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Abstract - Organizations operating under persistent technological disruption and economic uncertainty can no longer 

rely on episodic models of organizational change. This article examines continuous transformation as an organizational 

capability for maintaining operational reliability while repeatedly reconfiguring technologies, processes, competencies, 

and working arrangements. An integrative literature review was conducted by synthesizing peer-reviewed studies and 

academic sources on digital transformation, organizational ambidexterity, resilience, digital HRM, workforce agility, 

Industry 4.0, psychological safety, employee engagement, and AI governance. The synthesis indicates that operational 

stability during continuous change depends on protecting critical functio ns, modularizing processes, maintaining skill 

redundancy, using bounded decentralization, improving observability, and governing transformation portfolios 

according to risk and reversibility. Sustainable innovation further requires psychological safety, co ntinuous learning, 

ethical digital governance, employee voice, and leadership practices that prevent change saturation. Resistance should 

not automatically be treated as dysfunction because it may reveal design weaknesses, excessive workloads, ethical 

concerns, or declining trust. Continuous transformation is therefore most sustainable when organizations combine 

adaptive operational architectures with cultures capable of learning, questioning, and innovating without sacrificing 

reliability or human sustainability. 

Keywords: continuous transformation, organizational resilience, digital transformation, workforce agility, psychological 

safety, digital HRM, sustainable innovation. 

INTRODUCTION 

Technological changes, shifts in competitive patterns, economic uncertainty, and changes in workforce structures 

have altered basic assumptions regarding how organizations maintain their continuity. Organizations find it increasingly 

difficult to rely on change models that start from a stable state, enter a transition period, and then return to a new 

equilibrium (Liyanage, 2017). Rapidly unfolding digital transformation has brought changes to almost all aspects of 

professional life across various industry sectors (Darmawan, 2025). Digitalization causes processes, business models, 

working relationships, decision-making patterns, and workforce competencies to undergo renewal at an increasingly 

shorter tempo (Vargas-Hernández et al., 2025). Vial (2019) explains that digital transformation is related to organizational 

changes triggered by digital technology followed by strategic responses, changes in value creation pathways, structural 

adjustments, and the management of organizational barriers. This perspective positions change as a series of interrelated 

processes rather than a single event. Modern organizations need to maintain the capability to reorganize resources while 

keeping core operations running. The managerial challenge then shifts from how to manage a single change program to 

how to build an organization capable of changing repeatedly without losing operational reliability (Kutnjak, 2025) . 

The continuous transformation paradigm emerges from this need. This paradigm views the renewal of strategy, 

structure, technology, processes, and competencies as activities that continue for as long as the organization operates 

(Tanya et al., 2020). This idea differs from episodic change, which usually has a clear starting point, an end target, and a 

relatively defined stabilization period. Organizations that work through continuous change must be able to meet two 

seemingly opposing demands, namely exploiting processes that have already produced performance while exploring new 

ways of working (Hinsen et al., 2019). Employees are required to keep learning new skills, adapt to rapid changes in 

software interfaces, and work in teams (Putra et al., 2025). This learning process is easier to sustain when training is 

designed in a way that preserves cooperation and empathy among employees (Putra et al., 2024). O'Reilly and Tushman 

(2013) describe ambidextrous capability as an organization's capacity to carry out exp loitation, which demands efficiency 

and control, together with exploration, which requires flexibility, autonomy, and experimentation. This perspective is 

relevant to continuous transformation because operational stability does not have to be understood as  the absence of 

change. Stability can be built through reliable core systems, while learning, experimentation, and reconfiguration take 

place in a targeted way in the parts of the organization that need renewal. A flexible organizational structure helps the 

parts that need to change adjust without disrupting the parts that must remain stable (Darmawan & Mardikaningsih, 2023). 

Continuous change is increasingly tied to human resource management. Digital technology is no longer limited  

to automating administrative work; it has entered recruitment, learning, performance measurement, workforce planning, 
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decision-making, and the management of employee experience (Pereira et al., 2025). Akhtar (2026) places the 

development of digital HRM as part of a change in work models that needs to be aligned with organizational sustainability 

and the development of new technologies. This shift shows that an organization's technical capability cannot be separated 

from the readiness of the people who use, interpret, and develop the technology. Maintaining a balance between 

technological efficiency and employees' psychological well-being is one of the important challenges in implementing 

digital HRM (Mardikaningsih & Wardoyo, 2025). Excessive digital monitoring can reduce employees' work autonomy 

and sense of professional responsibility (Mardikaningsih et al., 2024a). System updates that move too quickly can cause 

fatigue, role confusion, resistance, or loss of trust. Performance feedback that is late or inaccurate when work patterns 

change can also weaken employees' trust in the new system (Mardikaningsih et al., 2025). Con versely, change that is too 

slow can widen competency gaps and reduce the organization's ability to respond to the market. Continuous 

transformation requires regulating the rhythm of change so that technological improvement, human development, and 

operations management move in mutually reinforcing relationships. Positive psychological factors help employees stay 

engaged and committed to their tasks while change is under way (Darmawan & Mardikaningsih, 2022).  

The main problem concerns the relationship between constant change and operational stability. Stability is 

commonly associated with standardization, consistent procedures, control, and predictability. Continuous change, by 

contrast, demands experimentation, reconfiguration, and fast decision-making. This tension raises questions about the 

mechanisms that allow organizations to renew themselves without damaging the continuity of service, quality, productivity, 

safety, or coordination. The problem becomes more complicated when technological pressure arrives together with rising 

capital costs, shifting demand, supply chain uncertainty, or economic weakening. Planned innovation strategies help 

businesses remain resilient and competitive when such pressures arrive at the same time (Mardikaningsih et al., 2024b). 

Organizations do not have the freedom to halt core activities while change takes place. They need an operating architecture 

that can absorb change gradually, separate experiments from critical processes, a nd reallocate resources without creating 

systemic disruption. Sustainable supply chain management principles can help keep operational performance sound while 

work processes are being renewed (Barzani et al., 2022). Studies of continuous transformation need to explain how stability 

can be redefined as the ability to maintain vital functions while structures and processes are being renewed.  

Another problem lies in work culture. Culture can be a source of continuity because it provides patterns of 

meaning, norms, habits, and expectations that help organizational members understand which actions are considered 

acceptable. However, a  culture tha t clings too tightly to old procedures can turn into rigidity. Conversely, a  culture that 

overly glorifies change can create ambiguity, fatigue, and experimental behavior without discipline. Strengthening 

character values combined with a positive psychology approach can help shape honest and responsible work attitudes 

(Saroni et al., 2025). Fatigue arising from constant connection to work can reduce quality of life and have negative effects 

on mental health in the long term (Hariani & Putra, 2025). The cont inuous transformation paradigm requires a culture 

that can preserve certain work identities while leaving room to correct assumptions, processes, and knowledge that are no 

longer adequate. This condition requires distinguishing between resistance rooted in  the interest of defending the old 

status quo and caution that serves as a protective mechanism against bad change. Organizations need to understand 

resistance as information about trust, workload, the quality of change design, and perceptions of fairness,  so that an 

adaptive culture is built not through uniform agreement but through the ability to process differences productively. Ethical 

leadership helps shape a positive and lasting work culture (Mardikaningsih et al., 2022). 

The literature on digital transformation, organizational ambidexterity, strategic HRM, organizational resilience, and 

innovation culture has explained various components that organizations need in order to adapt. Even so, the relationship 

between operational stability and continuous change is still often discussed through separate frameworks. Some of the 

literature emphasizes technological efficiency and flexibility, while other studies focus on learning, leadership, employee 

engagement, or resistance to change. The conceptual gap lies in the lack of an adequate explanation of how organizations 

can maintain core operations while digital change continues to enter work processes, and how culture can restrain harmful 

behavior while still leaving room for innova tion. This problem becomes more relevant as AI-based decisions, digital HRM, 

automation, and employee analytics increase the speed of change and widen the social consequences of technology. The 

development of digital technology also calls for clear rules a nd enforcement so that its social impact can be kept under control 

(Sediana et al., 2025). A synthesis across the literature is needed so that continuous transformation can be understood as an  

organizational capability that connects operations, technology, people, learning, and governance. 

This article positions continuous transformation as an organizational capability to carry out repeated 

reconfiguration while maintaining a minimum threshold of operational reliability and the sustainability of working 

relationships. This position avoids the assumption that change must always be accelerated or that stability is identical to 

preserving the old state of affairs. The article's theoretical contribution lies in synthesizing the relationships among 

ambidexterity, digital HRM, resilience, operations management, psychological safety, and technology governance. 

Practically, the synthesis is directed at principles that allow organizations to determine which parts must remain stable, 

which parts can be experimented with, and which mechanisms connect the  two. The article also positions adaptive culture 

as a system of norms that gives room for learning without removing discipline, accountability, and the protection of 

employee well-being. Clear limits on when an action can be justified and when it must be answered for are important so 
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that the freedom to experiment does not become an excuse to ignore accountability (Ardiansyah et al., 2025). This 

framework provides a basis for assessing the sustainability of change from the quality of organizational capacity, not from 

the number of change programs being run. 

Based on those issues, this article aims to explain the organizational mechanisms that enable operational 

continuity while change is ongoing and to examine the capability of the continuous transformation paradigm in forming 

an adaptive work culture that supports long-term innovation. The first research question is: How can organizations 

maintain operational stability when undergoing continuous transformation amidst technology disruption and global 

economic uncertainty? The second research question is: To what extent is the continuous transformation paradigm capable 

of forming a work culture that is resistant to change while simultaneously supporting sustainable innovation in the long 

term? Both questions are placed in a sequential relationship. The first discussion examines the architecture of stability 

amidst change, while the second discussion examines the cultural characteristics that allow change to take place without 

diminishing the organization's learning capacity, trust, and innovation capability . 

RESEARCH METHODS 

This article uses an integrative literature review with a conceptual orientation in the fields of organizational 

management and human resources. This approach was chosen because the issue of continuous transformation involves literature 

from several fields that use different constructs and units of analysis. Snyder (2019) explains that integrative reviews are 

appropriate when the research objective is to combine perspectives to develop new conceptual understanding, while Tranfield, 

Denyer, and Smart (2003) emphasize the need for a transparent literature search and evaluation process in management research. 

The search was directed toward publications concerning digital transformation, organizational ambidexterity, organizational 

resilience, digital HRM, workforce agility, employee engagement, psychological safety, Industry 4.0, and AI governance. 

Prioritized sources include peer-reviewed journal articles, academic books, and proceedings that possess traceable publisher 

identities. Publications were selected if they discussed adaptation mechanisms, operational continuity, digital change, workforce 

capacity, learning, leadership, or innovation capable of answering both research questions. 

The selection was conducted through examinations of conceptual relevance, clarity of bibliographic identity, 

publisher traceability, and the interconnection of findings with the research questions. Sources with unverifiable identities , 

popular sources, and publications that merely mention digital change without organizational implications were excluded. 

The analysis employed comparative reading and thematic grouping. The categorization process followed the principles 

of qualitative content analysis set forth by Elo and Kyngäs (2008), particularly the preparation, organization, and reporting 

stages of categories. The literature was then compared based on units of analysis, change mechanisms, benefits, risks, and 

boundary conditions. The synthesis was not directed toward calculating effect sizes, but rather toward constructing 

explanations regarding the interrelationships of operational stability, flexibility, workforce development, learning culture,  

digital governance, and innovation. The final interpretation was formed through the search for consistent patterns, tensions 

among findings, and conditions explaining differences in outcomes across organizations. 

RESULTS AND DISCUSSIONS 

Operational Stability in Continuous Transformation  

Operational stability in continuous transformation must be understood as the reliability of critical functions rather 

than an unchanging organizational state. Organizations can replace technologies, redesign workflows, or reorganize 

structures while mainta ining service standards that form the basis of customer trust and internal coordination (Graessler 

& Grewe, 2025). Roy (2026) shows that E-HRM evolves from administrative tools into strategic capabilities related to 

organizational agility, data -driven decision-making, and broader digital change. These findings demonstrate that 

technology can strengthen flexibility when its implementation is supported by organizational readiness and human 

capacity. The application of flexible work systems enables organizations to optimize the potential of each individual by 

providing opportunities for employees to work through the most effective and efficient ways (Darmawan, 2024). Stability 

then depends on the ability to distinguish between components that may change rapidly  and components requiring 

stronger protection. Payroll systems, security, safety, critical customer service, or compliance processes, for example, 

require low failure tolerance. Digital experiments need to be placed within an architecture that prevents loc al failures 

from escalating into widespread disruptions. 

Digital HRM redesign strengthens the argument that technological change requires organizational configuration, 

not merely the installation of a new system. Ali, Fedorova, and Menshikova (2026) found that HRM digitalization is 

associated with data -driven decisions, automation, AI in talent management, and improved employee experience, but also 

with skill shortages, privacy concerns, and resistance. This picture shows that operational continuity is threatened when 

the speed of technology adoption outpaces the social capacity and competence of users. High technological pressure can 

trigger technostress that lowers staff performance and loyalty (Eddine & Darmawan, 2025). The way organizations 

respond to various changes through HRM policies not only affects the continuity of the company but also helps shape the 
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quality of working life more broadly (Mardikaningsih, 2025). Companies also bear responsibility for protecting 

employees' mental health amid digital productivity pressure (Khayru & Arifin, 2025). Organizations need to use a 

transition design that maintains the old operating path until the new system reaches a certain level of reliability. Parallel 

running, staged deployment, sandboxing, pilot projects, and rollback mechanisms are management logics that can reduce 

the risk of change. The basic principle is that organizations must gain the ability to learn from experiments without turning 

the entire operation into an experimental space. This separation provides an opportunity to make corrections before change 

is extended to critical functions. 

Stability is also built through process flexibility, not absolute standardization. Putra and Darmawan (2026) examine 

the use of Industry 4.0 technology and show the conceptual relationship among automation, AI, cyber-physical systems, 

production efficiency, and process flexibility. Flexibility becomes valuable when organizations face demand variation, 

supply disruption, changes in product specifications, or cost pressure. Modern production technology can raise efficiency 

and process flexibility at the same time (Putra & Darmawan, 2026). Even so, flexibility without control limits can increase 

procedural variation and coordination difficulty. Organizations need to establish process modularity, that is, dividing the 

operating system into units that can be changed with minimal disruption to other parts. Digital infrastructure, data standards, 

system interfaces, and decision protocols need to be designed so that a change in one module does not force a complete 

redesign (Saghiri et al., 2025). Modularity provides a basis for continuous transformation because organizations can renew 

capabilities gradually while maintaining continuity in core processes. Technological speed also needs to be balanced with 

humane considerations so that an innovation culture does not overlook workers' needs (Darmawan, 2023). 

Economic uncertainty adds to the need for discipline in resource allocation. Continuous transformation can be 

costly because organizations must finance new technology, training, data migration, process redesign, and periods of 

declining productivity during learning. When economic conditions weaken, investment in change competes with the need 

to preserve liquidity and efficiency (Bilousko et al., 2026). The relevant principle is not to stop change but to manage a 

portfolio of change. Initiatives directly related to reliability, structural cost savings, security, or demand adaptation need 

to receive different priority from experiments whose benefits remain highly uncertain. Organizations can use investment 

stages and termination criteria so that resources are not continually allocated to programs that fail to produce learning or 

value. Circular economy principles show that resources can be used more efficiently and sustainably (Mardikaningsih & 

Nuraini, 2022). This approach makes continuous transformation compatible with financial control. Capacity for change 

is measured not by the number of projects but by the ability to select, test, expand, or stop change in a disciplined manner. 

The workforce dimension is a main buffer of continuity. Ross et al. (2026) link strategic HRM in a VUCA 

environment with workforce flexibility, continuous learning, reskilling, digital HR, empowerment, and adaptive 

leadership. This perspective shows that organizations that change often need a workforce with a broader range of 

competencies than highly specialized jobs allow. Cross-training, job rotation, skill inventories, talent mobility, and 

reskilling give organizations human redundancy that can be used when change shifts the workload. This redundancy is 

not waste when it is designed to protect critical functions during disruption. Dependence on one individual or one group 

of experts increases risk when technology, structure, or operating models change. Good knowledge management helps an 

organization maintain its advantage when people and roles shift (Darmawan, 2023b). Organizations that have a 

competency map and internal mobilization mechanisms are better able to redirect the workforce toward functions und er 

pressure without losing service continuity. Sustained mental health support also keeps workforce loyalty intact while 

change takes place (Issalillah & Khayru, 2025). 

The findings of Kocharyan, Hovhannisyan, Harutyunyan, and Malkhasyan (2026) on HRM digitalization in 

Armenia show that digital HR change can be linked to organizational excellence and employee retention when technological 

capability is aligned with organizational practice. The lesson to be drawn is that HR technology needs to function as change 

infrastructure, not just an administrative tool. Digital HR systems can provide data on competencies, training, performance, 

mobility, and workforce needs so that management has better visibility during the change process. This visibility supports 

stability because workforce allocation decisions can be made with faster information. Even so, data does not automatically 

improve decisions. Organizations still need governance over data definitions, input quality, access authority, interpretation, 

and correction mechanisms. If digital indicators are treated as a perfect representation of human ability, decisions can become 

rigid and reduce trust in the change system. Productivity measurement in the digital era needs to consider employee creativity 

and innovation, not just output figures (Darmawan, 2023c). The efficiency gains from technology also need to be shared 

fairly so that change does not create a sense of injustice am ong employees (Mardikaningsih & Hariani, 2025). 

Stability under disruption also requires decentralized response capacity. Information about disruption often 

appears first at the operational unit, while formal decisions sit at higher management levels. A highly centralized structure  

can delay response, but unlimited decentralization can produce inconsistent decisions. Continuous transformation requires 

the principle of "bounded autonomy," that is, granting local authority within clear limits of goals, risk, budget, safety, and 

service standards. Teams can make quick adjustments as long as their actions remain within organizational guardrails 

(Xie et al., 2022). This model reduces the need to wait for approval for every modification while maintaining coherence. 

This capacity becomes more relevant when technology makes information available in real time. Big data analytics can 
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support the determination of policy direction and business projections (Khan et al., 2025). Decision -making can be placed 

closer to the problem, while senior management manages principles, portfolios, and risk limits.  

Technology architecture needs to follow a similar logic. Organizations that rely on digital systems for many 

functions require redundancy, interoperability, security, monitoring, and recovery. Continuous change increases the 

frequency of system modifications, so the risks of configuration errors and incompatibility between systems also rise. 

Observability becomes part of stability because management needs to know which change caused a drop in  

performance and how quickly a disruption can be localized (Maguire, 2025). Technology in the workplace can benefit 

some workers and disadvantage others, so the effects of change need to be monitored from the start (Darmawan, 2024). 

The principles of version control, testing, audit trails, separation of development and p roduction environments, and 

access control can be translated into organizational mechanisms for keeping change reliable. The same logic applies 

to non-technical processes. Every change needs a baseline, indicators, a  decision owner, an escalation path, and  a 

correction mechanism. Without the ability to see the consequences of change, organizations risk piling up interacting 

changes without adequate understanding. 

Stability measurement needs to be broadened so that it does not rely only on financial output. An organization 

can experience a short-term productivity gain while accumulating risks such as fatigue, turnover, declining quality, or 

fragile technological dependence. Poorly designed workforce management policies can also raise workers' health risks in 

the long term (Issalillah, 2025). Indicators of continuous change need to cover service uptime, quality, safety, error rate, 

lead time, delays, recovery capacity, learning, workload, and competence. A combination of leading and lagging 

indicators helps organizations catch disruption before it grows into greater performance damage. Measurement also needs 

to distinguish normal performance from performance during tra nsition. A temporary productivity drop is acceptable if it 

is part of planned learning and produces improved capability after the adaptation phase. Conversely, repeated declines 

without learning signal weak change design (Näslund & Norrman, 2019). This app roach prevents management from 

treating every fluctuation as a failure while also preventing the normalization of constant disruption.  

Stability is also tied to the governance of change risk. Every initiative needs to be assessed by the size of the 

consequences of failure, the level of reversibility, system dependencies, and outcome uncertainty. Changes that are easy 

to reverse can be tested faster, while changes that are costly or hard to undo require stricter evaluation. This principle 

helps organizations match the speed of change to the character of the risk. Technology that touches personal data, safety, 

compensation, or career decisions requires different oversight from productivity applications with limited impact. The 

effect of technology on users' psychological well-being depends on conditions that either protect them or increase risk 

(Khayru & Issalillah, 2026). Continuous change is not a reason to lower the quality of governance. On the contrary, a  

high frequency of change increases the need for rules that are simple, consistent, and repeatable (Chittala & Inc., 2026). 

Good governance reduces coordination costs because organizational members know when experiments can be run 

independently and when decisions must go through stricter review. Empowering leadership helps team members work 

independently and raises their capacity for innovation (Darmawan, 2024). 

Learning capacity ultimately becomes the link between change and stability. Organizations that only run projects 

without changing collective knowledge will face the same problems in the next wave of change. Every change needs to 

produce information about which assumptions were correct, design failures, missing capabilities, customer responses, and 

effects on employees. This knowledge needs to be translated into standards, playbooks, training modules, or architectural 

changes. In this way, the organization improves the quality of the next change. Knowledge sharing among members helps 

change deliver better performance (Mardikaningsih et al., 2026). Continuous transformation becomes more stable when 

past experience reduces future uncertainty. After-action reviews, post-implementation reviews, and cross-unit learning 

can prevent knowledge fragmentation. Values that are instilled consistently through guidance and role modeling are easier 

to sustain (Al Makrufah et al., 2025). The organization then has institutiona l memory strong enough to maintain 

consistency without freezing its ways of working. 

Organizations maintain operations during continuous change by protecting critical functions, implementing 

changes modularly, using investment portfolios, building competency redundancy, decentralizing decisions within clear 

boundaries, strengthening observability, and managing risks based on reversibility and the consequences of failure. Digital 

HRM and Industry 4.0 technologies can increase flexibility, but their benefits depend on workforce readiness and 

governance. Stability does not arise from halting change, but from the ability to absorb change without losing essential 

functions. Once the operational architecture is able to maintain reliability, the subsequent issue shifts toward the cultural 

character that determines whether renewal can take place as productive learning or turns into a source of resistance, 

fatigue, and declining trust. 

Adaptive Culture and Sustainable Innovation 

The continuous transformation paradigm has the potential to shape an adaptive culture if change is positioned as 

part of how the organization learns, rather than as a series of programs continuously imposed on employees. A work 

culture that supports change requires norms acknowledging that procedures can be improved, assumptions can be 

questioned, and competencies need to be updated. In this context, encouraging employee involvement in various 
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sustainability initiatives becomes an important aspect in supporting the achievement of corporate sustainability goals 

(Hariani & Mardikaningsih, 2024). At the same time, organizations require relatively fixed elements, such as purpose, 

ethical principles, safety standards, or commitments to customers. The combination of a sufficiently stable identity and 

changeable methods provides psychological orientation to employees. Without such anchors, change is easily perceived 

as permanent uncertainty. An adaptive culture is therefore not a culture that always agrees to change, but one capable of 

distinguishing changes with strong justifications from those merely following technological trends or managerial 

preferences (Lauer, 2021). 

Sofijanova et al. (2026) show that sustainable HRM, green training, green skills, digital readiness, and employee 

engagement are interrelated in organizations in North Macedonia. Their findings position training as an important 

mechanism linking HR practices with competency development, while the relationship between green skills and 

engagement appears stronger in organizations with higher digital readiness. The meaning for continuous transformation 

is that an adaptive culture is not built through change communication alone. Employees need resources to be able to carry 

out new behaviors. Development programs that aim to increase work resilience can be designed by considering the 

characteristics of perceived control that each individual holds (Darmawan & Mard ikaningsih, 2025). Belief in one's own 

ability helps employees adjust to technological change (Mardikaningsih & Darmawan, 2022). When organizations 

demand adaptation without providing time to learn, access to training, or technical support, resistance can become a 

rational response to an imbalance between demands and capacity. Interpersonal skills training with a humane approach 

can help workers affected by automation (Hariani et al., 2025). Older workers also need support so they are not left behind 

when digital technology is introduced (Darmawan, 2023). Investment in learning signals that change is not a transfer of 

all adjustment risk to individuals, but a shared responsibility between the organization and its workforce.  

Psychological safety is the foundation of a learning culture because innovation involves the possibility of 

mistakes, ignorance, and differences of opinion. Edmondson (1999) demonstrated the relationship between psychological 

safety and learning behavior in work teams. This principle is highly relevant in continuous change. Employees need to be 

able to say that a new system is problematic, that targets are unrealistic, that an algorithm produces doubtful output, or 

that a new procedure raises risk, without fearing disproportionate interpersonal consequences. If critical voices are 

silenced, the organization may gain a false impression that change is accepted while problems keep growing beneath the 

surface. Resistance expressed openly can serve as a mechanism  for detecting design weaknesses. An innovative culture 

requires the ability to judge criticism by the quality of its arguments and evidence, not by how well it matches the 

management agenda. Authentic leadership helps shape a positive work climate so that  employees are more willing to raise 

problems (Mardikaningsih et al., 2022). 

Skills such as sustainability-oriented leadership, communication ability, and the ability to adapt to rapid change 

have become highly needed (Mardikaningsih & Hariani, 2025). Leadership determines whether the pressure of change is 

turned into learning or fatigue. Darmawan (2026a) discusses the mechanism of empathic leadership in reducing 

psychological exhaustion caused by intensive AI use among digital native generations. Ideas such as authentic 

communication, acknowledging the limits of AI, adjusting performance metrics, peer support, and reducing cognitive 

load show that the ability to use technology does not remove the risk of fatigue. Even workers who are accustomed to 

technology can experience pressure when digital systems are used massively and keep ch anging. The balance between 

technological efficiency and psychological well-being needs to be maintained so that the pressure of change does not turn 

into fatigue (Mardikaningsih & Wardoyo, 2025). Changes in work patterns, such as remote work, affect work dynamics, 

psychological well-being, and employees' social relationships (Darmawan, 2023). The continuous transformation 

paradigm needs to acknowledge the limits of human attention capacity. Organizations that change too many procedures 

at once can create change saturation. Adaptive leadership needs to sequence changes, explain the reasons, stop old 

activities that are no longer needed, and preserve room for recovery. Employee mental health needs to be treated as part 

of work environment design, not merely a n individual matter (Issalillah & Khayru, 2025). 

Digital culture risks are also visible in digital HRM. Darmawan (2026b) found a negative relationship between 

digital attendance, online performance appraisal, electronic payroll, and employee retention in the sample of service 

companies he studied. This finding cannot be generalized as evidence that digital HRM always lowers retention, but it 

warns that digitalization perceived as excessive surveillance or overly impersonal interaction can reduce the desire to 

stay. In routine work that has been automated, employees still need strategies that maintain their knowledge and 

engagement (Darmawan, 2024). The implication for continuous transformation is that technical efficiency cannot be the 

only design criterion. Systems need to be assessed through user experience, perceived fairness, opportunities for 

clarification, autonomy, and the quality of human relationships. Organizations that turn every interaction into an 

automated process risk eroding the relational capital that is needed to carry out the next change. Technology can change 

social relations and solidarity among employees in the workplace (Eddine & Darmawan, 2025). An adaptive culture needs 

technology that expands human capacity, not one that replaces every form of dialogue. 

Organizational innovation has become one of the important capabilities for companies facing dynamic and 

competitive environments (Mardikaningsih et al., 2024). AI governance adds an ethical dimension to innovation culture. 

Khayru et al. (2026) identify principles such as autonomy, transparency, procedural fairness, accountability, privacy, non -
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maleficence, honesty, and solidarity in everyday AI use. At the organizational level, these principles can be translated 

into a cultural expectation that technological innovation must be accountable. The speed of experimentation does not 

justify ignoring privacy, algorithmic discrimination, or shifting responsibility to systems. A mature innovation culture 

does not measure progress by the number of AI applications used, but by the ability to create value without reducing the 

legitimacy of decisions. Human review mechanisms, algorithm audits, decision documentation, appeal channels, and 

limits on data use become part of the culture of change. When employees see that the organization has clear guardrails, 

trust in experimentation can increase. 

Resistance needs to be reconceptualized as a phenomenon with several sources. Some resistance comes from 

loss of status, habits, or interests. Other resistance comes from lack of ability, unclear goals, bad experiences with earlie r 

change, or valid ethical concerns. Treating all resistance uniformly will produce poor managerial responses. Organizations 

need to distinguish between defensive resistance, information-based resistance, and constructive dissent (Mikel-Hong et 

al., 2023). This approach keeps continuous transformation from turning into an ideology that treats every objection as an 

obstacle. An adaptive culture needs room to reject particular designs without rejecting the need to learn. This distinction 

protects the organization from two extremes, na mely rigidity that rejects all renewal and uncritical change that accepts 

every technological innovation. 

Sustainable innovation requires mechanisms that connect ideas to experiments and experiments to decisions. 

Innovation culture is frequently discussed as an openness to creativity, whereas organizations also require selection 

discipline. Employees need to know how to propose experiments, the resources available, the metrics used, when an 

experiment is considered successful, and when an initiative should be halted. Such procedures reduce the risk that 

innovation merely relies on individual sponsors or tempora ry enthusiasm. Continuous transformation achieves 

sustainability when experimentation becomes an institutionalized capability (Dobni & Wilson, 2023). Innovation 

portfolios, experimentation sprints, proofs of concept, cross-functional reviews, and learning documentation can build 

this pattern. The freedom to experiment then runs alongside accountability, allowing organizations to generate a variety 

of ideas without losing the ability to focus resources on valuable solutions. 

Reward systems need to be consistent with the desired adaptive behaviors. Organizations cannot demand 

collaboration, learning, and experimentation if evaluations only reward short -term individual targets. Employees will 

adjust their behaviors according to the indicators that determine their careers and compensation. A continuous 

transformation culture requires a combination of outcome measures, learning, collaboration, quality of improvement, and 

contributions to collective capacity development. Mistakes from experiments conducted according to procedure need to 

be distinguished from negligence or standard violations. Without this distinction, the slogan "learning from mistakes" 

loses its credibility. Employees will avoid risks and choose to maintain old procedures if reasonable failures are still 

penalized. Conversely, tolerance without accountability can produce wasteful experiments. Reward systems need to 

reflect a balance between the courage to try and the quality of decisions. 

An adaptive culture also requires an organizational identity strong enough to provide direction. Continuous 

change can reduce the sense of continuity if strategies, structures, priorities, and systems change without a consistent 

narrative. Identity does not have to take the form of a fixed slogan, but can consist of principles regarding the value 

created, the groups served, and the standards of behavior maintained. These principles help employees assess whether 

new innovations align with the reason for the organization's existence. When strategic direction is clear, methodological 

changes are not necessarily perceived as a loss of identity (Moss et al., 2017). Organizations can replace technologies or 

job designs while maintaining commitments to quality, safety, learning, or service. Such an identity reduces the need to 

maintain procedures simply because they are familiar. The culture is then able to maintain continuity of meaning while 

permitting changes in practice. 

The role of middle managers is crucial because they translate the direction of change into workloads, priorities, 

and daily decisions. In many digital programs, strategies are formulated at the top level and technologies are provided 

by specialist functions, while operational consequences are absorbed by the teams. If middle managers lack the 

authority to adjust targets or halt old work, employees can experience an accumulation of demands (Chen, 2025). An  

adaptive culture requires a decommissioning mechanism, namely the termination of old processes, meetings, reports, 

or systems once the new replacement is stable. Without decommissioning, every wave of change adds layers of work. 

Fatigue is then not the result of negative attitudes toward change, but the result of organizational designs that fail to 

eliminate work complexity. Sustainable continuous transformation must possess the capability to reduce old work as 

quickly as the organization adds new work. 

Cross-functional learning strengthens long-term innovation because digital problems rarely reside within the 

boundaries of a single department. AI systems in HR, for instance, involve technological, legal, data, psychological, 

operational, and human resource policy knowledge. Cross-functional teams allow criteria conflicts to be identified  

early. Technology designers might prioritize accuracy or speed, whereas HR assesses employee experience and 

fairness, while the risk function focuses on privacy and compliance. An adaptive culture does not erase these 

differences. It provides processes to integrate diverse knowledge into stronger designs. Cross-functional meetings, 

communities of practice, rotational assignments, and joint reviews can transform differing p erspectives into sources of 
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learning. Innovation capacity then grows from the quality of interactions among expertise, rather than from a single 

innovation unit working in isolation. 

The continuous transformation paradigm is capable of forming a work culture that is resilient to change while 

supporting innovation if organizations build psychological safety, provide learning, manage the pace of change, maintain 

human relationships, implement AI governance, distinguish dissent from defensive resistance, and align reward systems 

with learning. Resistance does not need to be entirely eliminated because some resistance functions as a correction 

mechanism against risky, unfair, or poorly designed changes. The culture that best supports innovation is not one without 

friction, but one capable of transforming friction into information. Innovation sustainability emerges when experiments 

have rules, failures are interpreted proportionally, old processes are phased out after being replaced, and organizational 

identity provides a relatively stable direction. Continuous transformation then becomes a cultural capability to change 

without losing trust, discipline, and the collective capacity to learn . 

CONCLUSIONS 

Continuous transformation can be understood as an organization's capability to carry out repeated 

reconfigurations while maintaining the reliability of critical functions that determine continuity. Operational stability does 

not require halting change; rather, it requires an architecture that distinguishes critical functions and experimental areas, 

applies modularity, maintains competency redundancy, provides observability, manages investment portfolios, and 

adjusts governance according to the consequences of failure. At the cultural level, continuous change can support 

innovation if the organization provides space for learning, psychological safety, constructive dissent, competency 

development, and responsible technology use. Resistance should not always be  treated as a barrier because it may contain 

information regarding risks, fatigue, unfairness, or design weaknesses. The capacity to survive and innovate ultimately 

depends on the organization's ability to maintain principles that provide direction while a llowing processes, structures, 

technologies, and competencies to undergo disciplined renewal. 

Stability and change do not need to be positioned as mutually exclusive conditions. Stability can be defined as 

adaptive reliability, while change is understood as reconfiguration with bounded risk. This perspective brings together 

the concepts of ambidexterity, resilience, digital HRM, operational flexibility, and learning culture within a single 

framework. Studies on digital transformation need to pay greater attention to the pace of change, reversibility, human 

absorption capacity, and the interaction between technology governance and employee experience. Practically, 

management needs to assess change readiness through the quality of operational architecture, competencies, data, 

decision-making mechanisms, and levels of trust, rather than through the number of technologies adopted. Organizations 

also need to treat human sustainability as part of change design because long-term innovation is difficult to sustain if the 

burden of adaptation continues to increase without reducing work complexity. 
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