
 

  نشوأديم ةعماج

  ةرادلإا ةيل-    

لامعلأا ةرادإ  :9تسجام / مسق  

 

 

 

Strategies for Managing Digital Transformation in Global Organizations 

 

 

 

 

 

سIوداب ركFوبأ نا-ار /بلاطلا دادعإ  

 

 

 

/فارشإ  

ديمQRا دبع لصيفلا.د  

دارج زياف.د  

 

 

:WXYاردلا ماعلا  

2025 

 



 

Abstract 

The study examines the approaches to managing digital transformation in 

international entities, focusing on the adoption of leadership, technology, and organizational 

culture. With digital technologies, including artificial intelligence, cloud computing, and data 

analytics, transforming industries, multinational enterprises are experiencing considerable 

challenges in adapting these technologies to different operating environments. Several 

theoretical concepts are instrumental to the study, including Dynamic Capabilities Theory, 

Resource-Based View, Contingency Theory, Institutional Theory, and the Technology-

Organization-Environment Framework, as they provide insights into how organizations can 

successfully manage digital transformation. The research will identify key factors that 

support successful digital initiatives, including leadership alignment, technology 

infrastructure, and organizational culture, which serves as a facilitator of change. This report 

employs a qualitative approach, based on case studies and expert interviews, along with an 

overall literature review, to provide a comprehensive account of the methods used by 

international organizations to manage digital change. The research makes a valuable 

contribution to international organizations seeking to enhance their digital readiness and 

competitive advantage in a highly digitized context. 

 

Introduction 

Digital transformation has become one of the driving forces behind the changes in how 

global organizations function, compete, and add value. In the modern, globalized economy, 

multinational companies tend to adapt their organizational structures, cultures, and strategies 

to incorporate advanced technologies, including cloud computing, artificial intelligence, and 

data analytics (Qiao et al., 6). Nevertheless, such transformations are also complex when 



 

applied in cross-border contexts, particularly due to the complexity of regulatory conditions, 

employee skills, and information technology systems. Without coherence and organizational 

agreement, digital initiatives would typically stall or remain disjointed internationally (Qiao et 

al., 10). This decentralization undermines potential margins for firms to maximize their digital 

investments, potentially leading to inefficiencies, cultural clashes, and strategic leaks. The 

study by Cardoso et al. (5) highlights the importance of global companies formulating 

strategies to promote integration and flexibility in realigning their digital transformation 

practices with global goals and local operational conditions. Establishing standard governance 

systems and cross-border coordination mechanisms is vital for achieving strategic coherence. 

Moreover, digitally enabled innovation and organizational resilience, achieved through 

survivability and agility, have made such a distinction when maintaining a competitive edge in 

high-flux settings. Best digital transformation strategies should therefore be responsive to such 

issues as leadership synchrony, standardization of technology, and cross-subsidiary cultural 

integration. 

 

Research Problem 

In global organizations, digital transformation faces several challenges, notably 

exceptional implementation, cultural mismatch, diverse leadership behaviors, and differences 

in digital maturity levels across regions (Qiao et al., 5). These challenges commonly hinder the 

ability to achieve scalable and sustainable online convergence, resulting in inefficiency, 

decreased innovation potential, and resistance to change within the organization. 

Consequently, this research aims to determine and analyze how global organizations can 

effectively handle digital transformation by considering the significance of synchronized 

leadership, integrated governance, and the general adaptation of digital structures to diverse 

operating systems. The interrelationship between digital leadership, technology infrastructure, 



 

and organizational culture in addressing fragmentation is accorded particular attention. The 

study also aims to develop a strategic model that fosters agility and resilience, ensuring that 

transformation goals are aligned with both a global strategy and local implementation. 

Overcoming these difficulties is crucial to improving competitiveness and long-term digital 

maturity in international operations (Cardoso et al., 9). 

 

Research Importance 

Digital transformation no longer represents a technology-driven endeavour; it is a 

strategic byproduct of organizations that want to become globally competitive, as resilience 

and adaptability are the key elements to staying competitive in the post-pandemic world. The 

integration of digital transformation into governance systems has enhanced organizational 

resilience by fostering innovation capabilities and agile response mechanisms (Zhang et al., 5). 

As illustrated in the image below, digital transformation can significantly contribute to 

resilience by enhancing innovation capability and promoting rapid responsiveness. The 

stability of capital-intensive industries and well-developed economies underscores the 

prospects for co-prosperity through digital initiatives, which can improve organizational 

sustainability and foster future growth. Leadership becomes significant in guiding the mega 

digital programs among the nations and cultures. Managing transformation should involve a 

combination of technological literacy, emotional intelligence, and strategic foresight of the 

leaders (Lopez-Figueroa et al., 8). Skill sets in leadership, such as those in Leadership 4.0, 

which comprise a mix of adaptability, innovation orientation, and relational trust, also play 

essential roles in digital transformation, particularly alongside organized governance systems 

within multi-location enterprises. 

The intricate interactions between the elements of digital readiness, such as 

technological resources, business processes, managerial capability, human skills, and corporate 



 

culture, further increase the importance of coordinated strategies within global firms. The 

concept of organizational digital transformation readiness is a multidimensional entity that 

must be aligned along these dimensions to be successful at scale (Michelotto & Joia, 9). As 

coordination of these factors is systemic, international distribution of subsidiaries makes it 

more difficult, which justifies specific means to prevent fragmented execution and instead 

create a connected digital infrastructure. Digitalization and transformation are concepts that 

extend beyond operational performance to encompass more eco- and sustainability-related 

goals. Based on the research by Xuqian (12), digitally empowered green innovation 

demonstrates a more pronounced impact term (lagged effect) when compared to prompt 

implementation, through the mechanism of lower financing liabilities and higher sustainability 

potential. It validates the point that coordinated digital policies at a global scale foster 

competitiveness, corporate sustainability, and global stewardship responsibility, aligning 

rewards cuts with environmental, social, and governance needs. 

 

Research Objectives 

1. To identify the primary challenges involved in managing digital transformation across 

global organizations. This includes examining cultural diversity, technological 

disparity, and fragmented leadership structures across multinational operations.  

2. To explore the role of digital leadership in coordinating transformation efforts across 

geographically dispersed units. The objective is to analyse how leadership styles, 

digital competencies, and governance practices influence transformation outcomes in 

multinational environments. 

3. To evaluate the impact of unified governance frameworks on the success of global 

digital transformation initiatives. This involves assessing how centralized versus 



 

decentralized strategies affect scalability, performance alignment, and stakeholder 

engagement across subsidiaries. 

4. To examine the influence of organizational culture and change readiness in 

facilitating successful digital transformation globally. The goal is to determine how 

internal attitudes, training systems, and cultural adaptability influence the adoption 

and sustainability of transformation. 

5. To develop a strategic framework for managing digital transformation that applies to 

multinational enterprises. The concepts will integrate leadership, technology, 

governance, and organizational design principles to support consistent and adaptive 

transformation strategies across borders. 

 

Research Questions 

1. How does digital leadership influence the success of digital transformation initiatives 

in geographically and culturally diverse organizational contexts? 

2. What coordinated strategies are most effective for managing digital transformation 

across global subsidiaries in multinational organizations? 

Research Hypothesis 

H1: Global organizations that implement unified digital transformation strategies across 

subsidiaries experience significantly higher levels of transformation success compared to 

those with decentralized or fragmented approaches. 

H2: The effectiveness of digital leadership in global organizations positively influences 

digital transformation outcomes and is significantly enhanced by the presence of formalized 

governance structures. 



 

Literature Review 

The growing popularity of digital technologies has led to progressive change in most 

global organizations, and innovative approaches to effective implementation are required. 

One of these keys is the strategic alignment of digital transformation (DT) programs with 

organizational objectives, ensuring alignment between digital integration and business 

models. Gurcan et al. (3) assert that machine learning and retrospective studies are 

increasingly being used by companies worldwide to classify DT strategies into 

implementation, technology, process, and human dimensions, all of which are essential to 

define transformation to specific industry requirements. This formal classification enables 

international institutions to determine their level of digital maturity and identify targeted 

technology investments accordingly. Without it, even the most resilient technological 

innovations become ineffective in producing desirable organizational results due to erratic 

implementation strategies. These observations highlight the importance of holistic approaches 

in managing DT on a global scale, with strategic synchronization being a crucial factor in 

achieving success (Gurcan et al., 4). 

A key determinant of success during digital transformation in organizations is 

leadership. In the case of international organizations that deal with people from diverse cultures 

and operate in various locations, there is a need for leaders who can guide the organizations 

through the digital transformation process. According to a study by Wang et al., digital 

leadership is highly effective in enhancing the overall innovative performance of employees, 

as it is mediated by job crafting and person-job fit (Wang et al., 5). This means that the presence 

of digital competencies among leaders enables workers to be flexible and creatively contribute 

to the change processes. In addition, Wang et al. demonstrate that proactive leadership helps 

employees formulate their tasks in a manner that supports organizational objectives, enabling 

them to adopt the use of digital tools more easily. This leadership approach is essential in cases 



 

involving multinational companies, which should govern the change within diverse regulatory 

and labour environments. As such, digital leadership development is a strategic necessity for 

maintaining innovation in international organizations undergoing revolutions (Wang et al., 6). 

Middle management has become an essential focus of digital transformation plans. The 

middle manager, serving as the interface between strategic decisions and their implementation, 

is often overlooked in transformation accounts. Li et al. (3) highlighted that digital leadership 

capabilities are crucial for middle management to have a significant impact on employee work 

engagement levels, which is essential for achieving successful transformation. They found that 

employee empowerment, as well as affective commitment, acted as mediators in this 

relationship, therefore increasing the importance of digital leadership capabilities. Also, Li et 

al. (6) focus on the moderating power of emotional intelligence, indicating the ability of 

emotionally intelligent managers to assist their teams during digital change in better ways. The 

results of this study suggest that middle-management units can become more engaged and 

committed when equipped with both digital and emotional competencies in global 

organizations. 

Organization-based innovations play a crucial role in defining the success of 

digitization strategies in organizations. Zhang et al. (3) examine the role of innovation 

capability and agile response in mediating organizational resilience's power as digital change 

takes effect. The researchers reveal that highly innovative organizations are more flexible and 

resilient in terms of supply and demand, especially in the sensitive world markets. The research 

indicates that innovation facilitates the rapid reconfiguration of resources and enhances 

organizational responsiveness to market dynamics, as well as continuity in uncertain periods, 

such as the COVID-19 pandemic (Zhang et al., 5). This implies that international entities 

should invest in innovation infrastructure and training, which will become a priority during the 

digital transitions. 



 

The significance of cultural deployment in shaping digital change strategies cannot be 

overstated, particularly for global organizations with a presence in diverse regions. In their 

study, Sibassaha et al. (4) analyse the effect of the relationship between organizational culture 

support, challenging appraisal, and transformational leadership style on employee innovative 

behaviour during the DT process. The probability of achieving successful innovation is high 

when leadership accepts change and the culture is considered supportive. Moreover, the study 

highlights that digital change in a multicultural setting is complex because leadership needs to 

adjust to the local culture in the context of motivation options (Sibassaha et al., 7). Thus, global 

enterprises should consider cultural intelligence as an essential part of transformation planning 

to maximize the benefits of digital tools. 

Another essential dimension of effective transformation strategies is the use of digital 

platforms, especially in computer-mediated teamwork within geographically diverse 

workgroups. Huang and Tang assume that the strategic value is produced through the 

possibility of seamlessly connecting systems, sharing data, and providing real-time 

communication through digital platforms (Huang and Tang, 4). Their results suggest that 

platforms facilitate decentralized decision-making and scalable innovation, which is crucial for 

multinational companies. In addition, the study shows that digital platforms provide agility 

support, guiding organizations to adjust swiftly to changes in their environment. Therefore, 

optimizing platform-based infrastructures is a strategic decision that organizations that conduct 

digital transformation processes in the global market must adopt (Huang and Tang, 6). 

Ensuring that the employees perform steadily and are committed is also necessary to 

handle the rocky road of DT. According to Qiao et al. (3), when used strategically, digital 

leadership enhances employee performance and fosters a sense of commitment to the 

organization by cultivating a digital culture. Their research revealed that digital leaders serve 

two purposes: they are innovation evangelists, and they ensure that employees feel safe as 



 

change takes place. Furthermore, Qiao et al. (5) emphasize that ongoing training and 

communication should ensure resistance and enhance the dedication to digital aspirations. Such 

insights indicate that international organizations should incorporate employee development in 

their change plans. Digital transformation also offers the potential to redesign business models 

and enhance resilience, particularly during the post-crisis recovery period. According to 

Cardoso et al. (3), organizations adopting proactive DT tend to reach stronger business models 

capable of facing downturns. The COVID-19 pandemic served as a catalyst, spurring digital 

adoption and forcing companies to reevaluate their value propositions. The research indicates 

that more digitally mature organizations exhibited greater resilience in responding to and 

capitalizing on the emerging opportunities triggered by the crisis (Cardoso et al., 6). As 

illustrated in the image below, incorporating digital transformation into strategic planning can 

increase organizational resilience and competitiveness.  

                               

The dynamics between technology adoption and innovation turnover also help to 

explain how digital strategies can transform. Vzrdraru and Bocean (4) investigate the impact 

of various innovation activities that DT inspires on turnover and organizational growth. Based 

on their analysis, companies that incorporate digital technologies into their innovation 

processes will likely achieve higher returns on their process and product innovations. 

Furthermore, the study finds that incremental and radical innovations are more successful when 

employing comprehensive digital strategies (Vărzaru & Bocean, 7). These observations 

indicate the need to collaborate with innovation and Digitalization to promote sustainable 

growth in international markets. 

Developing global trends and practices is another crucial factor in DT management. 

Gurcan et al. (3) employed machine learning to evaluate more than 5,000 scholarly articles, 

defining four fundamental domains of technology, human, process, and implementation. Based 



 

on their results, human factors, including training and engagement, played equally considerable 

roles as technology upgrades in predicting DT success. Another key message, underscored by 

the research, is that global organizations should adjust these practices according to the region's 

maturity and the local workforce's preparedness (Gurcan et al., 5). This supports the notion that 

managing DT is a contextualized, whole-of-system business. 

Learning about employee engagement on DT programs is critical, particularly 

worldwide. According to Li et al. (6), emotional intelligence significantly enhances middle 

managers' ability to engage teams during digital transitions. According to the study, 

empowerment and affective commitment are significant mediators, strengthening employees' 

desire to use new digital tools. The authors emphasize that motivated and appreciated 

employees tend to become more prone to innovative behaviors and to embrace the goals of a 

transformation (Li et al., 7). Promoting emotionally intelligent leadership is a crucial approach 

to achieving success in transforming the world. Digital tools and job performance are related 

to leadership behaviors at the operational level. According to Wang et al. (5), the connection 

between digital leadership and innovation performance is mediated by such factors as job 

crafting and person-job fit. In their study, they reveal a significant improvement in the 

performance and motivation of employees when they can customize their work, allowing them 

to utilize new technologies (Wang et al., 6). The implication for international organizations is 

evident; investing in leaders' training and assuring job autonomy can pay off impressively in 

the digital landscape. 

Transformational leadership has a delicate role in influencing employee behavior in 

DT. Sibassaha et al. (6) suggest that transformational leadership may increase or reduce the 

impact of DT, based on the orientation characteristics of organizational support and appraisal 

systems. According to their study, leadership should be tailored to the organization's context 

and level of maturity to be effective. To the global organization, this implies that a 



 

universalized leadership model can be ineffective and requires adaptive leadership (Sibassaha 

et al., 7). Lastly, as Cardoso et al. (6) note, digital maturity enhances innovation and unlocks 

new opportunities for business model innovation. Their research suggests that companies with 

a clear digital strategy can diversify their activities, enter new markets, and strengthen 

relationships with stakeholders following the pandemic. This supports the notion that DT is not 

only an engineering update but the reformation of strategy in the manner organizations deliver 

and generate value (Cardoso et al., p. 7). 

Theoretical Basis of the Study 

Digital transformation is the essential process by which global organizations strive to 

maintain their competitive advantages in the face of increasing technological advances and 

changing market conditions. Companies should utilize various theoretical frameworks that can 

facilitate the effective implementation and management of digital transformation strategies, 

thereby clarifying the complexity of this transformative evolution. The frameworks can explain 

different ways in which organizations utilize their resources, change technologies, integrate 

their strategies with environmental influences, and adapt to achieve positive growth under 

conditions of uncertainty. Dynamic capabilities theory, the resource-based view, contingency 

theory, institutional theory, and the tech-organization-environment framework theories provide 

the theoretical underpinnings for understanding digital transformation. 

Dynamic Capabilities Theory 

This model is fundamental to understanding how organizations can adapt and thrive in 

rapidly evolving technological and market environments. The Theory suggests that 

organizations must be able to identify new opportunities they want to exploit and allocate their 

available resources to maintain a competitive position. Digital transformation is a special 

concern in this Theory, as organizations are increasingly exposed to changing technology. 

Komkowski et al. (3) noted that organizations that have adopted and implemented Industry 4.0-



 

based technology and employed lean practices can reconfigure their internal operations to 

better align with changes in the external environment. This type of reconfigurability underpins 

the sustainable competitive advantage that organizations will have over disruptive changes in 

the digital context. The framework states that one of the most essential constructs that 

contributes to organizational success is the capacity to sense changes in the environment. 

Organizations must be perceptive to changes in competition, technology, and consumer 

behavior (Komkowski et al., 5). In the context of digital transformation, this sensing 

capability—the ability to detect the presence of relevant and timely information—means 

identifying opportunities to either adopt new digital technologies or innovate with existing 

business processes. Komkowski et al. (7) suggest that strong dynamic capabilities of an 

organization can enable it to incorporate state-of-the-art technology into its operations in a 

market- and capability-friendly manner. Such an active sensing method can keep firms 

adaptable in their digital transformation initiatives, allowing them to foresee changes in the 

technological environment before they occur. 

Another key feature of dynamic capabilities is the ability to seize opportunities. This 

entails making bold decisions to allocate the resources and capabilities needed to capitalize on 

sensed opportunities at stake. Within digital transformation, this may translate to radical 

investments into new technologies, including AI, big data, and cloud computing (Komkowski 

et al., 9). The Dynamic Capabilities Theory suggests that companies not only need to identify 

such opportunities but also require the necessary resources and top management to move 

swiftly and efficiently. Through digital transformation, companies can gain a considerable 

advantage, enabling them to outcompete their rivals who have not fully adopted digital 

transformation or have been slow to adapt to the changes brought about by technology. The 

last phase of Dynamic Capabilities Theory involves reconfiguring resources, meaning an 

establishment can adapt its processes, organization, and capabilities according to emerging 



 

digital possibilities. With digital transformation, organizations must continually review their 

available resources and adapt them to meet the new technological requirements. This may 

include team restructuring, investing in IT systems, or employee re-skilling (Komkowski et al., 

12). Global organizations find it particularly challenging to reconfigure, as reconfiguration 

involves ensuring the alignment of digital transformation activities across different regions 

with varying technological readiness, market conditions, and regulatory frameworks. Through 

resource reconfiguration, organizations can remain agile and maintain a competitive edge in a 

rapidly evolving online environment. 

Resource-Based View (RBV) 

The Resource-Based View theory emphasizes the strategic importance of a company's 

internal resources in achieving a competitive advantage. According to it, valuable, rare, 

inimitable, and non-substitutable resources enable organizations to compete effectively. 

Regarding digital transformation, RBV emphasizes the importance of intangible resources, 

including intellectual property rights, digital competencies, and organizational culture (Lubis, 

5). These are the key resources that determine a firm's capacity to adapt and utilize digital 

technologies efficiently. Firms must work on their internal resources to establish a sustainable 

competitive advantage in the digital enterprise. RBV proposes that technological resources and 

the digital infrastructure available to a company are essential in digital conversion. Companies 

that have invested significantly in digital services, such as robust data insights tools or custom 

software, can leverage them to improve their procedures and innovate more efficiently (Lubis, 

8). 

Nevertheless, RBV also emphasizes the importance of human resources and employees' 

leadership and professional skills in initiating digital initiatives. Knowledge of digital 

technologies and the ability to acquire and maintain the professional skills of skilled workers 

in digital technologies are crucial for the effective management and utilization of digital 



 

technologies within a company. Firms should always be prepared to continually invest in 

upgrading their digital capabilities to maintain a competitive advantage. 

RBV also proposes a central role of organizational culture in digital transformation. An 

organizational culture that promotes innovation, teamwork, and openness to change can 

facilitate better results of digital transformation processes. Digitalizing companies should 

invest as much in technology as they do in the culture of innovation. To maximize the use of 

their digital resources and capabilities, companies must foster a culture of perpetual learning 

and flexibility (Lubis, 10). This cultural dimension is particularly significant in the case of 

international institutions, where corporate cultures of various geographies and departments 

may be challenging to reconcile. Moreover, RBV emphasizes the necessity of controlling 

digital resources so that they can remain rare and somewhat challenging to copy. The 

knowledge, proprietary technologies, and digital resources that the company possesses can 

bring a competitive advantage, provided that they are adequately protected and leveraged 

effectively (Lubis, 13). 

Nevertheless, any company should be able to evolve and update its resources to 

preserve its originality. Digital transformation is the acquisition of new technologies and the 

strategic management and security of those resources, ensuring a competitive advantage. When 

the digital resources are aligned with organizational goals and market needs, firms can ascertain 

that their digital transformation efforts facilitate their long-term success (Lubis, 15). 

Contingency Theory 

The Contingency Theory emphasizes that leadership and organizational strategies can 

be more or less effective depending on the relationship between internal elements of an 

organization and its environment. Regarding digital transformation, this Theory proposes that 

organizations cannot adopt a one-size-fits-all policy; instead, they should tailor their digital 

strategies to address the specific challenges and opportunities within their respective 



 

environment (Shala et al., 4). Organizations must respond to external technological and market 

developments by adapting their management strategies accordingly. They focus on the 

necessity of developing digital transformation plans, relying on situational conditions such as 

the organization's size, technological readiness, and the specific industry's needs. Contingency 

theory is particularly relevant in the global environment, where organizing activities have 

externally imposed pressures on different locations. For example, a successful digital 

transformation strategy in one country may not be applicable in another due to differences in 

their technological infrastructure, cultural acceptance of new technology, or even the regulatory 

framework in place. According to Shala et al. (6), strong leadership should be flexible and 

progressive, adjusting the digital transformation course to these situational variables. For 

example, global organizations operating in countries with lower technology adoption rates may 

have to be selective in how they initiate digital changes. However, a more aggressive 

movement strategy could be realized in countries with higher rates of technology adoption. 

Contingency theory implies that there should be a match between the leadership style 

and the particular realities of the organization's external environment. When it comes to digital 

transformation, leaders must adjust their strategy for change management in response to the 

rate of competition, market forces, and the pace of technological evolution (Shala et al., 10). 

The effectiveness of leadership in digital transformation is magnified when a leader is aware 

of and addresses the situational problems presented to them. For example, industries 

experiencing high technological disruptions may necessitate a more participatory and 

decentralized leadership style to enable employees to innovate and act promptly (Shala et al., 

12). 

Institutional Theory 

Institutional Theory concerns the effect of external forces that organizations face due 

to societal norms, industry standards, and regulations. The Theory is particularly applicable to 



 

the study of corporate responses to digital transformation, as external forces often drive global 

organizations to adopt new technologies. Risi et al. (5) argue that the institutional troops have 

a profound influence on organizational strategy, government regulations, and social and 

societal pressures. These external forces also determine how far organizations adopt digital 

technologies, as regulatory pressures or industry regulations may necessitate technological 

adoption. Risi et al. (4) noted that organizations frequently adopt new technologies due to 

institutional pressures, rather than internal strategic objectives. For example, European 

regulations, such as the General Data Protection Regulation (GDPR), require firms to adopt 

advanced digital systems to comply with data privacy laws (Risi et al., 7). Organizations in the 

online sustainability-focused industries may be necessary to utilize digital avenues to monitor 

and trace their environmental impacts. Institutional pressures may accelerate the adoption of 

digital technologies, as organizations strive to meet externally imposed expectations and 

standards. 

The philosophy also suggests that global organizations face navigating different 

institutional contexts in the context of digital transformation. For instance, firms with 

operations across national borders may face varying regulatory regimes and market conditions 

that affect their digital strategy. Risi et al. (13) note that in markets with more stringent 

regulations, organizations are likely to implement digital solutions that meet these 

requirements, even if the technology is not fully optimized for business purposes. 

Consequently, global organizations must be prepared to navigate digital transformation by 

understanding the unique pressures of different markets. The Theory also offers insight into 

the importance of legitimacy in securing digital change. For international organisations, 

ensuring legitimacy is present in the minds of stakeholders, including governments, customers, 

and trade organisations, is highly important (Risi et al., 10). Institutional pressures are both a 

motivator and a constraint, motivating organisations to pursue digital transformation while also 



 

limiting their choice and their strategic autonomy. As organisations learn how to manage and 

meet these institutional demands, they can coordinate their digital transformation across 

multiple levels, aligning with the overall requirements of society, and thereby maintain their 

legitimacy and competitiveness across a range of global markets. 

Technology-Organization-Environment (TOE) Framework 

The Technology-Organization-Environment (TOE) model is a comprehensive 

framework that can be used to understand what drives or determines the adoption and 

implementation of new technology within an organization. The framework focuses on three 

key dimensions: technological factors, organisational factors, and environmental factors. 

According to Lin and Chen (4), the adoption of digital technologies depends not only on 

technological progress but also on whether the organization is ready and the external 

environment in which it operates. The TOE framework, thus, provides a comprehensive picture 

of the forces that drive digital change. The technological factors in the TOE model include the 

accessibility and suitability of digital technologies to the existing system. Organizations must 

consider the system compatibility of new technologies with their existing infrastructure, as well 

as the potential for the latest technologies to align with the organization's long-term aspirations 

(Lin & Chen, 7). Organizational issues refer to the company's internal capacities, including 

leadership, organizational culture, and resource availability. The readiness of employees and 

management to anticipate technological change is the central organizational issue that guides 

the success of digital transformations. 

The environmental component of the TOE model comprises external pressures and 

organizations' experiences that involve market competition, regulations, and technological 

trends. Lin and Chen (11) posit that companies should consider these issues as internal factors 

when adopting new technologies, as they can either promote or hinder the digital 

transformation process. For example, some areas' regulations require companies to use specific 



 

digital tools, such as data protection or sustainability reporting tools. Such external forces can 

encourage organizations to become more determined in their pursuit of digitization. The TOE 

framework applies to international organizations, as it considers the technological, 

organizational, and environmental realities of various regions. Through the TOE framework, 

organizations can assess the extent to which digital technologies align with internal 

competencies and external market conditions, as well as the effectiveness and applicability of 

digital transformation strategies in diverse and global markets (Lin & Chen, 2010). The holistic 

structure ensures that companies can scale the challenges of Digitalization and streamline their 

plans towards achieving success. 

Methodology 

The study employs a qualitative approach to explore ways to cope with digital 

transformation in international institutions. The research method aims to gather in-depth 

information on how multinationals navigate the challenges of Digitalization, particularly in 

leadership, governance systems, and the coordination of digital strategies across various 

regional settings. The research employs mixed-case studies, expert interviews, and an 

extensive review of the available literature to gather information about the factors that 

contribute to successful digital transformation in international environments. 

Global organizations that have implemented massive digital transformations will be 

studied through case studies, focusing on the strategies that promoted the successful 

integration of digital technologies. The case studies will be conducted on multinational 

companies operating in various industries and how they have addressed the challenges of 

cross-cultural misalignment, technological fragmentation, and leadership inequity. The 

analysis of each case will rely on its strategic consistency, leadership success, and the 

importance of organizational culture in adopting digital technology. Through this comparison 



 

and contrast, the research will reveal best practices that can be used to formulate future digital 

transformation plans in comparable organizational settings. 

In addition to case studies, an extensive literature review will complement the primary 

information. This review will focus on recent studies and theoretical frameworks related to 

digital transformation in multinational organizations. The research aims to develop an 

integrated framework of knowledge on the factors influencing the successful consideration of 

the digital transformation problem under various cultural, technological, and regulatory 

conditions, by synthesizing findings from multiple sources. 

The study will also incorporate interviews with key stakeholders involved in the 

digital transformation process. Such interviews will focus on senior executives, digital 

leaders, and middle managers, who are crucial in the transformation process. Interviews will 

be semi-structured to permit extensive discussions and focus on specific problems related to 

leadership, the use of technology, and organizational variation. The information obtained 

from these interviews will be examined based on the themes to determine the challenges 

shared, strategies employed, and the determinants of success in managing digital 

transformation in global organizations. The multi-method strategy adopted in this research 

assures a broad study outlook and a much deeper understanding of the strategies to handle the 

digital transformation of global organizations. 

 

Research Tools 

This research will employ a blend of qualitative research methodologies to investigate 

the approaches that can be used in dealing with the digital transformation within global 

organizations. The tools aim to offer a comprehensive, contextual understanding of the 

processes, initiatives, and policies that organizations invest in to undertake digital 

transformation. 



 

 

The primary research instrument used in this study is the application of detailed case 

studies. The case studies of global organisations that have undergone significant digital 

transformations will be helpful in gathering information about the implementation of various 

companies' digital strategies. The case study will concentrate on other industries that can 

diversify it. Several key aspects will be explored, including leadership, cultural alignment, 

technological adaptation, and the management of digital transformation initiatives. The 

information will be collected publicly, such as annual reports, digital transformation strategy 

reports, and past studies of the same companies. Case studies provide a more detailed analysis 

of real-world occurrences, offering practical knowledge about the best practices and pitfalls of 

electronic transformation across various regions (Gurcan et al., 14). 

 

Another critical research tool will be semi-structured interviews with stakeholders, 

including senior leaders, managers overseeing digital transformation processes, and 

operational staff within global organizations. Interviews aim to get individual experiences and 

professional opinions about digital transformation management. Open-ended questions will 

enable participants to provide detailed responses about their roles, challenges, and strategies. 

Semi-structured interviews will also allow the researcher to ask further questions about the 

issues revealed during the interviews (Li et al., 6). These interviews will be analyzed 

thematically as the qualitative data they contain will be coded and used to identify the key 

themes and trends that can be connected to the notions of leadership, technology adoption, and 

the process of changing an organization. 

 

Another research tool will be a thorough overview of the current scholarly and 

professional literature. This will involve a review of peer-reviewed journals, reports, and books 



 

on digital transformation, particularly frameworks and theories such as Dynamic Capabilities 

Theory, Resource-Based View, and the TOE framework. The literature review will provide a 

sound theoretical foundation for the study, which will be used to analyze and explain the 

primary data (Komkowski et al., 15). A combination of these research instruments will also 

provide a comprehensive insight into the strategies employed by organizations to address 

digital transformation. 

Research Limitations 

The study on managing digital transformation within global organizations has several 

limitations. First, the study is qualitative, which implies that the results are not necessarily 

generalizable to all international organizations. Since the study will be based on case studies 

and interviews with a carefully selected group of participants, the sample population may lack 

the variety of industries, organizational forms, and geographic locations found in countries 

where digital transformation is underway. This restriction is significant because various 

industries may face specific challenges in digital transformation management, and strategies 

that are effective in one sector may not be efficient in others (Qiao et al., 8). 

Although case studies are beneficial in informing about the real-life experience of 

trying digital transformation, they also have limitations regarding data accessibility and 

availability. Many world organizations would not include in-depth details of their digital 

transformation strategies in published presentations and recent research in competitive or 

sensitive industries. Consequently, the study can be based on secondary data, including annual 

reports or industry reports, which can provide an incomplete or even inaccurate overview of 

the organizations' strategies and problems (Cardoso et al., 9). This dependency on publicly 

available information might create gaps, especially in issues concerning internal organization 

operating environments or proprietary technologies. 



 

The other restriction emanates from the use of semi-structured solutions with various 

stakeholders. Although interviews yield rich and subjective data, they are not devoid of flaws, 

as they can suffer from biases such as the social desirability bias or recall bias, where 

participants may alter their answers to fit perceived expectations or forget essential aspects of 

their experiences (Shala et al., 12). Interview data are subjective, so the interviewees' positions 

will influence them; they may not accurately represent the complexity of digital transformation 

across a broader range of global organizations. Fast changes in technology are a challenge for 

this research. The strategies and tools used in digital transformation evolve rapidly, and the 

conclusions of this study may become outdated once new technologies and methods are 

developed. Since digital transformation is a continuous process, the strategies identified in this 

research may only be effective in the short term, reducing their durability and practicality 

(Lubis, 15). 
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