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scientific journal articles discussing strategic
leadership and organizational resilience. The
analysis focuses on understanding how
transformational leadership, with its four
dimensions —idealized influence, inspirational
motivation, intellectual stimulation, and
individualized  consideration—can  enhance
organizational resilience. The results indicate that
global environmental wuncertainties due to
technological advancements, geopolitical
dynamics, and global crises force organizations to
continuously adapt through flexibility and
innovation to remain competitive. Internal
challenges, such as resistance to change and
conflicts of interest, also hinder organizational
effectiveness, making transformational and
collaborative leadership approaches necessary to
strengthen  organizational resilience. = The
utilization of technology, continuous learning,
and the reinforcement of organizational culture
are key strategies to ensure sustainability and
competitiveness amid increasingly complex
global competition
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INTRODUCTION

In an era of rapid change and global uncertainty, organizational resilience
has become a key element in ensuring an organization's continuity and
sustainability. This resilience does not solely depend on structure or resources
but also on the organization's ability to adapt, endure, and grow amid various
external challenges, such as technological disruptions, economic crises,
pandemics, and geopolitical dynamics. In this context, strategic leadership plays
a vital role in fostering sustainable organizational resilience, grounded in ethical
approaches, a commitment to social responsibility, and a focus on long-term
organizational health (Ahsan & Khawaja, 2024).

Strategic leadership refers to a leader’s ability to create a long-term vision,
make strategic decisions, and drive the organization adaptively in dynamic
environments. This leadership integrates essential organizational elements such
as culture, resources, and technology to build resilience. Effective strategic
leaders not only endure difficult situations but also seize opportunities to drive
innovation and growth. As highlighted by Chandran et al. in Garrido-Moreno et
al. (2024), transformational leadership plays a crucial role in fostering employee
creativity and empowering teams through support and inspiring vision.

However, the practice of strategic leadership is not without challenges.
The complexity of the global environment forces leaders to navigate external
pressures, such as global competition and market demands, while also managing
internal factors, including resistance to change and conflicts of interest. In times
of crisis, the failure of strategic leadership often leads to organizational collapse,
particularly when leaders lose stakeholder trust or fail to respond quickly to
changes. Research by Barasa et al. in Hollands et al. (2024) indicates that
organizational resilience depends not only on "hardware" in the form of material
resources but also on "software," such as a learning culture and adaptive
leadership, which enable these resources to be mobilized effectively.

In Indonesia, these challenges are particularly relevant given local
dynamics such as regulatory shifts, the need for digital transformation, and
pressures to compete in regional markets. For example, the COVID-19 pandemic
exposed the weaknesses of many organizations in strategic vision and leaders’
adaptive capacity. This underscores the importance of an in-depth discussion on
how strategic leadership can strengthen organizational resilience amid an ever-
changing environment. Focusing on both individual employee resilience and
overall organizational resilience is crucial in creating an adaptive, trust-based,
and robust work culture, ultimately enhancing organizational performance
(Georgescu et al., 2024).

Rapid changes in the global landscape also demand that organizations not
only adapt to new technologies but also anticipate potential -crises.
Organizational resilience is now viewed not only from a financial perspective but
also in terms of its ability to uphold core values, maintain employee loyalty, and
sustain relationships with external stakeholders. In this regard, strategic
leadership is crucial in ensuring that organizations not only survive but also
thrive amidst challenges. As Eryc (2023) stated, highly resilient organizations are

518



Internasional Journal of Integrative Sciences (1JIS)
Vol.4, No.3, 2025: 517-532

better able to leverage altruistic behavior to enhance performance, particularly
during crises.

An essential aspect of strategic leadership is the ability to manage change
effectively to minimize negative impacts on the organization. Strategic leaders
must possess strong communication skills to clearly convey their vision to all
relevant stakeholders and formulate strategies that respond proactively to
market and technological developments. In their role, leaders are not only
decision-makers but also change agents who foster an innovative and
collaborative work environment. Collaborative leadership aims to build trust
and respect among stakeholders by mapping potential and resource strengths
across all parties (Asriana & Susanti, 2022).

Previous studies have shown that strategic leadership plays a crucial role
in managing crises and enhancing organizational performance across various
sectors. Cahyono & Guyana (2021; Doniyanto & Rofi (2023; and Wardani et al.
(2022) highlighted the effectiveness of leadership strategies in addressing the
Covid-19 pandemic at both national and global levels, with policies focused on
security, public health, and economic recovery, despite challenges in
implementation. Hanita (2023) and Ningsih dkk. (2022) emphasized that
digitalization and technological advancements have significantly impacted
regional resilience and national defense, necessitating strategic leadership to
adapt to emerging threats such as cyber warfare and asymmetric conflicts.
Hanum dkk. (2024), Pamungkas dkk. (2022), and Syam & Rauf (2022)
demonstrated that effective strategic leadership enhances organizational
performance, job satisfaction, and business sustainability through a combination
of adaptive leadership styles. Wibowo & Puspitasari (2021) found that
humanitarian values and stakeholder collaboration were key factors in the
successful leadership of the Mayor of Tegal in managing the pandemic, while
Yulistarini (2024) underscored the importance of leadership in sustainable coffee
supply chains to address industry challenges. In the context of organizational
resilience, Destrina & Muizu (2024) Norman & Pahlawati (2024), and Panjaitan &
Ibaneza (2022) revealed that adaptive, flexible, and transformational leadership
contributes to the resilience of SMEs and organizations in navigating
uncertainties. Finally, Setyawan dkk. (2024) asserted that transformational
leadership and talent management play a vital role in strengthening
organizational resilience and performance, while Tambunan (2022)
demonstrated that leadership in legal education positively impacts legal
compliance and prevents violations within military environments.

The significance of this paper lies in the importance of strategic leadership
in addressing organizational challenges in an era of rapid change and global
uncertainty. Strategic leadership not only plays a role in creating a long-term
vision but is also a key factor in building organizational resilience by integrating
elements such as culture, resources, and technology. By emphasizing adaptive,
collaborative, and transformational approaches, strategic leadership can
navigate external pressures such as global competition while managing internal
challenges, such as resistance to change. The objective of this paper is to explain
the contribution of strategic leadership in addressing external and internal
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pressures faced by organizations and its implications for organizational
resilience. Therefore, strategic leadership becomes a key element in ensuring that
organizations not only survive in high-pressure situations but also adapt and
grow sustainably. By understanding the dynamics of external and internal
pressures, strategic leaders can formulate responsive policies and cultivate a
resilient organizational culture to navigate future uncertainties.

LITERATURE REVIEW
Transformational Leadership

Transformational leadership is a leadership model that reshapes the goals
of followers or subordinates through a process of positive change, enabling them
to accept and internalize new objectives (Wahyuni & Maunah, 2021).
Transformational leadership can be defined as a leader's ability to work with and
through others to optimize organizational resources in achieving goals aligned
with predefined targets (Nengsih et al., 2020). Originally developed by James
MacGregor Burns in 1978 in his book Leadership, was later expanded and
reinforced by Bernard M. Bass in 1985, transformational leadership is a leadership
style that focuses on motivating, inspiring, and transforming subordinates to
achieve shared goals that go beyond personal interests (Hasanah et al., 2023;
Purwanti & Hartati, 2024).
According to Bass and Avolio (as Cited in Nur Dkk., 2021; Purwanti & Hartati,
2024; Rivai, 2020), Transformational Leadership Consists of Four Dimensions:
1. Idealized Influence: Behavior that sets high standards, provides insights
and awareness of vision, demonstrates confidence, fosters respect, pride,
and trust, and encourages commitment and performance beyond
expectations while upholding ethical moral behavior;
2. Inspirational Motivation: A stance that continuously encourages
challenges, meets high expectations, fosters enthusiasm and motivation in
others, and inspires intuition and goodness within them;
3. Intellectual Stimulation: Efforts to expand understanding and encourage
new perspectives in problem analysis, creative thinking, imagination, and
the establishment of values and beliefs;
4. Individualized Consideration: A behavior that consistently shows
empathy by actively listening, providing special attention, support,
motivation, and efforts to meet members’ needs for achievement and
development.
The Concept of Organizational Resilience

Organizational resilience is the ability of an entity consisting of more than
one individual, with structured systems and predetermined objectives, to face
challenges, adapt, overcome problems, and continue achieving optimal
performance (Tambunan, 2022). According to Kantabutra & Ketprapakorn (2021),
organizational resilience is not only derived from the dynamic capacity of
organization members to absorb shocks and tensions but also from their ability to
emerge stronger after a crisis by continuously learning and developing. Rifai (2020)
states that organizational resilience consists of three dimensions: cognitive,
behavioral, and contextual, which function both independently and interactively
to support the development of various organizational capabilities and drive
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effective responses to environmental changes. Meanwhile, according to
Sahabuddin et al. (2024), organizational resilience is the ability of an organization
to adapt, endure, and recover after facing changes or crises.

Martin (as cited in Destrina & Muizu, 2024) explains that, in general, the
concept of organizational resilience can be understood through three main aspects:
resilience as a capacity possessed by the organization, resilience as an outcome of
various organizational activities, and resilience as an indicator of the extent to
which disruptions can be tolerated by the organization. Organizational resilience
also includes the ability to respond to external pressures and internal changes in a
way that enables the organization to adapt, endure, and continue to grow
(Setyawan et al., 2024).

METHODOLOGY

This article is written using a qualitative approach with a literature review
method to analyze the role of strategic leadership in strengthening organizational
resilience. A literature review was chosen as the method because it allows
researchers to explore various existing theories, concepts, and empirical findings
without conducting field data collection. The data sources used in this study
consist of secondary data obtained from scientific journal articles. Data collection
was carried out through a literature search using Google Scholar and Scopus,
with the keywords "organizational resilience" and "strategic leadership." The
authors then filtered articles relevant to the research topic based on abstracts and
keywords, excluding any irrelevant articles.

Data analysis was conducted based on qualitative data analysis according
to Creswell (2016), by following these steps: (1) reading all selected articles to
gain a general understanding; (2) coding the data to organize information
systematically; (3) identifying emerging themes; (4) establishing connections
between themes to identify specific patterns; (5) interpreting the analysis results
within the theoretical framework to answer the research questions.

RESULTS AND DISCUSSION
1. Organizational Challenges
Internal Challenges

One of the most common internal challenges in organizations is resistance
to change, often driven by employees' fear of job loss or shifts in roles. This fear
arises from the perception that changes may disrupt existing systems, introduce
unfamiliar challenges, or even replace employees with technology or more
competent individuals. Rapid and complex global dynamics significantly impact
security and stability (Santoso et al., 2023). A lack of understanding of the benefits
of change, coupled with ineffective communication from decision-makers,
exacerbates this resistance. Moreover, rigid and bureaucratic organizational
cultures reinforce resistance, as traditional work methods are perceived as safer
and more reliable. Dependence on strict hierarchies and slow decision-making
limits the space for exploring new ideas, often resulting in apathy, indirect
rejection, or even open opposition to innovation efforts.
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Consequently, resistance to change not only hinders the implementation of
new initiatives but also prevents organizations from adapting and evolving in
response to changing environmental dynamics.

Additionally, conflicts of interest frequently arise in the implementation of
organizational strategies, particularly when leaders and employees have differing
priorities. Leaders tend to focus on long-term goals, operational efficiency, and
broad strategic decisions, while employees prioritize short-term needs such as job
stability, well-being, and manageable workloads. The tension between short-term
financial needs and long-term visions exacerbates this conflict, where decisions
favoring immediate gains often clash with investments for sustainable growth that
require short-term sacrifices. This imbalance can impede strategy implementation,
weaken communication effectiveness, and heighten resistance among employees,
ultimately affecting motivation, commitment to long-term goals, and overall
productivity.

External Challenges

The uncertainty of the global environment continues to increase with the
rapid advancement of technology, forcing organizations worldwide to adapt to
fast and unpredictable changes. Over time, technology has evolved from the
agricultural era to industrial technology, information technology, and now the era
of communication and information technology (Danuri, 2019). One of the most
prominent aspects is the advancement of artificial intelligence (AI) and
digitalization, which not only change organizational workflows but also create
new challenges in strategic decision-making. Global competition is becoming
increasingly complex, and the pace of technological change often surpasses the
ability of regulations and policies to keep up, leading to greater uncertainty.
Organizations that can respond with flexibility and innovation have a better
chance of surviving and thriving amidst continuous changes.

Beyond technological challenges, geopolitical dynamics also play a crucial
role in creating global uncertainty. Political tensions between nations and trade
wars among major countries have significantly disrupted international supply
chains, hindering the flow of goods and services and increasing market volatility.
This uncertainty forces organizations to face higher risks, such as fluctuations in
raw material prices, changes in trade policies, and potential economic conflicts. In
this situation, the ability of organizations to assess geopolitical conditions and
integrate risk mitigation strategies is essential to maintaining operational stability
and competitiveness in an increasingly complex global landscape.

Global crises, such as the COVID-19 pandemic, have demonstrated the
vulnerability of organizations that lack a robust strategic vision. The pandemic
exposed fundamental weaknesses in the operational structures of many
organizations unprepared for sudden disruptions. Reliance on traditional work
models and fragile supply chains exacerbated the crisis's impact, slowed recovery,
and increased the risk of losses. Therefore, developing strategic organizational
resilience to withstand external shocks with flexibility and innovation is crucial.
This resilience includes not only operational readiness but also a commitment to
adapting to unpredictable global environmental changes.
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Moreover, the intensifying global competition compels organizations to
continually innovate and adapt. One of the biggest challenges is competing with
multinational corporations that have superior resources in terms of capital,
technology, and international networks. These organizations leverage economies
of scale, innovation, and access to global markets to dominate industries. This
situation demands local organizations to develop effective strategies to remain
competitive, such as improving product or service quality, adapting to global
market demands, and building strategic collaborations to strengthen their
competitive advantage.

In addition to multinational corporations, the emergence of disruptive
startups has intensified competition by introducing innovations that
fundamentally transform industries. These startups offer new, efficient, affordable,
and relevant solutions to current market needs. This phenomenon forces
organizations to continuously innovate to remain relevant. Such innovation
includes developing new products or services, transforming operational models,
utilizing digital technology, and enhancing customer experience. Therefore, the
ability to adapt and respond to changes is key to organizational sustainability and
success amid increasingly disruptive global competition.

Facing various external and internal pressures, strategic leadership must
adopt approaches that align with the challenges at hand. To address global
competition and technological disruption, leaders can implement innovation
strategies and digital transformation to keep the organization relevant (Garrido-
Moreno et al.,, 2024). Meanwhile, to overcome resistance to change within the
organization, participatory and inclusive leadership can enhance acceptance and
engagement among organizational members in the change process.

Thus, effective strategic leadership must be capable of linking each specific
challenge with the appropriate strategy to ensure sustainable organizational
resilience.

2. Strategies for Building Organizational Resilience

Transformational Leadership Approach

Effective leaders have the ability to formulate an inspiring, relevant, and
adaptive vision that aligns with continuously changing dynamics. A clear and
motivating vision not only provides direction for the organization but also
encourages every member to contribute maximally to achieving shared goals.
Research by Maryadi et al. (2024) found that leaders capable of designing long-
term visions, making strategic decisions, and inspiring employees positively
impact company performance. In crafting a vision, leaders must consider current
trends, societal needs, and existing competition, ensuring the vision is not only
inspiring but also practical and implementable. Involving organizational members
in this process is a strategic step to ensure relevance and increase a sense of
ownership. Active participation harnesses creative ideas and diverse perspectives,
fostering a collaborative work environment and strengthening individual
commitment to shared objectives.

Transformational leadership also includes setting an example through
strong ethical values and integrity, known as Idealized Influence. Leaders who
uphold high moral standards in their actions and decisions build trust, respect,
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and loyalty among organizational members (Purwanti & Hartati, 2024). This trust
strengthens internal relationships and creates a positive work culture where every
individual feels valued and motivated to contribute. Additionally, leaders
demonstrating resilience in facing challenges, courage in making tough decisions,
and adaptability without compromising ethics serve as role models, inspiring
employees to remain focused on collective goals despite external pressures. Such
an approach enhances internal cohesion and drives collective success.

According to Bernard M. Bass in Purwanti & Hartati (2024), Inspirational
Motivation is another key element of transformational leadership, where leaders
inspire enthusiasm through clear, directed, and motivational communication.
Research by Pahliana et al. (2023) indicates that effective communication is a
crucial intervention tool in organizational change management. By conveying a
compelling vision through engaging narratives, leaders can mobilize employees to
work with enthusiasm and dedication. This can be reinforced by using symbols
such as logos, mottos, or visual representations to strengthen group identity and
foster a sense of unity. This approach not only creates a positive work atmosphere
but also boosts employees' confidence and drives optimal performance.

By implementing these leadership elements, strategic leaders can foster a
dynamic, collaborative, and innovative work environment. This approach enables
organizations to withstand and thrive amidst evolving challenges while ensuring
long-term success and sustainability.

Collaborative Approach

A collaborative work environment is one of the key objectives of strategic
leadership, making the collaborative approach an essential strategy in creating
innovative and effective solutions. One way to implement this approach is by
forming cross-functional teams, which serve as a strategic step to integrate various
skills and diverse perspectives. These cross-functional teams consist of individuals
from different backgrounds who work together to solve problems
comprehensively. By combining diverse viewpoints, teams can identify
overlooked solutions instead of focusing solely on a specific field. Cross-functional
collaboration not only accelerates problem-solving processes but also generates
fresh ideas derived from the synergy of various disciplines, fostering the
development of more relevant innovations in addressing challenges.

To effectively tackle challenges, it is also necessary to build a work
environment that supports transparency and trust, thereby encouraging successful
collaboration. According to Nengsih et al. (2020), transformational leadership style
is characterized by transparency and cooperation. When organizational members
feel valued and free to share ideas and perspectives, an atmosphere that supports
open communication is created. Transparency in decision-making and
information sharing clarifies common goals and enhances mutual trust. This trust
enables members to share knowledge and skills without fear of unhealthy
competition. By fostering a culture of openness and mutual respect, teams can
function more effectively, solve problems creatively, and generate innovative
solutions.

Innovative solutions will not emerge without empowering organizational
members, which is a crucial component in creating a productive and adaptive
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work environment. One way to empower members is by encouraging them to
think critically and participate in decision-making processes. Involving
organizational members not only enriches perspectives but also builds a sense of
ownership and responsibility for the decisions made. Employees who feel valued
and given space to contribute tend to be more motivated to work better and
generate new ideas that support organizational growth. This approach strengthens
internal relationships, increases job satisfaction, and results in more effective and
sustainable decision-making.

Empowerment can also be achieved through skill development relevant to
organizational needs. Training serves as a means to enhance individual
competencies while ensuring readiness to face rapidly evolving challenges.
According to Sahabuddin et al. (2024), a well-planned human resource
development strategy, including training, skill development programs, and career
coaching, fosters an environment conducive to innovation. When employees
continuously update their skills, they become more confident in performing tasks
and more prepared to adapt to dynamic work environments. Investing in
employee development not only boosts productivity but also creates a more skilled
workforce capable of sustaining organizational competitiveness.

Strengthening Organizational Culture

To navigate an increasingly dynamic environment, organizations must
promote continuous learning at all levels. A strong learning culture helps
employees continuously develop relevant skills and knowledge, enabling them to
adapt quickly to technological, market, and consumer needs changes. By fostering
an environment that encourages exploration and innovation, organizations ensure
that every individual is not only prepared to face existing challenges but also able
to anticipate changes and leverage them as opportunities. Ultimately, continuous
learning enhances an organization's competitiveness in an increasingly tight
market.

Viewing failure as an opportunity for learning and innovation is a key
element in strengthening organizational culture. When failure is seen as a chance
to gain new insights and improve processes, employees will not hesitate to try new
approaches or take necessary risks for growth. In this way, failure is not regarded
as the end of an effort but as an essential step toward greater success. In such an
environment, every failure becomes a valuable lesson that enriches collective
experience, fosters creativity, and helps the organization continuously innovate.
This ultimately leads to better solutions, increased productivity, and improved
organizational readiness to face future challenges (Sahabuddin et al., 2024).

Additionally, fostering healthy and productive teams is integral to
strengthening organizational culture. By prioritizing work-life balance,
organizations can reduce stress and burnout often caused by excessive workloads.
Employee well-being programs, such as flexible working hours, adequate leave
policies, and support for physical and mental health, help employees feel valued
and more motivated. This balance not only improves individual quality of life but
also positively impacts their performance, creating a more productive and
sustainable work environment.
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Adequate psychological support also plays a crucial role in building
individual resilience. When employees face significant pressure or challenges,
organizations must provide counseling services, stress management training, and
strong social support. By equipping individuals with skills to manage emotions
and handle difficult situations, organizations help them recover more quickly and
effectively while minimizing negative impacts on mental health. This support not
only accelerates recovery but also strengthens mental resilience, enabling
employees to remain productive despite adversity. Well-maintained psychological
well-being enhances commitment and performance in the long run, supporting
overall organizational goals. This aligns with research by Wati & Aulia (2021),
which found that BNPP employees with high psychological well-being can
evaluate and recognize their potential, optimizing it across various aspects of life,
particularly in facing work and personal challenges.

Utilization of Technology

Integrating digital technology into work processes is a strategic step to
enhance operational efficiency across various sectors. Utilizing software and
digital applications allows organizations to automate routine tasks, streamline
workflows, and minimize human errors. This is also supported by Danuri (2019),
who found that digital and electronic-based activities, with data as the main
element, enable individuals to interact without spatial and temporal limitations,
allowing them to conduct transactions electronically anytime, anywhere, and with
anyone. Implementing digital-based systems also facilitates more accurate and
real-time data management, enabling faster decision-making based on relevant
information. Moreover, digitalization fosters more effective collaboration among
teams, both locally and remotely, through integrated communication and project
management platforms. Consequently, digitalization not only boosts productivity
but also optimizes organizational resource utilization.

Furthermore, leveraging data analytics is crucial in optimizing digitalized
work processes. Advanced analytics technologies enable organizations to process
vast amounts of data into meaningful and relevant insights. As Danuri (2019)
noted, digital systems drive significant advancements in communication,
information transformation, data processing, data security, and handling
increasingly complex activities. Decision-making, which previously relied on
intuition or experience, has now become more measurable and evidence-based.
Proper data analysis provides a clearer picture of trends, patterns, and variables
affecting organizational performance. This allows decision-makers to formulate
more targeted strategies, improve decision accuracy, and strengthen
organizational responsiveness to dynamic market conditions and demands.

Enhancing technological innovation is also a strategic step in adopting new
technologies that improve team performance. Encouraging an innovation culture
through investment in research and development (R&D) ensures the continuity
and advancement of technological innovations. Research by Wiyani (2008) found
that technology-based companies tend to reap long-term benefits and increase
shareholder value, as reflected in rising stock prices. With proper resource
allocation, organizations can develop new technologies while refining existing
products or services. This fosters sustainable and applicable creative ideas and
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encourages collaboration between government sectors, industries, academia, and
research institutions. Investing in R&D also accelerates the transition to new
technologies through the development of innovative solutions.

Implications for Organizational Resilience

Strengthening organizational resilience can be achieved through the
implementation of strategic leadership that is responsive to both external and
internal changes. Adaptive leadership enables organizations to quickly respond to
external challenges, such as market shifts, government policies, or socio-economic
dynamics, as well as internal challenges related to team performance,
organizational culture, or internal structures. Leaders who can identify and
respond to changes with flexibility and innovation will ensure operational
continuity and organizational competitiveness. As highlighted in the research by
Panjaitan and Ibaneza (2022), the stronger an organization's resilience and
entrepreneurial resilience, the more capable an entrepreneur is in proactively and
intelligently configuring all available resources. This, in turn, fosters greater
organizational resilience, maintains organizational relevance, and strengthens
competitiveness amidst continuous change.

A resilient organization possesses the ability to withstand market pressures
and seize growth opportunities by leveraging its robustness and strong
adaptability. With the right leadership strategies in place, organizations can not
only overcome emerging challenges but also transform them into opportunities for
growth. Organizational resilience is built through proactive risk management,
continuous innovation, and a culture that supports collaboration and openness. A
resilient organization will continuously adapt, reinforce its competitive position,
and achieve long-term success despite uncertainty.

Additionally, enhancing team loyalty and performance heavily depends on
strategic leadership that considers the individual needs of team members.
According to Hanita (2023) strategic leadership is one of the key indicators of an
organization's success. Effective leaders can recognize the potential and strengths
of each team member and provide support tailored to their needs. By
understanding the personal and professional aspects that influence employees'
motivation, leaders can foster a conducive work environment that not only boosts
confidence and commitment but also enhances productivity. Leadership that is
responsive to individual needs creates a strong emotional bond between members
and the organization, which ultimately contributes to higher loyalty and optimal
team performance.

To ensure long-term sustainability, organizations need a holistic approach
that integrates elements of culture, technology, and resources. Organizational
culture shapes the values and attitudes that support adaptation and innovation,
while technology plays a crucial role in enhancing efficiency and competitiveness
through the adoption of cutting-edge advancements. Resources, both human and
material, must be managed optimally to support long-term objectives. By
integrating these three elements, organizations can build resilience and
sustainability, allowing them not only to withstand current challenges but also to
thrive in the face of future changes.
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CONCLUSION AND RECOMMENDATION

Organizational resilience is influenced by external factors, such as
technological advancements, geopolitical dynamics, and global competition, as
well as internal factors, including resistance to change, conflicts of interest, and
cultural barriers within the organization. These factors demand an adaptive
strategic approach. To navigate uncertainties arising from digitalization, artificial
intelligence, and geopolitical tensions, organizations must enhance flexibility,
innovation, and risk mitigation capabilities. Meanwhile, internal challenges
require an inclusive and communicative approach to align strategic interests with
individual needs. Transformational leadership plays a key role in building an
inspiring vision, fostering a dynamic work culture, and strengthening
organizational commitment through integrity and ethics. Additionally, a
collaborative approach through the formation of cross-functional teams and the
empowerment of organizational members enhances innovation and effectiveness
in addressing complex challenges. Strengthening organizational culture with a
focus on continuous learning, leveraging failures as opportunities, and
maintaining a balance between work and personal life fosters a healthy and
productive work environment. On the other hand, the adoption of technology,
such as digitalization and data analytics, not only improves operational efficiency
but also helps maintain organizational competitiveness amidst global disruptions.
By implementing these four strategies, organizations can not only withstand rapid
environmental changes but also seize new opportunities to achieve long-term
success.

Organizations should adopt an adaptive and participatory leadership
model that promotes transparency, accountability, and data-driven decision-
making to enhance effectiveness and responsiveness to change. Moreover,
strengthening a culture of innovation and cross-unit collaboration is essential to
ensure that policies and programs can flexibly respond to social, economic, and
political dynamics. The optimization of digital technology, such as electronic-
based systems and data analytics, should also be prioritized to improve efficiency,
accelerate workflows, and strengthen policy monitoring and evaluation.
Furthermore, human resource capacity development is a critical aspect that can be
achieved through continuous training, digital competency enhancement, and the
instillation of integrity and professionalism in performing duties.

FUTHER STUDY

However, this study has several limitations, including a lack of exploration into
the differences in organizational resilience dynamics across various levels and
structures, as well as limited empirical studies on the effectiveness of the proposed
strategies in addressing specific bureaucratic challenges, such as regulatory
overlaps and resistance to institutional reforms. Therefore, further research is
needed to analyze how contextual factors within organizations influence
organizational resilience and to examine the effectiveness of the proposed
strategies across different work cultures.

528



Internasional Journal of Integrative Sciences (1JIS)
Vol.4, No.3, 2025: 517-532

REFERENCES
Ahsan, M. ], & Khawaja, S. (2024). Sustainable leadership impact on

environmental performance: Exploring employee well-being, innovation,
and organizational resilience. Discover Sustainability, 5(1), 317.
https:/ /doi.org/10.1007 /s43621-024-00422-7

Asriana, A., & Susanti, S. (2022). Collaborative Government in Implementing the

SALUR Application Program in Indonesia During the Covid-19
Pandemic. KnE Social Sciences, 176-189.

Cahyono, A. W, & Guyana, D. (2021). Optimalisasi Kepemimpinan
Nasional/Tni Dalam Percepatan Penanganan Covid-19 Dan Pemulihan
Ekonomi Nasional Guna Meningkatkan Kesejahteraan Masyarakat Dalam
Rangka Terwujudnya Indonesia Tangguh Ditinjau Dari Perspektif
Kepemimpinan Strategis. JMBI UNSRAT (Jurnal Ilmiah Manajemen Bisnis
dan Inovasi Universitas Sam Ratulangi)., 8(2).
https:/ /ejournal.unsrat.ac.id/index.php/imbi/article/view /34337

Creswell, J. W. (2016). Research Design: Pendekatan Metode Kualitatif,
Kuantitatif, dan Campuran (4 ed.). Pustaka Pelajar.

Danuri, M. (2019). Perkembangan dan transformasi teknologi digital. Jurnal
[Imiah Infokam, 15(2).
http:/ /amikjtc.com/jurnal/index.php/jurnal/article/view /178

Destrina, E., & Muizu, W. O. Z. (2024). Pengaruh Gaya Kepemimpinan
Kewirausahaan terhadap Ketahanan Organisasi UMKM Kuliner Kota

Bandung. Business Preneur: Jurnal Ilmu Administrasi Bisnis, 6(2), 555-
564.

Doniyanto, K., & Rofi, M. S. (2023). Kepemimpinan Strategis dan Kolaboratif
Presiden XI Jinping dalam Mengatasi Pandemi Covid-19 di Cina. Jurnal
Pendidikan Tambusai, 7(3), 21825-21833.

Eryc, E. (2023). Peran Kasih dan Altruisme terhadap ketahanan keberlanjutan
Organisasi. Trending: Jurnal Manajemen dan Ekonomi, 1(4), 143-156.

Garrido-Moreno, A., Martin-Rojas, R., & Garcia-Morales, V.]. (2024). The key role
of innovation and organizational resilience in improving business
performance: A mixed-methods approach. International Journal of
Information Management, 77, 102777.

Georgescu, 1., Bocean, C. G., Vdarzaru, A. A., Rotea, C. C.,, Mangra, M. G., &
Mangra, G. I (2024). Enhancing Organizational Resilience: The
Transformative Influence of Strategic Human Resource Management
Practices and Organizational Culture. Sustainability, 16(10), 4315.

529


https://doi.org/10.1007/s43621-024-00422-z
https://ejournal.unsrat.ac.id/index.php/jmbi/article/view/34337
http://amikjtc.com/jurnal/index.php/jurnal/article/view/178

Sutono, Daryanto

Hanita, M. (2023). Kepemimpinan Strategis Untuk Ketahanan Wilayah Di Era
Digital (Studi di Kota Pariaman, Provinsi Sumatera Barat). Jurnal
Ketahanan Nasional, 29(2), 199-219.

Hanum, G. K., Andriani, N., Pattiran, M., Idie, D., & Susilowati, S. (2024).
Kepemimpinan Strategis Dan Kinerja Organisasi: Sebuah Meta-Analisis.
Jurnal Review Pendidikan dan Pengajaran (JRPP), 7(1), 158-166.

Hasanah, J., Alim, M. Z., Febriansyah, V., & Anshori, M. 1. (2023). Budaya
organisasi dan kepemimpinan transformasional: Sistematika tinjauan
literatur. Jurnal Ilmiah Dan Karya Mahasiswa, 1(4), 248-261.

Hollands, L., Haensse, L., & Lin-Hi, N. (2024). The How and Why of
Organizational Resilience: A Mixed-Methods Study on Facilitators and
Consequences of Organizational Resilience Throughout a Crisis. The
Journal of Applied Behavioral Science, 60(3), 449-493.
https:/ /doi.org/10.1177/00218863231165785

Kantabutra, S., & Ketprapakorn, N. (2021). Toward an organizational theory of

resilience: An interim struggle. Sustainability, 13(23), 13137.

Maryadi, A., Hermiati, N. F., Purnamasari, P., Afandi, D. R., & Kosim, M. (2024).
Peran Kepemimpinan Strategis pada Sektor UMKM terhadap Hubungan
Keterampilan Wirausaha dan Motivasi Berwirausaha terhadap Kinerja
Bisnis. Journal of Management: Small and Medium Enterprises (SMEs),
17(2), 783-795.

Nengsih, S., Gusfira, R., & Pratama, R. (2020). Kepemimpinan Transformatif Di
Lembaga Pendidikan Islam. PRODU: Prokurasi Edukasi Jurnal
Manajemen Pendidikan Islam, 2(1).
https:/ /ejournal.uinib.ac.id /jurnal/index.php/produ/article/ view /224
7

Ningsih, S. J., Wadjdi, A. F., & Budiyanto, S. (2022). Kepemimpinan Strategis
dalam Pertahanan Indonesia. Citizen: Jurnal IImiah Multidisiplin
Indonesia, 2(1), 88-95.

Norman, E., & Pahlawati, E. (2024). Pengembangan Kepemimpinan yang Adaptif

dan Fleksibel: Meningkatkan Ketahanan Organisasi di Era Transformasi
Digital. MES Management Journal, 3(1), 298-305.

Nur, L., Disman, D., Ahman, E., Hendrayati, H., & Budiman, A. (2021). Analisis
kepemimpinan transformasional. Jurnal IImu Manajemen Dan Bisnis,
12(2), 185-200.

Pahliana, S., Hayadi, B. H., Yusuf, F. A., Suheti, S., & Rodiyah, S. (2023).
Membangun Ketahanan Dalam Perubahan Organisasi Pada Alat
Intervensi Dan Strategi Resistensi. Technical and Vocational Education
International Journal (TAVEI]), 3(2), 199-208.

530


https://doi.org/10.1177/00218863231165785
https://ejournal.uinib.ac.id/jurnal/index.php/produ/article/view/2247
https://ejournal.uinib.ac.id/jurnal/index.php/produ/article/view/2247

Internasional Journal of Integrative Sciences (1JIS)
Vol.4, No.3, 2025: 517-532

Pamungkas, M. R., Hermanto, B., Tresna, P. W., & Putra, B. S. (2022). Analisis
Fungsi Kepemimpinan Strategis Di Industri Kreatif Subsektor Film,
Animasi Dan Video (Kasus: Good Vibes Project). Jurnal Manajemen dan
Bisnis Kreatif, 7(2), 110-125.

Panjaitan, R., & Ibaneza, N. T. (2022). Menelisik Ketahanan Kewirausahaan Dan
Ketahanan Organisasi Menuju UMKM Tangguh Di Kabupaten Semarang.
Media Informasi Penelitian Kabupaten Semarang, 4(1), 28-43.

Purwanti, 1., & Hartati, O. (2024). Kepeimpinan Transformasional: Tinjauan
Sejarah dan Perkembangan Kajian di Bidang Pendidikan. Jurnal Arsip
Akademik, 5(1), 21-28.

Rifai, A. A. (2020). Kontribusi Strategis MSDM untuk Mendorong Peningkatan
Kualitas Kemampuan Organisasi Era Revolusi 4.0: Manajemen
Pemasaran. Ekonomedia, 9(02), 73-84.

Rivai, A. (2020). Pengaruh kepemimpinan transformasional dan budaya
organisasi terhadap kinerja karyawan. Maneggio: Jurnal Ilmiah Magister
Manajemen, 3(2), 213-223.

Sahabuddin, R., Riana, E., Aprilia, R., Mustafa, Z. N., & Arif, H. M. (2024). Studi
tentang Pengaruh Strategi Pengembangan SDM terhadap Ketahanan
Organisasi: Inovasi dan Pengalaman Praktik Mahasiswa sebagai Variabel
Mediasi. Management, Economics, Trade, and Accounting Journal
(META-JOURNAL), 2(1), 17-28.

Santoso, G., Karim, A. A., & Maftuh, B. (2023). Kajian Ketahanan Nasional
melalui Geopolitik dan Geostrategi Indonesia Abad 21. Jurnal Pendidikan
Transformatif, 2(1), 184-196.

Setyawan, A., Anderson, J., & Nelson, A. (2024). Pengaruh Kepemimpinan
Transformasional dan Manajemen Bakat dengan Ketahanan Organisasi
sebagai Mediasi terhadap Kinerja Organisasi. Jurnal Ilmiah Manajemen,
Ekonomi, & Akuntansi (MEA), 8(3), 2241-2256.

Syam, M., & Rauf, R. (2022). Pengaruh Kepemimpinan Strategis Dan Kepuasan
Kerja Terhadap Kinerja Pegawai. SEIKO: Journal of Management &
Business, 5(1), 592-600.

Tambunan, F. A. A. (2022). Penyuluhan Hukum Dalam Pencegahan Desersi Dan
THTI Di Kalangan Prajurit TNI AD Dan Implikasinya Bagi Ketahanan
Organisasi (Studi Di Yonif R 631/Atg Kota Palangka Raya, Provinsi
Kalimantan = Tengah). = Jurnal = Ketahanan  Nasional,  28(3).
https:/ /journal.ugm.ac.id/jkn/article/ view /78509

Wahyuni, F., & Maunah, B. (2021). Kepemimpinan transformasional dalam

pendidikan Islam. Southeast Asian Journal of Islamic Education
Management, 2(2), 141-162.

531


https://journal.ugm.ac.id/jkn/article/view/78509

Sutono, Daryanto

Wardani, P., Sutisna, S., & Supriyatno, M. (2022). Kepemimpinan Strategis
Menghadapi Ancaman Nir-Militer; di Tengah Pandemi COVID-19 dalam
Pertahanan Nir-Militer. Citizen: Jurnal IImiah Multidisiplin Indonesia,
2(1), 138-145.

Wati, R. K., & Aulia, A. (2021). Kesejahteraan psikologis, kualitas kehidupan
kerja dan keterikatan kerja pegawai BNPP.
https:/ /www.researchgate.net/ profile/ Aulia-Aulia-
3/publication/358613448 Kesejahteraan_ psikologis kualitas_kehidupan

kerja_dan_keterikatan kerja pegawai BNPP/links/63dbal72c465a873a
2798e6c/ Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-
keterikatan-kerja-pegawai-

BNPP.pdf? sg%5B0%5D=started_experiment milestone&origin=journal
Detail&_rtd=e30%3D

Wibowo, J. A., & Puspitasari, M. (2021). Kepemimpinan strategis dalam masa
krisis pandemi COVID-19 (belajar dari pemimpin daerah Kota Tegal).
Jurnal IImiah Universitas Batanghari Jambi, 21(1), 282-288.

Wiyani, W. (2008). Meningkatkan nilai perusahaan melalui investasi teknologi
informasi. Jurnal keuangan dan perbankan, 12(2), 240-252.

Yulistarini, D. (2024). Peran Kepemimpinan Strategis dan Perencanaan
Keuangan dalam Rantai Pasok Kopi: Sebuah Tinjauan Literatur. Jurnal
Kompetitif, 13(1), 17-28.

532


https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D
https://www.researchgate.net/profile/Aulia-Aulia-3/publication/358613448_Kesejahteraan_psikologis_kualitas_kehidupan_kerja_dan_keterikatan_kerja_pegawai_BNPP/links/63dba172c465a873a2798e6c/Kesejahteraan-psikologis-kualitas-kehidupan-kerja-dan-keterikatan-kerja-pegawai-BNPP.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D

