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Abstract. Changes in today's business environment are increasingly complex and cannot be
predicted with certainty. Factors such as technological developments, market dynamics, and
regulatory changes are challenges that organisations and companies must face. In the face of these
rapid changes, adaptive and flexible leadership becomes critical to ensure business success and
continuity. This research aims to analyse the role of adhocratic leadership in dealing with the
changing business environment. The current research type is qualitative. Data collection
techniques include listening and recording important information to conduct data analysis through
data reduction, data display, and conclusion drawing. The study results show that adhocratic
leadership plays an important role in dealing with rapid and dynamic changes in the business
environment. This leadership approach emphasises flexibility, innovation, rapid adaptation, and
collaboration to respond to changing market and customer needs. Adhocracy leaders must be risk-
takers, make smart use of technology and data, and create an organisational culture that supports
innovation and continuous learning.
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1. Introduction

The contemporary corporate landscape is characterised by a growing complexity, rendering it inherently
unpredictable. Organisations and corporations encounter several obstacles, including technological
advancements, market dynamics, and regulatory modifications [1]. Given the rapid pace of these
transformations, it is imperative that leaders possess adaptability and flexibility in order to guarantee the
prosperity and uninterrupted operation of businesses [2].

Adhocratic leadership is a particular kind of leadership that has garnered attention within the realm of the
evolving business landscape [3]. Adhocratic leadership refers to a leadership approach characterised by its
capacity to effectively respond to diverse circumstances, tackle intricate problems, and swiftly generate
inventive resolutions [4].

Previous research has identified several key factors that influence the success of adhocratic leadership in
dealing with changes in the business environment. [5] analysed the effect of transformational leadership style
through adhocratic culture on employee performance. The results of his research obtained evidence that
transformational leadership through adhocratic culture applied in companies or organisations affects employee
performance. One of the highlights is employee dedication to the company as well as rules for not being late for
work, completing tasks on time, reporting to supervisors if there are problems at work and trying to provide
satisfaction to customers. This is intended so that the vision and mission can be realised. The highest leader in
the company still expects adhocratic culture as a benchmark for the company's success criteria [6]. This
indicates an understanding to realise the company's mission in spurring creativity. However, there are still many
aspects that need to be explored further, such as how adhocratic leadership interacts with various elements of the
organisation, how to measure the success of adhocratic leadership in the face of changes in the business
environment, and how to create an organisational environment that supports the development of adhocratic
leadership.

The objective of this study is to examine the impact of adhocratic leadership on navigating the dynamic
corporate landscape. The study will encompass an examination of case studies pertaining to diverse enterprises
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and organisations that have effectively adopted adhocratic leadership as a means of addressing the complexities
associated with a dynamic business landscape. The anticipated outcomes of this study are poised to offer
significant contributions to the understanding and guidance of leaders and managers in navigating the
complexities inherent in a constantly evolving corporate landscape.

1.1 Adhocratic Leadership

Adhocratic leadership is a leadership style characterised by flexibility, adaptability, and the ability to
operate in unstructured or rapidly changing situations. The term "adhocracy"” comes from the Greek "ad hoc",
meaning "for a specific purpose" or "on a temporary basis". In the context of leadership, adhocracy refers to the
ability of a leader to respond to a particular situation or challenge in a creative and innovative way, without
being bound to rigid rules or procedures. The main characteristics of adhocratic leadership are as follows:

1. Flexibility: Adhocratic leaders can easily adapt to changing environments and different situations. They are
not tied to a particular structure or process, so they are able to adjust to changing needs.

2. Innovation: Adhocracy leaders tend to look for creative and innovative solutions to problems or challenges.
They encourage teams to think outside the box and take controlled risks to achieve better results.

3. Delegation: Adhocratic leaders tend to trust their team members or subordinates in making decisions and
completing tasks. They give greater autonomy to individuals or groups who have the relevant expertise and
knowledge.

4. Focus on Results: Adhocratic leaders prioritise achieving goals over following standardised procedures.
They judge success based on the results produced rather than adherence to formal structures.

5. Open Communication: Adhocratic leaders focus on open and transparent communication with team
members. They listen to input and ideas from various sources to inform their decisions and actions.

This style of leadership is often applied in dynamic environments, where change happens quickly and there
is a lot of uncertainty [7]. Adhocratic leadership can be an effective option when facing complex challenges that
require rapid innovation and adaptation. However, it is also important to remember that every leadership style
has its strengths and weaknesses, and adhocratic leadership is not always suitable for every situation or
organisation.

1.2 Change

Change refers to the process or result of changing a condition, situation, or state from an initial state to a
different state [8]. Change can occur in a variety of contexts, such as in organisations, environments,
technology, social, political, and personal lives [9]. There are several types of change that can occur:

1. Organisational Change: A change in the structure, processes, or culture of an organisation. This can include
corporate restructuring, policy changes, introduction of new technology, or changes in leadership style.

2. Environmental Change: A change in the physical or social conditions in the surrounding environment. For
example, climate change, increased urbanisation, or changes in people's habits and culture.

3. Technological Change: Changes in technology that may affect the way people work, communicate, or
interact. For example, the development of the internet, artificial intelligence (Al), and blockchain-based
technology.

4. Personal Change: Changes experienced by individuals in terms of thoughts, emotions, or behaviour. This
could be a change in thinking patterns, an improvement in skills, or a change in attitudes and values.
Change is a natural part of life and is closely related to evolution and progress. Sometimes change can be

dealt with well and result in positive progress, but there are times when change also poses challenges and

difficulties. Therefore, it is important for individuals and organisations to have good capabilities in managing
change, including readiness to adapt, effective leadership, and flexibility in dealing with changing situations.

1.3 Business Environment

Business Environment refers to all external factors that affect the operations, growth and success of an
organisation or company [10]. The business environment includes various elements that are beyond the control
of the company, but have a significant impact on the performance and sustainability of the business [11]. The
main components of the business environment include:

1. Economic Factors: These include overall economic conditions, inflation rates, interest rates, market
demand, and other economic factors that can affect purchasing power and consumer patterns.

2. Social and Cultural Factors: Includes social values, norms, consumer preferences, lifestyle trends, and
demographic changes that can affect market demand and trends.
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3. Technological Factors: Technological developments that can affect the way production, distribution, and
marketing are carried out. These include advances in information technology, automation, and other
technological innovations.

4. Political and Legal Factors: The political and legal environment prevailing in a country or region, including
fiscal policy, industry regulation, and political stability. Changes in government policies can have a
significant impact on business operations.

5. Environmental Factors: Covers environmental issues such as sustainability, environmental impact, and
society's growing environmental awareness. Organisations are expected to act responsibly towards the
environmental impact of their business activities.

6. Competition Factors: Includes the level of competition in a particular industry, the market power of
competitors, and the penetration of other products or services in the market.

7. Human Resource Factors: Involves the availability of qualified labour, employee skills, and human resource
management related factors.

It is important for companies or organisations to understand their business environment well, as these
factors can affect business strategy, decision-making, and long-term success. A good analysis and understanding
of the business environment helps companies to adapt, anticipate changes, and design effective action plans to
achieve their business goals.

2. Method

This study aims to analyse the role of adhocratic leadership in dealing with changes in the business
environment. In this study, researchers conducted desk research so that they did not need to go directly to the
field during the data collection process, but instead reviewed various reference sources that supported this
research. The literature was obtained from online media and databases from journal portals that are in
accordance with the keywords related to this discussion, namely the role of adhocratic leadership in dealing with
changes in the business environment. The author does not focus on specific journal portals or online media in
determining relevant reference sources such as referring to the Emerald Insight, ResearchGate, and Elsevier
journal portals, but is more flexible. In this article, with a focus on the role of adhocratic leadership in dealing
with changes in the business environment, the author makes these keywords the focus of the search so as not to
widen the main discussion. The search for journals, articles and publications conducted was mostly in the range
of articles published between 2010 and 2023. Not all articles, journals and publications that appear in the search
results will be used, but only those related to the role of adhocratic leadership in dealing with changes in the
business environment.

This research is a type of qualitative research. Data collection techniques include listening and recording
important information to conduct data analysis through data reduction, data display, and conclusion drawing to
obtain a picture of the conclusions regarding the literature study that will be developed in this study. Data
validation uses triangulation of data sources.

3. Result and Discussion

The significance of adhocratic leadership becomes paramount when considering the challenges posed by a
dynamic and uncertain corporate environment. Its role is pivotal in safeguarding the existence and prosperity of
a company amidst constant changes. Adhocracy is a leadership paradigm that prioritises flexibility, creativity,
and swift adaptability to fluctuations in the corporate landscape.

Amidst the dynamic transformations observed in the corporate landscape, adhocracy leadership assumes the
role of a facilitator in effectively addressing unforeseen circumstances and generating innovative resolutions.
Adhocratic CEOs are required to possess the capacity to think beyond traditional limits, engage in risk-taking,
and foster a culture of innovation among employees without instilling a fear of failure [12].

One of the primary benefits associated with adhocracy leadership is in its capacity to surmount the obstacles
and bureaucratic tendencies that frequently impede the expeditiousness of decision-making within conventional
commercial settings. Adhocratic leaders possess the capability to establish and maintain an effective
dissemination of information and communication within the organisational structure, hence facilitating prompt
reactions to dynamic market conditions and evolving customer demands. Furthermore, the use of adhocracy
leadership can effectively foster interdepartmental and interteam communication inside the organisation.
Enhancing interdepartmental collaboration within the organisation facilitates the flow of ideas and knowledge,
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hence enhancing the company's capacity to effectively respond to evolving dynamics in the business
environment through a comprehensive and enduring approach [13] [14].

The responsibility of the adhocracy leader encompasses the cultivation of a team that possesses resilience
and the capacity to adapt to the dynamic business landscape. This entails fostering the development of
employees' skills and knowledge that align with the present and future requirements of the market. Furthermore,
the adhocracy leader is responsible for fostering staff motivation, ensuring their sustained passion, and
cultivating a sense of ownership towards the organization's overarching vision and objective. Adhocratic
leadership is a significant factor in preserving organisational stability during the process of transition. Through
the use of an open and communicative approach, leaders that embrace an adhocratic style have the ability to
mitigate uncertainty and alleviate fear among their personnel. An adhocratic leader who is effective will assist in
clarifying the trajectory of the company amongst the dynamic business landscape, so instilling a sense of
assurance and empowerment among employees to confront the many obstacles. Nevertheless, despite the
numerous advantages associated with adhocratic leadership, it is imperative to acknowledge and confront the
accompanying obstacles. The successful implementation of adhocratic leadership necessitates a collective
consciousness regarding organisational transformation and a state of cognitive preparedness among all members
of the company. Not all personnel, including leaders, possess the ability to readily adjust to frequent changes
[15].

Moreover, amidst the swift transformations occurring in the corporate landscape, there exists a potential
peril wherein organisations may deviate from their intended course or disregard their long-term objectives as a
result of excessive responsiveness to immediate fluctuations. Hence, it is imperative for adhocracy leaders to
strike a harmonious equilibrium between adaptability and a forward-looking perspective in order to attain
enduring triumph. Adhocratic leadership is a crucial factor in effectively managing the ever-evolving business
landscape. Adhocracy leaders may effectively guide organisations towards success in the face of evolving
business landscapes by placing emphasis on innovation, cooperation, and adaptation. The capacity to effectively
and expeditiously address issues will serve as a crucial determinant of success in navigating the inescapable
transformations inside the contemporary and forthcoming corporate landscape [16].

Within an environment that is becoming progressively intricate and frequently uncertain, the job of
adhocracy leadership include the astute utilisation of technology and data to facilitate the process of decision-
making. In order to effectively navigate an adhocracy, leaders must possess the capability to utilise data
analytics and artificial intelligence to comprehend market trends, customer behaviour, and detect potential
emerging prospects. The utilisation of technology additionally empowers firms to enhance their ability to adapt
to change through the optimisation of business processes and enhancement of efficiency [17] [18]. Automation
has the potential to effectively mitigate expenses and enhance efficiency in the execution of repetitive duties, so
enabling teams to concentrate their efforts on fostering innovation and formulating long-term strategic plans
[19] [20].

In addition to fostering employee engagement within the organisation, adhocracy leadership should
recognise the significance of cultivating relationships with external partners and the broader business ecosystem.
The significance of engaging in collaboration with suppliers, customers, and other stakeholders has been
growing in importance as it enables the creation of additional value and facilitates a comprehensive grasp of the
evolving business landscape [21] [22]. In order to effectively implement adhocracy leadership, it is imperative
for organisations to cultivate an organisational culture that fosters innovation and experimentation. An
organisational culture that embraces failure as a valuable learning experience, grants autonomy for
experimentation, and fosters creativity will enhance the organization's capacity to adapt and capitalise on
emerging opportunities.

In the context of a dynamic and evolving corporate landscape, leaders in adhocracy must also engage in
sustainable thinking and deliberate on the enduring consequences of their present actions and decisions. This
entails the prudent management of risk and a steadfast commitment to sustainability across all facets of the
organization's activities [23].

Adhocratic leadership necessitates the leader's capacity to effectively navigate a dynamic and evolving
context, while concurrently upholding the fundamental tenets of steadfast leadership. The cultivation of
integrity, the ability to inspire others, and the promotion of organisational principles are essential factors in
fostering trust and dedication among all members of a team [24] [25]. The significance of adhocratic leadership
in addressing the dynamic corporate landscape is paramount. Adhocracy leaders possess a forward-thinking and
adaptable mindset, prioritising collaboration as a means to navigate organisational problems and unlock
prospects for sustained expansion and achievement. The adoption of adhocracy leadership, which emphasises
the prioritisation of technology, data, and an organisational culture that fosters innovation, is a significant
milestone in the context of the dynamic and evolving corporate landscape.
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In the pursuit of perpetuating adhocracy leadership, it is imperative for leaders to discern the origins of
change within the organisational milieu. Factors that can influence the trajectory of a corporation including
technology advances, legislative modifications, consumer behaviour, industry competition, and various other
elements. By comprehensively comprehending these alterations, leaders in adhocracy can formulate pertinent
and efficacious tactics to address them.

Adhocratic leaders ought to foster and promote creativity and innovation throughout the entirety of the
organisation. By incorporating all members of the team in the process of generating ideas and creating an
environment conducive to the cultivation of novel concepts, the potential for improved resolutions to business
obstacles will be enhanced. In an adhocratic setting, the scope of innovation extends beyond products and
services to encompass process, strategy, and business model innovation. Effective communication skills are
essential in fulfilling the responsibilities of an adhocracy leadership post. In the role of a leader, it is imperative
to possess the skill of effectively communicating the overarching goal of the organisation and motivating team
members to progress together. Effective communication is a crucial factor in supporting the rapid dissemination
of pertinent information and perspectives inside an organisation [26]. This, in turn, enables the firm to respond
appropriately to fluctuations in the business environment.

The ongoing enhancement of learning capacity is a crucial element in the context of adhocratic leadership.
It is imperative for leaders to foster a learning culture within the firm, wherein team members are incentivized
for their endeavours to enhance their knowledge and abilities. By engaging in ongoing learning initiatives, firms
can enhance their readiness to adapt to change and sustain their relevance within a dynamic market
environment. Furthermore, adhocratic leadership encompasses the capacity to effectively respond and adjust to
swift technology advancements. The implementation of novel technologies, including as artificial intelligence,
big data analytics, and process automation, has the potential to enhance operational efficiency and offer more
comprehensive insights into markets and customers [27] [28] [29] [30]. Leaders in an adhocracy must
demonstrate a willingness to allocate resources towards technological advancements and enhance the
organization's capacity to effectively manage such advancements.

One of the primary difficulties encountered by adhocratic leadership pertains to the need to achieve a
harmonious equilibrium between expeditiousness and precision in the process of decision-making. In dynamic
and rapidly evolving circumstances, leaders in adhocratic organisations are required to promptly make decisions
that are grounded in thorough and rigorous analyses. This objective can be accomplished by leveraging existing
data and knowledge, as well as engaging the team in the process of making decisions. Lastly, it is imperative
that adhocracy leaders serve as exemplars and role models for the entirety of the organisation. Leaders have the
power to motivate individuals to embrace change and confront challenges with assurance by exemplifying
qualities like as devotion, work ethic, and adaptability.

In light of a rapidly evolving and unpredictable period, the significance of adhocratic leadership in
navigating the dynamic business landscape cannot be overstated. Adhocracy leaders may effectively guide
organisations towards sustained success in the face of the ever-changing business landscape by placing
emphasis on innovation, adaptation, communication, and continual learning.

4. Conclusion

Adhocratic leadership plays an important role in dealing with the rapidly changing and dynamic business
environment. This leadership approach emphasises flexibility, innovation, rapid adaptation and collaboration to
respond to changing market and customer needs. Adhocracy leaders must be risk-takers, make smart use of
technology and data, and create an organisational culture that supports innovation and continuous learning. By
prioritising strong communication and setting an example for team members, adhocracy leaders can inspire
employees to adapt to change and create long-term success for the company. Therefore, this study arrives at the
following suggestions:

1. Focus on Innovation: Adhocracy leaders should encourage a culture of innovation throughout the
organisation. Empowering employees to contribute creative ideas and take risks in creating new solutions
will improve the company's ability to compete in an ever-changing marketplace.

2. Investment in Technology: Faced with rapid technological change, adhocracy leaders must invest in
relevant technologies to support operations and decision-making. The use of artificial intelligence, data
analytics, and automation can increase efficiency and competitive advantage.

3. Effective Communication: Clear and open communication is essential in the face of change. Adhocracy
leaders must ensure a smooth flow of information across the organisation to facilitate rapid responses to
changing markets and business strategies.
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4. Learning Culture: Building a culture of continuous learning will help the organisation stay relevant and
ready for change. Adhocracy leaders should empower employees to continuously develop their skills and
knowledge.

5. Balance in Decision Making: Adhocracy leaders should seek a balance between speed and accuracy in
decision-making. It is important to prioritise data analysis and insights, but also make decisions quickly to
deal effectively with market changes.

By adopting the above suggestions, adhocracy leaders will be able to improve organisational readiness in
the face of a changing business environment. Creativity, adaptation, technology and effective communication
will be the foundation for achieving long-term success and sustainable growth in the rapidly changing business
world.
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