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ABSTRACT

This article examines the interplay between digital transformation and organizational
culture, emphasizing the dual role of culture as both an enabler and a barrier to technological
change. Digital transformation extends beyond the adoption of new technologies, it involves
reshaping organizational values, mindsets, and behaviors to align with new digital paradigms.
Drawing on contemporary literature, this study highlights how cultural dimensions such as
adaptability, openness to innovation, and leadership styles influence digital initiatives. At the same
time, cultural resistance, siloed mindsets, and fear of disruption pose significant challenges. Using
qualitative analysis, including SWOT and cause—effect frameworks, the research identifies
opportunities for building resilient, innovation-driven cultures that support sustainable digital
transformation. The findings suggest that organizations must balance technological investment
with cultural adaptation to unlock the full potential of digital transformation.
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1. INTRODUCTION

Digital transformation has become one of the defining forces shaping organizations in the
21st century. Driven by rapid advances in technologies such as cloud computing, big data, artificial
intelligence, and the Internet of Things (IoT), businesses face increasing pressure to reinvent their
operations, strategies, and customer experiences. Yet, the success of digital transformation cannot
be reduced to technology alone; organizational culture plays a central role in determining whether
digital initiatives thrive or fail.
Organizational culture—defined as the shared values, norms, and practices within a company—
functions as both a facilitator and a barrier in transformation efforts. Cultures characterized by
agility, innovation, and collaboration can accelerate the adoption of new technologies, while rigid,
hierarchical, or risk-averse cultures may slow down or derail initiatives. Thus, understanding the
cultural dimension of digital transformation is essential for leaders who seek to align technological
innovation with human and organizational dynamics.
This article explores the challenges and opportunities that arise at the intersection of digital
transformation and organizational culture. Through a literature review, methodological framing,
and applied analysis, the study provides insights into how culture can be reshaped to foster digital
readiness, innovation, and resilience in a rapidly evolving business landscape.

10



CLUJ UNIVERSITY JOURNAL. INTERDISCIPLINARY: SOCIAL SCIENCES AND
HUMANITIES no. 3 - 4./VOL.3/2025, Researchers supplement

2. LITERATURE REVIEW

Digital transformation refers to the integration of digital technologies into all aspects of
business operations, fundamentally changing how organizations deliver value (Vial, 2019).
Westerman, Bonnet, and McAfee (2014) argue that digital transformation requires both
technological and organizational change, where culture plays a critical role in determining success.
Kane et al. (2015) add that digital maturity is less about technology itself and more about the ability
of leaders and employees to adapt culturally and strategically.
Schein (2017) defines organizational culture as a pattern of shared basic assumptions that guide
behaviors within organizations. Cultures open to learning, collaboration, and experimentation are
better equipped to embrace digital change (Cameron & Quinn, 2011). In contrast, resistance to
change often arises from fear, uncertainty, and loss of control, creating cultural inertia (Kotter,
2012).
Several studies highlight challenges in aligning digital transformation with culture. Fitzgerald et
al. (2014) found that while companies recognize the importance of digital transformation, cultural
barriers often outweigh technical ones. Hartl and Hess (2017) note that rigid hierarchical structures
can hinder the flexibility needed for digital initiatives.
Conversely, research suggests that digital transformation can be an opportunity to foster
innovation-driven cultures. Organizations that embrace agile practices, digital leadership, and
cross-functional collaboration are more likely to succeed (Kane et al., 2019). Digital
transformation also creates opportunities to align culture with sustainability goals, promoting long-
term resilience and social responsibility (Baiyere, Salmela, & Tapanainen, 2020).

3. METHODOLOGY

The methodology guiding this study has been carefully designed to investigate the interplay
between organizational culture and digital transformation, emphasizing both theoretical
perspectives and applied analysis. The research adopts a qualitative orientation, which is
particularly suitable for examining cultural phenomena that are multidimensional and deeply
embedded in organizational practices. A qualitative approach allows for the exploration of values,
behaviors, and leadership styles that shape the success or failure of digital initiatives.

The central research question underpinning the study is: How does organizational culture
influence the success of digital transformation, and what challenges and opportunities emerge
from this interaction? This question reflects the dual role of culture as both an enabler and a barrier
to digital change. To answer it, the research objectives were structured around four directions: (a)
examining how organizational culture contributes to digital transformation success; (b) identifying
cultural challenges that hinder digital initiatives; (c) exploring opportunities for cultivating
innovation-oriented cultures in the digital era; and (d) proposing frameworks for aligning culture
with digital strategies.

Building on these objectives, the study advances four research hypotheses that serve as guiding

assumptions.
e HI1: Organizational cultures emphasizing agility and collaboration facilitate digital
transformation.
e H2: Cultural resistance, rooted in fear of disruption, hinders the adoption of digital
initiatives.
o H3: Digital transformation can reshape culture by fostering innovation, learning, and
adaptability.
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o H4: Leaders play a critical role in aligning culture with digital strategies.

To address the research question and test these hypotheses, a multi-step methodology was
employed. The first step was a literature review of both academic and practitioner studies,
providing a conceptual foundation and capturing current debates in the field. The second step
involved a SWOT analysis of organizational culture in the context of digital transformation,
highlighting strengths, weaknesses, opportunities, and threats that characterize cultural readiness
for change. The third step applied a cause—effect analysis, aimed at uncovering the drivers and
consequences of cultural dynamics in digital initiatives, such as how leadership commitment or
cross-functional collaboration influence organizational outcomes. Finally, a qualitative synthesis
of best practices was conducted, drawing lessons from case studies and industry reports to propose
actionable frameworks for aligning culture with digital strategy.

Overall, this methodology combines theoretical grounding with analytical tools to ensure a
comprehensive examination of the research problem. By linking the research question, objectives,
and hypotheses with systematic methods of analysis, the study provides both academic insights
and practical recommendations for organizations seeking to build agile, innovative, and resilient
cultures in the digital age.

4. DIGITAL TRANSFORMATION AND ORGANIZATIONAL CULTURE

The relationship between digital transformation and organizational culture has become a central
topic in management studies, as organizations increasingly recognize that technology alone cannot
guarantee success. Instead, culture acts both as a driver and as a constraint in digital initiatives. On
one side, shared values, norms, and behaviors can accelerate innovation, while on the other, deeply
ingrained practices may obstruct necessary change (Schein, 2017). This duality highlights the
paradox of digital transformation: technology reshapes culture, but culture simultaneously
conditions the adoption and effectiveness of technology (Vial, 2019).

Culture as an Enabler of Digital Transformation. Organizations that succeed in digital
transformation often possess cultural attributes such as agility, collaboration, and openness to
experimentation. Agility—the ability to adapt rapidly to changing environments—has been
identified as one of the most important cultural factors enabling digital change (Kane et al., 2015).
Agile cultures allow employees to test new solutions, reconfigure processes, and embrace
continuous improvement. Similarly, a culture of collaboration facilitates cross-functional
teamwork, reducing silos and enhancing innovation. This aligns with Cameron and Quinn’s (2011)
competing values framework, which emphasizes flexibility and teamwork as drivers of
performance.

Digital leadership also functions as a cultural enabler. Leaders who model adaptability, resilience,
and transparency inspire employees to embrace digital change (Kotter, 2012). They not only
articulate a clear digital vision but also cultivate psychological safety, enabling experimentation
without fear of failure (Kane et al.,, 2019). Without such leadership, organizations risk
implementing technologies that fail to achieve their intended outcomes due to cultural resistance.
Culture as a Barrier to Digital Transformation. Conversely, certain cultural features act as
obstacles. One persistent barrier is resistance to change, often rooted in fear of job loss,
disruption, or uncertainty. As Fitzgerald et al. (2014) argue, cultural barriers often outweigh
technological challenges in digital projects. Employees who feel excluded from decision-making
or inadequately trained to use new technologies may resist adoption, undermining transformation
efforts.
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Hierarchical rigidity presents another significant barrier. Traditional organizations that rely heavily
on control and formal authority tend to struggle with the speed and flexibility required by digital
projects (Hartl & Hess, 2017). Such structures inhibit decentralized decision-making and
discourage risk-taking, both of which are vital for digital success. Furthermore, gaps in digital
skills exacerbate resistance, as employees who feel unprepared are more likely to oppose
technological change (Westerman et al., 2014).

The Co-evolution of Technology and Culture. Research shows that digital transformation and
culture should not be seen as separate but as co-evolving phenomena (Baiyere et al., 2020).
Culture determines how quickly and effectively digital tools are adopted, while digital
transformation reshapes organizational culture by redefining communication, decision-making,
and collaboration. For instance, the adoption of big data and analytics encourages evidence-based
decision-making, reducing reliance on intuition or hierarchical authority (Vial, 2019). Similarly,
digital collaboration platforms flatten hierarchies and promote transparency, embedding
inclusivity into organizational routines.

Yet, cultural vulnerabilities also surface. The demand for constant adaptability may foster burnout,
while digital monitoring systems raise ethical concerns about privacy and trust (Fitzgerald et al.,
2014). This indicates that while digital technologies can democratize culture, they may also
introduce tensions if not implemented with cultural sensitivity.

Industry Examples of Culture—Technology Interactions. Empirical examples illustrate how the
interaction between culture and digital transformation differs across industries. In the technology
sector, companies such as Microsoft have leveraged cultures of experimentation and continuous
learning to integrate artificial intelligence and cloud services at scale, demonstrating the
reinforcing dynamic between innovation-oriented culture and digital tools (Westerman et al.,
2014).

By contrast, the banking industry illustrates cultural inertia. Many traditional banks have invested
in digital infrastructures but struggled due to hierarchical and risk-averse cultures. In contrast,
fintech startups, often characterized by agile and entrepreneurial cultures, have been able to disrupt
the market through mobile applications and blockchain (Kane et al., 2019).

In healthcare, cultural barriers such as professional silos and ethical concerns about patient data
often slow digital adoption. Successful cases usually involve digital-savvy leadership and
collaboration between clinicians, administrators, and IT specialists (Baiyere et al., 2020).
Similarly, in higher education, the COVID-19 pandemic revealed that institutions with adaptive
cultures transitioned to online learning more effectively than those dominated by tradition and
resistance (Vial, 2019).

Leadership and the Alignment of Culture with Digital Strategy. Leadership plays a pivotal role
in aligning culture with digital strategy. As Kotter (2012) highlights, leaders are critical in driving
cultural change by establishing urgency, articulating vision, and empowering employees. Leaders
who treat culture as a strategic asset integrate it into digital roadmaps rather than considering it a
secondary concern. They reinforce values of collaboration, inclusivity, and transparency, ensuring
that digital technologies are not merely tools but catalysts for cultural renewal (Kane et al., 2019).
The Mutual Reinforcement of Culture and Digital Transformation. In sum, culture and digital
transformation are mutually reinforcing. Cultures that emphasize agility, innovation, and
collaboration accelerate digital adoption, while digital tools in turn institutionalize these very
values. Misalignment, however, can lead to fragmentation, resistance, or erosion of organizational
identity. As research shows, the most successful organizations are those that view digital
transformation as both a technological project and a cultural journey (Schein, 2017; Vial, 2019).
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By balancing stability with agility and human values with digital capabilities, organizations can
ensure long-term resilience in the digital age.

5. FINDINGS

The empirical findings of this study highlight the complex and multifaceted role of
organizational culture in shaping the outcomes of digital transformation. While previous sections
have outlined theoretical perspectives and methodological approaches, the present section seeks
to synthesize evidence into a structured analysis. To this end, a SWOT framework was employed
to capture the strengths, weaknesses, opportunities, and threats that emerge at the intersection of
digital transformation and organizational culture. This approach offers a comprehensive view of
the dual nature of culture, which can simultaneously facilitate innovation and agility while also
constraining change through resistance, rigid hierarchies, or skill gaps.
The rationale for adopting a SWOT analysis lies in its ability to connect internal organizational
dynamics with external pressures and opportunities. Digital transformation does not occur in
isolation; it is shaped by global trends, technological disruption, and changing workforce
expectations. At the same time, the internal culture of organizations—embodied in values, norms,
and leadership practices—plays a decisive role in determining whether these external shifts are
embraced or resisted. Thus, the SWOT framework serves as a valuable lens through which to
evaluate cultural readiness, resilience, and vulnerability in digital contexts.
The findings reveal a number of cultural strengths that organizations can leverage in their digital
journeys, including innovation, agility, collaboration, and data-driven decision-making. These
strengths indicate that, when properly aligned, culture can act as a powerful enabler of
transformation. Conversely, the analysis identifies weaknesses such as resistance to change, lack
of digital skills, hierarchical inertia, and inconsistent leadership, which undermine progress and
slow down adoption. Importantly, these weaknesses are not merely obstacles but also areas that
can be actively addressed through targeted interventions such as reskilling programs, leadership
development, and cultural change initiatives.
From an external perspective, the study highlights opportunities to build innovation-driven
cultures, integrate agile practices, promote inclusivity, and strengthen sustainability. These
opportunities align with broader societal trends and point to the potential of digital transformation
as a catalyst for cultural renewal. At the same time, significant threats emerge, including rapid
technological shifts, ethical dilemmas, cultural fragmentation, and increased competition for
digital talent. These threats underscore the precarious balance organizations must maintain
between embracing change and preserving identity, trust, and cohesion.
In sum, the SWOT analysis provides a structured overview of the dynamic interplay between
culture and digital transformation. It sets the stage for a deeper exploration of how cultural drivers
generate both opportunities and challenges, and how organizations can strategically align their
cultural assets to maximize the benefits of digital transformation while mitigating risks.
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Table no. 1 SWOT Analysis: Digital Transformation and Organizational Culture

Strengths Weaknesses

1. Encourages innovation and 1. Resistance to change due to fear of

experimentation. disruption.

2. Improves organizational agility and 2. Lack of digital skills in the workforce.

adaptability.

3. Enables cross-functional collaboration. 3. Hierarchical structures that slow decision-
making.

4. Promotes data-driven decision-making. 4. Potential misalignment between culture
and technology.

5. Strengthens competitiveness and market 5. Cultural silos and lack of knowledge

responsiveness. sharing.

6. Fosters employee empowerment and 6. Risk of employee burnout during

engagement. transformation.

7. Aligns culture with sustainability goals. 7. Inconsistent leadership commitment.

8. Enhances transparency and accountability. | 8. Difficulty measuring cultural change.

Opportunities Threats

1. Integration of agile and digital leadership 1. Rapid technological changes creating

practices. cultural lag.

2. Building innovation-driven organizational 2. Risk of cultural fragmentation in global

cultures. organizations.

3. Leveraging digital tools to promote 3. Ethical concerns in digital workplace

inclusivity. surveillance.

4. Strengthening sustainability and social 4. Loss of organizational identity during

responsibility. transformation.

5. Development of learning organizations. 5. Increased competition for digital talent.

6. Enhanced employee engagement via digital | 6. Security risks undermining trust.

platforms.

7. Digital ecosystems enabling cross-industry | 7. Unequal access to technology across

collaboration. employee groups.

8. Cultural renewal through generational 8. External stakeholder resistance to

shifts. disruptive change.

source: self-processing

In addition to the SWOT framework, the study employs a cause—effect analysis to better
understand the dynamic mechanisms through which organizational culture shapes, and is shaped
by, digital transformation. While the SWOT model provides a static overview of strengths,
weaknesses, opportunities, and threats, the cause—effect perspective emphasizes processes,
linkages, and feedback loops. In this sense, culture is not merely a background condition but an
active driver of change, producing both intended and unintended outcomes.

The analysis identifies ten cultural drivers that enable or constrain digital initiatives, ranging from
leadership commitment and openness to change, to collaboration, investment in skills, and
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integration of sustainability values. These drivers illustrate the inputs and conditions that shape
how digital strategies unfold within organizations. At the same time, the study highlights ten
cultural consequences, or outcomes, of digital transformation. These include positive
developments such as improved agility, innovation, and employee engagement, but also potential
risks like burnout and cultural fragmentation.

By mapping these drivers and effects in relation to one another, organizations can gain a clearer
understanding of the cultural mechanisms that underlie digital transformation. This allows them to
design interventions that reinforce positive cultural dynamics while mitigating negative
consequences.

Table no. 2. Cause—Effect Analysis: Cultural Drivers and Consequences of Digital Transformation
Causes (Cultural Drivers) Effects (Cultural Consequences)

1. Leadership commitment to digital vision | 1. Increased organizational agility — A strong
— Leadership is one of the most decisive | digital vision from leadership often results in
cultural drivers in digital transformation. | greater organizational agility. Employees
When leaders communicate a clear vision for | become more responsive to environmental
digital change, allocate resources effectively, | changes, and structures are adapted to allow for
and act as role models, employees are more | faster decision-making. Agility manifests not
likely to embrace new practices. Commitment | only in processes but also in mindsets, enabling
from the top provides legitimacy to | organizations to pivot quickly when new
transformation efforts and ensures that digital | opportunities or threats emerge.

initiatives are integrated into the broader
organizational strategy rather than being
isolated projects.

2. Organizational openness to change — | 2. More innovation-driven culture — When
Cultures that value flexibility and adaptability | openness to change becomes embedded, it
encourage employees to view change as a | fosters a culture where experimentation and
learning opportunity rather than a threat. Such | creativity thrive. Employees are more willing to
openness reduces resistance and promotes | propose new ideas, test prototypes, and learn
proactive engagement with digital initiatives. | from iterative processes, ultimately driving
innovation across the organization.

3. Cross-functional collaboration —|3. Higher employee engagement -
Collaboration across departments and | Collaboration increases employees’ sense of
disciplines  is  critical  for  digital | belonging and purpose. By working in cross-
transformation. It breaks down silos, | functional teams, employees feel more
facilitates knowledge sharing, and ensures | connected to organizational goals, resulting in
that digital projects benefit from diverse | higher motivation, satisfaction, and overall

perspectives and expertise. engagement.
4. Investment in employee digital skills — | 4. Improved collaboration across
Continuous training and development are key | departments — When employees share a

cultural drivers. By equipping employees | common  digital literacy, collaboration
with digital skills, organizations signal trust | improves because technical barriers and
and empowerment, reducing fear of | misunderstandings are reduced. Teams can
obsolescence. Skill investment also enhances | coordinate more effectively, leading to
confidence in using new technologies.
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smoother project execution and integrated
solutions.

5. Adoption of agile practices — Agile
methodologies such as iterative development,
rapid prototyping, and feedback loops
encourage adaptability and speed. As a
cultural driver, agile practices reshape
organizational norms around planning,
communication, and accountability.

5. Stronger alignment with sustainability
goals — Agile practices often reinforce values of
efficiency, resource  optimization, and
stakeholder responsiveness. These values can
be extended to sustainability initiatives,
aligning cultural and digital transformation with
broader environmental and social
responsibilities.

6. Willingness to experiment and learn
from failure — Cultures that reward
experimentation and tolerate mistakes create
psychological safety. Employees are more
likely to try new approaches and adopt
innovative tools without fear of punishment
for unsuccessful outcomes.

6. Reduced resistance to future change —
When  experimentation is  normalized,
employees view change as a routine part of
organizational life. This reduces resistance not
only to digital initiatives but also to future
transformations, fostering resilience and
adaptability.

7. Transparency in communication — Open
communication fosters trust and ensures that
employees understand the rationale behind
digital initiatives. Transparency minimizes
uncertainty, reduces rumors, and empowers
employees to align with organizational
objectives.

7. Cultural renewal through inclusivity and
diversity — Transparent communication makes
it easier to integrate diverse voices into
decision-making. As inclusivity  grows,
organizational culture is renewed, reflecting a
wider range of perspectives and experiences
that enrich innovation and collaboration.

8. Supportive reward and recognition
systems — Reward systems that acknowledge
digital competencies, innovation, and
teamwork reinforce desired behaviors. When
employees see that their contributions to
digital projects are valued, motivation
increases.

8. Greater trust in data-driven decisions — As
recognition systems emphasize evidence-based
contributions, employees develop greater trust
in data as a foundation for decision-making.
This shift reduces reliance on hierarchy or
intuition and promotes objectivity in
organizational processes.

9. Generational shifts in the workforce —
Younger employees often bring digital
fluency, adaptability, and expectations for
transparency and flexibility. Their presence
reshapes organizational  culture by
challenging traditional norms and introducing
new digital practices.

9. Risk of employee stress or burnout —
However, generational shifts can also heighten
pressure. The demand for constant adaptability,
coupled with high expectations for performance
in digital environments, risks overburdening
employees, leading to stress and burnout.

10. Integration of sustainability values —
Linking  digital  transformation  with
sustainability initiatives creates cultural
coherence. Employees increasingly expect
organizations to act responsibly, and
integrating sustainability into digital projects
builds trust and legitimacy.

10. Possible cultural fragmentation if change
is mismanaged — If digital and sustainability
initiatives are poorly aligned with existing
cultural values, fragmentation may occur.
Employees may feel alienated, resulting in
subcultures that compete rather than

collaborate, undermining cohesion.
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6. CONCLUSIONS

The relationship between digital transformation and organizational culture is both
synergistic and challenging. Successful transformation depends not only on technological adoption
but also on the cultural capacity to adapt, learn, and innovate. Strengths such as agility,
collaboration, and innovation readiness position organizations for success, while weaknesses such
as resistance, silos, and lack of digital skills may undermine initiatives.

The SWOT and cause—effect analyses illustrate that digital transformation creates
opportunities for cultural renewal, sustainability, and employee engagement. At the same time,
threats such as rapid technological change, ethical dilemmas, and cultural fragmentation must be
managed with care.

Ultimately, organizations that treat culture as a strategic asset—aligning it with digital
vision, leadership, and values—will unlock the full potential of digital transformation. The future
lies in building hybrid cultures that balance tradition with innovation, stability with agility, and
human values with digital capabilities.

REFERENCES

1. Baiyere, A., Salmela, H., & Tapanainen, T. (2020). Digital transformation and the new
logics of business process management. European Journal of Information Systems, 29(3),
238-259. https://doi.org/10.1080/0960085X.2020.1718007

2. Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational culture:
Based on the competing values framework (3rd ed.). Jossey-Bass.

3. Fitzgerald, M., Kruschwitz, N., Bonnet, D., & Welch, M. (2014). Embracing digital
technology: A new strategic imperative. MIT Sloan Management Review, 55(2), 1-12.

4. Hartl, E., & Hess, T. (2017). The role of cultural values for digital transformation: Insights
from a Delphi study. AMCIS 2017 Proceedings, 1-10.
https://aisel.aisnet.org/amcis2017/Transform/Presentations/4

5. Kane, G. C., Palmer, D., Phillips, A. N., Kiron, D., & Buckley, N. (2015). Strategy, not
technology, drives digital transformation. MIT Sloan Management Review and Deloitte
University Press.

6. Kane, G. C., Phillips, A. N., Copulsky, J. R., & Andrus, G. R. (2019). The technology
fallacy: How people are the real key to digital transformation. MIT Press.

7. Kotter, J. P. (2012). Leading change. Harvard Business Review Press.

Schein, E. H. (2017). Organizational culture and leadership (5th ed.). Wiley.

9. Vial, G. (2019). Understanding digital transformation: A review and a research agenda. The
Journal of Strategic Information Systems, 28(2), 118-144.
https://doi.org/10.1016/1.js15.2019.01.003

10. Westerman, G., Bonnet, D., & McAfee, A. (2014). Leading digital: Turning technology
into business transformation. Harvard Business Review Press.

*

18


https://doi.org/10.1080/0960085X.2020.1718007
https://doi.org/10.1016/j.jsis.2019.01.003

