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Abstract : 

 

This research was carried out with the objective (1). To find out and 

analyze the influence of Ambidextroous Leadership, HR Orchestration, and 

Bureaucratic Isomorphism on Adaptation Capacity in City Regency 

Governments in South Sulawesi. (2). To find out and analyze the influence 

of Ambidestrous Leadership, HR Orchestration, and Bureaucratic 

Isomorphism on Organizational Resilience in City Regency Governments in 

South Sulawesi. (3). To find out and analyze the influence of Adaptation 

Capacity on organizational resilience in City Regency Governments in 

South Sulawesi (4). To determine the Influence of Ambidextroous 

Leadership, HR Orchestration, and Bureaucratic Isomorphism on 

Organizational Resilience through Adaptation Capacity in City Regency 

Governments in South Sulawesi. Data collection was conducted using a 

questionnaire of 384 respondents, with the data analysis method used in 

this study being descriptive analysis and SEM (structural Equation 

Modeling) analysis with the help of the AMOS program. The results of the 

study show that (1). Ambidextroous Leadership, HR Orchestration, and 

Bureaucratic Isomorphism have a positive and significant effect on the 

adaptation capacity of city district governments in South Sulawesi (2). 

Ambidextrous leadership has a direct effect on the organizational 

resilience of the city district government in South Sulawesi. (3). HR 

orchestration, and Bureaucratic Isomorphism have a direct positive effect 

on organizational resilience. 4). Adaptation capacity has a significant 

effect on organizational resilience. (5). Ambidextroous Leadership, HR 

Orchestration, and Bureaucratic Isomorphism have a positive and 

significant effect on organizational resilience through adaptation capacity. 

 

Keywords : Ambidextrous; HR Crkestrasi; bureaucratic isomorphism; 

Resilience; Adaptability. 
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1. Introduction 

In the midst of the dynamics of global and national changes that 

are increasingly rapid and uncertain, local government 

organizations are encouraged to also face and feel great challenges 

in responding to ongoing environmental changes (Firdaus, 2022). 

In an era characterized by complexity, volatility, ambiguity, and 

acceleration of change or known as the VUCA (Volatility, 

Uncertainty, Complexity, Ambiguity) era, organizations are not 

only required to be able to adapt, but also must have the capacity 

and resources to be free from disruptions and maintain 

operational flexibility and sustainability consistently (Bawany, 

2016; Nibedita et al., 2017; Krawczyńska-Zaucha, 2019; Rimita, 

Hoon, & Levasseur, 2020; Ofoegbu & Onuoha, 2018; Teece, 

Peteraf, & Leih, 2016). 

Azahari et al. (2021), the constant changes in the VUCA era create 

a variety of complex managerial pitfalls, which is also reinforced in 

the findings of Millar and Mahon (2018), Uyun (2018), and Simone 

(2021). These studies are rooted in the theories of Resource-Based 

View (RBV) and Dynamic Capabilities, which emphasize the 

importance of internal resources and an organization's ability to 

navigate the challenges of uncertainty. However, studies on 

organizational resilience in the local government sector are still 

relatively rare and mostly focus on the private sector or private 

organizations, with a diversity of methodological approaches and 

empirical contexts (Fahami et al., 2017; Gatt et al., 2020; 

Darvishmotevali et al., 2020; Gao et al., 2020; Horák & Špaček, 
2024; Ekpouko et al., 2025; Lee et al., 2020; Lim et al., 2020; 

Ploughman et al., 2020; Mayordomo et al., 2016; Perna et al., 

2020; Xu et al., 2020; Rivaldan, 2022; Walpita & Arambepola, 

2020; Liesto et al., 2020; MacLeod et al., 2016; Ran et al., 2020; 

Emmons, 2013; Ashmore, 2020; McManus, 2008; Utami & Helmi, 

2017; Rejeki, 2018; Manzano, 2014; Harms et al., 2018; Aldianto 

et al., 2021; Limon, Dilekçi, & Demirer, 2021; Wajdi et al., 2024; 

Zapłata & Matyjaszczyk, 2025). 
The concept of organizational resilience then emerged as a 

strategic foundation, both in the public and private sectors, 

including in the context of local governments facing fiscal pressur 

es, regulatory dynamics, and public service demands in the midst 

of complex political situations (Gherasim, 2025). Madani and 

Parast (2023) even emphasized that resilience simply adapting is 

no longer adequate; Organizations must be able to build capacity 

to respond to unexpected disruptions in order to survive and thrive 

in an increasingly difficult governance environment. Organizational 
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resilience is interpreted as the ability of institutions to absorb 

pressures, challenges and adapt to external dynamics, thereby 

enabling the continuity of organizational functions even in crisis 

situations. A resilient organization is not only able to survive, but 

also thrive under pressure and uncertainty. This resilience also 

comes from the capacity of individuals within the organization. 

Dwiastuti et al. (2021) emphasized that employees' personal 

resilience in the face of pressure and failure is an important 

foundation for forming collective resilience. In this context, Horák 

and Špaček (2024) and Alves (2021) explain that resilience is not 
only limited to structural or systemic aspects, but also includes 

the personal and cultural dimensions of the organization. 

Global phenomena such as the COVID-19 pandemic, and on a 

national-regional scale after the simultaneous election of Regional 

Heads, further emphasize the urgency of strengthening resilience, 

not only in the institutional aspect but also in the individual 

perception of social stability and organizational flexibility. 

Nechitailo and Alieva (2024), in their study in the education sector 

in Ukraine, show that organizational resilience is strongly 

influenced by an individual's perception of social norms and 

applicable rules. This shows that resilience is not solely an 

institutional product, but also the result of the internalization of 

adaptive values by organizational actors. 

Theoretically, Muhlis (2025) traces the evolution of the concept of 

resilience that has evolved from a behavioral approach to a more 

systemic organizational approach. Wajdi et al. (2024) added that 

cultural factors and psychological behavior also form the level of 

resilience, both at the individual (employee) and organizational 

levels. Nevertheless, there is a conceptual gap in the literature that 

discusses the relationship between individual resilience and the 

resilience of organizations as collective entities. This gap reflects 

the disconnect between micro (psychological) and macro 

(organizational) approaches within the theoretical framework and 

management practices in public organizations today. 

Furthermore, ambiguity in the source of resilience theory also 

reinforces the gap between internal flexibility and systemic 

support. For example, Emmons (2013), Ashmore (2020), Rejeki 

(2018), McManus (2008), Butkus et al. (2023), and Fabbrini (2025) 

view that adaptability is the key to achieving resilience, but has 

not explicitly linked the positions of individuals and organizations 

within a single integrated time and space frame. Fabbrini (2025) 

even stated that resilience has developed from a mere normative 

concept to a legal framework in supranational governance. This 
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shows the need to understand resilience as a combination of 

institutional design and organizational responsiveness to external 

pressures. Borgheto et al. (2025) reinforce this argument by 

asserting that resilience is not only the result of policy design, but 

is also a product of dynamic domestic political processes. 

Furthermore, gaps in organizational resilience research, both 

partial through variable differences and methodological 

approaches, can be mapped as a basis to strengthen the urgency 

of this research. Zapłata and Kwiatek (2023) note a significant 
increase in academic publications related to organizational 

resilience over the past three years, reflecting the growing practical 

need across various sectors to understand and implement this 

concept effectively. 

Leaders in public sector organizations, especially local 

governments, (Governors, Regents, Mayors) after the elections, and 

the simultaneous inauguration were full of euphoria and were in a 

strategic position in their regions. However, after the President 

announced budget efficiency, it then became a psychological 

pressure for the regions which was very crucial. They are required 

to continue to carry out their functions in the midst of financial 

crisis, economic uncertainty, and limited human and technological 

resources. Some studies that highlight this context include Natoli 

et al. (2024), Park et al. (2022), and Lustrilanang (2024) who 

specifically developed a resilience model for local governments in 

Indonesia. In his research, Lustrilanang identified eight main 

dimensions of regional resilience, namely: risk management 

practice, leadership capabilities, information technology 

capabilities, alliance management capabilities, strategy 

formulation capabilities, new product and service development 

capabilities, organizational resilience, and organizational financial 

resilience. 

The eight dimensions can be categorized into two main groups, 

namely: (1) managerial factors related to the role and capacity of 

leaders; and (2) organizational factors that include development 

capabilities, institutional resilience, and financial resilience. These 

indicators reflect a blend of theoretical approaches from Resource-

Based View (RBV) and Dynamic Capabilities, as well as the values 

of New Public Management (NPM) theory and public sector human 

resource management (HRM) strategies. 

Within this framework, organizational resilience is transformed 

into the ability of institutions to maintain public service functions 

in the midst of limitations and operational disruptions. Some of 

the key indicators adapted in this study include: the ability to 
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recover quickly, learning from the crisis, leadership commitment, 

culture of resilience, and innovation in response to challenges. The 

role of leaders in building a spirit of never giving up, openness to 

change, and encouraging an adaptive organizational culture are 

fundamental elements in creating a resilient organization. 

By integrating these dimensions, this research contributes to 

expanding the scope of the organizational resilience literature, 

especially in the context of local governments that have 

bureaucratic and complex characteristics (Gherasim, 2025). 

Historically, the concept of resilience in regional contexts has been 

introduced since the 1970s, initially to describe the ability of 

urban areas to respond to environmental stresses, such as natural 

disasters. Nevertheless, as theory and practice have evolved, 

resilience has become part of the strategic framework of modern 

organizations across sectors and disciplines. Today, resilience is 

understood not only as endurance, but also as a transformative 

force capable of turning challenges into opportunities. 

In the context of local government, the study of organizational 

resilience is still relatively limited compared to the study of 

business organizations. Research in the private sector generally 

focuses on adapting to market dynamics to achieve efficiency and 

competitiveness. But in the context of an increasingly complex and 

turbulent environment, adaptive ability alone is not enough. Public 

organizations need a more comprehensive capacity to respond 

effectively to uncertainty, a capacity called organizational resilience 

(OR). Good et al. (2023) state that the ability of individuals to 

recover from stress, as well as bounce back from difficult 

situations, is an important component in forming institutional 

resilience. Therefore, organizational resilience is a strategic 

element to ensure service sustainability, governance stability, and 

institutional growth in the long term (Mehta et al., 2024). 

In the dynamics of modern governance, local governments, as the 

front line in the delivery of public services, are required not only to 

carry out administrative functions, but also to be able to build 

institutional resilience to remain adaptive, responsive, and 

competitive in the midst of limited resources and increasing fiscal 

pressures. 

Organizational resilience, in this context, is no longer understood 

simply as the ability to survive in a position that leads to financial 

distress, but as a systemic capacity to make strategic adaptations, 

manage institutional learning, and transform challenges into 

sustainability opportunities. For this reason, the development of a 

comprehensive theoretical model is crucial in mapping the 
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determinants of the resilience of public organizations, including 

ambidextroous leadership, human resource orchestration, and 

adaptation to regulatory and structural pressures. 

In compiling the conceptual foundation of organizational resilience 

research, the approach offered by Ulaga, Kleinaltenkamp, 

Kashyap, and Eggert (2021) is relevant to be used as a reference. 

Although it comes from the strategic marketing domain, their 

research underscores the importance of formulating research 

propositions that are not only theoretically strong, but also 

applicable and contextual. Research propositions must meet three 

main principles: be rooted in clear theoretical logic, have 

transformative value, and be empirically testable by considering 

the practical dynamics facing the organization. 

In the context of public sector organizations, especially local 

governments in Indonesia, this approach can be used to develop 

research propositions that describe how organizations survive and 

thrive under multidimensional pressures, such as digitization of 

services, changes in central regulations, political conflicts of 

interest, and fiscal constraints. For example, the influence of 

ambidextrous leadership on organizational resilience can be 

explained conceptually through the capacity of leaders to balance 

the exploration of innovation and the exploitation of existing 

resources. This is in line with the idea of Ulaga et al., that the key 

variables in the research model should be related through logical 

mechanisms that bridge theories and practical phenomena. 

Preliminary studies support the view that resilience is now an 

absolute and sustainable strategic need, both to survive crises and 

to develop proactively in the midst of environmental changes (Sethi 

et al., 2024). However, most of these studies are still dominated by 

macro and normative approaches, focusing on theoretical 

frameworks in strategic management. This has led to a gap 

between theory and practice, especially in the application of the 

concept of resilience in the environment of public sector 

organizations, such as local governments. 

 

Table 1. Map of Regional Fiscal Capacity in South Sulawesi 

No Region Name Regional Fiscal 

Capacity Ratio 

Categories of Regional 

Fiscal Capacity 

1 South Sulawesi 

Province 

1,336 Low 

2 Bantaeng Regency 1,182 Medium 

3 Barru Regency 1,027 Low 

4 Bone Regency 1,014 Low 
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5 Bulukumba 

Regency 

1,066 Low 

6 Enrekang Regency 1,030 Low 

7 Gowa Regency 1,235 Medium 

8 Jeneponto 

Regency 

1,177 Medium 

9 Luwu Regency 1,118 Low 

10 North Luwu 

Regency 

1,075 Low 

11 Maros Regency 1,163 Medium 

12 Pangkajene 

Islands 

1,024 Low 

13 City. Squirt 0,966 Low 

14 East Luwu 

Regency 

1,897 Very High 

15 Pinrang Regency 1,233 Medium 

16 Sinjai Regency 0,747 Very Low 

17 Selayar Islands 

Regency 

1,203 Medium 

18 Sidenreng 

Rappang Regency 

1,036 Low 

19 Soppeng Regency 0,984 Low 

20 Takalar Regency 0,842 Very Low 

21 Tana Toraja 

Regency 

0,963 Low 

22 Wajo Regency 1,118 Low 

23 Pare-pare City 1,321 Medium 

24 Makassar City 2,490 Very High 

25 North Toraja 

Regency 

0,893 Very Low 

(PMK-RI Number 127 as a replacement for PMK 65 of 2024) About 

the Regional Fiscal Capacity Map  

(set on 31-12-2024). 

 

Regional Fiscal Capacity is a regional financial capacity calculated 

based on a formula set by the minister of finance in accordance 

with the provisions of laws and regulations (PMK-RI Number 65 of 

2024) concerning Regional Fiscal Capacity Maps. Based on the 

data in table 1, it can be emphasized that the regional fiscal 

capacity for provincial and regency/city governments in South 

Sulawesi is dominated by the low category fiscal capacity of 13 

local governments (52%), the medium category of 7 districts/cities 

(28%), the very high category of only 2 districts/cities (8%), and 
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the very low category of 3 districts (12%). This means that most 

local governments in South Sulawesi have financial limitations and 

dependence on DAU. Meanwhile, 2 local governments, namely East 

Luwu Regency and Makassar City, have good fiscal capabilities. In 

the context of public governance, the austerity policies 

implemented by the government often follow the Paradox of Thrift 

framework from a Keynesian perspective. This paradigm implies 

that efforts to over-suppress public spending, even if intended as 

an efficiency measure, can actually create new pressure on 

organizational resilience. This is especially true at the local 

government level, which in reality has to face various fiscal 

limitations, regulatory changes, and increasingly complex service 

demands. Therefore, qualified managerial capacity is needed, 

including ambidextrous leadership, the ability to orchestrate 

resources, and the ability to adapt and respond to isomorphic 

pressures in regional bureaucracy. 

In answering this gap, ambidextroous leadership theory offers a 

relevant and applicable conceptual framework. This theory 

emphasizes the importance of leaders to manage two dimensions 

simultaneously: exploitation (efficiency, resource optimization) and 

exploration (innovation, strategic change). Although it has been 

widely applied in business and private sector contexts, its 

application in the public sector is still relatively minimal and is an 

important gap in the development of public policy and 

administrative literature. In this context, research on human 

resource orchestration in the local government environment is very 

important. Public sector organizations are not only required to 

adapt to external dynamics, but must also be able to develop agile 

and collaborative internal systems, including in human resource 

management. Thus, this study places HR orchestration as a 

strategic variable in bridging ambidextroous leadership and 

strengthening adaptation capacity, towards resilient and 

competitive government organizations in the VUCA era. Various 

problems that appear in reality, such as domestic political 

uncertainty that causes ambiguity, corruption cases, termination 

of employment (PHK), budget refocusing, slowing economic growth, 

weakening purchasing power, to negative situations that arise due 

to the efficiency of the state budget, show that there is a phase of 

complaints related to fiscal distress and financial distress that are 

felt at all levels of government, as well as the lack of optimal tax 

revenue.  and strategic resource management. Looking at the 

relationship between these three factors, this study seeks to better 

understand how ambidextroous leadership, human resource 
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orchestration, and bureaucratic isomorphism interact with each 

other in improving the adaptability and resilience of local 

government organizations. Adaptability has to do with the extent 

to which an organization can adapt to the changes that occur, 

while resilience refers to the capacity of an organization to remain 

effective despite significant crises or challenges. 

 

2. Overview of Theories and Concepts 

2.1 Ambidextroous Leadership  

The concept of ambidexterity leadership in this study is based on 

the theory of ambidexterity which emphasizes the importance of a 

balance between two managerial approaches: exploration and 

exploitation. The term ambidextrous itself was first introduced in 

the management literature by Robert B. Duncan in 1976 through 

his work "The Ambidextrous Organization: Designing Dual 

Structures for Innovation", which highlights the importance of 

dual structures in organizations to support innovation 

(Kuwashima, Inamizu, & Takahashi, 2020). Decades later, this 

idea was expanded and re-popularized by Michael L. Tushman and 

Charles A. O'Reilly (1996) who recommended that organizations be 

able to deal with the disruption of the business environment by 

designing an adaptive leadership system through ambidexterity. 

Within the framework of this research, the ambidextroous 

leadership approach is not only positioned as a structural strategy, 

but also as a managerial practice that is micro and contextual. 

This means that ambidextroous leaders are understood as agents 

of change who are able to dynamically switch between conservative 

and innovative actions, as well as build an organizational culture 

that is adaptive to external changes and internal pressures. 

Leaders like this not only maintain operational continuity, but also 

steer the organization towards long-term excellence through 

continuous learning and systematic innovation. 

 

2.2 HR Orchestration Indicators 

Based on theoretical studies and some adaptations to previous 

research, this study uses indicators to measure HR orchestration 

as follows. 

1. ASN Competency Mapping: The ability of agencies to map and 

understand the technical, managerial, and social competencies 

of ASN thoroughly and accurately. 

2. Strategic Placement of ASN. The compatibility between the 

competence of ASN and the position held, as well as flexibility in 

adjusting assignments according to regional strategic needs. 
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3. Inter-sectional Coordination or OPD (Regional Apparatus 

Organization). The level of synergy and collaboration between 

work units in optimizing human resources across sectors/fields. 

4. ASN Development and Learning. The availability of capacity 

building programs through training, workshops, coaching, or 

mentoring to support adaptation to changes in regulations, 

technology, and community needs. 

5. Adaptability of HR Policy. The extent to which HR management 

policies are able to respond to external changes such as the 

demands of bureaucratic reform, central policie s, and regional 

socio-economic conditions. 

 

2.3 Bureaucratic Isomorphism and Institutional Theory 

In this study, institutional theory is used as the main conceptual 

foundation to understand the dynamics of bureaucratic 

isomorphism. This theory emphasizes that organizational behavior 

is not only shaped by economic rationality or technical demands, 

but is also strongly influenced by social norms, formal rules, and 

institutional expectations that develop in the external environment 

(Zhang & Hu, 2017). In other words, organizations seek to gain 

social legitimacy and acceptance by conforming to structures, 

processes, and practices that are considered legitimate by their 

environment. In the context of public sector organizations, such 

institutional pressures are particularly strong because 

bureaucracies often operate in an environment fraught with 

regulations, political expectations, and social demands. Therefore, 

bureaucratic reform and policy shifts are not only driven by the 

need for efficiency or accountability, but also by efforts to maintain 

institutional legitimacy in the midst of complex socio-political 

dynamics (Subangun et al., 2023). Subangun et al. (2023) also 

underlined that bureaucratic digitalization is becoming a new 

context in which institutional isomorphism is getting stronger, 

especially when bureaucracies must adopt technology, 

transparency, and digital service systems that have become 

international norms. In this case, the pressure comes not only 

from formal rules, but also from the need to stay relevant in the 

midst of a fast-growing digital ecosystem. Meanwhile, Akbar et al. 

(2020) added that in practice, public organizations not only seek to 

maintain legitimacy through formal compliance, but also compete 

for political support, public trust, and institutional power. 

Therefore, the ability of bureaucratic leaders to read and respond 

to institutional pressures strategically is the key to organizational 

sustainability and adaptability in the current era of uncertainty. 
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2.4 Adaptation Capacity 

Adaptation to changes triggered by digital transformation is 

important in ensuring the sustainability and competitiveness of 

the organization. Digital transformation not only changes the way 

we work and operational processes, but also has a profound 

impact on aspects of the organization's internal aspects, including 

organizational structure, work culture, and overall business 

strategy. In such a situation, the implementation of change 

management plays an important role in managing the difficult 

transition process and more flexible changes. 

 

2.5 Supporting Factors for Adaptation 

First, changes in organizational structure are one of the key 

elements that reflect the importance of flexibility and adaptive 

ability in the face of accelerating technological development. 

Organizations that are able to streamline bureaucracy, accelerate 

the flow of information exchange, and increase sensitivity to 

external environmental dynamics tend to be better able to form 

structures that are conducive to innovation and effective decision-

making (Syafi, 2023). 

Second, transformation in operational processes emphasizes the 

importance of utilizing technology to strengthen service efficiency 

and quality. Through the integration of automation and 

digitalization in various activities such as production processes, 

supply chain management, and interactions with customers, 

organizations can reduce operational costs, increase accuracy, and 

respond to market needs more quickly and appropriately. Third, 

changes in organizational culture reflect a shift towards a 

proactive work environment in encouraging innovation, cross-

functional collaboration, and continuous learning. Organizations 

that successfully instill a culture that supports experimentation, 

the courage to take measurable risks, and the readiness to face 

technology-based change will have a strong foundation for long-

term growth and sustainability. 

 

2.6 Organizational Resilience 

In the contemporary economic sphere, the issue of resilience 

increasingly occupies a strategic position, especially in the midst of 

global pressures characterized by uncertainty and the threat of 

recession. In this context, resilience is seen as an important 

foundation in addressing the challenges of sustainability and 

organizational adaptation, as well as being the main framework in 

this study. Xiao and Cao Huan (2017) note that the term resilience 
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comes from the Latin resilire, which means "to jump back" or "to 

be resilient". The concept of organizational resilience has 

undergone significant development and has become the focus of 

cross-disciplinary studies in various scientific approaches. 

Ashmore (2020) identifies five key approaches in the evolution of 

organizational resilience studies. The first approach, which 

emerged in the early 1980s, defined resilience as a reactive 

response to potential disruptions or threats that could disrupt 

organizational stability. Meanwhile, the second approach develops 

this perspective by emphasizing the importance of system 

reliability as a pillar in maintaining operational continuity, 

especially in the face of unexpected disruptions. Gatt et al. (2020) 

underline that resilience is not a static condition, but a dynamic 

adaptation process in the face of life's pressures and challenges. 

Individuals with high levels of resilience generally show healthier 

lifestyles and better physical condition (Lee et al., 2020; Lim et al., 

2020). In addition, they tend to maintain an optimistic attitude 

and enjoy a better level of psychological well-being (Mayordomo et 

al., 2016; Perna et al., 2020). This psychological balance also 

supports superior quality of mental health and work performance 

(Walpita & Arambepola, 2020). In contrast, individuals who have a 

low level of resilience tend to be more susceptible to psychological 

stress, such as excessive feelings of guilt, anxiety, and depressive 

symptoms (Liesto et al., 2020; MacLeod et al., 2016; Ran et al., 

2020). Korber (2017) defines resilience as a stable and long-lasting 

psychological condition, which is formed from various 

characteristics and individual responses in the face of life stresses. 

In line with that, Calvo (2020) emphasized that resilience also 

reflects a person's ability to manage stress and maintain a positive 

attitude even when faced with traumatic events. 

 

3. Research Methods 

3.1 Research design 

The research approach used is a quantitative approach which is a 

systematic approach to examine parts and phenomena and their 

relationships. Research with a quantitative approach is defined as 

research based on the philosophy of positivism, used to research on 

certain populations or samples, (Sugiyono, 2016:17). 

 

3.2 Data Types and Data Sources 

Quantitative Data: Quantitative data is data or information 

obtained in the form of numbers. In the form of this number, 

quantitative data can be processed using statistical analysis. 
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Qualitative Data: Qualitative Data is data in the form of words or 

verbal. How to obtain qualitative data can be done through 

interviews. Data source Primary Data: is research data obtained 

directly from the State Civil Apparatus who are respondents. 

Primary data is in the form of direct observations, and 

questionnaires. Secondary Data: is a source of data for research 

that is obtained by the researcher indirectly through intermediary 

media (obtained or recorded by other parties). The secondary data 

is in the form of the Number of Employees, the Condition of the 

APBD and Tupoksi. 

 

3.3 Data Collection Methods 

The data collection method in this study is intended to obtain data 

that is relevant and accurate to the problem discussed.  The data 

collection methods are as follows: 1). Questionnaire. Questionnaire is a 

data collection technique by asking a number of questions in writing 

given to respondents with the intention of obtaining accurate and valid 

data. 2). Documentation is a data collection technique by studying 

data that has been documented in the form of records, documents, 

reports, books, which can support the data collection process, which is 

needed by researchers. 

 

3.4 Population and Sample  

Population. The population in this study is Regency/City 

Organizations/Regional Governments in South Sulawesi, as many as 

22 Regencies, and 2 Cities with Civil Servant (PNS) analysis units in 

the selected sample. Sample. The sample in this study was determined 

using a purposive sampling approach that was selected based on 

certain considerations with the aim of obtaining sampling units that 

have the desired characteristics. In this case, the sample in this study 

was selected based on the consideration of the Regional Fiscal 

Capacity Map which has been calculated based on the Regulation of 

the Minister of Finance of the Republic of Indonesia number 127 dated 

31-December 2204, and HDI (BPS), in addition to that the selected 

sample was also considered from cultural, ethnic and religious 

aspects. 

 

3.5 Unit of Analysis 

The analysis unit in this study is employees in the regional apparatus 

organization (OPD), which is in the local government which is the unit 

in the research sample, as many as 384 people 
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3.6 Data Analysis Methods 

Descriptive and Inferential Analysis. Descriptive statistical analysis is 

aimed at describing the research variables so as to obtain an overview 

of the tendencies of the respondents, from the questionnaires filled, 

and assessed on a Likert scale. The inferential statistical analysis 

technique used is multiple regression analysis. The analysis used to 

answer the hypothesis in this study uses the Structure Equation 

Model (SEM) using Amos Software. The Structural Equation Model 

(SEM) is a statistical tool used to solve stratified models 

simultaneously that cannot be solved by linear regression equations. 

 

4. Research Results 

 Based on the method of determining the value in the model, the 

test variables of this first model are grouped into exogenous 

variables and endogenous variables. Exogenous variables are 

variables whose values are determined outside the model, while 

endogenous variables are variables whose values are determined 

through equations or from the model of relationships that are 

formed. Included in the exogenous variable group are 

Ambidextroous Leadership (X1), HR Orchestration (X2) and 

Bureaucratic Isomorphism (X3), while those included in the 

endogenous variables are Adaptation Capacity (Y1) and 

Organizational Resilience (Y2). The full results of the SEM analysis 

can be seen in the following Figure: 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

4.1  Hypothesis Testing  

 Based on the empirical model proposed in this study, testing of the 

proposed hypothesis can be carried out through testing the path 

coefficient on the structural equation model. The hypothesis 

testing criteria by looking at the p-value < 0.07, then the 
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relationship between the variables is significant. The results of the 

hypothesis testing can be shown in the following table: 

 

Hi

p 

Variable 
Strai

ght 

Indire

ct 
Total 

P-

Value 
Ket Independe

nt 

Interve

ntion 

Depende

ncy 

1 Ambidextro

us 

Leadership 

(X1) 

- Adaptati

on 

Capacity  

(Y1) 

0,384 - 0,384 0,000 

(+)  

Signific

ant 

2 HR 

Orchestrati

on (X2) 

- Adaptati

on 

Capacity 

(Y1) 

0,225 

- 

0,225 0,004 

(+) 

Signific

ant 

3 Bureaucrat

ic 

Isomorphis

m (X3) 

- Adaptati

on 

Capacity 

(Y1) 

0,159 

- 

0,159 0,044 

(+) 

Signific

ant 

4 Leadership

Ambidestro

us (X1) 

- Organiza

tional 

Resilienc

e (Y2) 

0,215 

- 

0,215 0,063 
(+)Signif

icant 

5 HR 

Orchestrati

on (X2) 

- Organiza

tional 

Resilienc

e (Y2) 

0,170 

- 

0,170 0,039 

(+)  

Signific

ant 

6 Bureaucrat

ic 

Isomorphis

m (X3) 

- Organiza

tional 

Resilienc

e (Y2) 

0,153 

- 

0,153 0,048 

(+)  

Signific

ant 

7 Adaptation 

Capacity 

(Y1) 

- Organiza

tional 

Resilienc

e (Y2) 

0,315 

- 

0,315 0,000 

(+) 

Signific

ant 

8 Ambidextro

us 

Leadership 

(X1) 

Adaptat

ion 

Capacit

y (Y1) 

Organiza

tional 

Resilienc

e (Y2) 

0,121 0,384 0,505 0,005 

(+)  

Signific

ant 

9 HR 

orchestrati

on 

(X2) 

Adaptat

ion 

Capacit

y (Y1) 

Organiza

tional 

Resilienc

e (Y2) 

0,225 0,071 0,296 0,016 

(+) 

Signific

ant 

10 Bureaucrat

ic 

isomorphis

m (X3) 

Adaptat

ion 

Capacit

y (Y1) 

Organiza

tional 

Resilienc

e (Y2) 

0,159 0,050 0,209 0,048 

(+) 

Signific

ant 
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1) Ambidextrous Leadership (X1) directly has a positive and significant 

influence on Adaptation Capacity (Y) with p-value = 0.000 < 0.07. 

This coefficient shows that with high Ambidextroous Leadership, it 

will increase the Adaptive Capacity. Thus, the first hypothesis in 

this study is accepted. 2). HR orchestration (X2) has a positive and 

significant influence on adaptation capacity with p-value = 0.004 < 

0.07. This coefficient shows that good HR orchestration will be 

able to increase adaptation capacity.  Thus, the second hypothesis 

is accepted. 3). Bureaucratic isomorphism (X3) has a positive and 

significant influence on adaptation capacity (Y) with p-value = 

0.044< 0.07. This coefficient shows that a good bureaucratic 

isomorphism will increase adaptation capacity. Thus, the third 

hypothesis is accepted. 4). Ambidextroous Leadership (X1) had no 

significant effect on Organizational Resilience at the level of 5% 

with p-value = 0.063 > 0.07. This coefficient shows that 

Ambidextroous Leadership (X1) can increase Organizational 

Resilience. Thus, hypothesis four is accepted. 5). HR orchestration 

(X2) has a positive and significant influence on organizational 

resilience (Y2) with p-value = 0.039 < 0.07. This coefficient shows 

that high HR orchestration (X2) is able to increase organizational 

resilience. Thus, hypothesis five is accepted. 6). Bureaucratic 

isomorphism (X3) has a positive and significant influence on 

organizational resilience (Y2) with p-value = 0.039 < 0.07. This 

coefficient shows that a good bureaucratic isomorphism (X3) is 

able to increase organizational resilience (Y2). Thus, hypothesis six 

is accepted. 7). Adaptation Capacity (Y1) has a positive and 

significant influence on organizational resilience (Y2) with p-value 

= 0.000 < 0.07. This coefficient shows that a high Adaptation 

Capacity (Y1) is able to increase organizational resilience. Thus, 

hypothesis seven is accepted. 8). Ambidestrous Leadership (X1) 

has a positive and significant effect on organizational resilience 

through adaptation capacity with p-value = 0.048< 0.07. This 

means that with high Ambidextroous Leadership, it will be able to 

increase adaptation capacity and will subsequently have an impact 

on increasing organizational resilience.9). HR orchestration (X2) 

has a positive and significant effect on organizational resilience 

through adaptation capacity with p-value = 0.016 < 0.07. This 

means that good human resource orchestration will increase 

adaptation capacity and subsequently also increase organizational 

resilience. 10). Bureaucratic isomorphism (X3) has a positive and 

significant effect on organizational resilience through adaptation 

capacity with a p-value = 0.048 < 0.07. This means that with a 

good bureaucratic isomorphism, it will be able to increase 
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adaptation capacity and will subsequently have an impact on 

increasing organizational resilience. 

 

5. Discussion 

5.1 The Influence of Ambidextroous Leadership on Adaptive 

Capacity 

The findings that Ambidextroous Leadership has a positive and 

significant effect on Adaptive Capacity can be analyzed more 

deeply through the lens of the Resource-Based View (RBV). 

According to the RBV theory (Barney, 1991), an organization's 

competitive advantage rests on internal resources that are VRIN 

(Valuable, Rare, Inimitable, and Non-substitutable). In this 

context, ambidextroous leadership is positioned as one of the 

strategic capabilities or strategic dynamic capabilities that are of 

high value to the organization. Ambidextroous leadership is not 

just a leadership style, but a complex and scarce human resource, 

capable of orchestrating a balance between operational stability 

(exploitation) and the need for innovation (exploration). This ability 

is invaluable in helping organizations adapt quickly to external 

changes, including regulatory pressures, fiscal crises, or market 

dynamics. From the perspective of RBV, adaptation capacity itself 

can be understood as an organizational capability formed from the 

process of using strategic resources effectively. Ambidextroous 

leadership, in this case, serves as a leverage that strengthens the 

organizational learning process, increases structural flexibility, 

and accelerates adaptive decision-making. In other words, 

ambidextroous leaders act as catalysts that transform resources 

into adaptive capabilities that are at the core of maintaining long-

term competitiveness according to RBV. These results also suggest 

that investing in ambidextroous leadership capacity building is a 

strategic step to create adaptive excellence, especially in an 

increasingly complex and stressful public sector environment. In 

this context, RBV provides a strong theoretical foundation that 

building leaders who are able to carry out the dual role of 

exploration and exploitation is a form of strengthening intangible 

assets that is difficult for other organizations to replicate.  

5.2 The Influence of HR Orchestration on Adaptation Capacity  

These findings show that the higher the organization's ability to 

orchestrate its human resources, the greater the organization's 

capacity to adapt to changes, challenges, and pressures of the 

strategic environment. Thus, the second hypothesis is empirically 

accepted. The results of this study are in line with the research of 

Islami & Mustafa (2023), in his research stating that the context of 
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internal human resource orchestration, has three main aspects 

that are the foundation in managing human resources 

strategically, namely selection, configuration, and utilization. 

Purnomo et al, (2023), in their research found that resource 

orchestration plays an important role in supporting organizational 

performance, so it is a key element for the creation of sustainable 

innovation. Duah, et.al (2024), the theory of Resource 

Orchestration highlights the importance of organizational 

capabilities in integrating and coordinating various resources 

strategically. In the context of local governments (PEMDA), which 

face pressure on efficiency, bureaucratic complexity, and high 

public service expectations, the ability to orchestrate human 

resources is a key factor in creating an agile and responsive 

organizational structure. Effective orchestration ensures that HR 

competencies, motivation, and capacity are always in an optimal 

position to support organizational adaptation. This research is in 

line with the findings of Misra & Kumar (2020) and Alavi et al. 

(2022), who emphasize that the role of HR orchestration is very 

vital in enhancing the adaptive power of public sector 

organizations in situations of crisis, policy change, or digital 

transformation. 

5.3 The Influence of Bureaucratic Isomorphism on Adaptation 

Capacity 

These findings support the view in institutional theory that 

isomorphism is not just a form of uniformity, but also a strategy 

for adaptation to environmental pressures that are institutional. 

Therefore, the results of this study confirm that the third 

hypothesis is acceptable, namely that bureaucratic isomorphism 

significantly encourages an increase in adaptation capacity in local 

government organizations. The results of this study are in line with 

research (Zhang & Hu, 2017) that organizations tend to conform to 

dominant norms in order to gain social recognition, be accepted by 

their environment, and increase legitimacy. In another study by 

(Subangun et al., 2023), it is emphasized that in regional 

governing organizations, institutional theory is often applied to 

understand the process of administrative reform and policy shifts, 

which are not only based on technocratic efficiency, but also 

social, political, and global pressures. In the era of bureaucratic 

digitalization, institutional isomorphism is becoming increasingly 

relevant, especially when bureaucracies face challenges from 

entrenched political practices and administrative cultures.  
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5.4 The Influence of Ambidextroous Leadership on 

Organizational Resilience. 

Organizational resilience involves the ability to learn from 

disruptions, adjust structures and processes, and innovate in 

policy. Different approaches to efficiency show that organizations 

are not reactive alone, but have proactive and reflective 

capabilities, which are indicators of resilience capacity. Local 

Government and Efficiency Studies (OECD, 2020; UNDP, 2021), 

states that several studies show that local governments that are 

flexible and brave in implementing different approaches to 

efficiency, such as zero-based budgeting, digital streamlining, or 

strengthening collaboration across OPDs, tend to have higher 

organizational resilience, because they do not experience 

stagnation when there is fiscal pressure or central policy shifts. In 

the framework of ambidextrous leadership, regional heads should 

not only focus on fiscal control, but also be able to allocate and 

direct budgets to support organizational learning in a sustainable 

manner. This inability shows that the exploratory dimension of 

leadership has not been optimally executed. In fact, in the context 

of public organizations facing fiscal pressure and uncertainty, the 

ability of leaders to use budgets as a tool for learning and 

innovation greatly determines the strength of organizational 

resilience. In other words, the weakness of these indicators reflects 

the failure of leadership in integrating fiscal efficiency with the 

strategic agenda of institutional learning. 

5.5 The Influence of HR Orchestration on Organizational 

Resilience 

Based on the results of the statistical test, it was stated that HR 

orchestration had a positive and significant effect on organizational 

resilience, with a p value of 0.039 which was smaller than the 

significance level of 0.07. The positive coefficient in this 

relationship indicates that the more optimal the management, 

coordination, and utilization of human resources in a directed and 

strategic manner, the higher the level of organizational resilience 

in facing various environmental challenges and dynamics. HR 

orchestration that includes role structuring, competency 

development, and cross-functional synergy enables organizations 

to respond to change adaptively and sustainably. These results are 

in line with the previous view that emphasized the importance of 

HR management as a foundation for institutional resilience in the 

context of public and private sector organizations. Theoretically, 

this condition describes weak resource configuration, one of the 

important elements of Dynamic Capabilities theory (Teece et al., 
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1997), which is the ability of organizations to integrate and 

reconfigure resources in order to respond to change. From the 

perspective of organizational resilience, human resource 

management in the region through the proper selection, 

placement, and promotion process directly contributes to 

improving the structural and functional agility of the organization. 

ASNs who are competent and in the appropriate position have a 

higher tendency to show proactive, adaptive, and innovative 

performance. This is an important capital for public organizations 

in dealing with complex and uncertain environmental dynamics. 

5.6 The Effect of Bureaucratic Isomorphism on Resilience 

Based on the results of the statistical test, it is known that bure 

aucratic isomorphism has a significant positive effect on 

organizational resilience with p-value = 0.039 < 0.07. This 

coefficient shows that a good bureaucratic isomorphism (X3) is 

able to increase organizational resilience. Thus, hypothesis six is 

accepted. The acceptance of hypothesis six confirms that in the 

context of local government, normative bureaucratic uniformity is 

not always an obstacle to innovation, but can instead be an 

important foundation for the formation of a stable, accountable, 

and adaptive system. Isomorphism here does not mean just 

procedural uniformity, but rather a form of strategic adjustment to 

regulative, mimetic, and normative pressures that allow public 

organizations to act more responsive and consistent in the face of 

change. Therefore, the role of bureaucratic isomorphism in 

increasing the resilience of local government organizations is 

crucial, especially in facing the demands of efficiency, 

transparency, and accountability in an era of uncertainty and 

fiscal limitations. 

The results of this study support the research of Mendes & Alves 

(2023) which implies that bureaucracy does not have to be an 

obstacle to innovation and organizational resilience. It is precisely 

with neo-bureaucratic design and acceptance of intelligent 

institutional isomorphisms, that public sector organizations can 

strengthen their capacity to adapt, manage complexity, and 

maintain the continuity of public services, all of which are key 

components of the resilience of local government organizations. In 

this study, isomorphism is not only understood as a formal 

uniformization process, but also as a factor that contributes to the 

adaptation capacity of the organization, namely the ability of local 

governments to adapt to regulatory demands, external dynamics, 

and changes in the strategic environment. The three types of 

coercive, mimetic, and normative isomorphisms can play a 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 84 

 

simultaneous role in shaping the way organizations respond to 

environmental pressures, where local governments factually 

experience difficulties. 

5.7 The Effect of Adaptive Capacity on Organizational 

Resilience  

Based on the results of statistical analysis, it is known that 

Adaptation Capacity has a significant effect on organizational 

resilience with p-value = 0.000 < 0.05. This coefficient shows that 

a high Adaptation Capacity (Y1) is able to increase organizational 

resilience. Thus, hypothesis seven is accepted. These findings 

show that the higher the organization's ability to adapt to changes 

in the environment, policies, and internal dynamics, the greater its 

ability to survive, adapt, and recover from external pressures or 

disturbances. These results are in line with various previous 

findings. According to Duchek (2020) and Linnenluecke (2017), 

organizational resilience is highly dependent on its adaptive 

capacity, especially in the face of uncertainty, sudden changes, 

and systemic disruptions such as fiscal crises, pandemics, and 

policy pressures from the center. Public organizations that have 

flexible structures, responsive cross-unit coordination, and high 

institutional learning capabilities will be better able to build 

dynamic resilience. In the context of local governments, adaptation 

capacity reflects how far the bureaucracy is able to make strategic 

adjustments to coercive pressure from the central government (e.g. 

changes in the ASN/PPPK payroll system, spending efficiency, and 

digital transformation). Local governments that are able to adjust 

their nomenclature, spending structure, and workflows in a 

responsive manner to external demands will be better prepared to 

face crises and maintain the sustainability of public services. 

These findings also reinforce the view that resilience is not just a 

passive attribute of an organization, but is the result of active 

adaptability exercised collectively and sustainably (Lengnick-Hall 

et al., 2011). That is, resilience is not formed solely by structural 

strength or external support, but primarily by the organization's 

internal ability to read signals of change, make quick adjustments, 

and integrate learning in the decision-making process. 

5.8 Indirect Influence of Ambidextroous Leadership on 

Resilience 

Based on the results of the study, it was stated that 

Ambidextroous Leadership had a positive and significant effect on 

organizational resilience through adaptation capacity with p-value 

= 0.048< 0.07. This means that with high Ambidextroous 

Leadership, it will be able to increase adaptation capacity and will 
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subsequently have an impact on increasing organizational 

resilience. This correlation indicates that adaptation capacity plays 

a significant mediator in bridging the influence of ambidextroous 

leadership on the organizational resilience of local governments in 

South Sulawesi. Theoretically, ambidextroous leadership refers to 

the ability of leaders to simultaneously carry out two distinct but 

complementary orientations, namely the efficient exploitation of 

existing resources and the exploration of learning-innovations to 

respond to future challenges (Raisch & Birkinshaw, 2008; Bledow 

et al., 2011). In the context of local government, this form of 

leadership appears to be in a balance between disciplined fiscal 

management and the encouragement of bureaucratic innovation 

that is adaptive to environmental changes. These findings reinforce 

the argument that leadership alone is not enough to build 

organizational resilience directly. Leadership needs to build 

organizational adaptation capacity first, which includes the ability 

to coordinate, make structural adjustments, respond to external 

pressures, and internalize learning from central policy dynamics 

and changing community needs. This means that when regional 

heads or OPD leaders show ambidextroous characteristics, for 

example by managing fiscal limitations while encouraging 

governance innovation, an organizational climate that is 

responsive, collaborative, and open to change will emerge. This 

directly strengthens the organization's adaptive capacity, which in 

turn strengthens institutional resilience in the face of the 

challenges of the VUCA (Volatility, Uncertainty, Complexity, 

Ambiguity) environment. 

5.9 The indirect influence of HR orchestration on 

organizational resilience 

Based on the results of statistical testing, it was stated that the 

variable HR Orchestration (X2) had a positive and significant effect 

on Organizational Resilience through Adaptation Capacity, with a 

p-value of 0.016 (< 0.05). These findings confirm that adaptive 

capacity mediates the relationship between the quality of human 

resource management and the resilience of public sector 

organizations, especially in the context of local governments. The 

results of this study confirm that conceptually, human resource 

orchestration reflects the organization's ability to identify, align, 

and optimize human resource competencies to support the 

achievement of organizational strategic goals (Sirmon et al., 2007). 

In the context of local government bureaucracy, this orchestration 

includes the placement of competency-based ASN (merit system), 

capacity building through training, and coordination across work 
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units in the management of ASN talent. These findings reinforce 

the assumption that good HR orchestration does not necessarily 

increase organizational resilience directly, but first creates a strong 

adaptive capacity within the organization. Adaptive capacity here 

serves as an institutional mechanism that allows employees to 

learn from change, make procedural or structural adjustments, 

and act responsively to external dynamics. These results are also 

consistent with previous findings, where the direct influence of HR 

Orchestration on Organizational Resilience may not be significant 

or limited, but the indirect effects through adaptation capacity are 

very important. The implication of this finding is the importance of 

HR management reform within local governments, not only from 

an administrative side, but also from a strategic side. Thus, HR 

orchestration is not only an administrative managerial function, 

but also plays a strategic role in building an adaptive and resilient 

public organization in the face of environmental ambiguity 

pressure. In this context, adaptation capacity is a key bridge that 

connects HR management practices with the level of institutional 

resilience of local governments. 

5.10 Indirect Influence of Bureaucratic Isomorphism on 

Organizational Resilience  

Bureaucratic isomorphism (X3) has a positive and significant effect 

on organizational resilience through adaptation capacity with a p-

value value = 0.048 < 0.05. This means that with a good 

bureaucratic isomorphism, it will be able to increase adaptation 

capacity and will subsequently have an impact on increasing 

organizational resilience. These findings strengthen the argument 

that the uniformity of bureaucratic structures, policies, and 

practices that occur as a form of isomorphism, can be a source of 

strengthening organizational resilience, as long as it is mediated by 

a good adaptive capacity within the organization. In the context of 

local government, the most dominant form of isomorphism is 

coercive, such as adjusting the nomenclature of OPD, uniformity of 

budget structure, implementing SPBE, SAKIP, and various 

regulations from technical ministries. This phenomenon makes 

local governments often become implementers of pusa policies 

rather than independent decision-makers. However, the findings of 

this study show that the structural uniformity of the bureaucracy 

does not necessarily create a resilient organization, unless it is 

accompanied by adaptive capacity. This means that organizations 

that only follow central structures and regulations without the 

ability to adapt to local contexts, respond to internal dynamics, 

and flexibly manage change, will remain fragile when faced with 
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crisis pressures. 

Adaptive capacity in this case becomes a key variable that 

translates isomorphic pressures into institutional resilience. Local 

governments that are able to adapt central policies intelligently, 

adjust nomenclature based on regional needs, and manage 

regulatory transitions without disrupting service stability, will be 

better able to maintain the continuity of their organization. 

Conversely, when isomorphism is implemented rigidly and 

symbolically, without the ability to adapt to an institution, the risk 

of decoupling (the separation between formal policy and actual 

implementation) becomes high, and the organization only 

demonstrates administrative compliance without institutional 

toughness. 

 

6. Conclusion 

Ambidextrous Leadership does not have a direct effect on 

Organizational Resilience, but it does have a significant influence 

on Adaptive Capacity. This means that the role of ambidextroous 

leadership will only have a positive impact on organizational 

resilience if it is supported by adequate adaptation capacity. This 

shows that leadership that is able to strike a balance between 

exploration and exploitation requires a foundation of institutions 

that are flexible, responsive, and learners. Human Resource 

Orchestration affects the Adaptation Capacity and Resilience of the 

Organization. These results confirm the importance of coordinated 

and competency-based human resource management in building 

the organization's ability to adapt and survive in the midst of 

change. An effective orchestration strategy strengthens the linkage 

between work units and ensures the alignment between human 

resources and the strategic direction of the organization. 

Bureaucratic isomorphism has a positive influence on 

Organizational Adaptation Capacity and Resilience. The 

phenomenon of institutional standardization that is too rigid and 

does not consider the local context actually weakens the flexibility 

of public organizations in responding to external dynamics. This 

shows that isomorphic pressures, both normative, coercive, and 

mimetic, need to be addressed selectively and contextually. 

Adaptation Capacity plays an important role as a mediator in the 

relationship between ambidextrous leadership, HR orchestration, 

and bureaucratic isomorphism to organizational resilience. Thus, 

to strengthen organizational resilience, local governments must 

first strengthen adaptation capacity. 

 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 88 

 

Acknowledgements 

The author expresses his deepest appreciation to all parties who have 

contributed and supported this research. Their assistance and 

encouragement were invaluable in making this research possible. 

Thank you for your time, advice, and guidance. We hope the results of 

this research will be beneficial to all parties. 

 

References : 

 

1. Abidin, A., & PURBA, H. P. (2022). The influence of strategic human 

resource management on organizational resilience. Bulletin of Psychology 

and Mental Health Research (BRPKM), 2(1), 528-538. 

2. Ahmad, B., Yuan, J., Akhtar, N., & Waheed, A. (2023). Does 

polychronicity among sales employees develop B2B service recovery? A 

dual assessment through ambidextrous leadership. Asia Pacific Journal 

of Marketing and Logistics, 35(11), 2785-2807. 

3. Aldianto, L., Anggadwita, G., Permatasari, A., Mirzanti, I. R., & 

Williamson, I. O. (2021). Toward a business resilience framework for 

startups. Sustainability, 13(6), 3132. 

4. Alghamdi, F. (2018). Ambidextrous leadership, ambidextrous 

employee, and the interaction between ambidextrous leadership and 

employee innovative performance. Journal of Innovation and 

Entrepreneurship, 7(1), 1-14. 

5. Andrini, D., & Susanto, P. (2022). The role of ambidextrous leadership 

mediates the relationship between entrepreneurial orientation, innovation 

culture and school performance in Payakumbuh City. Journal of 

Economics and Business, 2(2), 334-342. 

6. Awan, F. H., Liu, D., Anwar, A., Jamil, K., Qin, G., & Gul, R. F. (2021). 

Mediating role of innovative climate among leadership and employee 

performance in textile exporting firms of Pakistan. Textile Industry, 72(6), 

613-618. 

7. Azahari, H., Fantini, E., & Samsudin, S. (2021, May) . The Influence of 

Leadership Style on Employee Performance in Xyz Funding Fintech 

Companies in the Vuca Era. In Proceedings of the STIAMI Seminar (Vol. 8, 

No. 2, pp. 115-123). 

8. Baharuddin, A., Herling, H., Sakawati, H., Aina, A. N., & Johansyah, 

O. N. P. (2023). Bridging Exploration and Exploitation: Ambidextrous 

Leadership in the Transformation of Indonesian Public Services. Journal 

of Pallangga Praja (JPP), 5(2), 147-154. 

9. Butkus, M., Schiuma, G., Bartuševičienė, I., Rakauskiene, O. G., 
Volodzkiene, L., & Dargenyte-Kacileviciene, L. (2023). The impact of 

organizational resilience on the quality of public services: Application of 

structural equation modeling. Equilibrium. Quarterly Journal of 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 89 

 

Economics and Economic Policy, 18(2), 461-489. 

10. Deng, W., Hubner-Benz, S., Frese, M., & Song, Z. (2023). Different 

ways lead to ambidexterity: configurations for team innovation across 

China, India, and Singapore. Journal of International Management, 29(3), 

101027. 

11. Doblinger, C., Wales, W., & Zimmermann, A. (2022). Stemming the 

downturn: How ambidexterity and public policy influence firm 

performance stability during economic crises. European Management 

Journal, 40(2), 163-174. 

12. Duah, F. A., Abeeku Bamfo, B., & Serbe Marfo, J. (2024). Marketing 

capability and firm performance: the mediating role of resource 

orchestration capability. Cogent Social Sciences, 10(1), 2318880. 

13. Fabbrini, F. (2025). The recovery and resilience facility as a new legal 

technology of European governance. Journal of European Integration, 

47(1), 85-103. 

14. Fernández Fernández, S. (2022). March's foolish views on leadership, 

or how to fail optimistically, pursue ethical authenticity, choose mindful 

resilience and enable ambiguous innovation. Journal of Management 

History, 28(1), 25-45. 

15. Georgescu, I., Bocean, C. G., Vărzaru, A. A., Rotea, C. C., Mangra, M. 
G., & Mangra, G. I. (2024). Enhancing organizational resilience: The 

transformative influence of strategic human resource management 

practices and organizational culture. Sustainability, 16(10), 4315. 

16. Gherasim, G. C. (2025). The Republic of Moldova's civil society and 

democratic resilience in the context of the EU integration process. Civil 

Szemle, 22(1), 23-36. 

17. Hadi Purnomo et.al (2023). Resource Orchestration: The Relationship 

of Social Capital, Community Resilience and Operational Capability with 

Innovation Performance. UGM-2023 Management Dissertation 

18. Haider, S. A., Zubair, M., Tehseen, S., Iqbal, S., & Sohail, M. (2023). 

How does ambidextrous leadership promote innovation in project-based 

construction companies? Through mediating role of knowledge-sharing 

and moderating role of innovativeness. European Journal of Innovation 

Management, 26(1), 99–118.  

19. Herlina, M. G., Lasmy, Sudrajat, D., Syahchari, D. H., Saroso, H., & 

Zanten, E. V. (2021). Ambidexterity and Agility in Achieving Dry Port 

Effectiveness in the Greater Jakarta. Uncertain Supply Chain 

Management, 9(2), 247-254. 

20. Horák, P., & Špaček, D. (2024). The COVID-19 Crisis and State 

Administration Authorities: A Systematic Review of National Regulatory 

Measures Adopted in Czechia. Hrvatska i komparativna javna uprava: 

časopis za teoriju i praksu javne uprave, 24(4), 686-708. 

21. Ijigu, A. W., Alemu, A. E., & Kuhil, A. M. (2023). High-Performance 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 90 

 

Work System and Employee Work Performance: A Moderated Mediation 

Model of Ambidextrous Leadership and Employee Ambidexterity. 

International Journal of Business Science and Applied Management, 

18(1), 46–62. 

22. Ike Dwiastuti, Wiwin Hendriani, Fitri Andriani, (2021). The 

Development of Academic Resilience Research in Indonesia: Scoping 

Literature Review. Journal of Talent Psychology Volume 7 No 1 

September 2021 p-ISSN: 2460-8750 e-ISSN: 2615-1731  

23. Indriyanti et.al (2024). A Resilient Startup Leader's Personal Journey: 

The Role of Entrepreneurial Mindfulness and Ambidextrous Leadership 

through Scaling-Up Performance Capacity. Hell journal homepage: 

www.cell.com 

24. Ingram, T. (2024). Diverging paths to organizational resilience: The role 

of dynamic managerial capabilities, benevolent leadership, organizational 

unlearning and paradoxical thinking. XX(1), 1–14.  

25. Ingram, T., Wieczorek-Kosmala, M., Hlaváček, K. (2023). 
Organizational Resilience as a Response to the Energy Crisis: Systematic 

Literature Review. Energies, 16(2), 1–33.  

26. Iryna Nechitailo & Aigul Alieva (2024). Resilience of the educational 

system in conditions of global social upheavals: the ratio of centralization 

and autonomy (Ukrainian experience for Europe). Innovation: The 

European Journal of Social Science Research is a social science Research. 

27. Isichei, E. E., Aminu, A. A., Chukwu, B. I., Ike, N. M., Agbaeze, K. E., & 

Anthony, I. (2022). Linking ambidextrous leadership and small and 

medium scale enterprises export performance. South African Journal of 

Business Management, 53(1), 1–14.  

28. Jain, S. (2023). Ambidextrous leadership, social capital, creative 

behaviour and well-being: a mediation-moderation model. International 

Journal of Organizational Analysis.  

29. Jia, R., Hu, W., & LI, S. (2022). Ambidextrous leadership and 

organizational innovation: the importance of knowledge search and 

strategic flexibility. Journal of Knowledge Management, 26(3), 781–801.  

30. Junaiddin Zakaria, (2024). Sustainable Tourism as an Economic 

Development Model in Evaluation and Prospects of Priority Tourism 

Destination Development Policy in Indonesia. Journal of Public Service 

Management Vol. 08 No. 02, June 2024  

31. Khan, I. U., Sair, S. A., Danish, R. Q., & Adnan, M. (2022). 

Ambidextrous Leadership, Creative Self-Efficacy, Self-Resilience, Trust in 

Supervisor and Employee Innovative Performance in the telecom industry 

of Pakistan. Pakistan Journal of Commerce and Social Science, 16(4), 

622–638. 

32. Klonek, F. E., Gerpott, F. H., & Parker, S. K. (2023). A conceptual 

replication of ambidextrous leadership theory: An experimental approach. 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 91 

 

The Leadership Quarterly, 34(4), 101473. 

33. Kung, C. W., Uen, J. F., & Lin, S. C. (2020). Ambidextrous leadership 

and employee innovation in public museums. Chinese Management 

Studies, 14(4), 995–1014.  

34. Kurniawati, D. T., Rahman, A. F., & Athoillah, M. (2022). Effect of 

ambidextrous leadership, adaptive leadership on employee ambidexterity 

of state banks in Indonesia: Mediating approach. International Journal of 

Research in Business & Social Science, 11(9). 

35. Laser, J. (2022). Criteria to appraise top executives for ambidextrous 

leadership. Journal of Organizational Effectiveness, 9(3), 449–470.  

36. Lawrence, E. T., Tworoger, L., Ruppel, C. P., & Yurova, Y. (2022). TMT 

leadership ambidexterity: balancing exploration and exploitation 

behaviors for innovation. European Journal of Innovation Management, 

25(3), 703–719.  

37. Liesto, Sanna et al. (2020). Psychological resilience associates with 

pain experience in women treated for breast cancer 

38. Lim, S. M., Foo, Y. L., Yeo, M. F., Chan, C. Y. X., & Loh, H. T. (2020). 

Integrated work study program: students' growth mindset and perception 

of change in work-related skills. International Journal of Work-Integrated 

Learning, 21(2), 103–115.  

39. Limon, İ., Dilekçi, Ü., & Demirer, S. (2021). The Mediating Role of 
Initiative Climate on the Relationship between Distributed Leadership 

and Organizational Resilience in Schools. International Journal of 

Contemporary Education Research, 8(1), 128–144. 

40. Lufhi Nabiyah, Saharuddin, (2022). The Effect of Adaptation Capacity 

on the Resilience of Business Actors in the Tourism Sector during the 

Covid-19 Pandemic (Case: Business Actors in Cibuntu Tourism Village, 

Pasawahan District, Kuningan Regency). Journal of Communication 

Science and Community Development Vol. 06 (05) 2022 | 515-528  

41. Lyu, C., Peng, C., Li, R., Yang, X., & Cao, D. (2022). Ambidextrous 

leadership and sustainability performance: serial mediation effects of 

employees' green creativity and green product innovation. Leadership 

and Organization Development Journal, 43(8), 1376–1394.  

42. Madani, F., & Parast, M. M. (2023). An integrated approach to 

organizational resilience: a quality perspective. International Journal of 

Quality and Reliability Management, 40(1), 192-225.  

43. Mulya, D. A., Sumertajaya, I. M., & Sukmawati, A. (2023). The role of 

organizational culture mediation in strengthening the resilience of 

university management. Journal of Management and Organization, 14(2), 

173-183. 

44. Natoli, A. R., Jones, M. D., Walker, E. D., & Gibbs, M. T. (2025). "I could 

100% see myself getting hurt if I did it wrong": a qualitative exploration of 

exercise perceptions in people with chronic low back pain. Disability and 



Journal of Research Administration                                                                                   Volume 9 Number 2 

 

www.journal-administration.com 92 

 

Rehabilitation, 47(11), 2760-2769. 

45. Obinna Alo (2023) The role of ambidextrous leadership in developing 

team-level ambidexterity: Exploring the supporting roles of reflective 

conversations and ambidextrous HRM, Africa Journal of Management, 

9:1, 70-96. 

46. Rahmat Hidayat, Mansyur Ramly, Masdar Mas'ud, (2023). The 

Influence of Leadership Agility, Organizational Culture, and Motivation on 

Organizational Agility at PT. Arco Samudra Perkasa Balikpapan.  

47. Rahmawati, Martinus Tukiran, (2024). Organizational Adaptation 

Strategies in Facing the Challenges of the Covid-19 Pandemic on Human 

Resource Practices: An Analysis from a Global Context. International 

Journal Of Social And Management Studies (IJOSMAS) Volume: 05 No. 03 

(2024) www.ijosmas.org. 

48. Safari, A., Balicevac Al Ismail, V., Parast, M., Gölgeci, I., & Pokharel, S. 

(2024). Supply chain risk and resilience in startups, SMEs, and large 

enterprises: a systematic review and directions for research. International 

Journal of Logistics Management, 35(2), 680-709.  

49. Said, R. W., Saputra, A., & Ruhana, F. (2024). Government 

Organization and Management as a Strategic Function in Government 

Governance Scientific Journal of Global Education, 5(2), 1391–1399.  

50. Sarta, A., Durand, R., & Vergne, J. P. (2021). Organizational 

adaptation. Journal of management, 47(1), 43-75. 

51. Setyawijaya, B., & Ekowati, D. (2024). The Influence of Organizational 

Ambidexterity on Organization Innovation Performance in the Indonesian 

Banking Industry. Economists: Journal of Economics and Business, 8(1), 

653-658. 

52. Sitorus, T. H., & Siagian, H. L. (2023). Workload and Work Flexibility 

Towards Job Satisfaction with Motivation as a Mediator. Journal of 

Management and Business (JOMB), 5(2), 1182–1194.  

53. Syamsi, S., Ramly, M., & Zakaria, J. (2024). The Effect of Performance, 

Competence, and Discipline Allowances on Employee Performance at the 

Campalagian District Office, Polewali Mandar Regency. Journal of Mirai 

Management, 9(1), 319-333. 

54. Zain, F. (2024). Ambidextrous leadership: Insights from a 

comprehensive systematic review. Management Implementation & 

Entrepreneurship, 4(1), 68-85. 

 


	Abstract :
	1. Introduction
	2. Overview of Theories and Concepts
	3. Research Methods
	3.2 Data Types and Data Sources
	3.3 Data Collection Methods
	The data collection method in this study is intended to obtain data that is relevant and accurate to the problem discussed.  The data collection methods are as follows: 1). Questionnaire. Questionnaire is a data collection technique by asking a number...
	3.4 Population and Sample
	Population. The population in this study is Regency/City Organizations/Regional Governments in South Sulawesi, as many as 22 Regencies, and 2 Cities with Civil Servant (PNS) analysis units in the selected sample. Sample. The sample in this study was d...
	3.5 Unit of Analysis
	3.6 Data Analysis Methods

	4. Research Results
	5. Discussion
	5.1 The Influence of Ambidextroous Leadership on Adaptive Capacity
	5.2 The Influence of HR Orchestration on Adaptation Capacity
	5.3 The Influence of Bureaucratic Isomorphism on Adaptation Capacity
	5.4 The Influence of Ambidextroous Leadership on Organizational Resilience.
	5.5 The Influence of HR Orchestration on Organizational Resilience
	5.6 The Effect of Bureaucratic Isomorphism on Resilience
	5.7 The Effect of Adaptive Capacity on Organizational Resilience
	5.8 Indirect Influence of Ambidextroous Leadership on Resilience
	5.9 The indirect influence of HR orchestration on organizational resilience
	5.10 Indirect Influence of Bureaucratic Isomorphism on Organizational Resilience

	6. Conclusion
	Acknowledgements
	References :


