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ABSTRACT 

Changes are currently happening more quickly and the flow of information is increasingly unstoppable. Organizations 

must have capabilities that are built on an ongoing basis to respond to changes in an agile, effective, timely and 

sustainable manner. This study aims to examine organizational agility predicted by adhocracy culture and workforce 

agility. This research was conducted on companies engaged in the aviation industry, especially an airport operator. An 

airport is the main economic driver for the economy in a country that offers speed, connectivity and agility. The data 

has been obtained from three scales used, namely organizational agility maturity scale, organizational culture assessment 

instrument, and workforce agility scale with a total sample of 440 employees. The data then obtained and analyzed 

using multiple regression statistical analysis. Based on the proposed hypothesis, it is concluded that adhocracy culture 

and workforce agility altogether predict organizational agility, with F count = 679,800 with p = 0.000 (p < 0.005) and 

adjusted R Square value of 0.756. Partially, adhocracy culture predicts organizational agility (R= 0.673 p<0.05) and 

workforce agility predicts organizational agility (R= 0.083 p<0.05). Leveraging technology enhances organizational 

agility in the aviation sector by enabling efficient decision-making and operational responsiveness. Fostering an ad hoc 

culture through empowering employee decision-making, combined with investing in workforce agility via continuous 

learning and development, equips organizations to rapidly adapt to market changes and innovate effectively. These 

strategies collectively form a robust framework for achieving heightened agility and competitiveness in a dynamic 

industry landscape.  
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1. INTRODUCTION 

Changes in an organization are transformations from initial to better situations that are more suited to future needs [1]. 

Technology and the rapid flow of information are boosting the rate of change intensity. In responding to this 

phenomenon, companies should rapidly adjust to very dynamic environmental conditions [1]. Therefore, it is necessary 

to search for creative methods and new approaches to respond to change [2].  

Besides information technology, the emergence of the Coronavirus Disease 2019 (COVID-19) is one of the factors that 

drives change and triggers obstacles for business today. The data showed that 76,858,506 people worldwide have been 

infected on October 30, 2020 [3]. It has affected the operations of most of the world's sectors and brought many 

industries to a standstill. Furthermore, the pandemic caused movement restrictions and travel bans from several 

countries. Following these restrictions, the transportation sector, especially the aviation business, felt the worst effect 

[4]. 

Based on the International Civil Aviation Organization [5], around April 2020, air traffic/transportation fell drastically 

to almost zero and contracted by up to 90% due to the implementation of lockdown policies. For the first 
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half of 2020, the passenger decline was 56% compared to 2019. The decline in air cargo also reached its lowest level 
in history, which is a -2.8% reduction. Airports are one of the main economic drivers for a country's economy because 
it is a business community between land and air transportation [6]. The presence of an airport in an area affects job 
vacancies, regional prosperity, and economic stability [7]. Additionally, several industries congregate in and around 
airports to take advantage of accessibility, speed, and mobility [8].

When dealing with disruption, companies were classified into three types, type 1 do not change or disrupt 
themselves until they fail, type 2 change to guide their business, and type 3 engage in vertical integration to thrive [9]. 
Businesses should continuously develop their capacity to take advantage of opportunities and counteract current 
challenges while adapting to change in an agile, efficient, timely, and sustainable manner [1].

Organizational agility, an emerging concept in the business field, is becoming increasingly vital as new 
technologies and globalization demand greater flexibility, timeliness, and effectiveness from organizations. These 
attributes are essential for adapting to the dynamic global market, ensuring survival and maintaining a competitive 
edge. [10]. Organizational agility is a paradigm that illustrates a change as an opportunity to respond, exploit and 
benefit from an opportunity [2]. It is considered a key competency in competitive advantage, creating strategic and 
innovative thinking, and taking advantage of change with sustainable adaptability and agility. Therefore, agility is not 
an option but an organizational obligation in managing the business [11].

Since organizational agility development does not have a specific formula, companies can become 
increasingly agile. However, they may not be entirely agile because agility is a continuous process that will lead to 
continuous improvement [12] [13] [14] [15]. One of the factors to be considered in increasing organizational agility is 
supportive culture. Organizational culture is a view and belief of members consisting of values related to work 
mechanisms, worker involvement, work behavior, relationship patterns, and leadership processes [16]. It creates 
stability in an organization facing change [17].

An organization has one or four culture combinations, namely clan, adhocracy, market, and hierarchy [18]. 
Adhocracy is a type of culture that will lead the organization to become agile [19]. It is the most creative culture, and 
it promotes adaptability, flexibility, and creativity to overcome uncertainty and ambiguity. Due to these principles and 
realities, organizational change is viewed not as a threat, but as a positive phenomenon and opportunity [18].

Besides culture, one of the most important factors that play a positive role in the formation of agility is 
human resources [20]. Chonko and Jones [21] stated that companies could not be agile without creating the right 
workforce in their programs [22]. An agile workforce is the biggest part of an organization in achieving agility. 
Meanwhile, cooperation, loyalty, and individual ability are the basis of an organization which is the main and 
important challenge in achieving agility [23]. Workforce agility shows proactive, adaptive, and generative behavior by 
workers in an organization [24] [25].

Based on the explanation, an adhocracy culture has cultural values that direct organizations to innovate, 
transform and be agile in facing change [18]. Moreover, support from workers are factors that promote the formation 
of organizational agility [26]. This research adds to the body of knowledge by pointing out practical levers that 
aviation industry organizations may use to maintain their agility in the face of the swift changes and obstacles that 
define the modern business environment.

2. LITERATURE REVIEW

2.1. Organizational Agility

Organizational agility is the ability to deal with change as well as to sense, perceive, and predict change in a 
business environment [2]. An important concept is that the organization can respond, take advantage of change 
through strategic methods, and respond appropriately in the business environment [2]. The concept of organizational 
agility consists of two main factors [27] [28], namely (1) responding to change using appropriate techniques and 
timing, and (2) exploiting and utilizing these changes as opportunities [2]. Meanwhile, the main characteristics include 
(1) flexibility and adaptability, (2) responsiveness, (3) speed, (4) low integration and complexity, (5) mobilization of 
core competencies, (6) high-quality and customized products, and (7) culture of change [29].
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2.2. Workforce Agility

Some research defines workforce agility from the perspective of ability, while others define it from the 
perspective of attitudes or behaviors shown by workers [30]. From an ability perspective, Kidd [28] described the 
concept as the ability to respond to change on time and exploit the benefits. In the same perception, Sharifi & Zhang 
[2] defined it as a worker who has a broad vision and can capture opportunities from volatile market conditions [29]. 

From a behavioral perspective, agile workers are described as having the ability to process information 
quickly, adaptive to a turbulent work environment, and motivated by opportunities for self-development [31] [32]. 
Additionally, Dyer and Shafer [33] defined workforce agility as workers' proactive, adaptive and generative behavior. 
It has long been recognized as one of the cornerstones of organizational agility. Any strategy for establishing new 
ways of working is bound to fail in the absence of an adaptable workforce [31] [34] [35]. 

Workforce agility is related to openness to adopt different roles, accept different levels of responsibility, and a 
tendency to value cooperation and information sharing depending on project requirements [31] [24]. The concept of 
agility combines two characteristics, namely adaptability, and flexibility. Furthermore, It is the manner in which 
employees deal with and respond to change by adapting to new circumstances using the company's or organization's 
resources [36]. The behaviors reflecting workforce agility are proactive, adaptive, and resilient [25].

2.3. Adhocracy Culture

Adhocracy culture is an organization that focuses on external positioning with high flexibility and 
individuality [18]. It is considered the most responsive to change and increased risk. Additionally, it is very initiative 
and innovative to direct the organization to success, especially in developing new products and services in response to 
market change. The main task of management with an ad hoc culture is to help the development of entrepreneurship, 
creativity, and risk-taking.

The main goal of this culture is to encourage adaptability, flexibility, and creativity in conditions of 
uncertainty, ambiguity, and information overload. An important aspect that unites organizations is continuous 
experimentation and a commitment to innovation. The indicator of success is to acquire different and new products or 
services because the long-term focus of an ad hoc culture is growth, business improvement, and acquiring new 
resources.

Businesses that are firmly rooted in traditional, inflexible operational frameworks must become more 
adaptable in order to satisfy the needs of a market that is changing quickly and is varied. To put it simply, these 
organizations must be flexible and quick to adjust to changes in the business environment. If they don't, they will 
unavoidably become gradually and definitely obsolete. This phenomena calls for the development of high-caliber 
individual capabilities—often referred to as workforce agility—in parallel. In order to support this requirement and 
enable the achievement of organizational agility, individuals of the organization must exhibit unified beliefs and 
behaviors that are directed toward the accomplishment of group objectives by embracing an ad hoc culture. Thus, the 
hypothesis of this research:

Hypothesis: “Both adhocracy culture and workforce agility positively and significantly impact the organizational 
agility”

3. RESEARCH METHODS

3.1. Population and Sample

This research is a cross sectional quantitative survey method that included 440 staff and managers (Male= 
74.1%, Female= 25.9%) of PT Angkasa Pura Aviasi in Indonesia. After the permit was granted by the company, the 
survey was distributed online through a google form for about two weeks. Informed consent was written along with 
the survey ensuring confidentiality and no ethical misconduct was performed.  

3.2. Research Instruments
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We measured organizational agility using 22 items modified from Wendler & Stahlke [37] e.g., “Information 
systems and technology within our organization enable decentralization of decision-making”, “Our leaders understand 
the value of IT investments from a company-wide view”. 

We measured the workforce agility using 11 modified items taken from Sherehiy et al. [25]: e.g., “I can work 
effectively in demanding or stressful environments”, “I can switch from one project to another quickly”. 

We measured adhocracy culture using 6 items taken from Cameron & Quinn [18]: e.g., “My company has a 
vibrant, creative, and entrepreneurial work atmosphere”, “The organization's dedication to ongoing innovation and 
experimentation serves as its glue”. 

All three scales feature five response options, ranging from 1 = 'strongly disagree' to 5 = 'strongly agree. 
Moreover, they are all validated using CFA (Confirmatory Factor Analysis) and had satisfactory Cronbach Alpha 
values namely, 0.935 (organizational agility), 0.860 (workforce agility), 0.843 (adhocracy culture). 

3.3. Data Analyses

After all the data were collected, checked, and coded, they were analyzed with multiple regression statistical 
analysis with SPSS Ver 26. 

4. RESULTS

4.1. Hypothesis testing

The hypothesis is "Adhocracy culture and workforce agility positively and significantly impact 
organizational agility." Based on the results of the multiple regression analysis, the following findings are produced:

Table 1. F test result

Based on the table, the calculated F value is 679,800 with a significance value of 0.000 (p < 0.005). The F table value 
obtained from df1 = 2 and df = 437 with a significance value of p = 0.05, the F table value is 0.051. Therefore, the 
calculated F value > F table (679.800 > 0.051), and cannot be concluded that ad hoc culture and workforce agility 
significantly affect organizational agility. The effect of adhocracy culture and workforce agility variables on 
organizational agility can be seen in the determination test obtained below:

Table 2. Model summary
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The coefficient of determination of organizational agility is 0.756 (as seen from adjusted R Square). 
Therefore, a 75.6% variance in organizational agility is affected by its assessment of adhocracy culture and workforce 
agility. The remaining 24.4% is affected by other variables outside of this research. From this interpretation, it can be 
concluded that the research hypothesis is accepted. Therefore, ad hoc culture and workforce agility positively affect 
organizational agility. This research also performed a stepwise regression analysis to describe the independent 
variables that most affect organizational agility, as shown in the table below:

Table 3. Stepwise regression analysis result

The table above shows that ad hoc culture and workforce positively affect organizational agility. The effect of 
the independent variable on the dependent variable can be seen from the value of R square change. The R square value 
of change in adhocracy culture is 0.673. The effect of the adhocracy culture variable is 67.3%. The value of R square 
change workforce agility is 0.083, implying the effect of the workforce agility variable is 8.3%. 

Hypothesis testing on research sample data has proven that adhocracy culture and workforce have a positive 
effect in shaping organizational agility by contributing 75.6%. The adhocracy culture variable is the most dominant in 
creating agility, with a value of 67.3 %. Meanwhile, workforce agility contributed 8.3%.  It can be concluded that the 
ad hoc culture and workforce are directly proportional to the agility of the organization. These results align with 
previous research [38] [39], where organizational culture has a positive and significant effect on agility.

Furthermore, the results suggest that ad hoc culture affects the creation of organizational and workforce 
agility. It has also been tested and strengthened the findings in this research. Felipe [19] showed that adhocracy culture 
affects creating organizational agility. Therefore, an ad hoc culture has a positive effect on organizational agility. This 
is in line with the theory that states agility is found in companies with flexibility and adaptability [36], which can be 
obtained from an ad hoc work culture. 

Adhocracy culture is the most responsive work culture to change and increase risk, very initiative and 
innovative in directing the organization to success [18]. The other characteristics of organizations that adopt an ad hoc 
culture are less bureaucratic and simpler in decision-making, thus allowing organizations to be more flexible and 
quickly reconfigure resources and processes. This decision making process provides a strong success for companies to 
become more dynamic and agile. 

Furthermore, Ragin-Skorecka [40] stated that agile companies include two aspects—the features of internal 
organizational identity that determine agility and the characteristics of human life values, which are potential for 
building agility. Thus, human resources or workforces in the organization are also important to take into consideration 
in building organizational agility. Finally, efforts to develop and maintain agility should always be to remember that an 
organization cannot be truly agile. This is because agility is a process that will lead to continuous improvement [12].

Companies who are actively seeking digital transformation, automation, robots, and real-time data analytics 
as survival strategies in the face of the disruptive times we live in must realize that technology is not enough on its 
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own. Fostering an adhocracy culture and improving workers’ adaptability are crucial for maintaining creativity and 
agility, in addition to technology adoption. A core culture that values adaptability, creativity, and quick 
decision-making serves as the cornerstone upon which technology efficiencies are created. Furthermore, the mere 
automation of jobs and strategic data analysis calls for a workforce that is not just smart and agile but also committed 
to ongoing learning, requiring more than simply technological tools. Therefore, the argument stands that the triumph 
of technological advancements is inextricably linked to an organizational ethos that champions empowered 
decision-making and prioritizes the perpetual growth of its workforce. Ignoring this vital interdependence is to risk the 
full potential of technological investments, underscoring the imperative for a holistic strategy that integrates 
technological prowess with organizational culture and workforce development to truly achieve and sustain 
organizational agility.

This study offers empirical proof that developing an agile organization necessitates a more all-encompassing 
strategy that is backed by the social system—its people and culture—within the organization as well as the technical 
side, or technological expertise. More research is undoubtedly required, particularly to validate this model in industry 
sectors other than aviation and to take into account other, more practical aspects of human resources, such as the 
capacity for change adaptation, internal communication, the presence of effective leaders who can make an 
organization more agile, and so forth.

5. CONCLUSIONS

This study highlights the critical roles that worker agility and adhocracy culture play in augmenting 
organizational agility, especially in the fast-paced aviation industry. It confirms that incorporating these components is 
essential for companies, particularly airport operators, to adapt and thrive in the face of industry-specific problems by 
offering strong empirical evidence. In the end, this research adds to the body of knowledge by providing useful tactics 
for preserving adaptability in the face of the swift changes in the global corporate environment.
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