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ABSTRACT

The digitalization of the workplace has triggered a fundamental reconstruction of relational
patterns, social structures, and individual competency expectations within organizations. This
study aims to explore employee experiences and the role of digital leadership in navigating
change resulting from technological transformation in the workplace, employing a qualitative
approach based on literature review with thematic synthesis methods. The findings reveal that
the success of digital transformation is highly contingent upon three principal factors: the quality
of organizational communication, the level of employees’ digital competence, and the flexibility
of the organizational social structure. Open and participatory communication fosters engagement,
reduces resistance, and builds collective trust. Continuously developed digital competencies—
acquired through both training and digital mentoring—form the foundation for enhanced
productivity, innovation, and adaptability. Responsive organizational structures, characterized by
low hierarchy and collaboration-based models, accelerate technology diffusion and reinforce
positive, inclusive workplace experiences. These results underscore that digital leadership must
strategically and empathetically facilitate change in order to create resilient and innovation-
oriented working environments. The primary contribution of this study lies in providing a
conceptual framework for organizations to design robust, relevant, and adaptive human resource
and leadership policies in the face of the profound uncertainties of the digital transformation era.

Keywords: employee experience, digital leadership, organizational communication, digital
competence, social structure, organizational learning, digital transformation.

INTRODUCTION

Digital transformation is increasingly permeating all facets of life, mandating organizational
adaptation not as a discretionary option, but as an imperative for business continuity.
Technology-driven industrial revolutions have reformed how individuals and groups engage in
work, from patterns of interpersonal relationships to evolving performance expectations and
job satisfaction. The digital architecture within contemporary organizations is a catalyst for
change, exerting significant influence on human resource management practices and
compelling the need for a new generation of leadership capable of progressive adaptation. The
centrality of organizational readiness in navigating technological acceleration has become a
critical issue, as digital innovation invariably introduces complex psychosocial dynamics into
the workplace environment.
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Employee experience has emerged as a central theme in discourse surrounding the
digitalization of work. The obligation to be responsive to constant change introduces
employees to new systems of work that often engender optimism and connectivity, but are
simultaneously accompanied by anxiety and uncertainty. Aspirations for enhanced efficiency,
quality of interaction, and increased productivity often clash with realities such as limited
knowledge, constrained adaptability, and disparities in understanding between employees and
leaders. This challenge is further compounded by the widespread implementation of
digitalization, reinforcing the need for robust social networks, cultural adaptation, and the
presence of leaders who are responsive to continual change (Van Der Schaft et al., 2024).

The paradigm shift in leadership is now a critical issue in organizational studies, particularly
within human resource management. Transformational leaders are expected not only to
facilitate technology adoption but also to function as intelligent, adaptive, and empowering
sources of inspiration. According to Li et al. (2024), digital leadership is measured by its
capacity to build trust, manage uncertainty, and motivate employees to transcend their comfort
zones into new, technology-driven domains. Success or failure in providing psychological
support and facilitating employee adaptation is directly proportional to the level of innovation
and organizational sustainability achieved.

Within modern organizations, discussions of digital competence are inseparable from
explorations of employee adaptability and digital leadership capacity. Learning and training
mechanisms, open communication between management and staff, and collaborative work
structures constitute integral components that must be systematically mapped. Examining
employee experiences alongside digital leadership dynamics prompts critical inquiries into
how employees interpret change, the challenges encountered, and the extent to which
leadership capacity can guide transformation empathetically and strategically (Wang et al.,
2024; Zulu et al., 2024).

The widespread adoption of digital technology has revealed persistent psychological
boundaries for employees accustomed to conventional work patterns. In practice,
heterogeneous levels of digital literacy among individuals create gaps in understanding when
new digital systems and devices are introduced. Many employees report feelings of being left
behind, confusion, and psychological distress such as anxiety and threat perception in response
to rapid change (Nesindande et al., 2024; Van Der Schaft et al., 2024). The absence of sustained
training and collaborative enthusiasm exacerbates these challenges, resulting in only partial
knowledge renewal and insufficient reinforcement of adaptive soft skills.

Traditional management models and leadership styles further complicate digital adjustment
processes. Many leaders continue to adhere to bureaucratic and command-driven mindsets,
often failing to create spaces for employee input during dynamic change processes.
Consequently, digital transformation efforts unfold in a top-down manner, frequently
engendering prolonged resistance. Feelings of exclusion, limited participation in innovation
processes, and a lack of two-way interaction foster isolation and diminish work motivation
(Senadjki et al., 2024; Wang et al., 2024). These issues transcend technical barriers,
manifesting as psychological and social challenges within daily organizational operations.
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Organizational communication has yet to adapt optimally in establishing openness and
transparency amidst ongoing change. Numerous organizations lack effective communication
channels capable of addressing the psychological and informational needs of employees. This
absence results in employee confusion regarding change direction, difficulties adjusting to new
technological rhythms, and a general sense of being unappreciated during the adjustment
process. Zhang and Chen (2024) found that, in the absence of participatory and inclusive
communication systems, psychological pressure, declining motivation, and fragmented
organizational cultures become salient issues in digital technology adoption in the workplace.

An understanding of the psychosocial dynamics arising from digital transformation is essential
to mitigating the risk of failure and balancing technological advances with human well-being.
Without comprehensive mapping of evolving employee experiences and the facilitative role of
leadership, organizations are vulnerable to losing strategic momentum and even fostering
counterproductive resistance. This mapping of challenges and perceptions is a prerequisite for
preparing more responsive, adaptive, and strategic human resource and leadership policies in
the future.

Furthermore, the rise of hybrid work models and virtual collaboration compels organizations
to continuously assess their cultural readiness, communication systems, and strategies for
employee empowerment within the modern organizational milieu. Only through a profound
understanding of shifting employee behaviors and expectations, combined with strong digital
leadership capacity, can organizations truly reconcile technological advancements with
humanistic values in the pursuit of sustainable productivity and innovation.

This paper aims to map employees' perceptions, challenges, and adaptive processes while
evaluating the effectiveness of digital leadership in orchestrating organizational change
precipitated by digital technology integration in the workplace. Utilizing a qualitative approach
based on thematic synthesis, this study also examines the roles of communication, digital
competence, and organizational social structure in shaping employee experience and digital
leadership quality. The principal contribution of this study is to offer a conceptual framework
grounded in current scholarship that may serve as a reference for policy formulation and the
strengthening of human resource management practices in the digital era.

RESEARCH METHODS

This study was conducted using a qualitative approach, with an emphasis on an in-depth
literature review as the primary research method. An intensive qualitative literature review
offers the flexibility to identify, analyze, and synthesize diverse scientific findings and
empirical experiences documented in scholarly journal articles, books, and research reports
pertaining to the interplay between employee experience and digital leadership within digitally
enabled work environments. This approach is particularly well-suited to exploring themes
related to perceptions, challenges, and adaptation processes of employees regarding the
implementation of new digital technologies, allowing the use of comprehensive secondary data
sources to obtain a broader spectrum of understanding (Creswell, 2014; Merriam, 2009).

Data analysis was carried out using the thematic synthesis method, which enables the
researcher to categorize and interpret key patterns emerging from reputable literature sources.




Through thematic synthesis, data extracted from these sources were organized into
systematically identified major themes. This process demands critical thinking, thorough
coding, as well as an evaluation of the relevance and currency of the sources analyzed, all in
accordance with the principles of methodological transparency (Braun & Clarke, 2006;
Thomas & Harden, 2008). Accordingly, this approach is highly effective for developing a
robust and valid conceptual framework derived from the literature review.

The entire synthesis process was conducted in a staged manner, beginning with the
identification of relevant literature, followed by an assessment of the quality and credibility of
each source, and culminating in the formulation of conclusions regarding observed thematic
patterns. Source selection was based on recency, academic credibility, and relevance to issues
concerning perceptions, adaptation, and digital leadership patterns in workplace
transformation. Data triangulation was performed through cross-source comparison to
minimize interpretative bias and to ensure the breadth and depth of the analysis (Bowen, 2009;
Flick, 2018). With this design, the study is able to yield a valid mapping of employee
perceptions, challenges, adaptation processes, and the effectiveness of digital leadership in
addressing technological change.

RESULTS AND DISCUSSION
Employee Perceptions and Adaptation, and the Effectiveness of Digital Leadership

Current literature identifies complex dynamics in employees’ perceptions when facing the
integration of digital technologies within the workplace. New technologies frequently provoke
ambivalent responses; the anticipation of enhanced efficiency and convenience often clashes
with anxieties regarding the ability to adapt. Sharma and Kohli (2024) emphasize that
employees with high digital awareness and literacy generally exhibit greater enthusiasm in
embracing change, whereas those with limited digital knowledge tend to feel alienated or
threatened. Perceptions regarding the ease or difficulty of technology adoption are strongly
influenced by prior experiences, training support, and communication patterns within the
organizational environment.

Employees’ perceptions of digital integration are frequently shaped by prevailing
organizational cultures and leadership models. In numerous cases, employees who actively
participate in the change process tend to possess more positive perceptions compared to those
who are merely subjects of restructuring (Darmawan et al., 2023). Kowalkowski et al. (2024)
assert that a sense of ownership in the transformation process is cultivated through active
involvement, information openness, and recognition of individual contributions in the
development of digital products or services. Therefore, a participatory approach is crucial in
fostering enthusiasm and motivational learning attitudes toward new technologies.

Employee adaptation to digitalization is profoundly influenced by the availability of an
inclusive and sustainable learning ecosystem. Sondhi et al. (2024) document the critical
importance of training programs that extend beyond technical skill development, emphasizing
the reinforcement of soft skills such as online communication, virtual collaboration, and
problem-solving within digital environments. The adaptation process is most effective when
organizations provide opportunities for experimentation and recognition of learning
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initiatives—including learning from failures. The realization of informal learning through
professional networks, peer-to-peer coaching, and digital mentoring accelerates the
enhancement of employees’ dynamic capabilities. A learning ecosystem that is both inclusive
and sustainable must also ensure equitable access to resources, enabling employees from
diverse backgrounds and with varying digital competencies to engage meaningfully in the
transformation process. Moreover, consistent leadership support and strategic alignment
between organizational objectives and learning initiatives are essential to foster employee
motivation and commitment throughout the digital transition (Kurniawan & Darmawan, 2021).
Sustainable adaptation is further reinforced through iterative feedback mechanisms that allow
employees to refine their digital competencies in response to evolving technological demands.
Cultivating a growth mindset across all organizational levels helps reduce resistance to change
while supporting continuous personal and professional development. Ultimately, the successful
adaptation to digitalization hinges on the organization's ability to integrate formal and informal
learning opportunities into a cohesive and adaptive framework that continually responds to
both organizational goals and employees’ evolving needs.

Digital leadership has been shown to determine both the direction and fluidity of digital
transition within organizations. Jaiswal et al. (2023) conclude that visionary leaders who excel
in fostering cross-functional collaboration and adopt empathetic and innovative approaches are
instrumental in creating more adaptive workplace climates. The effectiveness of digital leaders
lies in their ability to articulate compelling change narratives, initiate open dialogues, and
actively create space for broad-based participation. Conversely, leaders who are slow to adapt
frequently constitute primary barriers to mobilizing transformative energy.

Contemporary leadership paradigms are required to move beyond traditional command-and-
control models, transforming instead into facilitators of change and sources of workplace
inspiration. The digital leadership model necessitates simultaneous mastery of both
technological competence and humanistic engagement. Arifin and Darmawan (2021)
underscore that effective leaders in the digital era are those capable of cultivating trust,
supporting digital carecer development, and addressing employees’ psychological resistance
through a coaching and empowerment approach. Humanistic leadership policies continuously
help to mitigate fear of change.

The managerial implications arising from employee adaptation and digital leadership are
extensive, ranging from training governance and reward system design to strengthening an
inclusive digital work culture. Mehmood (2021) demonstrates that organizations successfully
achieving digital upskilling in parallel experience improvements in productivity and
consistency in service quality. Beyond technical abilities, adaptability and collaborative skills
become key indicators for the success of organizational digitalization. Thus, active learning
and continuous evaluation serve as the foundational elements in cultivating a dynamic digital
workforce.

The implementation of digital technologies in the workplace can also lead to declines in
employee well-being if the change process is executed through top-down initiatives with
minimal participative democracy. Eddine et al. (2021) assert that drastic transformation often
triggers collective resistance, social anxiety, and substantially increases turnover intentions.




Leadership sensitivity to identifying and responding to psychosocial changes is essential for
maintaining workforce stability and enhancing organizational adaptability.

Furthermore, digitalization has necessitated new models of organizational communication,
characterized by greater openness, real-time information flow, and responsiveness.
Mardikaningsih and Darmawan (2022) argue that constructive dialogue between leaders and
employees plays a significant role in building trust, reducing uncertainty, and expediting
organizational learning processes. Digital leaders are expected to foster friendly virtual
discussion spaces that proactively encourage knowledge sharing.

Concerning intergenerational workforce issues, the process of adapting to digital technologies
presents additional challenges in organizations with a wide age demographic. Experience, work
norms, and expectations across generations influence patterns of technology acceptance.
Jaiswal et al. (2023) and Putra & Arifin (2021) highlight the necessity of a multigenerational
approach to digital training, proportionally accommodating the needs of millennials,
Generation Z, and senior employees to avoid social segregation.

The culmination of successful digital adaptation is not solely evidenced by employees’
technical readiness, but more broadly by the establishment of a learning-oriented and
collaborative organizational culture. Hariani & Mardikaningsih (2021) and Kumar et al. (2024)
emphasize that the long-term solution for digital transformation lies in the creation of
innovation- and togetherness-based work cultures. Technology must function as a unifying
instrument, not a source of division. Organizational commitment to developing systems of
reward, digital coaching, and regular monitoring of individual adaptation serves as a catalyst
for such cultural transformation.

The creation of an inclusive organizational environment, wherein each individual is viewed as
a lifelong learner, constitutes the cornerstone of sustainable digital adaptation and innovation.
Practices of participation, workplace democracy, and the application of agile management have
proven effective in expediting the development of resilience in the face of technological
disruption and market dynamics. The measure of digitalization’s success is reflected in how
swiftly and effectively an organization manages employee identity transitions, while
simultaneously fostering trust, a sense of belonging, and autonomy in work processes.

These theoretical and empirical arguments direct organizations towards leadership that
prioritizes human development, consistently serving as facilitators capable of managing
dynamic change justly and empathetically. Change should no longer be perceived as a threat,
but as a collective opportunity to construct a more innovative and adaptive future of work.
Therefore, employee experience and leadership capacity represent the solid foundations for
sustainable and successful digital transformation.

Striking a balance between the requirements of literature and the realities of organizational
practice highlights the necessity of mapping an organization’s specific needs, as industry
variation, cultural background, and company size all influence the spectrum of human resource
digitalization and its success. Contextual variables such as the level of cultural readiness,
organizational structure, and management openness are crucial determinants of the pace of
adaptation, employee satisfaction, and retention.
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Within the process of change, resistance will always emerge as a natural component of the
organizational innovation cycle. This resistance can be mitigated through consistent
communication, cross-functional empowerment, and technology-based collaborative
monitoring. Digital transformation requires collective will, synergy, and emotional
management across all organizational levels to ensure a harmonious and sustainable transition.
These insights affirm that the success of digitalization is determined not only by technology
investments but also by the harmonization of technological advancement with human
preparedness.

The Dynamics of Communication, Competence, and Social Structure in Digital
Transformation

Contemporary literature underscores the centrality of communication in shaping employee
experiences throughout the phase of digital transformation. Clear, transformative, and
participatory communication minimizes ambiguity, reinforces trust, and facilitates the
alignment of vision between management and employees (Vargo et al., 2024). The
implementation of technology in work systems necessitates unambiguous message delivery
and effective feedback mechanisms (Darmawan, 2024). Digital communication channels—
such as internal collaboration platforms, open discussion forums, and real-time notifications—
contribute to the construction of positive perceptions, reduce resistance, and enhance
motivation and engagement.

Additionally, the literature highlights that the enhancement of employees’ digital competence
constitutes a primary prerequisite for cultivating adaptive and progressive work experiences.
Mastery of digital tools, data literacy, and the soft skills accompanying digital transformation
are not only technical necessities but also crucial psychosocial capital that drives the courage
to experiment and increases self-efficacy (Singh et al., 2025). When the development of digital
competencies is synergized with incentive systems and project-based learning, employees’
confidence in addressing change is bolstered, enabling creative contributions within dynamic
virtual environments (Oluwatoyin, 2021). Companies that provide continuous training and
digital mentorship demonstrably strengthen employees' sense of belonging, stimulate
engagement, and accelerate the diffusion of best practices throughout the organizational
hierarchy.

Organizational social structure significantly influences the efficacy and inclusivity of
digitalization. Organizations characterized by agile or flexible hierarchies are more responsive
to technological adoption, as they permit open argument-based decision-making and cross-
functional collaboration (Imran et al., 2021). Conversely, bureaucratic structures often create
bottlenecks that impede adaptation and stifle the spirit of innovation. Social dynamics among
team members, the quality of interpersonal relationships, and egalitarian work cultures that
value diversity all contribute to a psychologically safe environment for the exploration of new
ideas (Sun et al., 2022).

The significance of open communication is deeply rooted in the principles of organizational
trust and psychological safety. Integrated virtual forums help prevent miscommunication,
facilitate the openness of ideas, and foster cultural resilience during periods of substantial
change (Gardi et al., 2021). Digital leaders who excel at fostering dialogue and listening to




diverse employee voices are able to assuage anxiety and sustain technological adaptation. The
quality of exchanges between supervisors and subordinates serves as a principal predictor of
successful digital change management, whether in technical, emotional, or cultural domains.

Within the sphere of digital competence, the transfer of knowledge across generations emerges
as both a challenge and an opportunity for the collective growth of employee experience. The
management of learning—through mentoring, peer learning, and digital coaching—must be
carefully tailored to individual needs to prevent the fragmentation of competence distribution
across age groups, educational backgrounds, or working habits (Jaiswal et al., 2023; Martinez-
Pelaez et al., 2023). Digital training cannot be limited to device mastery, but must also prioritize
the cultivation of critical thinking, adaptability, and collaborative skills essential to remote
work. Such approaches enhance problem-solving abilities and support innovation amid
dynamic change.

A healthy social structure supports cross-functional collaboration, the formation of virtual work
communities, and the strengthening of informal networks that underpin the learning
organization (Shams et al., 2021). These structures also enable constructive, bidirectional
feedback, which facilitates rapid identification and resolution of issues that arise during
digitalization. The more participatory the organizational structure, the greater the sense of
ownership, engagement, and motivation among employees to explore digital innovation and
disseminate best practices throughout all levels.

The success of digital leadership can only be realized in organizations that cultivate dialogical
ecosystems, openness to the exchange of ideas, and adaptability in the face of technological
disruption. Digital leaders who succeed in fostering collective and psychologically secure
learning environments significantly enhance leadership quality at a strategic level (Shams et
al., 2021; Sun et al., 2022). Visionary, communicative, and digitally proficient leaders exert a
positive influence on the stability of social dynamics and the acceleration of digital
transformation processes across the organizational spectrum.

The confluence of strong digital competence, advanced communication infrastructure, and
agile social structures accelerates knowledge accumulation, the escalation of innovation, and
the formation of work cultures oriented toward continuous learning (Narvaiza et al., 2024).
Employees become not merely objects of change but active agents in creating solution-
oriented, innovative, and adaptive digital work environments. This process also fortifies
organizational resilience in navigating external dynamics through risk management,
heightened resilience, and sustained performance improvement (Darmawan et al., 2020).

Organizations that employ human-centered transformation approaches and visionary
leadership have proven to be more robust in responding to sudden changes (El-Amin, &
George, 2020). Synergy among technology, open communication, and collaborative learning
cultures constitutes the cornerstone for accelerated innovation, enhanced social relations, and
the continuous improvement of employee experiences in digital contexts (Kalikar et al., 2022).
The most effective digital work environments are established on the principles of empathy,
participation, and psychological safety, enabling individuals to innovate without fear of failure
or marginalization (Kyurova, 2023).
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Flexibility, transparency, and trust function as the foundational values of organizational
communication in the digital era (Deep, 2023). Successful technological adaptation is assessed
by the maturity of value alignment processes, the unification of organizational vision across
hierarchical levels, and the capacity to create collective spaces for reflection on new challenges
and opportunities (Gergek & Ozveren, 2024). Ongoing learning processes, supported by open
communication patterns and digital awareness, strengthen the foundation for adaptive human
resource innovation (Deore & Nerkar, 2024). The presence of transformative leadership
ensures lasting synergy among healthy social structures, digital competence, and
communicative clarity.

The pivotal roles of the three core components—communication, digital competence, and social
structure—shape employee experience and the robustness of digital leadership in advancing
sustainable digital transformation. These components generate a positive cycle: communication
facilitates competence development, competence reinforces social structure, and social
structure expedites collaboration—all of which are reflected in employee experience and the
agility of digital leadership in addressing long-term change within the modern workplace.

CONCLUSION

The digital transformation in modern workplace environments demonstrates that the success
of adaptation is not solely driven by technological devices, but is also determined by the
balance between sharp digital competencies, open communication, and supportive
organizational social structures. Employees equipped with access to digital learning, supported
by participatory communication systems, and integrated into agile working environments are
proven to be better prepared to face change, absorb innovations, and provide optimal
contributions to the organization. Conversely, weak psychosocial support, a lack of two-way
communication channels, and the underdevelopment of cross-functional collaboration cultures
often emerge as primary sources of resistance to digital innovation.

The implications of these findings are strategically significant for organizational leaders and
human resource managers. Organizations should develop a visionary, communicative, and
adaptive digital leadership model and invest in building a digitally-based learning organization.
The primary role of leaders must transform into that of change facilitators, coaches, and
catalysts for the growth of employees' digital competencies by placing communication,
empowerment, and social solidarity as the foundational elements. Organizations that can
structure their social systems participatively and promote open communication will enhance
their resilience and competitiveness in the digital era.

The recommendations from this study highlight the necessity for a human resource
development approach that synergizes technological innovation with the enhancement of
organizational civility. The implementation of continuous digital training, transparency in work
outcomes, and the creation of regular, democratic virtual discussion spaces should become
standardized practices. Digital leaders should continually refine their listening skills, build
empathy, and foster a safe and inclusive environment for all employees. Consequently, trust
will flourish, adaptation will proceed smoothly, and organizations will become pioneers in
addressing the complexities of the future.




REFERENCES

Arifin, S., & Darmawan, D. 2021. Implementation of Social Responsibility in Sustainable Marketing. Journal of
Social Science Studies, 1(2), 279-284.

Arifin, S., Irfan, M., & Darmawan, D. 2021. How to Establish Work-Life Balance to Enhance Employee Job
Satisfaction. Journal of Social Science Studies, 1(2), 21-24.

Bowen, G. A. 2009. Document Analysis as a Qualitative Research Method. Qualitative Research Journal, 9(2), 27—
40.

Braun, V., & Clarke, V. 2006. Using Thematic Analysis in Psychology. Qualitative Research in Psychology, 3(2),
77-101.

Creswell, J. W. 2014. Research Design: Qualitative, Quantitative, and Mixed Methods Approaches (4th ed.). Sage,
Thousand Oaks.

Darmawan, D., Mardikaningsih, R., Sinambela, E. A., Arifin, S., Putra, A. R., Hariani, M., Irfan, M., Al Hakim, Y.
R., & Issalillah, F. 2020. The Quality of Human Resources, Job Performance and Employee Loyalty.
International Journal of Psychosocial Rehabilitation, 24(3), 2580-2592.

Darmawan, D., B. Gardi, & E. B. D. Silva. 2023. Exploration of Changes in Management and Employee Work
Relations in Multinational Companies in the Era of Literacy-Based Digitalization. Journal of Science,
Technology and Society, 4(2), 43-54.

Darmawan, D. 2024. Distribution of Six Major Factors Enhancing Organizational Effectiveness. Journal of
Distribution Science, 22(4), 47-58.

Deep, G. 2023. Digital transformation’s impact on organizational culture. International Journal of Science and
Research Archive. https://doi.org/10.30574/ijsra.2023.10.2.0977

Deore, D. D., & Nerkar, S. R. 2024. The fusion of technology and human resources: transformative trends and
innovations. https://doi.org/10.58532/nbennurttch1

Eddine, B. A. S., Darmawan, D., Mardikaningsih, R., & Sinambela, E. A. 2023. The Effect of Knowledge
Management and Quality of Work Life on Employee Commitment. Journal of Human Sciences, 10(1), 87—
100.

Eddine, B. A. S., Ishaq, M. S. H. B., Darmawan, D., & Ali, R. 2021. Employee Well-Being and Performance
Evaluation: Integrating Quality of Work Life in HR Management. Journal of Social Science Studies, 1(2), 97—
104.

El-Amin, A., & George, B. 2020. Towards a model and strategy for transformational change.
https://doi.org/10.14254/JEMS.2020.5-2.2

Flick, U. 2018. An Introduction to Qualitative Research (6th ed.). Sage, Los Angeles.

Gardi, B., Udjari, H., & Darmawan, D. 2021. Understanding the Function of Communication in Building and
Sustaining Quality Relationships Across Organizational Boundaries. Journal of Social Science Studies, 1(2),
245-252.

Gergek, M., & Ozveren, C. G. 2024. Redefining Organizational Culture for the Digital Age: A Model Proposal for
Digital Organizational Culture. Y1ldiz Social Science Review. https://doi.org/10.51803/yssr.1455398

Hariani, M., & Mardikaningsih, R. 2021. Implementation of Value-Based Management in Multinational
Organizations Facing Cultural Differences. Journal of Social Science Studies, 1(1), 67-72.

Imran, F., Shahzad, K., Butt, A., & Kantola, J. 2021. Digital Transformation of Industrial Organizations: Toward
an Integrated Framework. Journal of Change Management, 21(4), 451-479.

Jaiswal, A., Arun, C. J., & Varma, A. 2023. Rebooting Employees: Upskilling for Artificial Intelligence in
Multinational Corporations. In Artificial Intelligence and International HRM. Routledge, 114-143.

Kalikar, Priyanka Kataria, Aditya Kataria, Sanved Pawar, Vrinda Ranjith, Dr Mrunalini. 2022. The Value of
Workplace Culture in the Digital Leadership Era. https://doi.org/10.4018/978-1-6684-5864-8.ch007

Kowalkowski, C., Wirtz, J., & Ehret, M. 2024. Digital Service Innovation in B2B Markets. Journal of Service
Management, 35(2), 280-305.

10 SI1C0, April 2025, Vol. 6 No. 1



Kumar, R., Saxena, S., Kumar, V., Prabha, V., Kumar, R., & Kukreti, A. 2024. Service Innovation Research: A
Bibliometric Analysis Using VOSviewer. Competitiveness Review: An International Business Journal, 34(4),
736-760.

Kurniawan, Y., & D. Darmawan. 2021. The Adaptive Learning Effect on Individual and Collecting Learning,
Journal of Social Science Studies 1(1), 93 —98.

Kyurova, A. 2023. The employee experience as a key component of the smes digital transformation strategy.
Economics & Law. https://doi.org/10.37708/el.swu.v5i2.8

Li, Z., Yang, C., Yang, Z., & Zhao, Y. 2024. The impact of middle managers’ digital leadership on employee work
engagement. Frontiers in Psychology, 15, 1368442.

Malik, A., Nguyen, M., Budhwar, P., Chowdhury, S., & Gugnani, R. 2024. Leveraging High-Performance HRM
Practices and Knowledge Sharing for Managing Technological and Social Change in Emerging Market
Healthcare Providers. Technological Forecasting and Social Change, 205, 1-13.

Mardikaningsih, R., & Darmawan, D. 2022. Situational Leadership Strategies to Improve Change Management and
Team Performance. Journal of Social Science Studies, 2(1), 247-252.

Mardikaningsih, R., & Wardoyo, D. T. W. 2024. The Role of Technology in Human Resource Development for
Sustainability: A Literature Review on Digital Innovation. Bulletin of Science, Technology and Society, 3(3),
20-26.

Martinez-Pelaez, R., Ochoa-Brust, A., Rivera, S., Félix, V. G., Ostos, R., Brito, H., ... & Mena, L. J. 2023. Role of
Digital Transformation for Achieving Sustainability: Mediated Role of Stakeholders, Key Capabilities, and
Technology. Sustainability, 15(14), 1-27.

Mehmood, T.2021. Does Information Technology Competencies and Fleet Management Practices Lead to Effective
Service Delivery? Empirical Evidence from E-Commerce Industry. International Journal of Technology
Innovation and Management, 1(2), 14—41.

Merriam, S. B. 2009. Qualitative Research: A Guide to Design and Implementation. Jossey-Bass, San Francisco.

Narvaiza, L., Campos, J. A., Martin-Pefia, M. L., & Diaz-Garrido, E. 2024. Characterizing Digital Service
Innovation: Phases, Actors, Functions and Interactions in the Context of a Digital Service Platform. Journal
of Service Management, 35(2), 253-279.

Nesindande, A. R., Saurombe, M. D., & Joseph, R. M. 2024. Exploring Changes in Banking Workplaces Because
of Digital Technology Implementation. SA Journal of Human Resource Management, 22, 1-12.

Oluwatoyin, F. 2021. The Dynamics of Social Interaction in the Digital Age: Technological Implications for
Interpersonal Relationships and Psychosocial Well-Being. Journal of Social Science Studies, 1(2), 137-142.

Putra, A. R., & Arifin, S. 2021. Supply Chain Management Optimization in the Manufacturing Industry Through
Digital Transformation: The Role of Big Data, Artificial Intelligence, and the Internet of Things. Journal of
Social Science Studies, 1(2), 161-166.

Rojak, J. A., & Darmawan, D. 2022. Strategies for Elevating Employee Performance: Focusing on Work Life
Quality and Self-Efficacy Development. Journal of Science, Technology and Society, 3(2), 42—48.

Senadjki, A., Au Yong, H. N., Ganapathy, T., & Ogbeibu, S. 2024. Unlocking the Potential: The Impact of Digital
Leadership on Firms’ Performance Through Digital Transformation. Journal of Business and Socio-Economic
Development, 4(2), 161-177.

Shams, R., Vrontis, D., Belyaeva, Z., Ferraris, A., & Czinkota, M. R. 2021. Strategic Agility in International
Business: A Conceptual Framework for ‘Agile’ Multinationals. Journal of International Management, 27(1),
1-26.

Sharma, R. C., & Kohli, D. 2024. Embracing Digital Transformation for Sustainable Development: The Synergy
Between Learning Organizations, Human Resource Management, and Service Quality. Journal of Chinese
Human Resources Management, 14(3), 3—17.

Singh, M., Agrawal, K., & Srivastava, S. 2025. Al Integration in Human Resource Development Practices and
Strategies. In Al and Innovation in HRM. Routledge, 471-493.

11



Sondhi, S. S., Salwan, P., Behl, A., Niranjan, S., & Hawkins, T. 2024. Evaluation of Strategic Orientation-Led
Competitive Advantage: The Role of Knowledge Integration and Service Innovation. Journal of Knowledge
Management, 28(7), 1937-1962.

Sun, X., Yu, H., Solvang, W. D., Wang, Y., & Wang, K. 2022. The Application of Industry 4.0 Technologies in
Sustainable Logistics: A Systematic Literature Review (2012-2020) to Explore Future Research
Opportunities. Environmental Science and Pollution Research, 29(7), 9560-9591.

Thomas, J., & Harden, A. 2008. Methods for the Thematic Synthesis of Qualitative Research in Systematic Reviews.
BMC Medical Research Methodology, 8(1), 1-10.

Van Der Schaft, A. H., Lub, X. D., Van Der Heijden, B., & Solinger, O. N. 2024. How Employees Experience
Digital Transformation: A Dynamic and Multi-Layered Sensemaking Perspective. Journal of Hospitality &
Tourism Research, 48(5), 803—820.

Vargo, S. L., Fehrer, J. A., Wieland, H., & Nariswari, A. 2024. The Nature and Fundamental Elements of Digital
Service Innovation. Journal of Service Management, 35(2), 227-252.

Wang, G., Mansor, Z. D., & Leong, Y. C. 2024. Fostering Digital Excellence: A Multidimensional Exploration of
the Collective Effects of Technological Adaptability, Employee Competitiveness, and Employee Dynamic
Capabilities on Employee Digital Performance in Chinese SMEs. International Journal of Social Science
Research, 12(1), 1-35.

Wang, G., Mansor, Z. D., & Leong, Y. C. 2024. Linking Digital Leadership and Employee Digital Performance in
SMEs in China: The Chain-Mediating Role of High-Involvement Human Resource Management Practice and
Employee Dynamic Capability. Heliyon, 10(16), 1-19.

Zhang, J., & Chen, Z. 2024. Exploring Human Resource Management Digital Transformation in the Digital Age.
Journal of the Knowledge Economy, 15(1), 1482-1498.

Zulu, S. L., Saad, A. M., Ajayi, S. O., Dulaimi, M., & Unuigbe, M. 2024. Digital Leadership Enactment in the

Construction Industry: Barriers Undermining Effective Transformation. Engineering, Construction and
Architectural Management, 31(10), 4062—4078.

12 SICO, April 2025, Vol. 6 No. 1



