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Abstract 

Agility is an essential, not a virtue. New technologies have demolished the barriers to competition and 

the only way to stay in business is to be quick on the draw and precise on the target. Unlike conventional 

organisation architecture, which was built around efficiency, the new organisation architecture has to 

enable speed. It must have flexibility and power at the unit level. Speed is needed to keep pace with 

change but not at the cost of stability 

The source of change is often ambiguous. Is this change internally or externally driven? In Winter 2010, 

Mc Donald’s Corp announced that it was going to nearly doble its number of franchises in Chine by 

2013. It is essential for manager to be sensitive to the organisation environment and adapt to those 

changes.  

Employee Retention is in the air. The Great Resignation 2021, where after reeling under the pandemic 

stress there was a major movement of employees from one organisation to the other in search of better 

jobs and pay. There is this widening mismatch between job environment of what employees want and 

what they expect. The challenge is quite severe, and organisations are expecting an upward trend of 30% 

and more resignations. 

Today, the sharing of knowledge and information is even more easy and accessible. Peter Senge in his 

fifth discipline describes Learning Organisation as one with a system approach mindset to be the one 
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more successful than the counterparts. Being proactive is essential not only for employees but for 

organisations too. 

In the light of the above discussion, it becomes necessary for companies to rethink and rework on the 

number to be recruited. Organisations grapple with poor management, productivity, and low morale of 

employees when the workforce fails to understand their role in the official environment. The right size 

has the tendency on the coordination between the line managers and the efficiency with which the 

employees function.  

Hence, this study will take a closer look to understand and reinstate Right Sizing or the organisation size 

acts as an effective mediator in the process of employee retention by transforming the organisation into a 

place where effective learning and development can take place.  

 

Key Words: Organisational size, learning organisations, right sizing, employee retention, 

organisational effectiveness 

 

I Introduction 

The political, economic, social and technological environment is changing drastically at a breakneck 

speed. Just as orgnisations settle down to a set of conditions, they tend to change to unsettle them once 

again. Changes in the external environment are not new to businesses but what is remarkable today is the 

pace and impact of these changes. 

The ability to react quickly to new circumstances is called ‘agility’. As they grow, they become 

complacent and rigid. They lose this capacity to react quickly to the changed scenario around them. The 

corporate graveyard is full of bodies who failed to be agile. The bug affects not only old behemoths like 

Kodak but also relatively newer technology companies like Nokia. No agility equals ‘no viability’.  

In the entire recorded history of mankind, an undeniable fact has remained, the fact that nothing is 

constant. Narrowing our focus to the world of business and technology, this fact becomes even more 

evident. Never change has occurred so fast. Machines have acquired the ability to understand humans 

better than humans understand themselves, and they can do everything from showing personalised ads to 

recommending the perfect life partner.  

On a business level, however, computers are able to identify frauds and diagnose life-threatening 

illnesses more accurately. Emerging technologies like machine learning bring renewed efficiencies to 

work, but also threaten to render many  conventional skills superfluous.engineers, management 

professionals, salespersons and virtually everyone should constantly keep an eye on how their sector or 

profession is adopting the new technologies and what they should do in order to sustain and benefit from 

this change. Along with employees, organisations and leaderships bear the critical responsibility of 

reskilling the workforce, if they want businesses to thrive. 
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Organizations are struggling to keep pace with the new skills needed in their workforces. The pandemic 

accelerated trends has put an increased premium on learning and development (L&D) as a means of 

equipping companies to handle both long-term challenges and short-term crises. Coupled with constantly 

evolving technology and increasingly demanding customer needs, businesses today are facing 

unprecedented challenges. An organisation’s ability to learn quickly and adapt readily to such volatile 

market conditions can be a significant competitive advantage. 

There is no blueprint for success, but companies need to recognize and utilize the experience and 

expertise of their employees. In return, they must provide appropriate rewards and generate an 

environment of mutual trust and openness.  

These days of knowledge management, it is widely expected that organisations take all precautionary 

measures to ensure they retain the top and quality talent with them. It is imperative to achieve the bottom-

line results. Such employee retention strategies will have to be revisited as it promotes the health and 

success of the organisation. Such organisations who prioritise retention tend to invest in the employee 

loyalty and trust and gain the benefits of extended loyalty and priceless advertising promoting the brand 

of the company. Employee Retention should always be a priority. A staggering 35% of employees may 

leave their jobs each year by 2023 and with the new normal of remote work, employees have a wider 

range of potential employers to evaluate than ever before. Also, even before they quit, they may become 

less of ateam player, do the minimum work and fail to commit to long-term deadlines. A recent research 

clearly points out that 77% of the reasons behind employee departures are preventable. 

Workplaces have moved far beyond the traditional model, where employees only had to clock in the 

required time and then head home.  With the advent of technology the workplace has become a sort of 

hybrid nest where one can connect with others for work and collaborate using the digital medium.  The 

transforming nature of work and a younger workforce population are altering workplaces from pure work 

hubs into social hubs. 

In this connect, it is important to understand that the group size has an impact on productive output. Few 

trends have influenced jobs as much as the massive movement of teams into the workplace. Working on 

teams requires employees to cooperate with others, share information, confront differences and sublimate 

personal interests for the greater good of the team. Effective teams tend to be small as they have members 

who fill role demands and who prefer to be part of a group.  

Theoretical Background 

Navigating business’s is extremely a thoughtful process and needs a high level of understanding about 

the market. Almost majority of the organisations face the challenges of low morale, effective engagement 

levels, increased competition, and most importantly technological disruptions. The structure of the 

organisation very much dependent on the size as one among the major impediments to be thought about 

when trying to achieve the organisational goals strategically. In today’s agile business environment small 

and medium sized organisations have lost track of their path to success as they tend to lean towards 
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globalisation with out much understanding of their core strength and weakness. It is also equally 

important for them to understand that just recruitment does not guarantee success but the strategic use of 

resources both human and materialistic is the need of the hour. 

 

Research Model 

 

 

 

 

 

 

  

 

 

 

Discussion 

Achieving organisational effectiveness is the dream of every single company. While doing so it is worth 

noting that the organisation size or number matters a lot. It is in fact easy for start-ups to maintain their 

numbers at the initial stages, but as they expand, and operations increase it becomes imperative for them 

to manage the number game. Too big a number is the result of ineffectiveness, and it makes the 

organisation derail from the strategic achievement of its goals and objectives.  

In an increasingly competitive environment, top talent is very much in demand. Retention is highly 

essential for the long term health as well as the success of the enterprise. Turnover affects the 

performance of an organisation and its difficult to manage as competition for skilled employees continues 

to increase. UruviAradhya (2021) addresses the work approach of millennials and how such high 

performing employees want more than just good salary and benefits package. A data-driven approach to 

HR can help remedy several weak spots. The disruptive world demands more rigour from HR which 

means the team must adopt processes and use technology to deliver. The author also feels that 

organisation will create a culture where both individuals and organisation grow. It is also worth noting 

that today’s workforce is also multi-generational making the engagement quotient more challenging. 

Once organisations get into the habit of continuous upskilling, the workforce becomes very much 

prepared for the uncertain future. 

COVID-19 has forced many known and unknown challenges while the task of high talented professionals 

remains in great demand. Nicolas Dumouth (2021) seeks to focus on candidate attraction strategies as a 

key component that can conveniently impacts the growth and health of the company in the long run. 
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Offering progression and development opportunities, flexibility in work arrangements will not only 

personally benefit the employees but also the business as they start applying the learning. Millennials are 

set to make 75% of the global workforce by 2025 so attracting and retaining them will require very 

strong company identity. Employing right talent attraction strategies will have a ripple effect on talent 

retention and the business’s, employee productivity and their overall happiness. 

Learning at workplaces is seeing new level of excite in the present-day scenario. Gautam Bhushan 

(2011) believes that learning today is in its most exciting and complex phase. The corporate executives 

are being easily distracted with low patience, demand insta gratification and heavily rely on friends and 

peers via social networks for support and recommendations. It is also witnessed that behaviour change 

cannot happen because of isolated learning. Collaborative knowledge-sharing and cloud-based systems 

are critical to leverage the learnerscomfort with social networking, collaboration and communication. As 

Peter Drucker pointed “The best way to predict the future is to create it”. Learning opportunities are 

endless and exciting both for the learners and LnD professionals. 

Nilanjana Saxena (2020) feels its time to have a fundamental rethink over the traditional LnD as change 

is continuous, dominant and paves the path for organisational LnD direction. Learning programs should 

be informed by business needs taking job redesign, new ways of working and employee invests into 

account. The LnD team is expected to anchor holistic development by stitching together learning 

interventions into learning journey. Quality assurance and linking performance will assist in closing the 

feedback loop and building competencies holistically. 

Global Human Capital Trends 2020 survey by Deloitte reveals that 53% feel that half and little more 

will need to change their skills and capabilities in the next 3 years. Market research by Gartner highlights 

that just 20% of employees currently have abilities required to succeed in their present and future job 

roles. Drishti Pant (2020) feels that organisations and workforce will have to bring lifelong learning into 

practice which can be augmented by continuous testing to ensure effective learning outcomes. Enabling 

contextual leaning where an organisation can use its internal collective intelligence and knowledge to 

create content and ensure learning has not been focussed on much yet. Given the pandemic and its 

widespread effects, business cycles will further shorten and existing competitive moats comparatively 

leaner and quicker organisation will be better positioned to bounce back from crisis. 

EeroVaara (2021) conveys the fact that scaling means change, which challenge the received wisdom and 

the ideas that got the company to the first place. When organisations continue or start to function the 

usual way, they develop increasingly large bureaucracies and hierarchies. The same risks hold true when 

self-directed companies are acquired by others. It is revealed that breaking the organisation into smaller 

modules, believing that the decision benefits the client, colleagues, and number (both in present and 

future) weighs on expressions of equality and fairness and agile learning can assist companies to retain 

their self-directed values of equality and empowerment. 
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Technological, Economic and socio-political disruptions challenge contemporary organisation and 

heighten employee uncertainty and feelings of vulnerability, employee trust repair is particularly 

important in the current disrupted work environment. Organisational responses to such disruptions are 

through restructuring and downsizing lead to increased interest in how employee trust can be preserved 

and maintained. Employee trust plays a critical role in organisation as they are more committed to work 

and remain with the organisation larger than others. 

COVID-19 has raised the stakes of failure to many organisations. Consequently, companies are 

reworking on strategies and policies to cope up with losses. McKinsey (2020) reported that people are 

thinking to leave the organisation for a variety of reasons. Employee burnout is one potential outcome 

(aroudn30 to 40%) and employee exhaustion (40-50%), women are on the highest end of statistics. 

Murphy (2020) asserts that current pandemic and score of employees working remotely have shown 

employee engagement is not entirely dependent on having a great manager, but it is dependant on 

employees personal outlooks and mindsets.Amable& Kramer (2011) enforces employee engagement by 

recommending the removal of obstacles to progress including meaningless tasks and toxic relationship. 

Traditional organisational structures do not have the necessary ability and inflection for alignment with 

fast environmental changes in order to survive they have to change their structure. It is a antidote for all 

organisational illness and toxic and it is highly essential that managers understand the purpose, relevance 

and importance especially in the current situation. Managers of highly sophisticated organisation should 

pay undevoted attention that learning is permanently assigned as an important part of daily organisational 

activities at all levels which is expected to open consecutive victories of organisational success. 

Organisational size as one of the factors that may influence employee morale is not possible to study in 

isolation. The small groups are most likely than the larger groups to have scores in either the high or low 

ranges, this is because, smaller groups had more closer connect with the executive management. The 

store under consideration has avoided over-specialisation and over-functionalisation which reduced the 

steps of decision making and kept the unit size relatively small. In a more complex organisation, with 

more levels of hierarchy the source of decision would be more obscure and results in a different 

relationship between management and the employee. 

Modern theories tend to be based on the concept that organisation is a system which must adapt to 

changes and where individuals interact for objectives. The study reveals that majority of the decisions are 

taken by the top management, centralisation encourages and permits personal relationship. It also equally 

creates loss of man-hours and delay in performance of work, while slackness in work is developed in the 

absence of better control and supervision. The organisation size reflects its structure. The more complex 

and heightened the hierarchy is, there will be low productivity, less delegation of work and no incentives 

provided. If organisation develops good structure, it undoubtedly impacts employee performance and 

motivates them to work hard. Better and satisfied workforce will have less or no thought of leaving the 

organisation resulting in high levels of loyalty. 
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IV Conclusion 

Today corporation is the dominant organisational form for much of the Western world and it must be 

understood that the organisation is a system.  It works by taking inputs, converting them into throughputs 

and delivering outputs to its task environment. Transforming inputs into high-quality outputs is critical to 

every organisation’s success. During the last two decades competition between firms has become 

increasingly internationalised. Successful organisations need information not only about their customers 

but also about the firm’s competitive environment. 

Such knowledge and approach can be better aced when the communication is well planned between the 

various levels of the organisation. This is further achieved when the employees feel the intent to stay 

back, and the work environment proves to be the best source of learning. The art of retaining the top and 

best talent is a major hurdle faced by almost all organisations irrespective of the nature of industry they 

are into and their varied client base. But the discussion has led to the belief that organisation size which 

has a direct impact on the organisational structure is crucial to achieve this success. 

 

V Implications for Future Research 

The topic under study is quite vast and differs from industry to industry. The work can be extended by 

performing a analytical approach with the use of statistical tools to empirically prove the association 

between employee retention strategies, impact of learning organisation on the retention quotient and how 

the number employed proves to be a major contributor towards the achievement of the vision and mission 

of the organisation. This is not to deny that large companies are not successful, the fact is the 

sustainability is best achieved only by the few and not by all. The organisation is truly represented by the 

people employed and how the behaviour of such individuals impacts their functioning can be dealt in 

exclusively.  
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