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Abstract
In the new world of technologies, organizations should be able to change quickly to remain competitive. The current paper focuses on the
discussion of the role transformational and adaptive leadership models played in ensuring agility in the organization in the context of digital
transitions. It combines the Kotter and ADKAR change management models demonstrate how to approach resistance as well as create adaptive
capacity. Also, the question of using digital technologies (Artificial Intelligence, Big Data, etc.) is also examined to help with real-time decision-
making and cross-functional teamwork. This is based on qualitative data of three IT organizations that are in the process of digital transformation
and serves the findings on leadership capabilities that are needed in the successful implementation of changes.
Keywords: Transformational leadership; Organizational agility; Digital transformation; Change management
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Introduction

Due to the increased complexity attributed to technological
change, the changing nature of organizations necessitated
changes in leadership that stimulate flexibility, learning, and
innovativeness in view of the said changes [1-3]. Conventional,
control-oriented, and hierarchical leadership is being shelved in
favor of transformational and flexible leadership that encourages
innovativeness and adaptiveness [4-6]. This paper explores the
ways in which these leadership styles can be used in support of
agile methods with tools as artificial intelligence, data analytics,
and online collaboration tools. The analysis will be based on
the findings and observations of three IT companies engaged
in the process of digital change that will be applied to existing
frameworks, such as Kotter and ADKAR [7-8], to explain how
leadership skills change in contemporary environments.

In addition to the new leadership approaches, the working
models of Agile and Lean Management are crucial for the
organization’s ability to stay responsive [6][9-10]. A structured

development cycle focused on customer feedback and lean
practices enables faster adaptation and reduced waste [11-12].
Together, these models support business sustainability and
profitability in a digitally connected world [4][13]. Due to the
insistence on dealing with extensive change programs in the
technological world, different structured change management
models to help in easing change, including Kotter’s Change
Model and the ADKAR model, take into consideration the formal
and informal change models as they take both the structural
and individual approach [14][11]. These models enable the top
managers to involve a variety of employees and minimize the
opposing forces so that innovation can be better implemented
[13][15].

Artificialintelligence,dataanalytics,and onlinecommunication
platforms are some of the digital technologies that are becoming
instrumental in defining the mode of operation of leadership and
responsiveness of the organizations [4][7-9]. These tools promote
decision-making in real time, shared work, and learning. Although

Robot Autom Eng J 6(5): RAEJ.MS.ID.555699 (2025)


http://dx.doi.org/10.19080/RAEJ.2025.06.555699
https://juniperpublishers.com/
https://juniperpublishers.com/raej/

Robotics & Automation Engineering Journal

such types of leadership, as transformational and adaptive, have
been thoroughly defined in literature [1][3][6], the issue of
their position in the digital transition process is not sufficiently
studied on the operational level. The general strategy or technical
systems are the norm of study, thus lacking an understanding of
how the leadership styles are to be implemented in a practical
approach and applied on a case-by-case basis during technology-
driven change [2][5][16]. This paper deals with that gap through
the examination of the interactions of leadership capabilities
with digital tools and change management strategy within IT
organizations as they transform. The key research questions are:
how do leadership behaviors meet the requirements of agility in
technology-driven settings, and what are the particular enablers
to achieve the same? The aim is to make concrete observations
of how the leadership styles can be transferred into adaptive
practices. In the next section, the synthesis of the literature
available regarding leadership, agility, and digital change is
introduced.

Literature Review

Various theories of leadership have matured as organizations
respond to the issue of technological advancement [1-2].
Traditionally, leadership focused on one’s traits and position
of power based on the framework of charismatic authority and
transformational leadership [10][12]. However, the digital age
has moved leadership to transformational and digital that focuses
on flexibility, creativity, and analytical approaches to decision-
making [3]. Transformational leadership aimed at communicating
change visions and innovativeness, in turn, is more effective in
today’s VUCA world, especially when equipped with a learning
organization and flexibility as key value propositions of the
updated knowledge workplaces with supportive technologies
[17].

E-leadership is a form of both analytical and situational
transformational leadership that utilizes all forms of technological
media to improve leadership in electronically connected,
geographically dispersed teams [2]. As with the previous
arguments, the concept is that current leaders should be able
to harness technology to locate solutions in today’s digitally
interconnected world [16]. It is against this background that
leaders the world over are called upon to embrace and acquire
digital competencies coupled with increased use of technologies
that encourage openness and accountability.

Due to growing demands in the disruption of modern
technology, organizational agility, the flexibility of an organization
to adapt to changes, is crucial. Agility refers to an organization’s
ability to effectively and promptly adjust parts of the system,
thereby improving competitiveness in highly volatile markets
[7]. Agility encompasses three dimensions: There are three
types of flexibility, including operational, strategic, and structural
flexibility. Where operational flexibility and modularity let
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decisions take place smoothly, strategic flexibility and structural
flexibility make it possible to realign resources and redirect them
to changing priorities [8].

The importance of pursuing agility in the transformational
digital agenda is emphasized, as quick and innovative responses to
technology-driven market changes are crucial for organizational
survival [9]. Organizations adopting the agile mentality have
recurring cycles and decentralized decision-making capabilities
to cope with changes brought by new technologies [6].

New technologies are revolutionizing classic leadership skills
as they allow leaders to use techniques that are more open, more
synchronous, and more dynamic. The use of technology improves
communication and involvement and changes the nature of
leadership to be more open and collaborative [1]. For example,
Al and big data support leadership by supplying the leaders with
information, which enables the leaders to make quick decisions
and give a more lively leadership style [12].

There has emerged “e-leadership,” under which leaders
separately and frequently communicate with their workers
through social media interfaces such as Slack, Microsoft Teams,
and Zoom while working in different teams [5]. These technologies
facilitate a shared leadership style that fosters teamwork
regardless of location. Distributed leadership, which distributes
leadership responsibilities across various organizational levels,
aligns with the shared working aspect of teams, thereby fostering
the necessary dynamism in the use of digital technologies [11].

Three critical technologies, namely artificial intelligence,
big data analytics, and digital communication technologies, play
major roles in the change processes in organizations. Artificial
intelligence is defined as a functional transformation capable of
enhancing data-based decision-making and boosting validity
and speed [4]. Certain examples include big data analytics, for
instance, facilitating real-time analyses of massive data on the
business environment, enabling a company to predict occurrences
that may define its future and assist in making appropriate calls
on resource investment [9].

Asmuch asithasalways been mentioned that transformational
and adaptive leadership are complementary, it has never been
noted how the two leadership styles can be used in digital
transformation cases. Transformational leadership lays stress
on the vision and staff motivation [3][6][17], whereas adaptive
leadership is more concerned with handling complexities
and uncertainties [7][11][18]. Available literature has not
monopolized these models and has not investigated the way these
models interact in technologically dynamic organizations.

In addition, although the two models have appeared in
conceptual writings, there are hardly any writings able to
argue how the two models can be aligned with specific tools
or applications like Al or data platforms when such change
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efforts are being actively undertaken [4][9][12]. The paper is
presented as a contribution to the study of the combined use of
both in digital contexts and the specification of how technology-
enabled practices figure the leadership agility in a real context of
organizations.

Leadership Models And Change Frameworks
Leadership Theories in Technological Adaptation

Concerning the current and aspiring leadership types, about
challenges, which appear when coping with new technologies,
modern leadership theories tend to be rather more volatile,
based upon such values as flexibility, learning capacity, and
resilience [3][17]. Of all these theories, one of the most suitable
is the transformational leadership theory since it avails itself
to the leader to encourage change within her crew [2][19].
Transformational leaders ensure that they provide a clear, tenable
vision of the organization, encourage employee creativity in the
adoption of technology, and practice new experiments [1][13]. It

makes it possible to create an adaptive culture, which is important
to face the channel’s intensity due to the digital shift, as it engages
people in finding solutions [4-5].

A final concept, adaptive leadership, concerns fit and process
in the context of problem-solving when facing complexity [7-8].
In contrast to oppressive leadership, where the performance
of activities and the application of solutions are prescribed,
adaptive leadership implies that a leader should create a learning
environment and a climate for trial and error in unknown
conditions [6][11]. Thisis especially useful in a digital environment
where leading and teams operate with constant changes and
risks [14][20]. Adaptive leadership prepares organizations and
individuals for growth, and the principle allows employees to
have the confidence to learn how to embark on changes. Simply,
while transforming leadership fosters an incremental, continuous
learning culture, adaptive leadership does the same for the
readiness to cope with the uncertainties inherent in implementing
technology (Figure 1) [15][19].

(" A\
Clear Vision Flexibility
DIty Learming Resilience
Learming Adaptability Trial & Exvor
Incremental Change Hlph Uncertainty
Transformational Leadership Adaptive Leadership
Figure 1: Comparative Framework for Leadership Theories.
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Digital Transformation and Agility Models

Due to the need for an organization to be strong and always
ready to respond to the evolution of its environment, features
like the Agile Framework and Lean Management have become
invaluable models [6-7]. Founded in the framework of software
development, it is now used in many organizations dealing with
digitalization [11]. Agile supports short interaction cycles where
integrated teams can design and bring them rapidly into action
and test them. It means that organizations can adapt approaches
faster, contingent on feedback received, which makes the
approach particularly effective in technology spaces [10]. Other
areas that are also focused on through agile frameworks include
the customer and the team, and this is effective in ensuring an
organization develops the correct digital products or services
to market to adapt to the changing market needs [14]. Due to
elaborate constant feedback and communication, as well as a
flexible established structure, Agile is capable of addressing and
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overcoming technological challenges and unpredictable consumer
expectations [6].

Lean Management, which has been created to improve
manufacturing activities, is also utilized for digital transformation
[7-8]. Another element of lean principles is built around the
concept of waste reduction, value enhancement, and customer
outcomes. In the digital environment, Lean methodology enables
organizations to eliminate waste and minimize distortions in
terms of digital operations [9]. For instance, Lean principles can be
implemented into a development environment, especially within
information technology organizations that develop software
where testing and constant repetition are used to provide better
solutions to clients with low amounts of wasted time between
cycles [11]. Operating in compliance with lean management
principles, the outstanding business idea can be described as
being based on both operational efficiency and customer values,
which open the path to an adaptable but result-oriented culture

How to cite this article: Raul lonut R, Malina Paula Unguresan T, Eliza Elena S, Petruta Cristina B, Adriana Mirela S, et al. The Influence of New
Technologies on Leadership and Organizational Agility: An Analysis of Leadership Capabilities in the Modern Technological Context. Robot Autom Eng


http://dx.doi.org/10.19080/RAEJ.2025.06.555699

Robotics & Automation Engineering Journal

[14]. Combined, Agile and Lean frameworks promote an Agile
thinking approach that keeps an organization responsive and
relevant in a digital world [6][10].

Technology-Driven Organizational

To support a structured approach to implementing new
technologies in an organization, the following frameworks are
useful in effecting the change. Of these two models, Kotter’s
Change Model and the ADKAR model are the two most commonly
used models [13][15]. According to Kotter, there are eight key
steps by which change management, including digital ones, should
be implemented. The model focuses on making change appear
necessary, engaging people in change, and generating a clear
picture of change [13]. To those organizations that have embraced
technological changes, Kotter’s model assists in tying down the
employees and/or teams to the change process, viewing change as
incremental and overcoming resistance that is inherent within the
course of implementing change. This approach is especially useful

where the introduced technology is complicated and embraces
many procedures that may cause changes in personnel’s behavior
[11].

The other model is ADKAR, which is less organizational and
more personal and covers Awareness, Desire, Knowledge, Ability,
and Reinforcement [15]. The modelisaimed atfocusing on people’s
Change, helping each person to navigate through this process.
Based on the reasons for the change, desire, knowledge, and
ability, the ADKAR model ensures that organizations’ employees
are ready to accept new technologies. In the reinforcement stage,
following up is highly encouraged so that there is continuity in the
process and people do not go back to their previous behaviors.
This model is especially significant for the Digital Transformation
(DX) initiatives, where change entails the use of technology
by employees [9]. When implemented together, Kotter and
ADKAR provide complementary perspectives for embracing the
challenges of technology change management by emphasizing the
organizational and personal levels (Figure 2) [21].

- N
1. Urgency 1. Visian 5. Frrpaweting Action 1. Consolidating Gairs
Kotters Change Model
2. Coalitton Bu iding 4. Communication 6. Short-Term Wins 8. Anchor ng Change
1. Aviareness 3. Knowledge {! ent
ADKAR Model} . . = :
2. Desire 4, Ability
Kotter's Change Model = ADKAR Mode
Figure 2: Kotter versus ADKAR Model.
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Research Methodology and engineering heads. The aim was to investigate the leadership

The current paper is a qualitative case study that aims to
investigate the issue of leadership and organizations adopting
new technologies. The method is quite appropriate to the analysis
of leadership behavior, digital adaptation, and technological
integration in practice [2][5-6][16].

Three IT companies that operate in the sphere of cloud
infrastructure, enterprise platforms, and digital consulting were
chosen because they have a more developed role in transformation
programs. In every organization, ten semistructured interviews
were performed with the jobs of digital managers, agile leads,
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practices that developed as digital change continued. The levels
of capabilities adopted in this paper, ranging between 0 and 4,
were inductively produced based on the recurrent trends in the
data. They indicate relative scores of integration in three digital
leadership areas that include flow efficiency, team adaptability,
and cultural responsiveness. Such models existed on the
agile maturity and leadership flexibility [6-7][14], but these
models were modified to accommodate the situation within
observed organizations. They are not suggested as the universal
measurement tool but as the interpretive scaffold synthesizing
the practices observed in multiple cases.
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Thematic analysis and inductive coding were applied
throughout the interview transcripts, according to the conceptual
framework, which is offered by Braun and Clarke [8]. The
questionnaire contained questions that were open-ended, aimed
at leadership practices, digital technologies utilisation, flexibility,
and team responsiveness towards change projects. Transcripts
were anonymized and coded manually to reveal common themes
like data-driven quick response to change, transformative role
change, and the ability to overcome resistance, collaboration
over digital platforms [6-7]. The selection of themes was done
on repetition and salience. Data coding was done with two
researchers independently and was validated by peer-debriefing.
A coder used a memo journaling of a reflexive nature. The data
source used triangulation in which interview data, internal
strategy documents, and related academic material on leadership,
agility, and change frameworks [3][9-10][13][15][17] were
integrated. This was warranted to be conceptually consistent
with other existing paradigms, including the transformational
leadership [1][3], adaptive leadership [6][11], and the Kotter and
ADKAR paradigms [13][15]. Although the levels of agility being
introduced below (0-4) may be regarded as an exemplification of
cross-case synthesis, these are not meant to be quantitative tools,
but rather as organized interpretive tools founded on empirical
observation.

There are weaknesses to this research. The results could also
fail to translate into settings where digital maturity is low, and
this includes manufacturing or public provision [4][20]. Further,
the qualitative design is less favorable to generalization; on the
other hand, it allows one to immerse oneself in the practices and
strategies of transformational leadership [5][15]. Some of the
findings might also be rendered irrelevant in time owing to the
blistering rate of advancement in technology [19].

Inabid to enhance analytical rigor, the research team employed
memo-writing as well as peer debriefing when coding. Although
being an interpretive one, this qualitative study magnifies the role
of leadership potentials and systematic change models to digital
agility in a complex manner [6][12].

Case Study: Integration of Technologies In Vital Agile
Leadership Spheres

This case study identifies how new technologies can enhance
agile leadership abilities in three fundamental areas, which are
getting the flow, team, and technical agility, as well as organizational
culture [6-7][10]. These areas were also the thematic areas that
were obtained after qualitative analysis of interview data. The
shown maturity levels (0-4) compose the generalized patterns
of observations made in three IT organizations and describe the
movement in the digital adoption and leaders-provided agility
[1-2][9][13]. Although these levels cannot be attributed to some
quantitative scale, they are based on comparative evidence and
represented by examples of respondents. All the levels combine
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features of interview perceptions, repeated actions, and evident
input of technological devices, which work as interpretive
structures used to differentiate the patterns of management
practices shifting in more digitalized and nimble environments.
Those results, therefore, do not aim at providing generalizable
scoring but at reflecting practice-based transitions that can be
realized in organizations that are transforming in response to the
digitalization phenomenon.

Flow Improvement (Levels 1-4)

Level 1: Flow improvement can be said to refer to the
enhancement of functionalities, especially as far as the workflow
across the teams is concerned [6]. Leaders at this level use the
simplest forms of tracking mechanisms, and even though they
are not as complex as the tools at the next level, they can include
such items as Excel spreadsheets or to-do lists [7]. There is a low
turnover of technological usage, and system blockades are solved
when they are observed.

At Level 2 of technical advancement of technologies in an
organization, organizations coordinate their work through
digital tools, in particular using the Kanban board found in Trello
and Asana to manage tasks through visual interfaces [11][13].
Managers can also detect trends with issues affecting the workflow
and can tackle recurring problems with more organizational
methods. This level enables some proactive process control to be
carried out, though inferior to the next level [11].

By the third level, people utilize sophisticated technologies
thatenable them to monitor the work progression and productivity
of individual units [10]. With the help of the workflows and the
dashboards, which are implemented in the efficient and effective
Warehouse Management System (WMS), the leaders of the
organizations can see where efficiencies are lacking and make
resource decisions in real-time. For instance, the board employing
a tool like Jira, for real-time metrics, reveals the team’s workload
and the progress that a leader can make instant decisions [6][15].

The final level, Level 4, is Al-based risk assessment for
analyzing the work environment and predicting workflow
disturbances before they happen [4][12]. The supervisors can
then employ certain machine learning algorithms to predict
where there might be a problem by analyzing data from the past
and taking measures to ensure that there isn’t one. This level of
technologically driven integration is extremely helpful in that no
system is ever static; all of the systems are constantly evolving to
optimize team output (Figure 3) [22].

Process - Team and Technical Agility (Level 0-3)

Thus, Team and Technical Agility define how fast and
effectively a team can adapt to change, as well as provide an
opportunity to analyze how effectively technical skills are being
used [6-7].
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At level 0, the organization may lack flexibility, where the
teams have a great deal of structure and do not interact with other
teams [3].

Level one concerns the work introduction of basic digital
collaboration tools such as Slack or Microsoft Teams, which foster
communication and improve teamwork [5][16]. Managers start
to promote technical depth, but adaptability stays moderate in
several domains [1].

The Level 2 organizations use more advanced project
management tools that facilitate agile working, including
integrated and deployment facilities [14]. Managers promote
the integration of workers from different functions and focus
on receiving technical education that allows an organization’s
teams to address new demands as soon as possible [9]. For
instance, operation practices used here promote integration and
can accommodate quick iterations and frequent deployments,
characteristic of the rapidly evolving technological industry [10].

In the third phase, there is a focus based on Agile principles;
the organizations’ and teams’ characteristics are adaptive [6].
Sophisticated features and support for interacting with other
team members help the separated team members work together
regardless of their geographical locations or departments [11].
Managers dedicate attention and resources to building a capable
and adaptable employee pool that can easily adapt to change
when pulled by market signals or customer judgments while
simultaneously maintaining continuous operations (Figure 4) [4]
[12].

Organizational Culture (Level 0-3)

In the current study, organizational culture was measured
at levels 0-3 following the Organizational
Questionnaire (0CQ) model.

Commitment
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Work Culture involves systems of ideas and practices that
define employees’ culture within their working environment [7]
[16]. A work culture that promotes flexibility of the organizational
structure, creativity, and process improvement enables the
organization to respond to the advancing technology and market
challenges [1][3][17]. The integrated maturity levels (0-3)
indicate to what extent agile principles have been adopted and the
role of technology in this context [6][9].

Level 0, Commitment to Tradition and Basic
Management: there is still a great emphasis on organizational
culture, but its key characteristics can be described as traditional
with little regard for agility [21-22]. Process control is strong,
decision-making is centralized, standardization of procedural
approach is high, and cross-functional integration is limited [5].
There is often a fairly significant degree of hierarchy, and the
employees are often not given a lot of say in what they do. This
structure also hinders the flexibility that the organization might
need to change, since employees are likely to be conservative
towards change and avoid presenting new, different strategies [2].
Leaders at this level may occasionally use the simplest of digital
tools; these tools are utilized to address operational requirements
as opposed to encouraging collective or intricate organizational
processes [4].

Level 1, Agile implementation: in an organization, it begins
at this level, where the organization begins the practice of
implementing agile practices within certain teams or where an
organization adopts an agile practice within a certain segment of
the organization [14]. Managers engage subordinates in certain
functions to promote decentralization and promote new structures
that reduce bureaucracy [11]. The use of technologies, including
team- and project-sharing platforms and messaging apps, starts
to help this openness and communication among these teams
[12][14]. For instance, programs such as Slack or Microsoft Teams
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increase the rate of information sharing and allow employees to
offer their ideas eagerly [5]. Executives urge their subordinates
to create a culture where cooperative members are obliged to

take risks and make occasional errors, yet such practices remain
confined to only some departments [13].
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Level 2, Application of Cross-Departmental Coordination
and Cultural Flexibility: Agile enters the departments, and the
organization uses platforms for cross-departmental collaboration
and knowledge management [6][8]. Managers speak about, for
example, flexibility and openness as a guiding light, and they
turn into organizational values [3]. Application software like
Confluence or Jira enables cross-functional teams to cooperate in
real-time and be, therefore, aligned on strategic objectives [10]. At
this level, cultural flexibility is fostered by leaders, which allows
subordinates from all ranks to participate in decision-making
processes and bring in ideas [1]. In the interviews, the participants
explained how Confluence and Microsoft Teams were used to
promote the harmonization of the development and customer
support departments. One of the engineers (a senior one) said,
“We no longer sync on a monthly basis, we have common live
documents, and most of the time we do chat-based reviews.”
That made a change of mental paradigm: everyone was now
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involved in the design of solutions and no longer solely effective
in the implementation of solutions” [3][10][16]. Therefore, the
employees enjoy a higher sense of identity and better position
themselves towards the objectives of the organization, making
them more active and flexible in responding to change [15].

Level 3, Agile Organizational Culture: at this level, the
organizational culture has been transformed to be agile: The
organization is or becomes more decentralized and team
self-organizing [17][20]. These tendencies are driven by top
management since leaders notice thatimprovements, innovations,
and versatility are the particular cultural commodities, which
should be reinforced via digital platforms for collaboration and
knowledge sharing [9]. Sophisticated technologies for analytics
and cloud-based project management together with Al give
leaders and the teams visibility into market dynamics or new
technological developments to make adjustments on time, also
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encouraged employees to be proactive in the course of performing
their duties, by coming up with solutions on their own, and this
makes the organizational culture very flexible and more resilient
to change (Figure 5) [4][10]. The functionality of Jira dashboards
helped the team leaders in one of the analyzed organizations to
track progress during the sprintand quickly assign more resources
when bottlenecks appeared in backlog progress. According to one
of the project managers, the availability of live data on blockers,
rather than a day later, helped this person to intervene within
hours [6][15].

Discussions and Implications

This study has implications for how current leadership
theories, values, tools, management dynamism, and digital change
models work together to foster adaptability within organizations
driven by technology. As presented, organizations must develop
a culture that is amenable to change and receptive to employing
change-promoting and organizational development leadership
styles. By applying principles of transformational leadership,
leaders establish a great vision for embracing and adopting
technology, and employees get motivated to be active players in
change. The theoretical literature on this topic enhances the use
of the transformational and adaptive leadership models and their
practical implementation, together with digital tools that promote
responsiveness in real-time. Although the frameworks available to
supportthe change, including Kotter’s eight-step approach and the
ADKAR process, can be referred to as well-organized, the empirical
evidence offered here indicates that their influence becomes
strengthened when combined with the practice of distributed
leadership and the use of Al-enhanced feedback systems. This
is an extension of the classical models by explaining how digital
mediation enhances leadership decisions and versatility. Findings
show that any further implementation of digital leadership must
consider, besides technological facilitation, the presence of both
the psychological and the structural readiness as preparation
to experience a successful transformation. Similarly, adaptive
leadership, by supporting experimentation and with its focus on
uncertainty, enables the teams to address intricate digital tasks,
which are gradually becoming more frequentacross organizations.

The use of Agile methodologies also shows their effectiveness
in organizations to increase organizational agility and improve
operational performance. Originally, agile process frameworks
were created only for software development needs, but are now
extended to almost all industries to help manufacturers design
products with feedback loops and integrated teamwork. These
principles let organizations enhance operations, minimize
waste, and direct effort and resources to the most valuable.
Taken together, these models help organizations to become
cost-competitive, robust, and driven by customer needs into the
future amidst the escalating technological change. The future
explorations of the Agile and Lean approach, as well as its
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subsequent application, should not remain stagnant but should
develop further to include more sophisticated digital tools to
improve operational functionality.

Kotter’'s Change Model and the ADKAR framework, which
relate to change management, support the implementation
of new technologies successfully. Whereas Kotter’s highly
structured eight-phase process is about managing change and
gaining momentum in the organization, ADKAR focuses on
individual adaptation at the employee level and provides the
tools and motivation to enable them to successfully adopt new
technology. Together, these models help provide for a change
management framework that facilitates social change from both
an organizational perspective and in evaluating the preparedness
of persons for the change. Subsequent instances applying those
frameworks could consider using Al-based analysis of employees’
progress and use this data to improve support and increase the
effectiveness of the digital transformations [4].

Although this study relies on fairly established leadership
theories, it offers a useful evaluation of digital agility using
categorical qualitative measures. The identified levels of capability
presented in the flow, team processes, and organizational
culture provide an opportunity to see the manifestations of
such leadership attributes as adaptability and responsiveness
in ordinary organizational environments. Instead of providing
a totally approved model, this framework refers to some of the
main dimensions of the transformational and adaptive leadership
theories, and relates them to digital instruments and change
models like Kotter and ADKAR [11]. The study helps the applied
reflection of the interaction of technology and leadership in the
evolution of digital transformation by structuring the leadership
behavior on the basis of observable levels.

Looking ahead, the implications for organizations are
clear: it is especially essential to stress that success in digital
environments means that leaders should be flexible, experienced
in using technology, and able to cultivate an organizational culture
that implies the need for constant improvements and prompt
reactions to change. Leadership, both technical and business
strategic, is another area that organizations need to ensure they
fund in this digital transformation environment. Moreover, due
to the increasing rate of digital transformation, the leadership
models and change frameworks have to be examined and
enhanced periodically to remain more relevant and usable in the
future stages of digital transformation.

Conclusion

The study examined the role of transformational and adaptive
leadership styles in the transformation of the organizational
dynamic in terms of building agility for the digital transformation
that has gained momentum. The combination of change
management models like the Kotter 8-stage model and the ADKAR
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framework offers formal approaches to the leaders and company
employees to pursue adaptability in technologies.

The frameworks contribute to the minimization of resistance,
cultivation of individual preparedness, and strengthening of
long-term change. Such digital technologies as Al, big data, and
collaboration platforms facilitate this process by making it more
responsive, improving the flow of information, and decision-
making. Wider leadership that is more innovative, having
continuous learning, being more decentralized, is in a better
position to deal with the complexity and volatility. Meanwhile,
due to the reliance on qualitative data from three IT-related
organizations, the results cannot be utilized in more digitally
immature industries to a considerable extent, since they cannot
be assumed to be directly transferable or general.

Moreover, the levels of maturity offered are rather conceptual
and need to be proven in practice. Subsequent research can
consider bigger samples, longitudinal or mixed-method designs,
to help perfect these frameworks and make them more inclusive.
To become digitally resilient, organizations are encouraged
to invest in developing leaders who can think strategically, be
technology-fluent individuals, and break cross-functional silos.
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