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Abstract

Digital transformation requires organizations to modify technologies, processes,
structures, employee roles, and managerial practices. These changes can create resistance
when employees perceive uncertainty or lack of involvement. This conceptual paper
examines strategic change management in organizations undergoing digital
transformation. Drawing on established change-management perspectives, the paper
argues that successful transformation requires leadership commitment, communication,
employee participation, capability development, and reinforcement mechanisms. The
paper proposes a model connecting leadership communication and employee
participation with change readiness and implementation outcomes. Resistance is
considered not simply as an obstacle but also as a source of information about
organizational concerns. The paper concludes that change management should be
integrated into digital strategy from the beginning rather than introduced after
technological decisions have already been made.
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1. Introduction

Organizational change is a persistent feature of contemporary business.

Digital transformation makes change particularly complex because technology
implementation frequently requires modifications to organizational processes and
employee responsibilities.

A new technological system can alter workflows, reporting relationships, performance
expectations, and required skills.

Therefore, successful transformation requires more than technical implementation.

2. Change Readiness

Change readiness refers to the extent to which organizational members are prepared to
support a change.

Readiness can be influenced by perceived benefits, organizational trust, leadership
communication, resources, and employee participation.
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Employees may resist change when they do not understand why it is occurring or how it
will affect them.

3. Communication
Communication is essential during transformation.
Managers should explain:
e why change is necessary;
e what will change;
e what will remain unchanged;
e how employees will be supported;
e how success will be evaluated.
Communication should also be two-way.
Employees need opportunities to express concerns and provide feedback.

4. Employee Participation

Participation can increase employees' understanding of proposed changes.

Employees who directly perform organizational processes often possess detailed
knowledge that senior leaders may lack.

Including employees in implementation teams can therefore improve both acceptance and
technical design.

5. Leadership

Senior leadership demonstrates whether transformation is strategically important.
However, middle managers are also important because they translate strategy into
everyday organizational practice.

Transformation can fail when senior executives support change rhetorically but middle
managers lack resources or authority to implement it.

6. Training

Training provides employees with capabilities necessary for new systems and processes.
Organizations should assess skill requirements before implementation.

Training should also continue after initial implementation because employees may
discover new problems during actual use.

7. Resistance to Change

Resistance can take different forms, including disagreement, delayed adoption, limited
participation, or continued reliance on old processes.

Managers should not automatically interpret resistance as employee unwillingness.
Resistance can reveal legitimate concerns about workload, system quality, job security,
or organizational priorities.
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8. Proposed Propositions

Proposition 1: Leadership communication is positively associated with organizational
change readiness.

Proposition 2: Employee participation positively influences acceptance of digital
transformation.

Proposition 3: Training strengthens employees' readiness for digital transformation.
Proposition 4: Perceived organizational support reduces resistance to organizational
change.

Proposition 5: Middle-management capability influences the implementation
effectiveness of digital transformation.

9. Managerial Implications

Organizations should integrate change management into digital transformation planning
from the beginning.

Managers should identify affected stakeholders, assess capability gaps, communicate
clearly, and establish feedback mechanisms.

Organizations should also establish realistic implementation schedules.

Attempting to transform too many processes simultaneously may increase organizational
disruption.

10. Proposed Research Methodology

Researchers could conduct a longitudinal case study of organizations implementing major
digital systems.

Data could be collected through interviews, surveys, organizational documents, and
implementation metrics.

Alternatively, a quantitative study could survey employees before and after digital
transformation.

Comparing pre-implementation and post-implementation responses could provide
evidence concerning changes in readiness and acceptance.

11. Conclusion

Digital transformation is fundamentally an organizational change process.

Technology can enable transformation, but employees and managers determine how
technological systems are incorporated into everyday work.

Successful change management requires communication, participation, leadership,
training, and organizational support.

Organizations that treat employees as active participants rather than passive recipients
may create more sustainable transformation processes.


https://revistalis.com.ar/LIS

LIS: Letra. Imagen. Sonido. Ciudad Mediatizada
P-ISSN: 1851-8931

E-ISSN: 2545-6580

Vol.11 No.2 (2026)

Website: revistalis.com.ar

References

Kotter, J. P. (1995). Leading change: Why transformation efforts fail. Harvard Business
Review, 73(2), 59-67.

Lewin, K. (1947). Frontiers in group dynamics. Human Relations, 1(1), 5-41.
Armenakis, A. A., & Bedeian, A. G. (1999). Organizational change: A review of theory
and research. Journal of Management, 25(3), 293-315.

Vial, G. (2019). Understanding digital transformation. The Journal of Strategic
Information Systems, 28(2), 118—144.


https://revistalis.com.ar/LIS

