D eZ

YK 005.7:005.96:005.336.4

The Impact of Agile Management Methods on Employee Engagement

and Productivity

Valentyn Bannikov,
Master’s Degree, Project Manager, DataArt,
10016, New York, ave. Park 475, USA,
bannikov.valentyn@gmail.com,

ORCID https://orcid.org/0000-0001-8865-3767

Alona Rudenko,

Postgraduate, Department of State Management, Public Administration and
Economic Policy, Simon Kuznets Kharkiv National University of Economics,
61166, Kharkiv, ave. Nauki, 9-A, Ukraine,
alenal989rudenko@gmail.com

ORCID https://orcid.org/0009-0006-4106-1442

Iryna Shapka,

Senior Lecturer, Department of Higher Mathematics, Faculty of Computer
Sciences and Engineering, ESI Ukrainian State Chemical and Technological
University,

49005, Dnipro, ave. Nauki 8, Ukraine,
irinaschapka@ukr.net
ORCID https://orcid.org/0000-0003-1171-6445

Accepted: 19.08.2024 |Published: 03.09.2024


mailto:bannikov.valentyn@gmail.com
mailto:alena1989rudenko@gmail.com
mailto:irinaschapka@ukr.net

Abstract: In today’s rapidly changing and increasingly demanding business
environment, organizations are constantly seeking ways to enhance employee
engagement and productivity. Traditional management methods do not always meet
these dynamic requirements, leading to the growing adoption of flexible
management approaches. These methods, which include flexible practices, remote
work, and flexible scheduling, have been highly praised for their potential to create
a more adaptive, resilient, and motivated workforce. However, there is still a need
for comprehensive analysis to understand the extent of their impact on employee
engagement and productivity in various organizational contexts.

The purpose of this study is to examine the impact of flexible management
methods on employee engagement and productivity.

Methods: analysis of scientific literature, synthesis, abstraction,
generalization, systematization.

The vresearch results indicate a positive correlation between the
implementation of flexible management methods and increased levels of employee
engagement and productivity. Employees who experience greater autonomy and
flexibility in their work environment report higher job satisfaction and stronger
commitment to organizational goals. The study also highlights that flexible
management practices lead to more innovative and effective problem-solving
processes, as employees feel empowered to take initiative and share their unique
experiences. However, the research also identifies potential challenges, such as the
need for clear communication and the risk of disrupting work-life balance, which
organizations must address to fully realize the benefits of flexibility.

Conclusions. The study concludes that flexible management methods play a
crucial role in enhancing employee engagement and productivity. By utilizing these
approaches, organizations can build a more motivated and committed workforce,
leading to improved overall performance. However, to maximize the benefits,
organizations must carefully implement these practices, considering the specific

needs and dynamics of their workforce.
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Anomauia: Y cyuacuomy Oiznec-cepedoguyi, wo 8i0pi3HAEMbCA UBUOKUMU
3MIHAMU MA 3POCMAOYUMU 3ANUMAaMU, op2anizayii nepebysaroms y NOCMIHOM)
NOWLYKY WLIAXI6 NIOBUWEHHS 3AyYeHOCmi ma NpoOYKMUBHOCMI CHIBPOOIMHUKIE.
Tpaouyiuni memoou YnpaeniHHa He 3aeixHcou GiON08i0aromsv Yum OUHAMIYHUM
BUMO2AM, WO NPU3BOOUMb 00 8CE DILILULOZO BNPOBAONCEHHS SHYUKUX NIOX00i8 00
ynpaeninua. L{i memoou, saxi exnouaroms SHY4UKi NPAKmuKku, 8i00aieHy pobomy ma
CHYYKUL epagik, OyIu 8UCOKO OYiHeHI 3a IXHill nomenyianr y cmeopeHHi Oinbuu
aoanmueHoi, cmitkoi ma Momugoganoi pooouoi cunu. OOHak éce wje icHye nompebda
8 YCebIUHOMY ananizi, oo 3po3yMimu CmMyninb iXHb020 6NJIUEY HA 3ANYYEHICMb Mda
NPOOYKMUBHICIb NPAYIBHUKIB )Y PI3ZHUX OP2AHIZAYIUHUX KOHMEKCMAX.

Memow yvo2co O00CNiONHCEeHH € BUBYEHHS BNIUB)Y CHYUKUX Memoois
VNPAGIIHHA HA 3aIy4eHiCmb ma NpoO0YKMUBHICMb CNIBPOOIMHUKIS.

Memoou: ananizy wuaykoeoi Jnimepamypu, cuHmesy, abCmpacy8auHs,
V3a2albHeHHA, CUcCmemMamu3ayil.

Pe3ynvmamu  Oocniodcennsi cgiouams npo HOZUMUBHY KOPENAYIlo MidiC
BNPOBAOINCEHHAM — CHYUKUX Memoodié YNPAGNiHHA ma NIOBUWEHHAM  PIi6HS
3anyuyeHocmi i NpooyKmueHocmi npayieHukis. llpayienuku, saxi 8iouysaromeo OibuLy
ABMOHOMIIO MA SHYUKICMb Y CBOEMY POOOYOMY cepedosuuyi, NOBIOOMIAIOMb NPO
BUWULL  PIBEHb 3A0080JE€HOCMI pPOOOMON mMa CUNbHIWY BI0O0AHICMb  YLIAM
opeanizayii. Jlocniodcenns maxodc niOKpecutoe, wo SHY4Ki YnpasiiHCoKi NpaKmuKu
npu3e00sams 00 OiLlbUl [HHOBAUIUHUX MA e@pheKMUBHUX Npoyecie po368 A3aHHS
npobnem, OCKIIbKU CNIBPOOIMHUKU  BIOYYBAIOMb, WO MOMCYMb NPOAGIAMU
iHiyiamugy ma OiMUMUCA B1ACHUM YVHIKATIbHUM 00C8i00M. OOHAK 00CHiOHCEeHHs
MAaKoM#C BU3HAYAE NOMEHYIUHI GUKIUKU, MAKI K HeOOXIOHICMb YIMKOI KOMYHIKayii
ma pu3uK NOPYuleHHs Oanancy Mixc pobomor ma 0COOUCMUM HCUMMAM, HA SKI
opeanizayii NOGUHHI 38epHYMU Y8azy, WoO HNOGHICMIO peanizyeamu nepesau

CHYUYKOCMI.
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Bucnosku. Y oOocniodicenni 3po0ONeHO BUCHOBOK, WO 2HYUKI Memoou
VNPAaGNiHHa  8idicparoms  8AMCIUGY PONb YV NIOBUWEHHI  3alyYyeHocmi ma
npoOyKmueHocmi npayienuxie. Buxopucmosyiouu yi nioxoou, opeanizayii Moicyms
cghopmysamu 6inbu mMomugosawy ma 8i00aHy pobouy cuy, wo npuzgeoe 00
NOKpawerHs 3a2anbHoi npoodykmuenocmi. QOHak, wob ompumamu MAaKCUMAIbHY
8U200Y, Op2AHI3AYIAM HEOOXIOHO BUBANCEHO GNPOBAONCYBAMU Yi NPAKMUKU,
8PAX08YI0UU KOHKpEemHI nompebu ma OUHAMIKY pO38UMKY NePCOHATY.

Knrwuoei cnoea: cuyuxi npaxmuku, adanmueune YHPAGIIHHA, cmpameii
Jidepcmea, opeauizayiuna egexmusHicmb, 3A0080JEHICb  CRIBPOOIMHUKIE,

NPOOYKMUBHICb.

Problem statement. In today’s business environment, companies are subject
to constant change, which requires them to be adaptable and innovative in their
management. Traditional hierarchical structures and rigid management methods do
not always meet modern requirements and the ever-changing needs of staff. As a
result, flexible management methods, such as Agile, have gained popularity due to
their potential to increase employee engagement and productivity. The problem is
the need to determine how such flexible methods affect the organisation’s
performance, in particular, the motivation and efficiency of its employees [1, p. 20].

Despite the growing popularity of these methods, there is still a lack of
empirical evidence and theoretical research on how they affect various aspects of
employee behaviour and organisational outcomes. This article examines the impact
of agile management practices on employee motivation and productivity and
provides insights into the effectiveness of these approaches in the modern
workplace. The relevance of this research is that it can help companies develop
practical strategies for building an engaged and productive workforce, which will
ultimately lead to improved overall performance and market competitiveness.

Analysis of recent research and publications. The growing interest in
flexible management methods, especially in the context of employee motivation and

productivity, has attracted considerable research interest in recent years. The
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transition to adaptive, employee-oriented management methods is a response to
today’s dynamic working conditions, in which traditional hierarchical structures do
not always meet the rapidly changing market requirements [2-3].

One of the significant contributions to the study of flexible management
methods is the work of M. Morozov [4, p. 49] and K. Horchakov. [5, p. 726], whose
research focuses on aligning employee and organisational goals through flexible
working hours. Their studies, especially those related to the impact of remote work
and flexible working, show that such methods can significantly increase staff
motivation by providing employees with greater autonomy and control over their
work-life balance. Their research emphasises the importance of flexibility as a driver
of job satisfaction and, consequently, productivity.

The studies by I. Boryshkevych, V. Yakubiv [6], and S. Obikhod [7, p. 6] also
expanded the understanding of how flexible management practices can contribute to
the formation of a more engaged workforce. Their work examines the relationship
between flexibility and employee motivation, especially in knowledge-intensive
industries. They argue that agile management, when implemented effectively, can
lead to an innovative and engaged workforce, fostering a culture of trust and
collaboration.

In the context of team interaction, special attention should be paid to the
studies conducted by Y. Sytnyk, S.Pryharnyi [8], Ye.Zhernova [9, p.217],
D. Yaniieva [10, p. 188]. The concept of “team building” proposed by them
considers how flexible cross-functional teams can increase productivity through
rapid learning and adaptation. Their work emphasises the role of psychological
safety, a key element of agile management that allows staff to take risks and express
ideas without fear of retaliation. This approach increases both individual and
collective productivity, especially in complex, rapidly changing work environments.

Identification of previously unresolved parts of the overall problem.
Despite significant developments in the study of the benefits of flexible management
methods, there are still unresolved aspects of this issue. The long-term impact of

these methods on the organisation’s performance, in particular in terms of
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continuous innovation and staff retention, remains insufficiently studied. In addition,
the potential of flexible working arrangements, which can lead to increased work-
life balance problems and contribute to employee burnout, is not yet fully
understood. Furthermore, the different impacts of flexible management practices on
different demographic groups, especially in terms of gender equality and inclusion,
need to be further explored.

Objective. The purpose of the study is to determine how flexible management
methods affect employee motivation and productivity, as well as to identify the
benefits and challenges associated with their implementation.

In accordance with the goal, we set and solved the following tasks: to assess
the impact of flexible management methods on employee motivation and
productivity, analyse the specific benefits and challenges posed by these methods,
and provide recommendations for their effective implementation.

Summary of the main research material. In today’s business environment,
the use of flexible management methods is becoming increasingly relevant due to
their significant impact on employee engagement. These methods, which include
practices such as flexible working hours, job autonomy and adaptive work
environments, play an important role in increasing employee engagement,
motivation and overall satisfaction. By examining the various factors that contribute
to such engagement, the role of autonomy and flexible working, and their impact on
motivation and satisfaction, a comprehensive view of how flexible management
practices can contribute to organisational success can be gained [11].

One of the main factors contributing to employee engagement through flexible
management practices is improved work-life balance. Flexible work schedules that
allow employees to adjust their working hours or work remotely help people better
manage their personal and professional responsibilities. This flexibility not only
reduces stress, but also increases job satisfaction as employees feel more in control
of their time and responsibilities. As a result, employees are more likely to be
engaged and committed to their work, as they can tailor the work environment to

their personal needs and preferences.
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Autonomy 1is another important factor that affects employee engagement.
When employees have the freedom to make decisions about their tasks and
workflows, they often show higher levels of engagement. Autonomy fosters a sense
of ownership and responsibility, as employees feel that their contributions are valued
and that they have a significant impact on their work results. This sense of ownership
is closely linked to increased motivation, as employees are more likely to exert effort
and be creative in their tasks when they have the power to shape their work
environment [12].

The role of autonomy and flexible working arrangements is further supported
by their impact on motivation and satisfaction. Motivational theories, such as self-
determination theory, suggest that people are motivated by the need for autonomy,
competence and team connectedness. Flexible management practices satisfy these
needs by allowing people to have more control over their work, develop their skills,
and build constructive relationships within the organisation. As a result, employees
experience higher levels of intrinsic motivation and job satisfaction, leading to
increased productivity and commitment to the organisation.

To illustrate the impact of flexible management practices on employee
engagement, the key factors and their impact are shown in Table 1.

Table 1
Characteristics of the impact of flexible management methods on employee

engagement

Factor Impact on employee engagement

Flexible working hours | Improves work-life balance, reduces stress, increases job satisfaction

and improves engagement.

Autonomy It promotes a sense of responsibility, increases motivation,

encourages creativity and increases engagement.

Clear role definition and | Clarify job expectations, provide necessary resources and feedback,

support and promote overall engagement.
Opportunities for Offers professional development and career growth, leading to
growth increased motivation and satisfaction.

Source: created by the authors for [12—13]



ez

Flexible working practices, such as telecommuting and flexible working, have
been shown to have a positive impact on employee productivity. One of the main
reasons for this is that it reduces stress in the workplace and improves work-life
balance. Employees who have the freedom to adjust their work schedule or work
from different locations often experience lower levels of stress and burnout.
Improved well-being leads to greater focus and efficiency, as employees can manage
their time more effectively and work in an environment that meets their personal
needs. Studies have consistently shown that employees with flexible working hours
demonstrate higher levels of job satisfaction and commitment, which in turn
increases their productivity [14, p. 70].

The study of labour productivity in the context of flexible management
provides empirical evidence to support these claims. For example, a well-known
study conducted by Stanford University showed that employees working from home
showed a 13% increase in productivity compared to their colleagues working in the
office. This increase is attributed to a number of factors, including fewer distractions
and a shorter commute. In addition, remote workers reported higher levels of job
satisfaction and a stronger sense of autonomy, which further contributed to their
productivity.

The positive impact of flexible management on productivity is also reflected
in various examples of successful implementations. One of the most striking
examples 1s the case of Microsoft Japan, a technology company that experimented
with a four-day work week in 2019. The results of this experiment were impressive:
productivity per employee increased by 40% compared to the previous year. The
company attributed this increase in productivity to improved concentration and
efficiency as a result of the shorter work week, as well as the improved work-life
balance experienced by employees [15, p. 355].

Another example is Dell Technologies, a multinational corporation that has
introduced a flexible working policy that allows employees to choose where and

when they work. This approach has led to a significant increase in productivity and
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employee satisfaction. An internal study showed that employees who used flexible
working were more engaged and performed at a higher level than those who worked
in a traditional way. The flexibility provided to employees contributed to a more
motivated and productive workforce.

The impact of flexible management practices on productivity can be seen in
the case of PwC, an international consulting firm. PwC has introduced a flexible
working programme, which includes remote working and flexible hours. The
company’s research showed that employees who participated in the programme
experienced increased productivity and job satisfaction. The flexibility allowed
employees to better manage their work-life balance, leading to fewer absences and
increased overall productivity [16].

For organisations, the benefits of agile management are numerous. One of the
main benefits is increased productivity. Flexible working usually leads to higher
levels of employee satisfaction, which in turn increases motivation and productivity.
Employees who have the freedom to manage their own schedule and work
environment tend to experience less stress and burnout, which leads to increased
concentration and performance. In addition, flexible management practices can lead
to cost savings for organisations. Remote working, for example, reduces the need
for large office space and the associated overheads such as utilities and office
supplies. This financial advantage is complemented by the potential for better
employee retention. Organisations that introduce flexible working are often seen as
more attractive employers, which can help retain top talent and reduce staff turnover.

From an employee perspective, flexible management practices have
significant benefits. A key benefit is improved work-life balance, as employees are
better able to fit personal responsibilities and preferences around their work
schedule. This balance contributes to greater job satisfaction and overall well-being.
Flexibility in work arrangements also promotes autonomy, allowing employees to
work in an environment that best suits their individual needs and productivity

patterns. In addition, the ability to work remotely or change work schedules can lead
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to a reduction in commuting time and associated stress, further increasing job
satisfaction and productivity.

Despite these benefits, implementing agile management practices is not
without its challenges. One of the main challenges organisations face is maintaining
effective communication and collaboration. Flexible working can lead to difficulties
in coordinating team activities and ensuring that all employees are aligned with the
organisation’s goals. This problem can be exacerbated by differences in time zones
and work schedules among remote team members. Managing performance and
productivity can become more complex when employees work in different
environments. Organisations need to develop robust systems to track performance
and provide feedback to ensure that employees remain engaged and achieve their
goals [17, p. 401].

Another significant issue is potential isolation and reduced team cohesion.
Employees who work remotely may experience a sense of separation from their
colleagues, which can affect teamwork and morale. To address this issue,
organisations need to implement strategies to foster a sense of community and
collaboration between remote and in-office workers. Regular virtual meetings, team-
building activities and opportunities for social interaction can help mitigate feelings
of 1solation.

There are several strategies organisations can employ to overcome these
challenges. Adopting advanced communication tools and technologies is essential
to support effective collaboration between remote and flexible workers. Tools such
as video conferencing, project management software, and messaging can facilitate
communication and ensure that team members stay in touch. Additionally, setting
clear guidelines and expectations for efficiency and productivity can help manage
remote work effectively. Regular performance reviews and evaluations can provide
employees with the feedback they need to stay on track and feel supported [18].

Table 2 presents the main advantages and challenges of flexible management
methods, as well as recommendations for overcoming the problems associated with

them (Table 2).
10



ez

Table 2

Advantages, challenges and recommendations for flexible management methods

Aspect Advantages Challenges Recommendations
For Increase Difficulties with Use of advanced
organisations | productivity, save communication and communication tools,

costs, improve staff | cooperation, difficulties in | setting clear guidelines

retention performance management
For Improved work-life | Isolation, potential loss of | Promoting the
employees balance, more communication with the development of a virtual
autonomy, less stress | team community, regular
from commuting feedback

Source: created by the authors for [18—19]

Conclusions. The impact of flexible management on employee engagement
is multifaceted and profound. By fostering work-life balance, providing autonomy
and supporting employees’ professional development, organisations can increase
employee engagement, motivation and satisfaction. Implementing these practices
not only benefits employees, but also contributes to the overall success of the
organisation, as engaged and motivated employees are more likely to perform
effectively and remain committed to their duties. Agile management practices are
therefore a strategic approach to optimising employee engagement and achieving
organisational excellence.

The success stories of companies such as Microsoft Japan, Dell Technologies
and PwC confirm the effectiveness of such methods in increasing productivity and

achieving organisational goals.
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