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EFFECTIVE LEADERSHIP IN THE
DIGITAL ERA: AN EXPLORATION OF
CHANGE MANAGEMENT

The object of the research is the critical role of leadership styles in the context of organizational change, with
a particular focus on the significance of inclusive leadership. This research aimed to examine the critical role of leader-
ship styles in the context of organizational change, with a particular focus on the significance of inclusive leadership.

Organizational change is a multifaceted process involving various stakeholders, from employees to leadership, and
it carries substantial implications for an organization’s overall success. The leadership style adopted during these times
of change can significantly impact employee behaviors, either positively or negatively. Through qualitative research,
this study examines the perspectives and experiences of ten managers within a financial firm in_Johannesburg (South
Africa), shedding light on the pivotal importance of leadership in change management. The findings resonate with
a unanimous sentiment among the participants, emphasizing the need for unwavering inclusivity and garnering
commitment from all stakeholders. Inclusive leadership is portrayed as essential, whether the change directly affects
employees or not, highlighting the necessity of considering the broader organizational perspective. The participants’
insights underscore the significance of servant leadership, collaborative leadership, and open leadership approaches,
emphasizing empathy, humility, and adaptability in the face of change. Additionally, the study explores the intersec-
tion of leadership styles, including digital leadership and authentic leadership, as they adapt to the modern, dynamic
business landscape. The findings affirm that leadership styles play a fundamental role in motivating employees to
embrace change, commit to organizational goals, and navigate the complexities of change management effectively.
In the era of rapid digital transformation, leadership styles evolve to encompass technological competence and a deep
understanding of digital strategies.

This research offers valuable insights into the leadership styles that are most effective during organizational
change, providing a foundation for organizations to develop leadership competencies and strategies that drive
successful change initiatives. It was recommended that continuous learning and development in the digital domain
should be encouraged for leaders at all levels. Organizations should continually stay abreast of evolving leadership
trends and adapt their leadership strategies accordingly.

Keywords: inclusive leadership, organizational change, leadership styles, digital leadership, digital transforma-
tion, authentic leadership, employee behavior.
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1. Introduction

The influence of leadership styles in the digital era. Leader-
ship plays a pivotal role in directing all organizational
facets towards the effective achievement of goals. Effective
leadership necessitates interaction among all members of
the organization, setting goals, and guiding subordinates
toward their achievement [1]. The survival of an organiza-
tion hinges on leaders’ ability to maintain effectiveness and
their commitment to realizing the organization’s mission
and goals [2]. Nevertheless, for leadership to be effective,
it is essential for it to align with the motivational needs
of subordinates; otherwise, its efficacy may diminish [1]
Recent research has started focusing on the influence of
leadership styles on various aspects. In particular, the trans-

formational leadership style is considered crucial in digital
leadership, which combines the use of digital technology [3].
The literature discusses how transformational leadership,
transactional leadership, and authentic leadership styles
intersect with digital leadership [4]. Transformational and
transactional leadership have direct effects on digital skills
and digital strategy, while authentic leadership primarily
impacts digital skills. Each leadership style has its unique
contribution in driving innovative work behavior [4].
Digital leadership, often described as a combination of
transformational leadership and the utilization of digital
technology, is gaining prominence in a rapidly evolving digital
landscape [1]. To be effective in this digital era, a digital
leader must possess certain competencies that distinguish them
from traditional leaders [5]. These competencies encompass
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a clear digital vision, profound digital knowledge, a willing-
ness to embrace failure for learning, empowerment of team
members, and adept management of diverse teams [5, 6].

Competencies of effective digital leaders. A digital trans-
formative leader believes in continuous innovation as
a means to ensure the organization’s survival and prosper-
ity [1]. Such leaders are adept at articulating strategic
objectives, aligning them with customer needs, and integrat-
ing technology solutions that characterize their products
and services. They actively seek organizational excellence
by offering innovative products and services and managing
diverse teams effectively, fostering participation in decision-
making [1]. In this dynamic digital business environment,
organizations must connect digitally, leverage technology,
and adapt to the changing landscape [7]. Developing
a clear and inspiring digital vision is essential to guide
organizations towards success [7]. Leadership should adapt
to the digital era’s needs and be socially and digitally
connected through technology to benefit all stakeholders.

However, the nature of digital leadership and its impact
on innovative work behavior remains an underexplored area
in research [8]. While organizations increasingly recognize
the importance of digitalization, many struggle to lead digi-
tal transformations due to a significant gap in leadership
competencies [9]. Effective leadership in the digital age is
essential to ensure alignment between digital and corporate
strategies, integrating technology, and achieving organiza-
tional goals [10]. Digital leadership is an emerging field
in which leadership styles intersect with the use of digital
technology to drive innovation and organizational success.

Numerous factors contribute to the failure of digital
transformation initiatives, with one prominent cause be-
ing the oversight of crucial change management elements
related to employees and customer interactions [11]. Digi-
tal leadership, backed by its digital expertise, can help
mitigate the risks associated with digital transformation
projects. While possessing the right attitude is an essential
initial step, a digital leader must also possess a digital
skillset, characterized by the ability to understand digital
technologies, handle them proficiently, and employ them
judiciously [12]. When equipped with a digital mindset
and digital skillset, a digital leader must employ these
assets to drive digital implementation, particularly the
realization of their envisioned digital future.

Evidence indicates that digitally successful companies
often possess a well-defined digital vision. An effective
digital vision should be aspirational, holistic, inspiring,
and should define the company’s value and purpose [7].
Although various leadership styles have been explored in
relation to their influence on employee innovation, there
remains a notable research gap in understanding the impact
of digital leadership and digitalization processes on leader-
ship paradigms [8]. In today’s dynamic business landscape,
organizations must harness technology to become socially
and digitally connected, leveraging the advantages of the
digital age. However, the specific competencies that dis-
tinguish a digital leader driving digital transformation
remain unclear [5]. Such a leader ensures that organizational
strategy aligns with customer needs, digital knowledge,
and technology solutions characterizing the products and
services. The pursuit of organizational excellence is central,
offering innovative products and services that benefit both
society and individuals, enhancing the quality of life both
inside and outside the organization [1].

Leadership styles vary among leaders and industries,
leading to diverse strategy implementations. Digital leader-
ship is increasingly gaining attention, emphasizing the
importance of leaders developing technological skills and
implementing technology wisely [13]. Shared leadership
has also been explored, revealing its potential to impact
team performance and encourage individual initiative and
creativity [14, 15].

Transformational leadership. [16] outlined four key ele-
ments of transformational leadership: idealized influence,
individualized consideration, inspirational motivation, and
intellectual stimulation. Idealized influence suggests that
leaders are held in high regard by their employees, who
trust and identify with them. Individualized consideration
involves leaders acting as advisors and taking into account
the specific needs of each employee. Inspirational motiva-
tion relates to a leader’s ability to create and communicate
a compelling vision for the future. Intellectual stimulation
pertains to how leaders help employees view and approach
problems in new ways. [17] agree that these sub-dimensions
of transformational leadership are vital tools for boosting
the confidence of introverted followers by actively engag-
ing with them. [18] also emphasize that transformational
leaders attend to the needs of organizational members and
provide coaching, feedback, empowerment, and development.
Transformational leadership places the leader at the core
of this leadership style, in contrast to servant leadership,
which gives credit to followers for goal achievement and
places them at the center [19].

[20] point out that transformational leadership plays
a crucial role in motivating subordinates to improve their
performance, commit to change, and achieve desired objec-
tives. Moreover, [21] concur that transformational leaders
enhance commitment to change and inspire and motivate
organizational members during both planned and emergent
changes. Transformational leaders are highly visible to their
followers, leading from the front, and their actions and
behaviors serve as sources of influence. In contrast, servant
leadership influences followers differently, with leaders adopt-
ing a humbler approach and giving credit to followers for
their successes [19]. This is primarily because the source
of influence in transformational leadership stems from the
leader’s central role and their display of charisma, which
creates a perception of effectiveness, while servant leader-
ship is more focused on followers and emphasizes humility.

Transactional leadership. According to [22], transactional
leaders promote the acceptance of change by offering re-
wards. However, they note that the transactional leader-
ship style struggles to motivate followers effectively, which
hinders the leader’s ability to have a positive impact on
organizational personnel particularly during change pro-
cesses. In their study, [22] also affirm that both transfor-
mational and transactional leadership styles have a positive
influence on employee commitment and participation in
change efforts. In a comparison between transactional and
transformational leadership, [16] suggest that transactional
leaders are adept at encouraging job performance among
their followers. Still, they emphasize that transformational
leaders are more effective and more successful in achiev-
ing the same outcomes.

Authentic leadership. [23] defines authentic leadership
as a relatively recent approach that emphasizes a leader’s
authenticity and genuine character. [24] elaborate on this,
noting that authentic leaders positively influence employees
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through their words and actions, which reflect their genui-
neness. Authentic leaders are self-aware, acknowledging both
their strengths and weaknesses, and they consider both
internal and external factors within the organization [25].
Similarly, [26] concur, emphasizing that authentic leaders
value and incorporate their followers’ ideas when mak-
ing decisions and consistently demonstrate their values,
beliefs, and morals.

Moreover, because of their self-awareness and ability
to connect with their followers emotionally, they articulate
a vision that closely aligns with their values and beliefs,
making them more committed to the change they envi-
sion [27]. [26] further observe that authentic leaders play
a crucial role in positively influencing their followers’ per-
formance. Their consistent behavior and actions earn the
trust of organizational members and enhance work engage-
ment [24]. Additionally, these authors argue that authentic
leaders do not mimic others but remain true to their own
values, beliefs, and genuine character [24]. [28] identify four
key characteristics of authentic leadership: self-awareness,
which involves recognizing one’s strengths and weaknesses;
relational transparency, built on trust; processing informa-
tion, which relates to careful information evaluation before
decision-making; and internalized moral perspective, which
encompasses a leader’s moral perspective, behavior, and
fairness. Furthermore, authentic leadership fosters readiness
for change, inspiring and motivating employees to actively
participate in the change process to achieve organizational
goals [27]. [26] assert that authentic leaders serve as role
models for their followers, guiding them and promoting
good morals, values, and ethics.

Servant leadership. Servant leadership is built on the
principle that by nurturing, empowering, and address-
ing the needs of followers, an organization’s long-term
objectives can be achieved through the commitment of
these followers [29]. This perspective is also supported
by [30]. Nevertheless, [31] present a contrasting view-
point, asserting that the hallmark of servant leadership is
the leader’s selflessness and their focus on others’ needs,
prioritizing service to others. Additionally, servant leader-
ship places great importance on fostering the development
and empowerment of employees. Servant leadership crea-
tes an environment where employees can unlock their
full potential, enhancing self-motivation and leadership
skills [32]. [33] also highlight various ways management
can motivate employees to embrace change in the orga-
nization, including using rewards to boost staff morale
and creating a supportive environment that encourages
employees to change their behavior.

According to van [32], servant leadership places the
needs of followers at its core. [23] characterizes servant
leadership as a paradoxical concept because it suggests
that the leader serves as a servant while also providing
leadership by influencing and fulfilling leadership roles.
Servant leaders are particularly concerned with the ra-
tionale for organizational change and ensure that change
benefits both the organization and its people [34]. [19]
conclude that servant leaders invest significant time and
effort in striving to thoroughly comprehend and meet the
needs of each individual follower. Servant leadership is
described as an innate desire of leaders to passionately
serve their followers with a servant-oriented approach,
placing a greater emphasis on the well-being of followers
and not necessarily leading from the forefront [35].

Thus, the aim of this study is to comprehensively ex-
plore and understand the influence of leadership styles,
specifically focusing on inclusive, servant, and the combi-
nation of digital and authentic leadership, in the context
of organizational change. The study aims to contribute to
the existing literature by providing insights into how these
leadership styles impact employees’ behavior, attitudes,
and outcomes during periods of organizational change.
The study offers valuable insights and recommendations
for organizational leaders and practitioners involved in
managing and navigating organizational change. By examin-
ing the effectiveness of inclusive, servant, and combined
digital and authentic leadership styles, the study seeks to
provide practical guidance on leadership approaches that
can enhance the success of organizational change initia-
tives in the digital era. In light of digital transformation,
the goal is to assist leaders in adopting strategies that
promote employee engagement, commitment, and positive
outcomes during times of change.

2. Materials and Methods

2.1. Methodolagy. According to [36], qualitative research
involves the responsibility of the researcher to collect data
through interviews and document examination. In this
study, data was collected from participants through semi-
structured, in-depth telephone interviews, allowing for
rich data collection through thorough probing. Qualitative
research was chosen because the aim was to explore the
problem comprehensively and gain a nuanced understanding.
Qualitative research helps in developing a detailed and
comprehensive picture by analyzing words and providing
a thorough account of informant views within a natural
setting [37]. [38] advises that in qualitative research, re-
searchers should be attentive to the interpretations held by
the participants themselves and avoid imposing their own
meanings or preconceptions obtained from the literature
review. The essence of qualitative research is to understand
issues from the participants’ perspective and experiences
in order to address the research question [38]. Qualitative
research follows an inductive approach to interpret mean-
ings, processes, and the context of the subject through
observation and participant interviews [39]. The sample
for this study consists of 10 managers (department heads
or assistants) from the organization under investigation.
These selected participants hold leadership positions and
play a significant role in management, and are actively
involved in the planning and implementation of change.
They are considered appropriate for the study due to their
possession of relevant and significant information that can
contribute to answering the research question. Purposive
sampling was employed in this study to deliberately select
participants possessing the necessary characteristics that
are pertinent to the research.

3. Results and Discussion

3.1. Inclusive leadership style. The approach of a leader
or the leadership style is arguably one of the most im-
portant factors that influence employee’s behavior either
positively or negatively during change and it is a funda-
mental concept to discuss. The respondents explained their
experience about the leadership style they adopted dur-
ing change in their organization. Organizational change is
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a complex and often challenging process. It involves various
stakeholders, from employees to leadership, and can have
a significant impact on the overall success of an organization.
A crucial aspect of effective leadership during times of
change is the style of leadership adopted. The discussion
will explore the participant’s view on the importance of
inclusive leadership during organizational change and sub-
stantiate this perspective with relevant literature.

In the course of this study, the resounding sentiments
expressed by the research participants underscore the funda-
mental importance of inclusive leadership in the context of
organizational change management. Its voice echoes a common
thread, emphasizing the necessity of absolute inclusivity and
garnering unwavering commitment from all stakeholders.
Whether the impending change directly impacts employees
or not, the participant has illuminated a pivotal truth that
an inclusive approach, which encompasses all members of
the organization and considers the broader perspective, is
the linchpin to successful change management.

Respondent A:

I think this once again runs through every answer that
I provided, and that is complete inclusivity and ensuring
complete buy-in from everybody that is needed. Inclusive
leadership is essential when managing change in an organiza-
tion, whether or not the employees will be directly affected
by a particular change or, it is crucial to use an inclusive
approach and include all the members of the organization
and to think of the bigger picture.

The participant highlights the need for complete in-
clusivity and ensuring buy-in from all members of the
organization, regardless of their direct involvement in the
specific change. This viewpoint underscores the participant’s
belief that inclusive leadership is essential in ensuring the
success of organizational change efforts.

Inclusive leadership is a style that welcomes the in-
volvement of all groups in decision-making processes.
It not only emphasizes the moral obligation to avoid ex-
cluding any constituency but also recognizes that excluding
certain groups hampers leadership effectiveness and stifles
an organization’s potential [40]. In contrast, leadership
that marginalizes certain groups can lead to hostility, di-
visions, and diminished outcomes from stakeholders [40].
The argument is that inclusive leadership is especially
valuable in promoting the efficient operation of diverse
work teams, which is a dimension often overlooked by
other leadership styles [41]. Inclusive leadership embraces
diversity by not only accepting women and minorities
but also valuing the distinctive qualities, viewpoints, and
contributions of all team members. This approach results
in enhanced performance [41]. While several leadership
approaches have proven effective, none adequately address
the essential human needs of belonging and being valued
for one’s uniqueness.

The participant’s perspective on inclusive leadership
during organizational change is well-supported by the lite-
rature. Inclusive leadership is not just a matter of moral
principles; it is a strategic approach that fosters collabora-
tion, minimizes unintended consequences, enhances team
performance, and addresses the fundamental human needs
for belongingness and uniqueness. By connecting these
findings, it becomes evident that inclusive leadership is
a crucial component for effective change management in
organizations. It promotes unity, creativity, and the realiza-
tion of the full potential of an organization’s members, all

of which are indispensable during times of change. Embrac-
ing inclusive leadership during organizational change is
a wise and forward-thinking strategy that can significantly
contribute to successful change initiatives.

3.2. Servant leadership style. Within the tapestry of
perspectives provided by the research participants, Re-
spondent B’s insight offers a compelling narrative on the
role of leadership in effecting organizational change. Their
viewpoint hones in on the concept of servant leadership,
a strategy that incorporates individuals as integral com-
ponents of the solution. However, it’s acknowledged that
this approach can be met with resistance, as some may
perceive it as overly engaging.

Respondent B:

I think that is where the leadership come in, the servant
leadership approach, which brings people into the equation
as part of the solution. But it’s one that can also bring
resistance because the people will see it as being too engag-
ing, so a leader needs to know when to push and when to
pull. But with engagement, you get a lot further, but it’s
important that the leader must understand before he starts
negotiating very clear ideas of the vision where they are
and where to.

Servant leadership is a leadership style that places em-
phasis on the leader’s role in serving and empowering their
followers. This style has been increasingly recognized as
effective, especially in situations of uncertainty and change
within organizations. Furthermore, it is argued by [19] that
servant leadership and transformational leadership styles
exhibit certain similarities. These similarities include the
leader’s capacity to inspire followers with a compelling vi-
sion and a focus that extends beyond mere organizational
objectives. According to [19], servant leadership proves
particularly relevant and suitable in situations characte-
rized by uncertainty, high employee anxiety, and feelings
of insecurity. This is due to the servant leader’s ability to
demonstrate humility and provide assurance that followers’
needs are a top priority. [34] also concur that servant leaders
ensure that any proposed changes are in the best interest
of both followers and the organization before initiating and
communicating these changes.

[32] have identified specific servant leadership traits
that are pertinent in the context of leadership during
organizational change. These traits encompass empower-
ing followers, granting them autonomy and flexibility in
their roles, and exhibiting stewardship by clearly defining
expectations and offering necessary support. Additionally,
servant leaders approach changes differently by leveraging
their persuasive skills to encourage followers to support
and embrace change through ongoing engagement [34].

The literature supports the participant’s perspective
on the importance of servant leadership during organi-
zational change. Servant leadership, with its emphasis
on serving, empowering, and engaging followers, can be
a highly effective approach in navigating the challenges
and uncertainties associated with change. It encourages
the alignment of the leader’s vision with the needs and
well-being of employees, ultimately promoting a sense of
trust and commitment that is vital for successful change
initiatives. Servant leadership can indeed be a valuable
tool in managing change and ensuring that all stakeholders
are part of the solution, fostering a more inclusive and
sustainable transformation process.
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3.3. Combination of inclusive and servant leadership.
Amidst the diverse array of insights shared by research
participants, the perspective of Respondent C resonates
profoundly in the context of effective leadership for or-
ganizational change. Their viewpoint challenges the no-
tion of autocracy, highlighting the need for a leadership
style that eschews unilateral decision-making and instead
embraces inclusivity. The concept of servant leadership
emerges as a powerful alternative, one that places the
onus of leadership on serving the people.

Respondent C:

It should not be an autocratic type of style where you
have to make decisions and tell people to implement them.
I think they will be comfortable with this inclusive type of
leadership style where the responsibility of leadership is to
serve the people, or servant leadership I think it would be
more effective. The employees are the most important part
of the business and the role of leadership is to make sure
that they are properly equipped and supported and execute
what they need to execute.

The literature suggests that inclusive leadership pro-
motes employees’ taking-charge behavior, which involves
proactive efforts to improve both individual and organi-
zational aspects. The concept of psychological safety is
vital in this context, as it fosters an environment where
employees feel comfortable taking the initiative and bringing
about positive changes. Inclusive leadership, as defined in
the literature, encourages leaders to respect and recog-
nize the value of employees, understand their needs, and
provide support and advice [42]. This perspective closely
parallels the servant leadership approach where leaders
are seen as serving their teams and ensuring their well-
being. Inclusive leadership is seen from the perspectives
of fairness and cultural background, emphasizing equal
treatment and tolerance of differences [42]. This resonates
with the idea expressed by the participant that leadership
during change should prioritize inclusivity and support
for employees. The study’s results demonstrate a strong
connection between inclusive leadership and employees’
willingness to take charge in the workplace. This link
appears to be mediated by two critical factors: psycho-
logical safety and thriving at work. In today’s rapidly
evolving business landscape, organizations not only rely
on employees to efficiently perform their assigned tasks
but also expect them to proactively respond to challenges,
actively contribute to self-improvement, enhance organi-
zational operations, and drive functional changes within
the organization [42].

The findings of the study are in alignment with the
literature on inclusive leadership, highlighting its role in
not only fostering a sense of psychological safety but also
in promoting thriving at work. Inclusive leadership, as
discussed in the study and supported by existing literature,
can be a potent strategy for organizations to encourage
employees to take charge, be proactive, and contribute
positively to the organization’s core competitiveness. This
underscores the significance of adopting an inclusive leader-
ship approach in today’s dynamic business environment.

3.4. Combining digital and authentic leadership. Within
the chorus of insights offered by the research participants,
Respondent D’s perspective stands out as a beacon in the
dynamic landscape of the new economy and organizational
change. In an era characterized by constant flux, they

advocate for a contextual approach that encompasses the
careful analysis of content and context, effective commu-
nication, and inclusive engagement of all stakeholders in
the change process. Yet, what distinguishes Respondent D’s
viewpoint is the emphasis on competence as the keystone.

Respondent D:

The new economy asks for a contextual type of ap-
proach. Where you have to analyze content, context, com-
municate and involve everybody with regards to change.
1 see it totally differently. I think it’s all about competence,
so how competent are you in a certain situation, I think
combining digital and authentic leadership is more effective.

The participant emphasizes a contextual approach that
considers competence in the face of change. It highlights the
importance of analyzing content, context, communication,
and involving all stakeholders. According to the participant,
a combination of digital and authentic leadership is the
most effective approach. This perspective underscores the
role of leadership in driving change within a dynamic and
complex environment. Successful digital companies have
developed strong leadership capabilities to envision and
steer digital transformation. These leadership capabilities
refer to the strategies and methods that managers use to
facilitate change [43]. Digital leadership, as defined by [44],
involves a leader’s ability to establish a clear and meaningful
vision for the digitalization process and the competence
to execute strategies to bring that vision to life.

In the realm of digital leadership, a competence model
identifies two key dimensions for successful digital leaders:
the first encompasses attitudes, competencies, and behaviors
needed in the digital age, including digital literacy and
competencies. The second dimension includes competen-
cies essential for driving digital transformation, such as
robust leadership skills [45]. Strengthening digital leader-
ship skills and capabilities among managers is critical for
effectively managing the challenges of digital transformation.
To achieve sustainable and efficient digitalization, leaders play
a crucial role in guiding employees through the process
of digitalization [46].

The participant’s preference for combining digital and
authentic leadership during organizational change is sup-
ported by the literature on digital leadership. Both em-
phasize the importance of leadership competence, clear
vision, and the ability to guide and engage employees
during digital transformation and change initiatives. In the
modern economy, characterized by digitalization and rapid
change, leadership capabilities play a pivotal role in ensuring
the success of change efforts. The combination of digital
and authentic leadership, as advocated by the participant,
aligns with the traits and competencies identified in the
literature and holds the promise of effective leadership
in guiding organizations through complex and dynamic
change scenarios.

3.5. Collahorative leadership approach. Respondent E’s
viewpoint stands as a steadfast advocate for collaborative
leadership. With a clear and resolute stance, it rejects
authoritarian approaches and declares them unsuitable,
particularly in their unique organizational context. In-
stead, they champion a leadership style characterized by
collaboration and consultation.

Respondent E:

I believe very much in the collaborative leadership ap-
proach, I think any authoritative approach will not work

;10
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and it wouldn’t have worked at all in our situation, so it’s
very much a collaborative and consultative approach I find
to be suitable.

Collaborative leadership, also known as collective, shared,
distributed, relational, integrative, systems, or interdepen-
dent leadership, is defined as <«leadership that encourages
collective action by involving multiple stakeholders from
different sectors of society working together for the common
good» [46]. In particular, leadership in coalitions aimed at
bringing about social change necessitates leadership that
spans across organizations and systems. This collaborative
approach is described as distributed leadership, facilitat-
ing complex cross-boundary change. Let’s argue that this
approach requires a distinct set of skills and tools com-
pared to organizational leadership, with a different emphasis
compared to shared leadership within a single organization
or system. For instance, a crucial task for many coalition
leaders involves identifying and building consensus around
a shared vision [46]. The literature underlines the signifi-
cance of collaboration in collaborative leadership. This style
emphasizes the process of working together, which reso-
nates with the participant’s preference for a collaborative
approach during change.

The participant’s preference for a collaborative and con-
sultative leadership approach during organizational change is
well-supported by the literature on collaborative leadership.
Both emphasize the importance of working together, involv-
ing multiple stakeholders, and fostering collective action for
the common good. In the context of organizational change,
a collaborative leadership approach can be highly effective
in promoting a sense of ownership among stakeholders and
ensuring that change initiatives are designed and imple-
mented with their input and support. This participatory
approach aligns with the principles of shared leadership
and emphasizes collaboration as a means to navigate the
complexities of change. The participant’s perspective and
the literature together underline the significance of col-
laborative leadership during organizational change.

3.6. DOpen leadership approach. Within the spectrum of
insights shared by the research participants, Respondent
F’s perspective unveils a dynamic vision of leadership that
places great emphasis on openness, authenticity, and hu-
man connection. Its view underscores the pivotal role of
open leadership, characterized by the leader’s genuineness,
empathy, and humility in their interactions with employees.

Respondent F:

I believe when you are using an open leadership approach
in which a leader is genuine, showing empathy and humility
to employees as I said before. When you are approachable
you build better relationships with your employees. The re-
lationship has to be open, obviously, there is a point where
you have to be a bit firm.

Open leadership, introduced by [47], represents a fresh
approach to leadership that places emphasis on shared
leadership roles. [47] characterizes open leadership as the
confidence and humility to relinquish the need for control
while motivating people to achieve common goals. This
definition implies that open leadership involves employees
sharing leadership responsibilities with their leader. When
adopted by management, this approach tends to empower
employees. Open leadership comprises ten attitudinal and
behavioral elements, which can be categorized into two
general groups: information sharing and decision-making.

In the context of open leadership, information sharing
involves practices such as explaining, updating, engaging in
conversations, providing open forums, soliciting input from
a crowd, and involving various platforms [48]. Regarding
decision-making, open leadership suggests that it should
be centralized, democratic, self-managing, and distributed.
Compared to the other two previously discussed leader-
ship styles, open leadership appears to have a stronger
connection with organizational outcomes, such as fostering
organizational innovation and promoting corporate entre-
preneurship. The participant’s perspective and the literature
on open leadership complement each other by emphasizing
the importance of leadership that is genuine, humble, ap-
proachable, and open to shared roles. Both perspectives
underline the significance of building strong relationships
with employees and fostering a collaborative atmosphere.
In the context of organizational change, open leadership
can be highly effective in building trust and engagement
among employees. The approachability and information-
sharing components align with the principles of open com-
munication and partnership, which are vital for navigating
the complexities of change.

3.7. Charismatic leadership. Respondent G’s viewpoint
highlights a compelling dual role for effective leadership
in the realm of organizational change. It advocates for
a leader who embodies strength and charisma, one who can
take the initiative and provide clear guidance. However,
this is not a one-dimensional leadership style. According
to Respondent G, the ideal leader must also possess an
open mind, welcoming and valuing the input of others.

Respondent G:

You need a strong and charismatic leader with the ability
to take the initiative, demonstrate leadership and show your
people the way. But you should also lead with an open mind
to say ok, what are some of the other people’s input that we
can get so that we can work as a team at the end of the day.

Charismatic leaders, as identified by [49], are individu-
als who possess a strategic vision for influencing people.
They make this vision known to all their followers and are
willing to invest significant effort, even at a personal cost,
to realize this vision. Charismatic leaders also demonstrate
a keen understanding of their followers’ needs and emotions.
They employ unconventional and exceptional behaviors to
inspire their followers with this vision. Additionally, they
exhibit a strong sensitivity to both internal and external
events within the organization, actively working to chal-
lenge the existing state of affairs to achieve organizational
objectives [49, 50].

Charismatic leaders are influential figures who have
a deep emotional impact on their followers. Rather than
being perceived as mere authority figures, they are viewed
as role models and heroes. These leaders share common
personality and behavioral traits [51]. One defining cha-
racteristic of charismatic leaders is their self-confidence
and belief in the righteousness and high moral standards of
their beliefs and actions. Their unwavering self-assurance
serves as a source of motivation for those who follow them.
The greater a leader’s confidence, the more motivated their
followers become, making it easier to achieve goals. This
motivation and diligent effort enhance the likelihood of
success, reinforcing the validity of the leader’s objectives.
In addition to their high level of self-confidence, charis-
matic leaders are distinguished by their abundant energy.
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They exhibit enthusiasm for their ideas and actions, com-
municate with great expressiveness, and utilize non-verbal
cues to amplify the impact of their verbal messages. Their
exceptional communication skills help convey their ideas
and dedication to these ideas to their subordinates [52].

The participant’s preference for a collaborative and
consultative leadership approach during organizational
change is well-supported by the literature on collabora-
tive leadership. Both emphasize the importance of working
together, involving multiple stakeholders, and fostering
collective action for the common good. In the context of
organizational change, a collaborative leadership approach
can be highly effective in promoting a sense of ownership
among stakeholders and ensuring that change initiatives are
designed and implemented with their input and support.

The research paper discusses various leadership styles
and their implications in the context of organizational
change. The insights from research participants highlight
the diverse perspectives on leadership during times of
transformation. The practical relevance of this research
lies in offering organizations a nuanced understanding of
leadership approaches, allowing them to make informed
decisions in managing change effectively. Inclusive leadership
emphasize the importance of involving all members of the
organization in decision-making processes during change.
Practically, this suggests that leaders should actively seek
input from diverse stakeholders, fostering an environment
of collaboration and ensuring that changes are well-received
across different levels. The servant leadership approach, as
discussed emphasizes leaders serving their teams as part
of the solution. In practice, this implies a leadership style
that prioritizes the needs of employees and works towards
their development and empowerment. Organizations can
benefit by adopting practices that prioritize employee well-
being and encourage a sense of shared purpose. Combining
digital and authentic leadership as suggested by the find-
ings that in the era of the new economy, a combination
of digital and authentic leadership is crucial. Practically,
this implies that leaders should possess both technological
competence and authentic leadership qualities. They need
to analyze the context, communicate effectively, and involve
all stakeholders in the change process. Open leadership
approach highlights the importance of openness, empathy,
and humility in leadership. Practically, this suggests that
leaders should be approachable, share information trans-
parently, and involve employees in decision-making. An
open leadership approach can contribute to a culture of
trust and innovation.

3.8. Limitations and directions for development of the
study. Future research could explore the impact of leader-
ship styles in the context of organizational change across
different cultural settings. Cultural nuances may influence
the effectiveness of certain leadership approaches. In addi-
tion, conducting longitudinal studies to track the long-term
impact of leadership styles on organizational change outcomes
could provide a more comprehensive understanding of the
dynamics involved. Additionally, complementing qualitative
insights with quantitative research methods could offer
a more statistically robust analysis, allowing for a broader
assessment of the relationships between leadership styles
and organizational change outcomes. The researcher’s in-
terpretation of the data is also subject to potential biases.
While the insights are valuable for the participants in-

volved, the research does not provide a large-scale, statis-
tically representative sample, which is typically required
for broader generalizations. Reproducing the exact findings
may be challenging due to the qualitative nature of the
research. Qualitative research is often context-dependent,
and variations in participants, timing, or specific organiza-
tional dynamics can impact the reproducibility of results.

4. Conclusions

This research emphasizes the critical role of leadership
styles in shaping the behavior of employees during times of
organizational change. Effective leadership, with a strong
focus on inclusivity, empowers organizations to navigate
the complexities of change, inspire commitment, and fos-
ter resilience. As organizations continue to grapple with
the challenges of a dynamic and digitally-driven business
environment, leadership must evolve. The findings of this
study underscore the importance of leadership styles that
embrace empathy, collaboration, and a genuine commitment
to the well-being of all stakeholders. They suggest that
leadership styles emphasizing inclusivity, servant leader-
ship, collaboration, digital competence, and authenticity are
particularly well-suited to guiding organizations through
change and ensuring their long-term success. In the face of
relentless change and digital transformation, organizations
that recognize the pivotal role of leadership in driving suc-
cessful change initiatives will be better positioned to thrive
in the modern business landscape. This research provides
valuable insights and a robust foundation for organizations
to develop leadership competencies and strategies that align
with the evolving needs of the digital era and the demands
of organizational change, ultimately leading to prosper-
ity, growth, and sustained success. Based on the insights
gained from this research paper on the role of leadership
styles in organizational change, several recommendations
can be made to guide organizations in effectively managing
change processes and enhancing leadership competencies:

Organizations should actively promote and cultivate
inclusive leadership styles. Leaders need to involve all stake-
holders in the change process, considering their perspectives
and fostering a sense of collective commitment. Training
and development programs can be implemented to equip
leaders with the skills needed to lead inclusively. Continuous
learning and development in the digital domain should be
encouraged for leaders at all levels. Organizations should
continually stay abreast of evolving leadership trends and
adapt their leadership strategies accordingly. The dynamic
nature of the business landscape, particularly in the digital
era, demands that leadership approaches evolve alongside
it. These recommendations provide a comprehensive guide
for organizations seeking to enhance their leadership com-
petencies and effectively manage change.
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