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ABSTRACT: Despite its strategic significance, the literature has failed to define practical flexibility adequately. 

Based on different conceptualizations and measuring methods, empirical investigations have produced a 

variety of and often conflicting findings. This article offers a construct for defining and measuring practical 

litheness in the context of human-resource-management. We will attempt to explain this term by classifying 

previous definitions and including an integrated idea into the process. In the first section of this article, We 

investigate and explain why human resource management systems require a certain amount of practical 

flexibility to helping businesses adjust to changing surroundings. This competence is viewed as a significant 

competitive advantages from this vantage point. We propose a novel functionality adaptability framework and 

a measuring model based on our theoretical model. Which may aid in the development of future in-depth study 

on this subject. This design should be used as a foundation for developing a realistic versatility assessment 

scale. Potential study lines emerging from this assessment are addressed in the last section of the article. We 

focus on the need to explore how human resource identification and exploitation may be integrated into 

adaptable human resource management techniques. 

KEYWORDS: Flexibility, Functional-Flexibility, Measurement Model, Strategic-Human-Resource-

Management, Theoretical-Review. 

1. INTRODUCTION 

The significance of adaptability has been recognized in pioneering research that advocated for 

utilizing flexibility as a metric for evaluating organizational success [1]. Companies use 

resilience not just to respond to changes and instability in the environment, but also, as some 

scholars have argued, to cast doubt on their strategic advantages. After reviewing previous 

studies, we classify several aspects of operational flexibility. In this regard, research has 

focused on issues such as competitive tactics, industrial processes, and organizational structure 

(Figure 1) [2]. 
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Figure 1: Models of Human Resource Accounting. 

By taking a thoughtful approach and elaborating on the source of energy approach, we believe 

that the development of scalable human-resource-management programs allows the company 

to create new appreciated, distinctive, and incomparable possibilities [3]. If possessions are 

difficult to replicate and adaptable to changing circumstances, they may provide superior 

outcomes and provide a long-term competitive advantage [4]. Similarly, this approach contends 

that an organization's ability to gain and retain a competitive advantage is primarily determined 

by the degree of exclusivity of its human resources' skills and talents. As a result, we may infer 

that how this human-capital is created and enabled plays a calculated role inside the association. 

Valle, Martin, and Romero described the background fluctuations that caused the HRM process 

to shift to an added planned posture. As previously mentioned, all of these advancements 

demonstrate the need for adaptable human capital management solutions [5]: 

 Socioeconomic factors: The population dynamics are changing due to two factors: a 

decreased birth rate and an increase in life expectancy. The emergence of a new 

demographic scenario has far-reaching suggestions for HRM [6]. In this respect, the 

improved quality of life and its effect on a longer life expectancy motivates workers to 

delay retirement. As a consequence, the workforces of businesses are becoming older. 

Because of the decreased birth rate, there are fewer young individuals in business, 

reducing involvement in new experiences, views, and skills [7]. We should highlight 

the following socio-demographic-changes that have human resources management 

ramifications: (1) increased female labour-force involvement, (2) cohabitation of 

people of all ages in companies, and (3) an increase in the non-domestic labour force. 

As a consequence of these socio-demographic changes, the population complexity of 

organizations is growing, requiring more flexibility in management procedures [8]. 

 Political and legal factors: A country's social framework has a major effect on the 

competitive development of companies. The state's role is extremely critical in this 

regard, not just because of regulatory regime, but rather because of its industrial, social, 

and political weight. Organisations must adapt to changes in this political and social 

landscape, which is sometimes volatile [9]. The struggle for institutional reforms 

against employment inequality has been one of the most main political aspects for 

HRM in recent years. Similarly, labour market and collective bargaining changes, as 

well as social welfare reforms, had a significant impact on human resource management 

choices [10]. 

 Economic factors: As a result of globalization, there is an increase in international 

commerce as well as the growth of multinational corporations. It also encourages 

mergers and acquisitions, which are often required to reach the requisite scale to 

compete in international markets. This kind of development often necessitates more 

flexible organizations. The effect of mergers and acquisitions on human resource 

management, for example, was discussed. The important impact of this setting, 

according with authors, is a spike in the amount of layoffs and anticipated retirements 

as a function of the make the best choices disruption. As a consequence, employees 

consider these operations to be highly unsafe and hazardous [11]. 

 Technical dimensions: As a consequence of technological advancements, organizations 

are now better equipped to design and maintain scale systems. Technology 

advancements may also be assisting in redefining HR's position in the organization. To 

be competitive, high-tech companies must create goods fast, which requires more 

labour flexibility [12]. 
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 Operational dimensions: Solitary of the interior reasons that has a larger effect on HRM 

is administrative nation. As Barney pointed out, an organization's environment may be 

a source of strategic advantage in and of itself, and it is affected in HRM plays a part 

of the programs. According to many academics, organizational culture and human 

resource management are intimately linked. Because advancements (both technological 

and organizational) require employees learning and renewing their abilities, the degree 

of creativity exhibited by a company is also an essential organizational element to 

recognize. Organizations would become more agile as a result of this. The different 

types of labour that have emerged as a result of the use of new technology need more 

adaptable workers [13]. 

These components define a new framework for HRM, pushing establishments to undertake a 

variety of variations in order to acclimatise to changing environments. The popular of these 

enhancements will necessitate hoards in HRM procedures to variety them more adaptable [14]. 

Prior research, as shown, continues to support the need of maintaining a confident measure of 

people management adaptability. The Capital Dependent Perspective of the Firm was used to 

demonstrate the significance of flexibility in philosophy. Its impact on company financial 

efficiency has been studied in observational studies such as persons suggested by Bhattacharya, 

Gibson, and others. Despite its reputation, the poetry on and what was the easiest way to think 

about flexibility in management of human resources is fragmented. Different studies have 

described and measured it using various structures, with the vast majority of them relying on 

just a fraction of its proportions. In light of the preceding discussion, the purpose of this essay 

is threefold: (1) to define functional flexibility as a human resource management concept, (2) 

to recognize and describe its measurements and divisions, and (3) to recommend a measuring 

gauge [15]. 

2. LITERATURE REVIEW 

According to H. W. Volberda, the term flexibility is often used informally in both mainstream 

commercial and academic contexts. In certain cases, the notion of flexibility is so 

straightforward that we all have an intuitive understanding of what it entails. Volberda then 

delves into the complexities of the inferred meanings and perspectives of what seems to be a 

simple remark. He begins with the broad concept of flexibility, which necessitates mobility and 

adaptation and is associated with transition, creativity, and inventiveness, as well as robustness 

and durability, which indicate consistency, long-term benefit, and capacity development. 

Rather of leaving us to grapple with this massive idea, Volberda breaks it down into its 

component parts, allowing us to grasp both what it is and how to achieve it [16]. 

According to H. J. Huang et al., this study looks at how human resource management practices 

may affect labor flexibility, or how flexible a company's workforce is. A representative sample 

of managers from Taiwan's biggest manufacturers completed a standardised questionnaire 

including a measure of worker engagement, which is used to assess a company's labor 

flexibility. According to the findings, both the HRM model and credentials tended to 

substantially boost employee engagement. The implications of the results are addressed. 

Although periods of absence are harmful to a person's professional growth, our results show 

that educational leaves are beneficial. The average promotion after education leave is 3.41, 

suggesting that businesses, especially younger ones, have a generally positive attitude toward 

workers who take a somewhat long absence to seek higher education [17]. 

A. L. Kalleberg proposed that the relationship between numerical and functional flexibility be 

investigated in organizational flexibility research. Unfortunately, research on one kind of 



IJFANS INTERNATIONAL JOURNAL OF FOOD AND NUTRITIONAL SCIENCES 

ISSN PRINT 2319 1775 Online 2320 7876 
 

Research paper                                        © 2012 IJFANS. All Rights Reserved, UGC CARE Listed ( Group -I) Journal Volume 11, Iss 8, August 2022 

 

2835 | P a g e  
 

flexibility often ignores the other. Furthermore, the core-periphery paradigm, which is the most 

widely recognized explanation of the interface between these two-types of suppleness, is in 

many respects wrong. They investigate the evidence for and limits of the agile firm's core-

periphery paradigm, as well as different possible conceptualizations of how businesses may 

association practical and numerical-flexibility. The author focuses on the United States and the 

United Kingdom, but he also investigates the facts and problems of cross-national inequalities 

in organizational flexibility [18]. 

According to V. Roca-Puig et al., the widespread use of contractual indentures as a form of 

external labor stability is a characteristic of the Spanish labor market. Because of its 

institutionalization in the Spanish market, assessing its impact A major concern is corporate 

competitiveness. We investigated the issue of external workplace especially first from 

perspective of people management in this research. This encourages them to look into in the 

contact between the different forms of worker freedom, environmental and internal. Using this 

comprehensive human resource management system, someone might determine if 

incorporating the different systems of human flexibility in an enterprise has a complementing 

or alternative impact on company productivity. This research extensively investigated the 

development of these results, which focused on three market efficiency indicators: employee 

absenteeism, worker efficiency, and return on revenue. As a result, the findings-allow us to 

evaluate if the two kinds of labor plasticity are companionable, as well as the best match and 

combination of outdoor and inside labor elasticity. This is a major problem in human-resource-

administration [19]. 

Conceptual Delamination of Organizational Flexibility in Human Resource Management 

The wide range of definitions provided in the literature demonstrates how difficult it is to define 

flexibility. According to Suárez et al., organizational flexibility is a complicated rather than a 

simple concept. Furthermore, it is heavily dependent on the background and fields of study 

[20]. When it comes to flexibility, HR more important than technical assets. According to 

studies, the capacity of HR to be agile is highly related to the productivity of the business. 

Elasticity improves employment production, morale, and the progress of academic moneys, all 

of which contribute to an organization's competitive advantage. Similarly, argue that human 

capital flexibility is linked to a company's strategic edge, which is represented in 

competitiveness, sustainability, and cost management reliability [21]. As a result of these 

considerations, it is obvious that human resource planning need to provide performance and 

reliability for something like the advantage of the company. 

Following a study of the literature, we found that various academics used various names to 

characterize this kind of variation. Labour adaptability, human resource flexibility, people 

management adaptability, and human resources management adaptability have mostly been 

used to represent it. Some scholars have noted the discrepancy and indistinctness of the 

suggested interpretations in this respect. Labour flexibility is described as the adaptability of 

human resources [13]. Human resource resilience, on the other hand, is a predictor of a 

business's aptitude to respond and acclimatise to shifting environments, according to 

Bhattacharya et al. Human-Resource litheness refers to the capacity of human resource 

management programs to respond speedily to changes and new criteria, both inside and outside 

the organization. Human resource flexibility is described as the ability to change the quality 

and quantity of a company's people in response to changing environmental conditions. 

According to Wright and Snell, strategic HRM flexibility has two meanings: (1) the integration 
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of various talents and behaviours, and (2) the capacity of an organization to integrate HRM 

while acclimatising it to the needs of the minute [22]. 

Despite their apparent links, the various approaches presented stress different aspects of the 

versatile construct, as we've shown. In order to include an integrated meaning, it would be 

essential to expand on the scrutiny of 3-main components stated in aforementioned 

explanations: (1) staff skills, (2) employee engagement and commitment, and (3) employee 

management activities [23]. In the next part, we will suggest an integrative construct in 

strategic human resource management called versatility, which will attempt to encompass all 

of the elements mentioned. 

3. DISCUSSION 

Despite its strategic significance, the literature has failed to define practical flexibility 

adequately. Based on different conceptualizations and measuring methods, empirical 

investigations have produced a variety of and often conflicting findings. This article offers a 

construct for defining and measuring in the terms of human resource management, functional 

flexibility becomes important. We'll try and explain this phrase by summarizing prior 

interpretations and introducing a unified thought into the approach. We study and illustrate the 

requirements for a certain measure of practical elasticity in people management procedures 

during the first portion of this article, because improves the institution's capability to adjust to 

new circumstances. This expertise seems viewed as an important competitiveness from this 

vantage point [24]. 

Based on our theoretical analysis, we offer a new functional versatility framework and a 

measurement model, which may aid in the development of future in-depth study on this subject. 

This design should be used as a foundation for developing a realistic versatility assessment 

scale. Potential study lines emerging from this assessment are addressed in the last section of 

the article. We focus on the need to explore how human resource identification and exploitation 

may be integrated into adaptable human resource management techniques. These scholars 

argue that flexibility may be integrated into the human resource structure of a business in a 

variety of ways. They identify three components or aspects of functional flexibility: (1) human 

resource management activities, (2) people skills, and (3) behaviour. 

To begin, the term "human resource strategy diversity" references as far as how various 

activities and approaches may be used to various contexts or select. In this case, it's 

exceptionally vital to pay regard to the rate of adaptability. Capacity heterogeneity, but at the 

other extreme, refers to the different ways that employees' capabilities may be put to use. 

Employee activity resilience demonstrates flexibility rather than repetitive behaviour; it is the 

extent to which workers have a wide range of behavioural scripts that can be changed to 

situational requirements [25]. Our method addresses two aspects of flexibility: (1) adaptable 

HR responsibilities; and (2) adaptable intellectual resources. Employee ability and behavioural 

variation, as reported by previous writers, will be included into our model as a sub dimension 

of human resource flexibility, as detailed further below. 

4. CONCLUSION 

Organizational flexibility is a critical component of 21st-century businesses. In the strategic 

environment outlined in the summary, corporations are expected to face-challenges that 

dismiss be overcome without a positive gradation of elasticity. As shown by this research, any 

internal components of companies must be altered to provide operational flexibility. This 

article suggested a broad definition of flexibility, which is especially useful in the area of 
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strategic human resource management since it highlights flexibility's practical or internal 

component. In this regard, the research contributed to recent campaigns on the subject by (a) 

updating and explaining terms used throughout the field of human resource management to 

define flexibility and adaptability, (b) trying to suggest integrative constructs of fully 

functioning (or internal) but instead numerical (or additional) flexibility, (c) establishing the 

measurements that encompass the functional adaptability concept, and (d) recommending 

interrelated constructs of fully functioning (or internal) and arithmetical (or external) 

flexibility. 

The measuring scale for the purposeful versatility paradigm presented above should be 

validated in future study. As a result, the proposed model check adds to the existing literature. 

A more detailed analysis of the merits and drawbacks of the new scale in comparison to current 

ones may also be conducted. Because a lack of information about ambidextrous organizations 

was a significant drawback of this research, a more in-depth analysis of this topic is another 

potential future avenue of investigation. According to the literature, the potential development 

in this area of research is that businesses are adaptable to changes and, as a result, seek new 

possibilities and routes to do work while being operationally efficient. 
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