstudyalsocontributestohumanresource
managementbyunderliningtheinherentlinkagestoHRMandthelineageofacompetence-based
organizationagilitymodel.

KEywORdS
Agile Talent Management Practices, Agility, Competency, Great Eight Competencies, Organisation Agility, 
Talent Management

1. INTROdUCTION

Agilitywasinitiallydescribedinthebusinessenvironmentin1982as“theabilitytorespondpromptly
torapidlychangingconditions”(J.L.Brown&Agnew,1982).OrganisationalAgility(OA)represents
a company’s characteristics for thrivingandprospering in anuncertain andconstantly changing
environment.(Vinodhetal.,2012).Thereport’slong-termoutcomewasOAasastrategyforenhancing
competitiveness.ManagersthinkthatOAisavitalsuccesscomponentthataffectshowsuccessful
acompanywillbeintoday’sturbulentbusinessenvironment,regardlessofindustry(Aghinaetal.,
2015).AcademicstudyconfirmsthatOApositivelyimpactsbusinessperformance(Inmanetal.,
2011).Leadershipandmanagement,inparticular,areessentialsuccessfactorsinacompany’sagile
journey(EbrahimS,KrishnakanthanK,Thaker,2018);(Mahadevanetal.,2019).

Dynamiccapabilitiesare“thefirm’sabilitytoinnovate,adapttochange,andproducechange
thatisbeneficialtocustomerswhilebeingdetrimentaltocompetitors”(D.Teeceetal.,2016).As
aresult,thedynamiccapabilitiesapproachisapplicableinthecontextofagility.Furthermore,as
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partofadynamiccapability,theentrepreneurialcapabilityiskeytotheharmonisationofseparate
componentsandtheabilitytopredictdevelopmentsandtrendsinacompany’senvironment,which
isanessentialaspectofanagileorganisation.(D.Teeceetal.,2016)OrganisationAgilityis“an
organisation’sabilitytoredeploy/redirectitsresourcestovalue-creatingandvalueprotectinghigher-
yieldactivitiesasinternalandexternalconditionsdemand”(D.Teeceetal.,2016).

Agilitycapabilitiesareuniqueabilities thatprovide thenecessarypowerandcompetence to
respondtochanges;theyincluderesponsiveness,competency,flexibility,andquickness.According
toZhangandSharif(2000),agilitycompetenciesareessentialcapabilitiesthecorporationrequires
torespondpositivelytoandtakeadvantageoforganisationalagility(Z.Zhang&Sharifi,2000).Lin
etal.(2006)definedagilitycapabilitiesas“essentialabilitiesthatwouldoffertherequiredstrength
torespondappropriatelytochangesoccurringinitsbusiness”.Thus,agilitycapabilitiesrepresenta
company’sabilitytodealwithchangesanduncertainty(C.T.Linetal.,2006).Agilityattributesare
asynonymforagilityskillsinthiscrucialarea((Bottani,2009);(Nejatianetal.,2018).Organisational
agility,describedasan“enterprise’sabilitytoquicklyadjustandadaptinresponsetocontinualand
unpredictablechanges incompetitivemarket contexts,” is a critical component in tackling these
problems(Sherehiy&Karwowski,2014),

Thefirm’sprocessesuseresources—specificallytheprocessestointegrate,reconfigure,gain,and
releaseresources—tomatchandevencreatemarketchange.Dynamiccapabilitiesthusaretheorganisational
andstrategicroutinesbywhichfirmsachievenewresourceconfigurationsasmarketsemerge,collide,split,
evolve,anddie—companiesusingthistypeofTalentManagementfocusonindividualisation.

Theyadoptaninclusiveapproachtotalentselectionandhavenoofficialorsystematicdefinition
ofselectedtalent.Thatis,theyconsiderallemployeesastalented.Insummary,TalentManagement
createsopportunitiesforindividuals[intheorganisation]tofindtheirroleinwhichtheycangive
thebest.Itsupportsfurtherdevelopmentthrougharangeofofferings.(Harsch&Festing,2020)

Agility enablers are approaches, tools, processes, and critical technologies that facilitate
OrganisationAgility(Sharifi&Zhang,1999);(Yusufetal.,1999);(B.W.Lin,2004);(VanOosterhout
etal.,2006).Agileenablersareusedasleverage(Nejatianetal.,2018)atmanyorganisationallevelsto
supporttheimplementationofagilitycapabilities(Sharifi&Zhang,1999).Thiscoreareacomprises
informationaboutthepointsmentionedaboveofinterestandisalsoreferredtoasagilityproviders
((C.T.Linetal.,2006);(Z.Zhang&Sharifi,2000);(Z.D.Zhang&Sharifi,2007).

ResearchersseedynamicTalentManagementcapabilitiesasavalue-creationprocessforany
business(Sparrow&Makram,2015),withtalentasacriticalhumanresource(Thunnissen,2016)
beingthesuccessfulresultofthisTMprocess(D.J.Teece,2015).Toenhanceorganisationalagility,
researchersrelyontheideathatstrongdynamicTalentManagementcapabilitiesarerequired(D.Teece
etal.,2016)foragilehumanresources(Alavietal.,2014).Asaresult,theirresearchisinformedby
theideathatTalentManagement,asadynamicskill,mayimpactorganisationalagility.Productivity,
staff dedication, and engagement are examples of Talent Management effects that have already
beenstudied.(DeBoecketal.,2018).However,researchonhowTalentManagementmighthelp
organisationalagilityislimited,despiteincreasedinterestinthesubject.(Cappelli&Tavis,2018)

TherestofthisResearchPaperisarrangedasfollows.TheResearcherfirstdefineseightgreat
competenciesandtheirpracticesandthenusesthelensofeightgreatcompetenciesintheTalent
ManagementprocessforAgilityintheOrganization.Beforebeginning,theResearcherhadevaluated
thelimitedamountofliteratureonorganisationalagilityinthiscontext.Intheempiricalsectionof
the study, theResearcherdescribes themethodologiesandsamplesemployed in theexploratory
investigationbeforepresentingandanalysingresults.Finally,theconclusionoffersasummaryand
results’theoretical,research-oriented,andpracticalimplications
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2. THEORETICAL BACKGROUNd & HyPOTHESIS BUILdING

TomakeanorganisationAgile,astrategy-drivenmotivationfororganisationalchangeinprocessesandpolicies
isnecessary.Theymustencourageemployeestochangetheirbehaviourandguaranteethattheworkforcehas
theessentialskillsandcompetenciestosucceedinthenewactivities(LawlerIII&Worley,2015).

AstrategicapproachtoTalentManagementcomprisesaligningitsstrategyandtechniques,such
astalentacquisition,selection,development,andretention,withorganisationalgoalsandembedding
themintothefirm’sculture.Acompany’shumanmanagementpracticesandproceduresmustallow
forstrategy-drivenchangetobeagile.

Individualsmustbeencouragedtochangetheirbehaviours,andtheworkforcemusthavethe
necessaryskillsandcompetenciestosucceedintheOrganization’snewoperations(López-Alcarria
etal.,2019).AccordingtoBessantetal.Organisationalagilityhas“fourkeydimensions”:anagile
strategy,agileprocesses,linkages,andpeople.(Bessantetal.,2000)Agilityshouldbeincludedin
technology,skills,andexternalpartnerships(Vinodhetal.,2012).

H1:CompetencyhasapositiveanddirecteffectonOrganisationAgility.

2.1 Competency and Organisation Agility
TheGreatEightstructureoutlinestherealmofworkperformancebyrelyingonavarietyofmodels
usedbypractitionersincompetencepractice.Itisempiricallyconfirmedbytheapproachusedtoapply
thecompetencyratingclustertofactoranalysis.(Kurzetal.,1999).Becausetheygiverealisticratings
ofcompetencypotential,predictortoolsaresignificantintheGreat8modelvalidation.(Sindhwani
&Malhotra,2017)(S.Brown&Bessant,2003)Theinputdimensions—’collaboratingtoenhance
competitiveness’andmechanismdimensions—’leveragingtheimpactofpeopleandinformation—
representtherealisationofOrganizationAgilitythroughtheintegrationoftechnologyandHRviaa
flexibleorganisationalstructure,anappropriatemanagementstyle,Employees’skillandinternaland
externalcooperation.(Nagel,1991).Sharpetal.viewedthefollowingaspectsasessentialcompetitive
foundations:acontinuallychangingenvironment,arapidresponsewithcustomised,high-quality
goods,andsocialresponsibility.(Sharpetal.,1999)Areviewofexistingresearchindicatesfourbroad
agilitytraitsthatdiverseresearchersmightuseasessentialagilityqualitiesreactivity,competency,
flexibility,andquickness.(C.T.Linetal.,2006)(Sharifi&Zhang,1999)(Z.D.Zhang&Sharifi,
2007)Zhangetal.additionallydefinedandcountedsub-capabilitiesforeachcapacity.Thecapacity
tonoticechanges,respondquicklytoreactivelyorproactively,andrecoverfromchangesisdefined
asresponsivenessandcompetencies.(Z.D.Zhang&Sharifi,2007)Learninginorganisations(Alavi
etal.,2014)(Bahramietal.,2016),Flathierarchies(Alavietal.,2014),cooperation(Shelletal.,
2014),andcompetency(Sherehiy&Karwowski,2014)allbeencitedascriticalfactorsindeveloping
employeeandorganisationalagility.Agilefindingsindicatethatsoftskills(communication),self-
organisation,andteamworkabilitiesareincreased.

Furthermore,theauthorssuggestthatAgileprojectspromoteself-managedcooperativelearning
in heterogeneous courses since they allow all learners to create flexible, generalised cognitive
frameworksandgainfluidandcrystallisedabilities.(López-Alcarriaetal.,2019).Imaginingand
VisualisingWorkswellinsituationsthatnecessitateanopennesstonewideasandexperiences.Look
foropportunitiestolearn.Handlessituationsandproblemswithcreativityandinnovation.Thinks
strategicallyandbroadlyencouragesanddrivesorganisationalchange;generalmentalability;openness
tonewexperiences;copingandadaptingand responds tochangeeffectivelymanagesstressand
copeswellwithsetbacks&emotionalsteadinesscanbecomemajorcompetenciesforestablishing
agility(Bartram,2005)intheOrganisation.

H2:TalentManagementhasapositiveanddirecteffectonOrganisationAgility.
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2.2 Talent Management and Organisation Agility
OrganisationAgilityisclassifiedintothreeessentialdimensions:management,technology,andworkforce,
eachhavingdistinctfeaturesthatmayberealisedviadiverseenablingtechnologies.(Monplaisir,2002)
Sparrow&MakramanalysedandexplainedhowTalentManagementcouldchangetalentandorganisations
tobecomemoreagile.TheyrecognisedTalentManagementasadynamicskillandstudieditinthecontext
ofthefirm’scompetitiveenvironment.TheyidentifiedthatdynamicTalentManagementcapabilitiescould
fosterorganisationalagilitytovaryingdegrees.TheyexplainedTalentManagementascontinuousefforts
(Stahletal.,2012)whicharerequiredtoshapetheresourcetalentaccordingtothestrategicneedsofthe
company,OrganisationAgilityandcreatevalue(Sparrow&Makram,2015).

Asacompanyexpands,itmustadjustquickly,anditsapproachtohumanresourcesshouldreflect
this.Agileorganisationsrequireatalentmanagementapproachthatreducesemployeeresistanceto
changeandeliminatesthehightransactioncostsassociatedwithalteringaworkforce’scompetency
mix.Requirespractisesandmethodssignificantlydifferentfromthoseusuallyusedintheindustrialised
worldandacceptedassoundpolicy.ForOrganisationAgility,employmentarrangementsmustbe
reinforcedbytheproperrecruitment,selection,performancemanagement,pay,andtalentdevelopment
processes.Thefirststepinestablishinganagileworkforceistorecruitandchoosetheappropriate
people.(LawlerIII&Worley,2015)Itisdifficulttoobtaina100%“hitrate”whilescreeningor
interviewingprospectiveemployees.Acompany’schancesofbecomingmoreagileareincreasedby
integratingafewquicktalentsinthescreeningprocess.Hirepeoplewhoareopentonewexperiences,
eagertolearnandexpandtheirskillset,andcapableoffunctioningwellinvariouscontexts.Agile
organisationsarefrequentlyforcedtochoosebetweentraininganddevelopingcurrentemployeesand
hiringnewpeople.Mostperformancemanagementsystemsneedayearlycommitmenttoestablished
goalsandskillimprovement.Peoplemaybeinspiredtopursueobjectivesandperfectskillsthatthey
willsoonbeunabletouseowingtotherapidpaceofchange.(López-Alcarriaetal.,2019)

Shaferetal.explainedhowthecompany’shumanresourcestrategycouldfosterorganisational
agilitybyenrichingwork,embeddingcorevalues,orpromotingpersonalgrowth.(Shaferetal.,2001)
Forhumanresourcemanagement,mostorganisationsemployaclassicexecution-orientedstrategy.
Agiletalentmanagementdeviatesfromthisconcept.Becauseturnovermaybeprohibitivelyexpensive,
theemphasisisonensuringthatcurrentpersonnelcancontinuetoimplementtheOrganization’s
currentstrategyundertheexecutionmethod.(López-Alcarriaetal.,2019)Theanalysisoftheliterature
carriedoutbySherehiyandhercolleaguesshowsthatnotonlydostructuresorprocesseshavean
impactontheagilityoftheOrganization,butalso—andaboveallelse—theadaptability,flexibility,
andlearningabilitiesofemployees,thatis,theagilityoftheworkforce(Sherehiyetal.,2007)

H3:CompetencyandtalentManagementhaveapositiverelationshipwithOrganisationAgility.

2.3 Competency, Agile Talent Management Practices & Organisation Agility
Organisationsmustcontinuallyadapttopreservetheireffectivenessthroughouttime.Buildingand
managing a structure capable of recognising changes in the environment, designing and testing
prospectivemodifications,andfastimplementingchangesarenecessarytocreateanagileorganisation.
(Boudreau,J.W.,&Ramstad,2007)Accordingtothestudy,Agilebusinessescanbeattheircompetition
fordecades.TheResearcherpickedNetflixandDeskasinstancesoforganisationalagility.Anagile
workforcemaybecreatedbyusing talentmanagementmethods thatallowworkers to learnand
growwhilealso lowering the transactioncostsofaltering theirworkforce’scompetencies. Inan
agileorganisation,awell-functioningtalentmanagementsystemiscrucial.Assessingacompany’s
capacity toadapt tochangingconditions is important.Globalisation’s increasingcomplexityand
rapidchangehaveadirectinfluenceonthis.Becauseofnewtechnologyandincreasinglycomplicated
worksettings,havingtheproperpeopleonyourteamisnowamust.(Cappelli&Keller,2013)Asa
result,organisationstodayhavesignificanthurdleswhenadaptingtochange.Thecompetenceofan
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organisation’spersonneltosupportachangeandthenewbusinessactivitiesitentailsisasignificant
aspectinpracticallyanytransition.

Giventhevelocityofchangeintheenvironment,yesterday’sappropriatetalentmaynotbetoday’s
ortomorrow’srighttalent.Acompany’sabilitytoutilisetalentmanagementtacticsisdetermined
byitsabilitytoalteritsemployees’knowledgeandskillsatthesamerateasitsbusinessstrategy.
(LawlerIII&Worley,2015)Managersmustadoptanewwayofthinking,andthetalentpoolmust
be considered as an internal employee: unique and equal. (Harsch & Festing, 2020) The study
discoveredthatorganisationsthatefficientlydeployagiletalentandsolvethefourmajordifficulties
arethemostcompetitive.Theydevelopinternalstaffgroupsutilisingthemosteffectivemanagement
approachesanddescribetheiremployeesasengaged,motivated,andinspired.(LawlerIII&Worley,
2015)Duetotransactioncostsandtrainingtime,makingfastchangesinaworkforceischallenging.
Astrategy-drivenincentivefororganisationalchangeinprocessesandpoliciesisnecessarytomake
anorganisationadaptable.(LawlerIII&Worley,2015)Theemployermustencourageemployeesto
modifytheirbehaviourandensurethattheworkforcehastheessentialskillsandcompetenciesto
ensuretheworkforce’ssuccessinlightofitsnewactivities.(Creelman,2011)

2.4 Research Gap
According to the results of a McKinsey report on “how to create an agile Organisation,” the
threeprimaryhurdles to attainingOrganisationalAgility are all theconsequencesof inadequate
management.;Organisational adaptability:poorlydefinedand somewhatconfusing leadership: a
generallackofleadershipandanunclearvisionandplanforexecution.(Salo,2017)Anothersurveyon
thestateofagilitycitesleadershipstyleasthemostchallengingchallengeduringagilitydeployment.

Researchonorganisationalagilityimplementationchallengesindicatesthatalackofmanagement
engagementisakeybarrier(Massie,2015).Otherdriversoffailureincludealackofcommitment,
poorplanning,andimpropersolutions.(Laietal.,2021)Thecorrespondingagilitycapabilitylevel
requirementvariesdependingonthescenarioandmustbeassessed.Managementmustalsoevaluate
theextenttowhichtheorganisationcanrealisetherequiredcompetencies.Ifneeded,thecompetence

Figure 1. Frame work for explaining the impact of agile competencies on Organisation Agility through Agile Talent Management 
practices
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mustbedeliberatelydeveloped.Thenastrategyforimprovingordevelopingtheneededcompetence
mustbecreated.However,itisnotyetwhollyknownhoworganisationalagilitymaybeextendedorwhat
essentialinfluencingelementsandnecessaryprocedurescanberecognised.(Sherehiy&Karwowski,2014)

Thisoutlinestheresearchquestion:‘Whatcompetenciesarerequiredinanagileorganisation?’
InthisstudyresearcheridentifiedafewsignificantcompetencieswithreferencetotheGreatEight
Competencies model (Bartram, 2012); another Research question: What strategy or techniques
shouldbeused inOrganisation tobecomeAgile?HereTalentManagementComponents:Talent
Attraction,talentretentionandTalentdevelopmentwereusedasstrategiesandtechniquesformaking
an organisation agile. The authors propose a framework for an organisation to become agile by
identifyingAgilecompetencies&TalentManagementpractices.(Worleyetal.,2012)

3. RESEARCH METHOdOLOGy

3.1 Research Objectives
Themajorobjectiveofthisresearchstudyistoidentifyandevaluatehowcompetenciescanimprove
organisationagilityviaTalentmanagementpractices;theResearcheridentifiedanddescribedAgile
competencies first and linked that with dynamic talent management practices. Furthermore, the
ResearcheralsoanalysedthemediatingroleofAgileTalentmanagementpracticesinestablishing
agilityintheorganisation.Finally,theResearcherwouldportraytheroleofAgilecompetencies&
agiletalentmanagementpracticesindevelopinganAgileorganization.

3.2 Measurements
All theparticipantsreceivedquestionsabout theirawarenessandagreeablenessof implementing
AgileCompetency&Agiletalentmanagementpractices,aswellasdemographicquestions.Thescale
variablesweremeasuredona5-pointLikertscaleanchoredat1–StronglyDisagreeto5–Strongly
Agree.Toensurereliabilityandvalidity;allmeasurementitemsweretakenfrompreviousstudies:

Figure 2. Research methodology flowchart
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• AgileCompetencies:Tenitemsfrom(Bartram,2012)(Priftietal.,2017)
• AgileTalentManagementPractices:Nineitemsfrom(Harsch&Festing,2020)
• OrganisationAgility:Sevenitemsfrom(Walter,2021)(formoredetail,pleaseseeappendix

tableno07&tableno:08)

3.3 Sample determination Process
PLS-SEMobtainssolutionswithsmallsamplesizeswhenmodelscomprisemanyconstructsanda
largenumberofitems(Fornell&Bookstein,1982)(Willabyetal.,2015)(Hairetal.,2018)(Hairet
al.,2017)Arepresentativesampleofthisstudyincluded50peoplefromvariousorganisationsand
institutionsinVadodarawhowereworkingorhadalinkwithhumanresourcedepartments.The
responseswerecollectedusingaquestionnaireandanon-probabilitypurposivesamplingapproach.
DuetoCovidprotocols,questionnaireswerefilleduponline.Arigorousliteraturereviewwasdone
todesignthequestionnaire.Thequestionnairewasdividedintothreesections:AgileCompetency,
AgileTalentManagement,andOrganizationalAgility.Fiftyvalidreplieswereobtainedandusedfor
finalanalysisusingSmartPLSSoftware3.3.2’sPartialLeastSquareStructuralEquationalModelling
(PLS-SEM).Becausetheconceptualmodelcomprisesthecomponents(AgileCompetency,Agile
TalentManagement,andOrganizationAgility)tobeanalysedusingformativemodelling,PLS-SEM
isdeemedthepreferredapproachinthisresearch.(Hairetal.,2017)G*Powersoftwarewasusedto
computethesamplesizetoexaminetheminimumrequiredsamplesize.(Erdfelderetal.,2009)(El
Manianietal.,2016)Thegenuinepowerof0.95requiresasampleofatleast36participants.However,
thestudyusedasampleof50participants,whichfulfilledthecorrectsamplesizecriterion.Figure
2depictsthecomputationsforthesmallestpossiblesamplesize.

3.4 Conceptual Model
Themathematicalmodelisbuiltusingstructuralrelationshipsbetweenendogenous&exogenous
variables.Itisanalysedusingamultivariatestatisticalanalysisapproach.Structuralequationmodelling
(SEM)isthemostprevalentapproachinmultivariatestatisticalanalysis.Itcombinesfactoranalysis
andmultipleregressiontechniquestostudystructurallinksbetweenqualitativelymeasuredvariables
andtheirconstructs.TheSEMapproachinvestigatestheconnectionsbetweenvariousbutrelated
qualitativeandquantitativefeaturesinasinglesample.(Hairetal.,2018)

The study’s conceptual model shown in figure 3 attempts to build a link between Agile
CompetenciesandAgileTalentManagementPractices,whichleadstoOrganizationalAgility.This
methodologicalframeworkisbasedonathoroughandmeticulousliteraturereview.Theliterature
review was separated into three sections: Competency and Organisational Agility, Competency-
basedTalentManagementPractices,andTalentManagementandOrganizationalAgility.Abigail
Lopezandcolleagues’2019study,“UsingAgileMethodologiesinEducationtoFosterSustainability
Competencies,”&Greateightcompetencies(Bartram,2012)inspiredtheabilitiesassessedforAgile
Organisations.Theentireanalysisisbasedontheresearchconductedby(Walter,2021)(Karman,
2019)&(Bartram,2005)(Walter,2021)(Harsch&Festing,2020)

4. FINdINGS OF THE STUdy

4.1 Common Method Bias
TheoccurrenceofVIFgreaterthan3.3isproposedasanindicationofpathologicalcollinearityandan
indicationthatamodelmaybecontaminatedbycommonmethodbias.Therefore,ifall[factor-level]
VIFsresultingfromfullcollinearityareequaltoorlowerthan3.3,themodelcanbeconsideredfree
ofcommonmethodbias.(Kock,2015).Inthisresearch,outer&innerVIFvaluesarelessthan3.33,
soitrecommendsnocommonmethodbiasexistsinthestudy,findingsofthisarereflectedinTable1.
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4.2 Measurement Model Assessment
Agile Competence was researched using Confirmatory Factor Analysis in partial least squares
StructuralEquationalModelling,whereFormativeassessmentswereconducted.Internalreliability
andconvergentvaliditytestswereconductedtoexaminethemodel’souterspecifications.Cronbach’s
Alpha,Henseler’srhoa_A,andCompositeReliabilitywereusedtoanalyseallinternalreliabilitytests
abovethethresholdlimitof0.70.Inallthreecases,theCronbach’sAlphaismorethan0.70,indicating

Figure 4. Conceptual model

Table 1. Collinearity Statistics VIF (Inner Model)

Agile Competency Agile talent Management 
Practices

Organisation Agility

AgileCompetency 0.000 1.000 1.554

AgiletalentManagement
Practices

0.000 0.000 1.554

OrganisationAgility 0.000 0.000 0.000

Figure 3. Sample Determination by G*Power software
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significance.Todemonstratetheconstructions’dependability,rhoa_Awasmuchhigherthan0.70.An
additionalwaytoconfirmconvergentvalidityinthemodelwastolookattheaverageextractedvariance
(AVE)score,whichwaswelloverthethresholdvalueof0.50forallbasicformativecomponents(Hair
etal.,2018)Forthepurposesofbrevity,theResearcherhassummarisedthefindingsinTable2.

AccordingtoFornell&Larcker’sCriterion,diagonalconstructshadgreaterunderrootAVEs
thantheirinter-itemcorrelationvalues.Hencetheinvestigationlookedatdiscriminantvalidity(Fornell
&Larcker,1981).Table.3showsthateachconstructisdistinctfromtheothers,indicatingthatthe
studycanbeusedtoconductthefinalanalysisoftheresults.

4.3 Structural Model Assessments
Research on the relationship between the constructs and their ability to predict outcomes was
conductedusing structuralmodel evaluations.Each set ofpredictor constructs is assessedusing
formativemeasurementmodelsintheinnerstructuralmodel(Casseletal.,1999)Thebootstrapping
procedurewasusedtofindtherequisitep-valuesforthehypothesesframedinthestudy,with5000
bootstrapsadvisedwithoutsignchange(Sarstedtetal.,2020).Forthisreason,theVarianceInflation
Factor(VIF)valueswerecalculatedandfoundtobelessthan3.33(Diamantopoulosetal.,2008).

The innerVIFswere found tobe less than theAgileCompetency (2.234)andAgileTalent
Management(2.234)thresholdlimitsonOrganizationAgility,indicatingthattherewerenocollinearity
issues in the study (Hairet al.,2018).Following thebootstrappingphase in thePLSAlgorithm
using5000subsamplestocheckforanycollinearityproblemsintheinnermodel,thenextstepwas
tovalidatethesignificanceandrelevanceofthepathcoefficients,whichmighthaverangedfrom
-1to+1.(Sarstedtetal.,2020)ThestructuralmodelevaluationsaredepictedinFigure4asfollows:

Thecoefficientofdetermination(R2)oftheendogenousAgileTalentManagementwasfoundto
besignificantlymoderatetohigh,asanyvalueofR2(0.20)andaboveisconsideredhighinbehavioural
sciences,andOrganizationAgility(0.298)isdeterminedsubstantiallybyAgileTalentManagement(0.72).

Table 2. Construct Reliability & Validity

Cronbach’s Alpha rho_A Composite 
Reliability

Average Variance 
Extracted 
(AVE)

AgileCompetency 0.851 0.863 0.885 0.525

AgileTalentManagement 0.887 0.898 0.91 0.561

OrganisationAgilty 0.778 0.783 0.85 0.532

Source: Author’s Calculations

Table 3. Discriminant Validity

Agile Competency Agile Talent Management Organisation 
Agility

AgileCompetency 0.725

AgileTalentManagement 0.545 0.796

OrganisationAgilty 0.68 0.749 0.73

Source: Author’s Calculations
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ThefirsthypothesistotestthelinkagebetweenAgileCompetencyandAgileTalentManagement
gotthevalue(â=0.545,p<0.000),thussupportingH1.AnotherrelationshipisAgileCompetency
toOrganisationAgility,havingavalue(â=0.35,p<0.001),whichshowsthesignificantrelationship
betweenconstructs.H3’salternativehypothesiswasaccepted(â=0.605,p<0.000).Thatimpliesthat
OrganisationAgilitydependsuponAgileTalentManagement&AgileCompetency.Theresultof
thehypothesiswithitsPvalueanddecisionsissummarisedinTable:04.

4.4 Importance of Performance Map Analysis (IMPA)
Weemployedprioritymapanalysis,alsoknownasanimpact-performancemaporavitalperformance
matrix,tosupportthefindingsofthestudyconstructs.Theprimarypurposeofthisstudy’suseofIMPA
istodeterminewhichscale,whetherAgileCompetencyorAgileTalentManagement,ismostimportant
inmouldingtheOrganization’sagility.(Ringle&Sarstedt,2016)Substantialtotalimpactstowardthe
targetconstructwithareasonablyhighrelevanceconstructinthestudywereidentifiedduringthisphase.
WhenusingtheVarianceAccountedFor(VAF)(IndirectEffect2/DirectEffect)approach,IMPAismore
appropriateforusagewhentherearemediatorsinthestudy,especiallywhenthemediationeffectsare
complicated(DirectEffects+IndirectEffects=TotalEffects).Forthispurpose,Researcherhavefirst
analysedthetotaleffectofconstructsandtheirrelationshipinthisstudywhichissummerisedinTable5.

Figure 5. The structural model

Table 4. Hypothesis Result

Path Relationships Original 
Sample 
(O)

Sample 
Mean 
(M)

Standard 
Deviation 
(STDEV)

T-Statistics 
(|O/ST DEV|)

P 
Values

Decisions

AgileCompetency®Agile
TalentManagement

0.545 0.581 0.091 5.99 0.000 supported

AgileCompetency
®OrganisationAgilty

0.35 0.355 0.102 3.429 0.001 supported

AgileTalentManagement®
OrganisationAgilty

0.605 0.597 0.1 6.073 0.000 supported

Source: Author’s Calculations
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ThestudyusedamodelFigure1tocheckthemediatorroleofTalentmanagementbetweenAgile
Competency&OrganisationAgility.Thestudy’sresultshowscompletemediationastheVAFvalue
ismorethan0.2andlessthan0.8,whereasthespecificMediationeffectshows(B^=0.33,p=0.000),
whichofferscomplimentaryandpositivemediation,Theresultofthisspecificmediationeffectisshown
inTable6.ThestudyfindingimpliesthatiftheOrganisationwantstobeagile,itmustconcentrateon
itsagilecompetencies,andthesecompetenciesmustbeapartofAgiletalentmanagementpractices.

5. CONCLUSION

Thetimingofthestudyissuitablesincetheworldwidepandemichasproducedagloomyclimate
riddledwithuncertainties.Pandemichasincreasedthedemandfororganisationalagilitymorethan
everbefore.Agilityisanorganisation’sdynamiccharacteristicthatenablesittomanagechangeand
uncertaintyintheenvironment.(Mrugalska,2021)Agileisnolongeronlyabouttechnology.Ithas
spreadtovarioussectorsandoperations,fromproductdevelopmenttomanufacturingtomarketing,
redefininghowfirmshire,develop,andmanagetheiremployees.(Cappelli&Tavis,2018)Building
capabilitiestakestimeandrequiressignificantinvestment,butitwillbeoneofthebiggestways
to unlock the journey toward organisation-wide agility.(Mahadevan et al., 2019) Organisations
withagilityasa(dynamic)competencemayefficientlycopewithchangesandbecomesignificant
driversforadoptingsuchsystems.(Mrugalska,2021)Thefindingsofthisstudydemonstratedthat
implementing Agile Competencies can improve organisational agility as sample mean is 0.355
& P value is 0.000 which shows significant relationship between both the constructs. It would
alsonecessitateconsiderableadjustmentsinattracting,developing,andretainingtalentinsidethe
businessasthemediatingthestudy’sresultshowscompletemediation;VAFvalueismorethan0.2
andlessthan0.8,whereasthespecificMediationeffectshows(B^=0.33,p=0.000),whichoffers

Table 5. Total Effect

Original 
Sample (O)

Sample 
Mean (M)

Standard 
Deviation 
(STDEV)

T Statistics (|O/
STDEV|)

P 
Values

AgileComprtrncy®AgileTalent
Management

0.545 0.581 0.091 5.99 0.000

AgileComprtrncy®Organisation
Agilty

0.68 0.699 0.079 8.659 0.000

AgileTalentManagement
®OrganisationAgilty

0.605 0.597 0.1 6.073 0.000

Source: Author’sCalculations

Table 6. Specific Mediation Effect

Original 
Sample 
(O)

Sample 
Mean 
(M)

Standard 
Deviation 
(STDEV)

T 
Statistic 
s (|O/ST 
DEV|)

P Values

AgileComprtrncy®AgileTalent
Management->Organisation
Agilty

0.33 0.345 0.07 4.688 0.000

Source: Author’s Calculations
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complimentaryandpositivemediation,whichimpliesthatiftheOrganisationwantstobeagile,it
mustconcentrateonitsagilecompetencies,andthesecompetenciesmustbeapartofAgiletalent
managementpractices.Theresearchalsohighlightedthatwhile8GreatCompetenciesinthecontext
ofagilitymaymakeOrganisationAgilityeffective,suitableagiletalentmanagementstrategiesare
requiredtoachieveexcellentresults.Thisstudyhasalsoevaluatedtheinterrelationshipsbetween
allcompetenciesandTalentManagementtechniquesforAgileOrganisations,andtheresultshows
thepositiveandrobustrelationshipamongconstructsastotaleffectoflatentconstructs(p=0.000)
Thus,weachievedtheobjectivesofthisresearchworkandcontributedtheoreticallyandempirically
toOrganizationAgilityresearch,specificallyinthecontextofAgilecompetenciesandAgiletalent
managementpractices,byprovidingempiricaldata,andaframeworkfordescribingtheimportant
linksandunderlyingprocessesofAgileCompetencies&AgileTalentManagementpractisesthat
enhanceorganisationalagility.Asaresult,weclearlycontributetothehighlightedresearchshortfalls
mentionedintheResearchGapanddescribehowfutureresearchmightexpandonandimproveour
insightsinthefollowingways.

6. IMPLICATION OF THE STUdy

6.1 Theoretical Implications
ThisstudyaddstothebodyofknowledgebyshowcasingempiricalsupportfortheOrganisationagility.
Limitedresearchfocusesontheinteractionbetweencompetency&talentmanagementpractices.
(VankaSita,2003)andveryfewstudieshaveconcentratedoncompetencyasapathfororganisation
Agilitythroughtalentmanagementpractices.Thisstudyisuniqueinmanipulatingthecompetency
&talentmanagementpracticestoapplyagilityintheorganisation.Thestudy’smajoraimwasto
investigatetheimpactofAgilecompetenciesthroughTalentmanagementpracticesonorganisation
Agility.Thisstudyconfirmsthatexcellent8competenciescanbedeterminants&predictorsforagile
competencies.(Bartram,2012).Thestudyalsoconfirmsthatapplyingcompetencies(Chakravarty
et al., 2013) with strategic talent management practices could increase the organisation agility.
(Harsch&Festing,2020)Therelationshipofagilecompetencies&agiletalentmanagementpractices
isincrediblyhigh.ResultsalsoaddandconfirmtheroleofAgileTalentmanagementpracticesis
moresignificantandbroaderinthecontextoftheorganisation’sagility(Nijssen&Paauwe,2012),
whichdirectedtheorganisationtoapplyagilityeffectivelyintheorganisationneedsmorefocuson
competenciesofworkforce.(Chakravartyetal.,2013)

6.2 Implications for Practitioners
ThepresentstudyhighlightstheAgilecompetencies&Agiletalentmanagementpractices.Thestudy
proposescontinuousattentiontoenhancingworkforcecapabilitiestoincreaseagilityintheOrganization.
ThisstudywouldbenefitEmployers,Managers,&Employeesinpreparingaroadmaptosustainagility
intheOrganisation.Thestudy’sfindingsemphasisetheimportanceofmanagers&leadersbecoming
moreagile.Italsosuggestswhichcompetenciesshouldbeprioritisedtomaximiseanorganisation’s
abilitytoadapttochangeOrganisationstypicallyhavelimitedresourcestocovervariousstrategicand
operationalfunctions.ThroughAgileTalentmanagementpractices,managersmayfindahappymedium
betweeninternalexpansionandworkforcetransformation.Giventhefavourablerelationshipbetween
AgileTalentmanagementpracticesandorganisationalagility,thisstudy’sfindingsemphasisetheneed
to implement talentmanagement approaches that enablemoreagileCompetencyandbehavioural
flexibility.Thisresearchwillencouragemanyorganisationstoimplementagile talentmanagement
practicesbasedonagilecompetenciestorespondswiftlytochangingsituations.
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7. FUTURE RESEARCH & LIMITATION OF THE STUdy

Limitationsandfurtherresearchsuggestionsalthoughthisresearchhasbothempiricalandpractical
positiveimplications,itwasnotfreefromlimitations.Thenarrowfocusofthestudywasfoundto
beonelimitation,asthestudyonlyfocusedonIndividualCompetencies.Therefore,theresultscan
onlybeappliedtotheWorkforceoforganisation.Futureresearchshouldalsoincludeindividuals
& Organisation’s core competencies to use agility in the organisation. A combination of Agile
Competencies&Agiletalentmanagementpracticeswereincludedinthestudy,andtheResearcher
touchedononlyeightgreatcompetencymodels,butinthefutureotherResearcherscouldconcentrate
ona20-dimensionalleveldescriptionordetailedcomponentlevel(112components)ofSHLUniversal
competencyframework(Bartram,2012)forfurtherdetailedanalysis.Furthermore,amoreextensive
samplesizedatacouldbeevenfurtheranalysedtounderstandwhethercompetencytrulyimpacts
agilityandevaluateitsdensitytoapplyagilityintheorganisation.Atlast,Researcherconcentrated
onwidecomponentsoftalentmanagementi.e.talentattraction,development&retention.Further,
eachcomponentoftalentmanagementcanbeanalysedindepth.
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APPENdIX

Table 7. Proposed conceptual model compiled from literature review

Competency domain 
title(Kurz & Bartram, 
2008)

Competency domain definition (Bartram, 2005) Hypothesised competencies for agile 
organisation (Prifti et al., 2017)

Leading&Deciding Takescontrolandexercisesleadership.Initiatesaction,
givesdirection,andtakesresponsibility

Decisionmaking,TakingResponsibility
&Leadershipskills

Supporting&Cooperating Supportsothersandshowsrespectandpositiveregard
fortheminsocialsituations.Putspeoplefirst,working
effectivelywithindividualsandteams,clients,andstaff.
Behavesconsistentlywithclearpersonalvaluesthat
complementthoseoftheorganisation.

ConvincingSkill,Teamwork,Interacting
withothers,

InteractingandPresenting Communicatesandnetworkseffectively.Successfully
persuadesandinfluencesothers.Relatestoothersina
confident,relaxedmanner.

Communicationskill,Compromising,
CreatingBusinessNetworks,Emotional
Intelligence

AnalysingandInterpreting Showsevidenceofclearanalyticalthinking.Getsto
theheartofcomplexproblemsandissues.Appliesown
expertiseeffectively.Quicklytakesonnewtechnology.
Communicateswellinwriting

Informationseeker,Technicalskills

Creatingand
Conceptualising

Workswellinsituationsrequiringopennesstonewideas
andexperiences.Seeksoutlearningopportunities.Handles
situationsandproblemswithinnovationandcreativity.
Thinksbroadlyandstrategically.Supportsanddrives
organisationalchange.

Problemsolving,AnalyticalSkill,
Learningability,Initiative,Innovation,
creativity

OrganisingandExecuting Plansaheadandworksinasystematicandorganisedway.
Followsdirectionsandprocedures.Focusesoncustomer
satisfactionanddeliversaqualityserviceorproducttothe
agreedstandards.

Planning&organisingwork,Quality
concern,individualresponsibility

AdaptingandCoping Adaptsandrespondswelltochange.Managespressure
effectivelyandcopeswellwithsetbacks.

Flexibility,worksininterdisciplinary
environment,adaptability&abilityto
changemind-set

EnterprisingandPerforming Focusesonresultsandachievingpersonalworkobjectives.
Worksbestwhenworkisrelatedcloselytoresultsand
theimpactofpersonaleffortsisobvious.Showsan
understandingofbusiness,commerce,andfinance.Seeks
opportunitiesforself-developmentandcareeradvancement.

Changeagent,
Businessmodelunderstanding,
entrepreneurship,Self-Management&
Organisation

Sources: Prifti et al. (2017), Bartram (2012), Kurz & Bartram (2008), Salo (2017)

Table 8. Agile talent Management practices

Talent Management practices Description of Individual talent management practices for agile 
Organisation

Network–OrientedAttraction Companynetwork,EmployerbrandingreflectingCharacteristicsoftheorga
forfinalselectionnisationsuchasautonomy,flexibility,agility

CooperativeSelection Innovativetoolsforpre-selection,Rehersalsandinterviewsforfinal
selection
Decisionmaking-peersplayadecisiverole

Individualised,self-responsible,Generaldevelopment Intensive,Systematiconboardingprocesswithfocusonindividualneeds.
Individualdevelopment,selfresponsibilityfordevelopment–methods-
training,Coachingmentoring,peerlearning

Autonomy-drivenretention Moderatefluctuation
Fitwithorganisationculture:Agileworkpractices,Autonomy&flexibility,
transparency,FlatHierarchies,Littlestructure&standardiseprocess.

Source: Harsch & Festing (2020)
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