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Abstract 
Digital transformation has become a critical factor for organizational success, 

yet the ability of employees to adapt to technological changes remains a 

significant challenge. Employee adaptability is influenced by various 

psychological factors, which have not been sufficiently explored in the context 

of digital transformation. This study aims to investigate the role of emotional 

intelligence, cognitive flexibility, self-efficacy, and stress management in 

shaping employee adaptability during digital transformation processes. A 

mixed-methods approach was employed, combining quantitative surveys and 

qualitative interviews with 300 employees and 30 managers from various 

industries undergoing digital transformation. Descriptive and inferential 

statistical analysis revealed that emotional intelligence, cognitive flexibility, 

and self-efficacy significantly correlate with employee adaptability, while 

stress management showed a weaker relationship. Qualitative interviews 

supported these findings, highlighting the importance of emotional intelligence 

in reducing resistance to change and fostering collaboration. The study 

concludes that organizations should prioritize developing these psychological 

traits to enhance employee adaptability and improve the success of digital 

transformation initiatives. The findings contribute to a deeper understanding of 

the psychological mechanisms involved in employee adaptation, offering 

practical implications for organizations aiming to optimize workforce 

performance during technological transitions. 
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INTRODUCTION 

The rapid evolution of digital technologies has become a defining feature of the 

contemporary business landscape (Kuwar et al., 2025). Digital transformation is no longer a 

mere trend but a necessity that organizations must embrace to remain competitive and 

sustainable in the face of constant technological advancements. This transformation extends 

beyond the introduction of new technologies; it involves a fundamental shift in how businesses 

operate, engage with customers, and structure their internal processes (Firmansyah et al., 

2025). The importance of digitalization is reflected in its widespread integration across 

industries, where organizations strive to foster innovation and efficiency. However, while 

companies have embraced technology, the adaptability of employees remains a critical 

determinant of successful digital transformation (Starke & Ludviga, 2025). The psychological 

factors that influence how employees respond to technological change, including their 

cognitive flexibility, emotional resilience, and openness to learning, are crucial in facilitating 

workplace innovation. In light of these challenges, understanding the role of psychological 

factors in employee adaptability becomes imperative to ensuring that digital transformation 

efforts are effectively implemented. 

The specific problem addressed by this research lies in the gap between technological 

advancements and employee adaptability within the workplace (Kling et al., 2025). Despite the 

increasing recognition of digital transformation as a strategic imperative, organizations often 

encounter resistance from employees, which can impede the successful integration of new 

technologies. Employee resistance is not solely a result of technical inadequacies but is also 
deeply rooted in psychological factors (Latif et al., 2025). Fear of the unknown, job insecurity, 

and a lack of confidence in new systems can undermine the potential for innovation and hinder 

the acceptance of change. The research seeks to explore how these psychological elements 

impact the adaptability of employees to digital transformation processes and how such factors 

can be managed to optimize innovation (Agung Kresnamurti Rivai et al., 2025). By examining 

the psychological barriers to employee adaptability, this study aims to uncover the underlying 

reasons for resistance and offer strategies to overcome these challenges, ultimately enhancing 

the success of digital transformation initiatives. 

The primary goal of this research is to investigate the psychological factors that influence 

employee adaptability to digital transformation initiatives (Yanytska, 2025). Specifically, this 

study aims to identify which psychological traits such as emotional intelligence, self-efficacy, 

and cognitive flexibility play a significant role in determining how employees embrace 

technological changes in their work environment (Le et al., 2025, 2025). By exploring these 

factors, the research seeks to contribute to the understanding of how organizations can foster a 

culture of adaptability that supports digital innovation. The study will also explore how 

different organizational contexts such as industry type, organizational size, and cultural factors 

may impact the psychological mechanisms at play (Al-Hmesat et al., 2025). Ultimately, the 

research aims to provide actionable insights for organizations seeking to optimize employee 

engagement and enhance innovation through strategic psychological interventions and tailored 

digital transformation strategies. 

A critical gap exists in the current literature regarding the intersection of psychological 

factors and employee adaptability to digital transformation. Much of the existing research has 

focused primarily on the technical aspects of digital transformation, such as the adoption of 

new tools, software, and technologies, often overlooking the crucial role of human psychology 

in this process (Enstroem et al., 2025). Furthermore, the majority of studies on employee 

adaptability have been confined to specific industries or regions, limiting their generalizability. 

While there is an abundance of research on organizational change and resistance to 

technological adoption, few studies have focused on the nuanced psychological processes that 
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either facilitate or hinder employee adaptation (Ahmed et al., 2025). This research will fill this 

gap by offering a comprehensive analysis of how psychological factors like trust, stress 

management, and emotional resilience affect employees' willingness to adapt to new digital 

environments (Furaijl et al., 2025). In doing so, it will provide new insights into the 

intersection of psychology, organizational behavior, and digital transformation. 

The novelty of this research lies in its comprehensive focus on the psychological 

underpinnings of employee adaptability within the context of digital transformation. Unlike 

previous studies that have tended to treat employee adaptation as a secondary or isolated factor, 

this research places it at the core of the digital transformation process (Almazrouei et al., 2025). 

By integrating psychological theories with real-world case studies, the study aims to offer a 

unique perspective on how human behavior and technological innovation intersect in the 

workplace (Neher et al., 2025). This approach not only adds to the academic literature on 

digital transformation but also provides valuable insights for practitioners seeking to manage 

employee resistance and foster a culture of continuous learning and adaptation (Velikiy & 

Vyalshina, 2025). The significance of this research extends beyond theoretical contributions; it 

has practical implications for organizations that are striving to remain competitive in an 

increasingly digital world (Thi et al., 2025). By understanding the psychological factors that 

drive or hinder employee adaptability, businesses can implement more effective strategies to 

ensure that their digital transformation initiatives achieve sustainable success (Sahlimar et al., 

2025). This study thus represents a significant step toward bridging the gap between 

technological change and human adaptation in the workplace. 

 

RESEARCH METHOD 

The following sections detail the mixed-methods approach used to investigate the 

psychological drivers behind employee adaptability during organizational digital 

transformation. 

Research Design 

This study adopts a mixed-methods research design, integrating both quantitative and 

qualitative approaches to achieve a holistic understanding of employee adaptability (Reyes-

Cornejo et al., 2025). The quantitative phase utilizes a survey methodology to measure specific 

psychological traits—such as emotional intelligence and cognitive flexibility—and their 

correlation with an openness to digital change. Complementing this, the qualitative phase 

employs semi-structured interviews to uncover the deeper psychological mechanisms and 

contextual factors that numerical data alone might miss (Duha et al., 2025). This triangulated 

design ensures the study captures both the statistical breadth and the experiential depth of how 

individuals navigate technological shifts. 

Research Target/Subject 

The primary objective is to identify the psychological factors that facilitate or hinder 

employee adaptation to digital transformation. The study targets the measurement of emotional 

intelligence, self-efficacy, cognitive flexibility, and stress management as key predictors of 

adaptability. By exploring these traits, the research aims to provide organizations with a clear 

framework for promoting digital readiness, ultimately bridging the gap between technological 

implementation and human psychological acceptance. 

The study's population involves employees from organizations currently undergoing 

digital transformation across various sectors. A total sample of 300 employees was selected 

using a stratified random sampling technique to ensure balanced representation across the 

organizational hierarchy, from entry-level positions to senior management. Furthermore, the 

subjects include a specialized group of 30 managers chosen for in-depth interviews. This 
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sampling strategy ensures that the research captures a broad spectrum of perspectives, 

accounting for different job roles and levels of institutional responsibility. 

Research Procedure 

The data collection procedures were executed in two distinct phases over a three-month 

period. Initially, the quantitative phase involved distributing electronic surveys to the sample, 

with responses collected over four weeks to establish a baseline of psychological traits and 

adaptability scores (Vasilenko et al., 2025). Following the initial statistical analysis, the study 

transitioned into a two-month qualitative phase involving scheduled interviews with a subset of 

employees and managers. All participants were briefed on ethical guidelines and confidentiality 

before their contributions were recorded and transcribed for final integration. 

Instruments, and Data Collection Techniques 

Data were gathered using a combination of validated psychometric scales and semi-

structured qualitative guides. For the quantitative phase, the study utilized the Emotional 

Intelligence Scale (Schutte et al., 1998), the Cognitive Flexibility Inventory (Martin & Rubin, 

1995), and the Self-Efficacy Scale (Schwarzer & Jerusalem, 1995) to ensure high reliability 

and validity. The qualitative data collection was conducted through semi-structured interview 

guides specifically developed to probe the psychological barriers and perceptions related to 

technological change. This multi-instrument approach allows for the effective triangulation of 

numerical precision and rich, descriptive insights. 

Data Analysis Technique 

The study employs a dual-analytical framework to process the gathered data. Quantitative 

responses are analyzed using descriptive and inferential statistics, including correlation analysis 

and regression modeling, to identify significant predictors of adaptability (Abdelrahman et al., 

2025). Qualitative interview data are processed through thematic analysis, identifying recurring 

patterns and psychological motifs (Fodouop Kouam, 2025). By integrating these findings, the 

researcher can cross-validate the statistical trends with personal narratives, providing a robust 

and nuanced conclusion on the human element of digital transformation. 

 

RESULTS AND DISCUSSION 

The data collected in this study were analyzed through both descriptive and inferential 

statistical methods to explore the relationships between psychological factors and employee 

adaptability to digital transformation. A total of 300 employees participated in the survey, 

representing various industries including finance, healthcare, and manufacturing. Descriptive 

statistics revealed that the average scores for emotional intelligence (M = 4.12, SD = 0.72), 

cognitive flexibility (M = 3.98, SD = 0.68), self-efficacy (M = 4.05, SD = 0.77), and stress 

management (M = 3.75, SD = 0.81) were moderately high, suggesting that employees in the 

sample generally exhibited positive psychological traits. Additionally, 30 managers 

participated in semi-structured interviews, providing qualitative data regarding the 

organizational context and employee behaviors during the digital transformation process. The 

following table presents a summary of the descriptive statistics for the psychological traits 

measured in the study. 

Table 1: Descriptive Statistics of Psychological Traits Among Employees 

Trait Mean (M) Standard Deviation 

(SD) 
Range 

Emotional Intelligence 4.12 0.72 2.56–5.00 
Cognitive Flexibility 3.98 0.68 2.40–5.00 
Self-Efficacy 4.05 0.77 2.80–5.00 

Stress Management 3.75 0.81 2.20–5.00 
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The explanation of these data points indicates that employees in organizations 

undergoing digital transformation demonstrate moderate to high levels of the psychological 

traits necessary for adaptability. Emotional intelligence emerged as the highest-rated trait, 

suggesting that employees in this sample tend to be more self-aware and empathetic, which 

may facilitate their ability to cope with change. Cognitive flexibility and self-efficacy were also 

moderately high, indicating that employees generally feel confident in their ability to learn new 

technologies and adapt to new work environments. Stress management was the lowest-rated 

psychological factor, implying that while employees may be cognitively and emotionally 

equipped for change, stress and anxiety related to digital transformation still pose challenges. 

This aligns with findings from the qualitative interviews, where several managers mentioned 

that although employees were technically proficient, they struggled with stress and uncertainty 

during the transition. 

 
Figure 1. Descriptive Statistics of Psychological Traits Among Employes 

In the inferential analysis, a series of Pearson correlation coefficients were calculated to 

assess the relationships between the psychological traits and employee adaptability to digital 

transformation. The results revealed significant positive correlations between emotional 

intelligence and employee adaptability (r = 0.62, p < 0.01), cognitive flexibility and employee 

adaptability (r = 0.57, p < 0.01), and self-efficacy and employee adaptability (r = 0.64, p < 

0.01). These correlations suggest that employees with higher levels of emotional intelligence, 

cognitive flexibility, and self-efficacy tend to exhibit greater adaptability to digital 

transformation in the workplace. However, stress management showed a weaker but still 

significant correlation with employee adaptability (r = 0.38, p < 0.05), indicating that while 

stress management plays a role, it may be less influential than the other psychological factors. 

The relational analysis of the data supports the hypothesis that psychological factors are 

integral to employee adaptability in the context of digital transformation. Specifically, 

emotional intelligence, cognitive flexibility, and self-efficacy emerged as the most significant 

predictors of adaptability. These findings suggest that organizations should focus on fostering 

these psychological traits among employees through training and development programs. On 

the other hand, stress management, while important, appears to be secondary in terms of its 

impact on adaptability. This insight underscores the need for organizations to create a 

supportive environment that minimizes stress and provides resources for coping with change, 

thereby enhancing the overall success of digital transformation initiatives. 
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Figure 2. Psychological Factors and Adaptability 

In a case study involving a healthcare organization, qualitative data from interviews 

revealed that employees who displayed high emotional intelligence were better able to 

collaborate during the implementation of new digital tools, such as electronic health records 

(EHR). These employees exhibited better communication skills, helped their peers navigate the 

changes, and showed empathy toward patients during the adjustment period. Conversely, 

employees with lower emotional intelligence expressed frustration, found it difficult to manage 

their emotions, and were more resistant to using the new systems. This case study highlights 

the significant role of emotional intelligence in facilitating workplace innovation during digital 

transformation, reinforcing the quantitative findings that emotional intelligence is a key factor 

influencing employee adaptability. 

These findings suggest that organizations should prioritize the development of emotional 

intelligence, cognitive flexibility, and self-efficacy when planning for digital transformation. 

By enhancing these psychological traits, organizations can help employees better navigate the 

changes brought about by technological advancements. Stress management, while important, 

may require a different set of interventions, such as mental health support programs and stress-

reducing initiatives, to address the specific challenges faced by employees during digital 

transitions. In conclusion, this study provides strong evidence that psychological factors 

significantly influence employee adaptability to digital transformation, offering valuable 

insights for organizations looking to optimize their workforce for innovation. 

The results of this study indicate that emotional intelligence, cognitive flexibility, self-

efficacy, and stress management are key psychological factors influencing employee 

adaptability to digital transformation. The quantitative analysis revealed significant positive 

correlations between emotional intelligence (r = 0.62), cognitive flexibility (r = 0.57), and self-

efficacy (r = 0.64) with employee adaptability, while stress management showed a weaker 

correlation (r = 0.38). These findings suggest that employees with higher levels of emotional 

intelligence, cognitive flexibility, and self-efficacy are better equipped to adapt to technological 

changes in the workplace. The qualitative data, drawn from interviews with managers, 

supported these findings, with emotional intelligence being identified as particularly important 

in facilitating workplace collaboration and reducing resistance to change. These results 

underscore the importance of fostering specific psychological traits to ease the transition during 

digital transformation initiatives. 

The results align with previous studies that emphasize the role of psychological factors in 

organizational change. For example, studies by Goleman (1995) and Salovey and Mayer 

(1990) have highlighted emotional intelligence as a predictor of workplace success, particularly 
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in adapting to change. The positive correlation between emotional intelligence and adaptability 

found in this study echoes these findings, suggesting that employees with high emotional 

intelligence are more likely to manage stress, understand others' perspectives, and collaborate 

effectively during periods of change (Aldahdouh et al., 2019). However, the study also offers 

new insights by demonstrating that cognitive flexibility and self-efficacy play equally 

important roles, which have not been as extensively highlighted in previous research on digital 

transformation. In contrast, studies by Venkatesh et al. (2003) and Davis (1989) primarily 

focused on external factors like perceived ease of use and usefulness of technologies, leaving 

the psychological characteristics of employees underexplored. This research thus contributes a 

more comprehensive understanding by focusing on internal, psychological predictors of 

adaptability. 

The findings suggest that the ability of employees to adapt to digital transformation is not 

solely dependent on their technical skills or the technology itself, but on their psychological 

preparedness to handle change (Spence Laschinger et al., 2001). Emotional intelligence, in 

particular, emerges as a critical factor that enables employees to navigate the emotional and 

social challenges associated with digital transformation (Jaturat & Na-Nan, 2025). Employees 

with high emotional intelligence can manage their emotions, show empathy toward others, and 

communicate effectively, which are essential traits when adapting to new technologies and 

organizational practices (Salim & Khorsheed, 2025). These findings reflect a broader trend in 

organizational psychology, where the focus has shifted from purely technical skills to a more 

holistic view of employee capabilities (Hassard & Morris, 2022). The role of cognitive 

flexibility and self-efficacy further supports this shift, indicating that the psychological traits 

that influence adaptability are not just about managing emotions but also about how employees 

perceive their ability to succeed in a changing environment. 

The implications of this research are significant for organizations undergoing digital 

transformation. Given that emotional intelligence, cognitive flexibility, and self-efficacy are 

crucial to employee adaptability, organizations should prioritize developing these 

psychological traits as part of their digital transformation strategy (AlAbood & Sulphey, 2026). 

Training programs aimed at improving emotional intelligence could enhance employees' ability 

to cope with stress and collaborate during technological shifts (Bingcheng et al., 2022). 

Moreover, fostering an organizational culture that encourages learning and resilience can 

strengthen employees’ cognitive flexibility and self-efficacy, which are essential for embracing 

new technologies (Amudha et al., 2015). By targeting these psychological factors, 

organizations can reduce resistance to change, improve employee engagement, and increase the 

likelihood of successful digital transformation initiatives (Foncubierta-Rodríguez, 2022). These 

insights contribute to the growing body of research that advocates for a more human-centered 

approach to organizational change, emphasizing the importance of employee well-being and 

psychological preparedness. 

The findings of this study are likely influenced by the specific context in which the 

research was conducted medium to large organizations undergoing digital transformation in 

various sectors (Wodajeneh et al., 2024). It is possible that these results may not be universally 

applicable to smaller organizations or those in industries where digital transformation is less 

advanced (Schelvis et al., 2013). Furthermore, the study's focus on psychological traits means 

that external factors such as organizational leadership, culture, and external technological 

support were not directly examined, which may also play a significant role in employee 

adaptability (Cobban & Profetto-Mcgrath, 2011). Additionally, the relatively small sample size 

of 300 employees from diverse industries may limit the generalizability of the findings. Despite 

these limitations, the study provides valuable insights into the psychological factors that 

contribute to adaptability, an area that has been underexplored in the context of digital 

transformation. 
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Moving forward, this research opens several avenues for further investigation. Future 

studies could examine how organizational culture and leadership influence the development of 

emotional intelligence and cognitive flexibility in employees (Krichbaum et al., 2007). 

Additionally, longitudinal studies could explore how psychological traits evolve over time as 

employees undergo digital transformation, providing a deeper understanding of how these traits 

impact long-term adaptability and innovation (Thammatacharee et al., 2013). Researchers 

could also extend this study by exploring the role of other psychological factors, such as 

motivation and personality, in shaping employee responses to digital transformation (Rye et al., 

2019). Finally, examining the effectiveness of targeted training programs designed to enhance 

emotional intelligence, self-efficacy, and cognitive flexibility could provide actionable 

recommendations for organizations seeking to improve their digital transformation efforts. 

 

CONCLUSION 

One of the most important findings of this study is the significant role of emotional 

intelligence, cognitive flexibility, and self-efficacy in determining employee adaptability to 

digital transformation. These psychological traits were shown to have a strong positive 

correlation with employees’ ability to embrace technological changes and contribute to 

workplace innovation. Particularly, emotional intelligence emerged as the most influential 

factor, highlighting the importance of social and emotional competencies in navigating the 

challenges of digital transformation. This finding is distinct from much of the existing 

literature, which primarily focuses on external technological factors, such as the perceived 

usefulness and ease of use of digital tools. By integrating psychological factors into the digital 

transformation framework, this study provides a more holistic perspective on what drives 

successful adaptation in the workplace. 

This research makes a valuable contribution by proposing a novel conceptual framework 

that links psychological factors with employee adaptability in the context of digital 

transformation. Previous studies have mainly concentrated on technical or organizational 

aspects, leaving the human element largely unexplored. By focusing on emotional intelligence, 

cognitive flexibility, self-efficacy, and stress management, this study introduces a more 

nuanced approach to understanding employee adaptability. Furthermore, the mixed-methods 

approach employed in this research, combining quantitative surveys with qualitative 

interviews, offers a comprehensive analysis that enriches our understanding of the 

psychological processes involved. This methodology allows for triangulation of data, 

strengthening the reliability and depth of the findings. The study’s contributions, therefore, lie 

not only in its conceptual framework but also in the methodological approach that enables a 

deeper exploration of the factors influencing employee behavior during digital transformation. 

Despite its contributions, the study is not without limitations. The research was 

conducted in a specific context of medium to large organizations undergoing digital 

transformation, which may limit the generalizability of the findings to smaller organizations or 

those in less digitally mature sectors. Additionally, while the study focused on psychological 

traits, it did not examine other potentially influential factors, such as organizational culture, 

leadership, and external technological support. Future research could address these limitations 

by exploring the impact of these external variables on employee adaptability. Longitudinal 

studies that track psychological changes over time during digital transformation would also 

provide deeper insights into the long-term effects of psychological traits on adaptability. 

Moreover, expanding the sample to include a broader range of industries and organizational 

sizes would help validate the findings across different contexts and further enhance the 

applicability of the results. 
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