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Introduction
Leadership flexibility refers to a leader's capacity to modify his management approach in order to best serve his team. Leadership flexibility is possible in both established circumstances and times of transition (Yukl, 2008). Flexible leaders are able to come up with innovative solutions when working with limited resources (Arnold et al, 2000). Whether or not there are significant changes in the workplace, they are also enthusiastic and willing to experiment with new behaviors or technologies.
The adoption of remote work and flexible scheduling by many organizations following COVID-19 has significantly altered the way we work (Yukl & Mahsud, 2010). According to a Gartner survey, "74% of CFOs plan to move at least 5% of their formerly on-site workforce to permanent remote positions post-COVID-19."
Flexible leaders can enhance their team members' work-life balance by adopting flexibility and remote working, which may help them draw in top talent from a larger geographic area (Wilkes et al, 2011). Flexible leaders appreciate and trust each team member by providing autonomy and flexibility because they understand that everyone has a full and meaningful life outside of work.
In this article, Amazon's successes in the business world are discussed, and the company itself is used as an example of agile leadership. In addition to this, it conducts an analysis of Amazon's leadership strategy and provides a critical evaluation of it. This evaluation takes into account Amazon's difficult operating environment as well as the primary reasons that contribute to the complexity of the industry. Last but not least, it demonstrates how Amazon cultivates flexible leadership in order to enhance performance and creativity.
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On the job, leaders must be adaptable, tailoring their approach to the circumstances and the requirements of the people involved while keeping in mind that every approach has its advantages and disadvantages. These benefits come with flexible leaders (Avolio & Gardner, 2005).
Control: A project's progress must occasionally be closely monitored and controlled by the project's leader. Leaders who employ this method establish clear goals, keep a close eye on their teams' progress, and take important decisions (Yukl, 2006).
Teaching: It is best to show them how to complete the task at other times. Team members receive training from and are taught by leaders (Norton, 2010). As a result, the team gains knowledge on how to carry out jobs correctly in the future.
Rule: One way to rely on the expertise of team members is to tap into employee experience by asking them what they believe (Antonakis, 2003). When team members are feeling irritated, this strategy can help them feel more confident.
Collaboration: When working together, ideas from the team and the leader are blended (Hooijberg & Choi, 2000). Leaders ask inquiries, have an open mind, and assist worried staff members in making decisions.
Reinforcement: When employees encounter challenges, it is crucial for leaders to offer inspiration and motivation (Brown et al, 2005). A crucial leadership characteristic that can assist a team in overcoming obstacles is expressing gratitude and confidence in their capacity to complete challenging tasks.
Empowerment: Successful people and teams generally respond favorably to empowerment. Sometimes it's simply necessary for leaders to take a backseat and allow others to offer their skills, knowledge, and insights in their own time and way (Amabile, 2004).
A more flexible leadership style focuses a larger emphasis on the importance of teamwork, which is absolutely necessary for the success of any firm. When it comes to advancing strategy, such managers are better able to construct groups and forge partnerships (House et al, 2004). This is true whether the strategy involves producing new goods or conquering untapped markets. (Shapira, 2018). Managers that are flexible focus on altering plans as necessary to accommodate various influences from the outside. Some companies remain steadfast to their goals during trying times in the mistaken belief that things will eventually return to normal (Silver, 2012). However, it is more prudent to acknowledge when significant changes have occurred and to adapt performance plans accordingly.
Having sound judgment is one of the most important components of being a flexible manager (Beer, 2001). At its core, judgment is settling on the most weighty and consequential choices pertaining to both individuals and tactics. For instance, praise employees whose performance is deemed to have exceeded expectations, and work with employees whose performance is deemed to have been below expectations to develop performance improvement plans (Ahn et al, 2012). Collaborate with your staff members to devise a plan for enhancing their skill sets and getting them ready for future jobs in the business, and then implement this plan (Shemesh, 2018). There is a huge return on investment for the time and attention that is put into developing your employees. This leadership practice not only improves performance, but it also displays that you have a vested interest in your people, which is a great thing to show. This leads to higher levels of job happiness for employees, which in turn leads to higher levels of job satisfaction overall (Bahrami, & Evans, 2010).
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And how exactly do the aforementioned notions manifest themselves in Amazon? A great number of huge organisations have wasted decades fighting bureaucracy without achieving their goals. In the book written by John Rossman, he demonstrates how Amazon conquered bureaucracy and, as a result, became one of the most adaptable organisations in the world as well as the most valuable. The manner of thinking that can be found at Amazon is outlined in Rothman's book in a way that is both clear and simple, and the organisational culture he promotes is unique among huge businesses (John, 2009).
To begin, Amazon prioritises the needs of its customers above all else. A constant focus on the needs of customers can be seen in all aspects of work life at Amazon, just as it can be seen in other successful examples of agile management. Obsession with the customer extends beyond the realms of senior management, sales, and marketing. Everyone has to make it their mission to comprehend and improve the significance of the work they perform for their customers. Since its inception, Amazon has been guided by the principle that each employee bears the obligation to comprehend, empathise with, and feel passionate about the company's consumers. Ensure that everyone is aware that it is their responsibility. Learn the specifics of the customer experience as well as the factors that contribute to consumer dissatisfaction.
Amazon's preoccupation with customers extends far beyond simply ensuring that they are satisfied. This necessitates a persistent effort to enhance the shopping experience offered by Amazon, which, in turn, results in the development of new forms of business and new categories of customers. The level of flexibility, speed, and quality of delivery has a significant impact on the whole customer experience (George, 2016). Amazon was required to develop a scalable infrastructure in order to give an excellent online shopping experience for customers.
Second, the company's concern with its consumers is made possible and propelled by measures that are driven by those customers. In the vast majority of large companies, customer data is prone to change and is considered to be "soft," while financial data is considered to be "hard" and is widespread. Amazon has not continued to rely on conventional approaches but rather has flexibly and comprehensively incorporated real-time customer measurements into all elements of its business (George, 2016). As a consequence of this, "customer value" is prevailing in a conflict that businesses that operate with a mindset centred on finance are unable to win, and Amazon designed customer metrics as a "mandatory feature" from the very beginning of its operations.
Third, the planning procedure at Amazon (Rigby, 2018). At Amazon, the viewpoints of Amazon's external customers are incorporated into Amazon's operations and capabilities from the very beginning. When managers at Amazon write down ideas and suggestions in complete narrative form, the result is ideas that are better, ideas that are clearer, and talks about ideas that are better. These projects will be on a smaller scale, will involve a lower degree of risk, and will be able to be taken seriously by businesses that have rigorous standards and a primary focus on increasing competence over time.
Fourth, in most large organisations, personnel are more likely to engage in interdepartmental turf wars for resources when they do not have access to real-time data on client activities (Rigby, 2018). At Amazon, however, this sort of thing never occurs because the company's adaptable leaders refuse to put short-term gains ahead of long-term value. They are not only the representatives of their own team but also of the entire firm. Amazon's senior executives do not receive prestige or salary based on the company's workforce size or budget, in contrast to the majority of large companies.
Last but not least, similar to agile project management, the majority of work at Amazon is completed in what are referred to internally as "two-pizza teams." These teams are small, integrated, and independent multidisciplinary groups. Both of the pizza teams operate in a manner analogous to that of semi-independent startup greenhouses; they are shielded from the bureaucracy of the bigger organisation and are open to opportunities. Instead of being organised on projects, the teams at Two Pizza are structured around capabilities and services, and they improve through iteration (Rigby, 2018). The teams that work for Amazon are largely self-sufficient and independent, and there is minimal need for communication between the different teams. One of their primary objectives is to lessen the burden of communication inside the organisation by cutting down on the number of activities that require it, such as the number of meetings, coordination points, planning, testing, or releases. This more self-sufficient group moves at a quicker pace.
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The practice of adapting one's leadership style in order to deal with unanticipated challenges and opportunities is known as leadership flexibility. Participating in unfamiliar circumstances and establishing reliable support networks are two ways that a leader might raise their degree of adaptability.
Keeping an inquisitive mindset is one of the simplest things that leaders can do to become more adaptable. It is possible for leaders to try to understand as much as they can about different fields. It is essential for a leader who is able to be flexible to have a comprehensive plan for the accomplishment of each goal (Dale, 2008). Even in situations where there is a rock-solid primary plan, it is essential to also have a backup plan. Leaders who can adapt to changing circumstances need to be adept at managing their own feelings and thoughts. In addition to this, it facilitates improved communication with the team and communicates the requirements.
Put forth your best efforts to persuade workers to adopt a more adaptable mindset. Inform them that new tactics can be deployed in the event that the existing strategy is shown to be ineffective or has become obsolete (Yukl, 2007). Employees may be more inclined to implement any adjustments suggested by their bosses after they have an understanding of the benefits that might accrue from flexibility. Request comments and suggestions from each and every person in the company, including coworkers, employees, and bosses. They are able to provide leaders with an objective viewpoint on their leadership style and whether or not there are any aspects of it that may be modified.
Businesses are able to maintain a high standard of achievement while also increasing their agility through the use of self-governing teams.
One organisation that has successfully adopted a culture of agility is Amazon. They teach that leaders should set an example by working with their staff to get the greatest results possible. Jeff Bezos, the founder of Amazon, is a champion of making high-quality decisions quickly. This involves rapidly recognising and correcting decisions that were made in error, as well as adopting an approach that he refers to as "disagree and commit": If a member of the group believes in the selection made by the group, even if he or she does not, support the decision made by the group. As another illustration, despite his reservations, Jeff Bezos made the decision to publish the work that was produced by Amazon Studios. Amazon Studios has demonstrated that it is not afraid to fail quickly by cancelling new television projects. Two weeks after the release of a season, he decided to pull The Last Tycoon from circulation. The concept of agile thinking is embodied in this method. The Crucial Role That Empathy Plays in Amazon's Leadership. The personal lives of employees have an effect on their job, and leaders need to be flexible in order to facilitate the formation of relationships that contribute to the development of collective resilience.
These examples demonstrate that a leader with an agile leadership style may provide a better service to the organisation by delegating authority to the team and making it possible for the business to establish a sustainable business model.
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The case of Amazon illustrates how a corporation can jettison traditional leadership and development goals while yet remaining successful. Obsession with the customer and lightning-fast decision making are two of the most important aspects of Amazon's agile culture. Amazon is able to rapidly penetrate the market with its forward-thinking products and services as a result of these two elements. Amazon possesses the appropriate organisational structure and agile practises, and as a result, its leaders and teams are able to make the appropriate decisions in order to facilitate customer-centric teams and swift decision-making in order to rapidly increase performance.
In addition to this, Amazon employs a fluid and agile team structure, which increases the likelihood that they will be successful in maintaining a close relationship with their consumers and adjusting to new circumstances. Agile teams are small, and their members break down enormous, complicated challenges into manageable modules. They then design solutions for each component of the problem, and finally combine the solutions into a full whole. Amazon has adopted a structure known as the "two-pizza team" in order to manage projects with greater flexibility, maintain a tight relationship with consumers, and steer clear of distractions and conflicting priorities.
Smaller, more agile teams are better able to innovate and make choices more quickly than larger teams. Two Pizza Teams is intended to facilitate the smoothest possible flow of work for somewhat compact groups of coworkers who work closely together. This indicates that Amazon's staff are able to innovate and find solutions to challenges on their own, which will ultimately lead to greater levels of success for the company.
To summarise, the contemporary social climate requires leadership models that are more adaptive than those that have been used in the past. Agile managers are able to effectively lead teams, organisations, or change in a variety of situations, particularly unfamiliar contexts that are characterised by rapid environmental change and ambiguity. Agile managers are also able to adapt their leadership style to meet the needs of the context in which they are working. Agile leaders are those who pay attention to the needs of others, who place a great value on the dynamic of relationships within teams, who rejuvenate the organisation, and who transform the way work is done out.
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