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We are living in a complex environment with dynamic and fundamental changes. A core aspect of these changes is the exponential development of new technologies. In addition to new competencies and the dynamic capability to adapt the competencies within a company, this dynamic and complex environment also leads to new leadership challenges. In an age of acceleration, managers have to juggle with different options and be agile. A pragmatic test, measure and learn approach is often more successful than very detailed analysis and long-term planning. In addition, single managers are often overstrained in such an environment. Therefore, leadership in the digital economy needs to be more decentralized and should use the collective competence and intelligence in the company. This article describes the characteristics of leadership in the digital economy as well as some adequate leadership tools. However, the article ends with a “but”, i.e. leaders should not push too hard and dump all traditional management tools. A successful leadership will typically require some kind of ambidexterity—efficient business execution and agile business adaption.

Kane, G. C., Phillips, A. N., Copulsky, J., & Andrus, G. (2019). How Digital Leadership Is(n't) Different. MIT Sloan Management Review, 60(3), 34-39. https://www.proquest.com/scholarly-journals/how-digital-leadership-is-nt-different/docview/2207927776/se-2
As organizations seek their footing in a turbulent business environment, they require strong leaders at the helm. Senior leaders must not only articulate a vision people can rally around but also create the conditions that enable digital maturity, attracting the best talent and bringing out the best in the talent they attract. The rapid changes associated with digital disruption can be disorienting, so many of us assume the leadership handbook must be completely rewritten for the digital age. Here, Kane et al explore what we can learn from organizations that are digitally maturing--that is, those that have been transformed by digital technologies and capabilities that improve processes, engage talent across the organization, and drive new value-generating business models.
Bresciani, S., Ferraris, A., Romano, M. and Santoro, G. (2021), "Digital Leadership", Digital Transformation Management for Agile Organizations: A Compass to Sail the Digital World, Emerald Publishing Limited, Bingley, pp. 97-115. https://doi.org/10.1108/978-1-80043-171-320211006
Digital Transformation Management for Agile Organizations highlights and explores new dynamics regarding current digital developments globally scale, by examining the threats, as well as the opportunities these innovations offer to organizations of all kinds.
Oberer, B., & Erkollar, A. (2018). Leadership 4.0: Digital leaders in the age of industry 4.0. International journal of organizational leadership.
Industry 4.0 stands for ‘fourth industrial revolution' and is a term referring to rapid transformations in the design, production, implementation, operation, and service of manufacturing systems, products, and components. To get the most out of Industry 4.0 technologies, organizations will have to heavily invest in building capabilities in the following dimensions: data and connectivity, analytics and intelligence, conversion to the physical world, and human-machine interaction. In this study, the human dimension of industry 4.0 has priority, by analyzing behavioral leadership theories that focus on the study of the specific behaviors of a leader (the leader behavior is the predictor of his leadership influences and is the best determinant of his leadership success). A two dimensional 4.0 leadership style matrix was developed (x-axis: innovation/technology concern; y-axis: people concern). The results of this study revealed that the developed industry 4.0 leadership style might have the dimensions of first-year students, social, technological or digital, where the 4.0 digital leader forms the highest reachable level in the 4.0 leadership matrix.
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Abstract

Many of the issues associated with the inefficiency and ineffectiveness of information systems development (ISD) have been attributed to the poor relationship between business and IT colleagues. Relational issues relating to collaboration and communication before, during and after ISD lead to dissatisfaction with information systems and services. To address these relational issues, many organisations have introduced relationship management initiatives (RM). Yet, their effects have been debatable. This paper argues that this is partly because there is no appropriate evaluative framework for RM. In response, this paper proposes a framework, based on social capital theory, for conceptualising the effects of change management interventions in the poor relationship between business and IT colleagues. The research adopts a case study approach to this end. It explores the strengths and limitations of the approach and suggests new directions for its further development. Overall, the research shows that there is a potential merit in using a social capital approach for the evaluation of change management interventions that aim to improve the collaboration between business and IT, during ISD and beyond.

	

	A sensemaking model of knowledge in organisations: a way of understanding knowledge management and the role of information technologies†

	[image: image1.png]




	Dubravka Cecez-Kecmanovic1

	[image: image2.png]




	1School of Information Systems, Technology and Management, Faculty of Commerce and Economics, UNSW, Sydney, Australia

	Correspondence to: Dubravka Cecez-Kecmanovic, School of Information Systems, Technology and Management, Faculty of Commerce and Economics, UNSW, Sydney, Australia. Tel.: +61 2 9385 4735; E-mail: dubravka@unsw.edu.au

	
†An earlier, shorter version of this paper was presented at the Australian Conference for Knowledge Management and Intelligent Decision Support (ACKMIDS), Melbourne, Australia, 2003.
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	The objective of the paper is to demonstrate how a sensemaking model of knowledge enables better and deeper understanding of knowledge management (KM) processes in organisations and the role of information technologies (IT) in these processes. Inspired and informed by a sensemaking view of organisations, the model identifies four types of knowledge, corresponding to four sensemaking levels: the individual, collective, organizational, and cultural. Each knowledge type, as the paper shows, is of different nature and has different characteristics but is constituted and affected by all other knowledge types. An organisation is thus seen as a 'distributed knowledge system' composed of numerous instances of these four knowledge types and their dynamic interplay. By drawing from three empirical studies, the paper illustrates how the sensemaking model of knowledge can be applied to investigate different ways companies (try to) manage knowledge and use IT-based systems to improve KM and ultimately company performance. A deeper understanding of these processes through the lens of the model reveals mechanisms and forces underlying KM phenomena that help explain why some processes were successful and others failed. The paper intends to make the following contributions: propose a theoretical framework of knowledge and KM in organizations, which is reasonably comprehensive and empirically grounded and also demonstrate its relevance and usefulness to both researchers and practitioners as they investigate and make sense of specific KM processes and IT applications in practice.
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Purpose - The purpose of this paper is to explore the role played by the human resource management (HRM) function in strategic organizational change initiatives. The objectives of the paper are to assess the extent to which the HRM function is perceived by senior managers to have contributed to the strategic organizational change agenda during a period of rapid change, and identify major challenges HRM professionals face as facilitators of strategic change management initiatives in contexts of this nature. Design/methodology/approach - The research objectives were addressed using literature-based evidence and primary interview data obtained from qualitative in-depth interviews with the directors and deputy directors of a public sector banking institution in Malaysia. Findings - In addition to identifying positive perceptions of the HRM function, the findings raise issues about the strategic focus, independence, credibility, and leadership strategies associated with the HR function's attempts to engage with strategic change initiatives. The findings also reveal the respondents' views about the extent to which HRM activities have or should have ethical, spiritual, and religious foci. Practical implications - The implications of the research findings for HRM are discussed with reference to issues such as: the transfer of Western-originating change management approaches to non-Western settings; the need for organizational change outcomes (including wider societal objectives) to be delineated clearly with reference to organizational change initiatives; and the close association between ethics, spirituality, and HRM in certain Asian contexts. Originality/value - The paper offers a valuable insight into the role of the HRM function in organizational change interventions with specific reference to the context of Malaysia. Keywords Organizational change, Malaysia, Human resource management, Religion, Ethics, Senior managers Paper type Research paper
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The Impact of Strong Network Ties on Effective Change Implementation and Use 
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This study of 40 units in a large multinational corporation considers the influence of the density of networks of strong ties on the implementation of planned organizational change between organizational units and unit leaders in both a change implementation and a change recipient network. Also examined are the effects of the density of networks of strong ties within the change recipient network of units and unit leaders on the use of change. The results suggest the need for implementers of change to create strong ties with the change recipient units for successful change implementation. Both unit level and unit leader density of strong ties within the change recipient unit network were significant predictors of change use, indicating that both unit members and unit leaders may play central but independent roles in influencing the change use process. Implications for using social network analysis in planned organizational change are discussed. 
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Understanding the overall network structure of organizations can help managers to support change. This article describes three different network theories of change, exploring the underlying assumptions and implications of each model. First, the E-I model predicts that cross-departmental friendship ties will help generate positive response to change in organizations by fostering trust and shared identity. The viscosity model predicts that introducing controversial (not clearly good or bad) change into the periphery of an organization and carefully regulating the interaction of innovators and nonadopters provides the best chance that it will diffuse successfully. Finally, the structural leverage theory presents a mathematical model that supports broad diffusion of clearly superior change, informing as many people as possible about the change.

