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The disruption era, marked by rapid technological advancement,
digitalization, and globalization, compels organizations to be
adaptive, resilient, and innovative in order to sustain long-term
growth and competitiveness. This study aims to explore the role
of innovation strategy in change management as a central factor
in enhancing organizational resilience. By employing a
comprehensive literature review of recent scholatly articles
published, the study reveals that the integration of innovation
and change management practices significantly influences an
organization’s capacity to respond effectively to both internal
and external challenges. Organizations that successfully
implement these strategies are not only able to withstand
uncertainty and disruptions but also achieve sustainable
development and continuous growth through ongoing
innovation. These insights contribute to the existing literature by
deepening the understanding of the dynamic relationships
between innovation strategy, change management, and
organizational resilience. Moreover, the study offers practical
implications for leaders and decision-makers in designing,
implementing, and evaluating strategies that remain relevant and
effective in a rapidly evolving disruption era.
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1. Introduction

The phenomenon of disruption that has occurred in the last decade has very
quickly changed the global business landscape. The acceleration of digital technology,
the development of artificial intelligence, automation, and the transformation of
platform-based business models have created significant pressure on organizations in
various sectors. In addition, globalization has accelerated market integration,
expanded competition, and demanded that organizations adapt to evolving standards.
This rapid change not only creates new opportunities but also significant challenges
that can threaten the survival of organizations that are not prepared to face them
(Hillmann & Guenther, 2021). In other words, contemporary organizations are faced
with a new reality that demands speed, agility, and the ability to read the direction of
a highly dynamic market.

Organizations in the era of disruption are not enough to just rely on operational
efficiency. They are required to develop resilience so they can survive, rise, and even
thrive amid uncertainty. Organizational resilience includes the capacity to adapt,
manage risk, and respond to change proactively (Duchek, 2020). In practice, resilience
is not just about surviving shocks, but also about using a crisis as a momentum to
strengthen the organization's strategic position. Resilient organizations are usually
characterized by the ability to carry out sustainable innovation and create a
competitive advantage through adaptive learning (Abourokbah et al., 2023). Thus,
organizational resilience cannot be separated from a continuous cycle of innovation

as a form of response to external dynamics.
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However, the journey to becoming a resilient organization is not easy. A real
challenge arises from internal resistance to change. Employees are often afraid of new
technologies, changes in work patterns, or threats to job security. In addition, rigid
bureaucracy and long hierarchies often slow down the adoption of innovation. These
obstacles are compounded by the digital skills gap, especially among senior workers
who are less accustomed to technology. As a result, digital transformation often fails
to achieve its expected goals. This resistance shows that the human aspect is a crucial
tactor that should not be ignored, because the success of technology still depends on
the acceptance and readiness of the human resources who use it.

In this context, change management becomes crucial. This process provides a
structured framework to guide the organization through transitions and minimize
resistance (Madani & Parast, 2023). Change management helps build awareness,
understanding, and commitment from stakeholders towards the new direction the
organization is taking. On the other hand, an innovation strategy is the foundation for
creating new products, services, and processes that can increase the organization's
competitiveness (Gustafsson et al., 2020). The relationship between the two is closely
linked: without effective change management, innovation is difficult to accept;
without innovation, change management loses its strategic direction. The integration
of the two ensures that change does not only occur at a procedural level, but is also
rooted in the organizational culture.

Leadership plays an important role in integrating innovation strategy and
change management. Adaptive leaders are able to inspire teams, communicate a vision

for change, and encourage a culture that is open to experimentation and failure (Madi
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Odeh et al., 2023). Strong leadership can bridge the gap between strategic vision and
day-to-day operational practices, thereby creating harmony in the transition process.
In addition, an organizational culture that supports creativity and risk-taking has been
proven to significantly increase organizational resilience (Herbane, 2019). In other
words, the success of an organization in facing disruption is highly determined by
visionary leadership as well as a work environment that encourages collaboration,
innovation, and openness.

This study uses a contemporary literature approach to analyze the role of
leadership, organizational culture, communication, and risk management in building
organizational resilience. Literature analysis allows researchers to identify patterns,
trends, and best practices that can be used as a reference in dealing with the era of
disruption. The contribution of this research is expected to enrich academic literature
as well as provide practical implications for decision makers in designing relevant
innovation and change management strategies in an era of uncertainty. With a deeper
understanding, organizations are expected to not only be able to survive, but also

create long-term, sustainable competitive advantages.

2. Literature Review

2.1. Innovation Strategy and Change Management

Recent Innovation is the main driver of organizational competitiveness. In the
context of increasingly fierce global competition, innovation is no longer considered
an option, but a strategic need that determines the organization's survival. Gustafsson

et al. (2020) classify innovation into various categories, ranging from product
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innovation which focuses on the creation of new goods and services, to business
model innovation which emphasizes fundamental changes in the way organizations
create, deliver, and capture value. Process innovation, service innovation, and
technological innovation are also important parts that expand the scope of
organizational competitiveness in the digital era. However, the success of innovation
cannot be separated from an effective change management process. Even good
innovation often fails if it is not accompanied by a planned and structured change
strategy. Madani and Parast (2023) emphasize that the integration of innovation with
change management creates a more adaptive organization that is able to anticipate
external challenges.

Change management functions as a bridge that connects innovative ideas with
real implementation in the field, so that resistance from employees and bureaucratic
obstacles can be minimized. He et al. (2023) even found that successful digital
transformation is mediated by strong change management practices. This means that
the application of new technologies such as artificial intelligence, big data, and
automation can only have a positive impact if the organization has a change
mechanism that can manage risk, increase human resource readiness, and build a
culture that supports innovation. Thus, the relationship between innovation and
change management is not only complementary, but also determines the success of

an organization in dealing with uncertainty.
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2.2. Organizational Resilience and Leadership

Organizational resilience is understood as the ability to deal with disruptions,
adapt, and maintain core functions (Hillmann & Guenther, 2021). This concept has
become very important in the context of modern business, where uncertainty,
technological disruption, and rapid market dynamics demand that organizations not
only survive, but are also able to thrive despite facing external pressure. Duchek (2020)
compiled a framework of resilience capabilities which includes three main dimensions,
namely anticipation, adaptation, and learning. Anticipation includes the organization's
ability to predict potential risks and design appropriate mitigation strategies.
Adaptation emphasizes flexibility in dealing with change, including adjusting
processes, structures, and resources. Meanwhile, learning ensures the organization is
able to learn from previous experiences, so that mistakes are not repeated and
innovation can be applied effectively.

Leadership is an important determinant in strengthening organizational
resilience. Effective leadership not only provides strategic direction, but also creates a
culture that supports collaboration, open communication, and rapid decision-making
in crisis situations. Madi Odeh et al. (2023) assert that adaptive leadership plays a role
in preparing organizations to face crises through a clear vision, effective
communication, and empowering team members. Adaptive leaders encourage
organizational members to be proactive in facing challenges, while also facilitating
innovation and continuous learning. Thus, the combination of a comprehensive
resilience framework and adaptive leadership is an important foundation for

organizations to remain resilient, competitive, and ready to face future uncertainty.
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3. Methods

This research uses a literature study method with a focus on academic articles
published academically. The database used for literature searches is Google Scholar,
which provides broad access to international and national journals. The search
keywords used included innovation strategy, change management, organizational
resilience, and disruption. The search process was carried out systematically to ensure
the coverage of relevant and current literature. Next, a selection was made with certain
inclusion criteria, namely articles that had gone through a peer-review process,
explicitly discussed the integration of innovation and change management, and were
relevant to the context of organizations in the era of disruption.

The selected articles were then used as the main sample for further analysis.
The analysis was carried out using a thematic approach, which allowed researchers to
identify the main patterns and central themes in the literature related to the
relationship between innovation strategy, change management, and organizational
resilience. This thematic approach helps in compiling a systematic conceptual
synthesis, so that concepts and findings from various studies can be understood
comprehensively. In addition, the validity of the research was enhanced through
theoretical triangulation from wvarious disciplinary fields, including strategic
management, organizational theory, leadership, and technological innovation. Thus,
this research does not only review the literature from a single perspective, but also

integrates various approaches to gain a more holistic understanding.
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The literature study method was chosen because it allows for the collection of
current empirical evidence as well as the preparation of a coherent conceptual
synthesis. This approach is very relevant for understanding complex phenomena that
involve the interaction between innovation strategy, change management processes,
and strengthening organizational resilience in the face of disruption. The results
obtained are not intended to be generalized statistically as in quantitative research, but
rather to provide a theoretical framework that strengthens academic and managerial
understanding related to the research topic. Thus, this research is expected to make
an important contribution to the development of scientific literature as well as be a
practical reference for organizations in designing adaptive, effective, and sustainable

innovation and change management strategies in an era of uncertainty.

4. Results

The era of disruption has given rise to highly complex organizational dynamics,
characterized by technological acceleration, digitalization, and unpredictable shifts in
market behavior. In these conditions, organizations are required to not only survive,
but also be able to develop by creating new opportunities through strategic and
measured innovation. The results of the literature review show that an innovation
strategy has a central role in supporting change management, which ultimately builds
organizational resilience. The integration of the two is a must, considering that
innovation without change will only be an unrealized idea, while change without
innovation will not provide a clear strategic direction for the organization in facing

complex external challenges.
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The main finding from the literature is the importance of a clear vision as the
basis for preparing innovation and change management strategies. Gustafsson et al.
(2020) emphasize that organizations that have a strategic direction are able to create
innovations that are relevant to market needs and are not trapped in unmeasured
experiments. Vision serves as a compass that directs all organizational members to
move towards a common goal, as well as facilitating efficient resource allocation and
the right priorities. This is also reinforced by Duchek (2020) who emphasizes that one
of the dimensions of resilience is the ability to anticipate challenges through a long-
term vision. Without a structured and communicative vision, it will be difficult for
organizations to align innovation efforts with real change needs and optimize the
potential for internal collaboration.

The literature results also confirm that adaptive leadership is a determining
factor for the successful integration of innovation strategy in change management.
Madi Odeh et al. (2023) state that leaders who are able to adapt do not only act as
directors, but also as inspirers who foster the courage to take risks. Inclusive leaders
encourage the participation of organizational members in the decision-making
process, so that a sense of ownership of the changes being made emerges. He et al.
(2023) added that digital transformation in many organizations is only successful when
led by a leadership figure who is able to bridge generational differences, skills, and
mindsets. This shows that adaptive leadership is not only about charisma, but also
about managerial and strategic capabilities in uniting diverse perspectives, creating
team synergy, and maintaining the motivation and commitment of organizational

members during a complex change process.
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Apart from leadership, an organizational culture that supports innovation has
also proven to be the key to success. Hillmann and Guenther (2021) underline that an
innovative culture allows organizations to be more flexible in responding to change,
because organizational members feel comfortable experimenting without fear of
failure. A culture that views failure as a learning process actually strengthens the
organization's ability to adapt, while also encouraging sustainable collective creativity.
Sunarmo et al. (2023) found that rigid bureaucracy and long hierarchies often become
obstacles to innovation. Therefore, building a culture that is agile, open to change, and
encourages horizontal collaboration is an important prerequisite for strengthening
organizational resilience in the long term.

Effective communication also emerges as a crucial element in the literature.
Herbane (2019) show that resistance to change often occurs not because of employee
inability, but because of a lack of understanding of the goals and benefits of the
changes being made. Leaders and management who are able to communicate their
vision openly, consistently, and repeatedly can reduce resistance, strengthen
commitment, and increase employee involvement in the change process. This is in
line with the findings of Madani and Parast (2023) that clear, targeted communication
supported by a feedback mechanism can accelerate the adaptation process to new
innovations. Thus, communication does not only function as an information tool, but
also as a strategic instrument for building trust, motivation, and collective ownership
of change.

From a practical perspective, the adoption of digital technology is one of the

real indicators of how innovation strategy is integrated with change management. He
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et al. (2023) note that organizations that successfully carry out digital transformation
are not those that simply adopt new technology, but those that accompany it with
changes in organizational structure, work patterns, and a supporting digital culture.
This transformation requires careful change management, starting from new skills
training to the creation of incentive mechanisms that encourage optimal use of
technology. On the other hand, organizations that fail to carry out digital
transformation are usually hindered by internal resistance, skills gaps, and a lack of
supportive adaptive leadership, all of which act as significant barriers to effectively
implementing new technologies, optimizing workflows, and fostering a culture of
continuous innovation. Internal resistance often arises from employees’ fear of
change, uncertainty about their roles, or lack of confidence in using new digital tools,
which can slow down adoption and reduce overall organizational agility (K6 et al.,
2022).

Skills gaps, particularly in emerging technologies such as artificial intelligence,
data analytics, and cloud computing, exacerbate the challenge, as employees are unable
to fully leverage digital capabilities to improve processes or generate value.
Furthermore, without adaptive and supportive leadership that can provide clear
vision, guidance, and encouragement, these technical and behavioral obstacles are
likely to persist, undermining the organization’s strategic objectives. Consequently,
even the most advanced technological investments may fail to deliver expected
outcomes, resulting in stagnation, decreased competitiveness, operational
inefficiencies, and missed opportunities in an increasingly dynamic and competitive

market environment.
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Another finding that emerged from the literature is the importance of risk
management as an integral part of an innovation strategy in change management.
Duchek (2020) asserts that organizational resilience includes the ability to face risks
without losing core functions, while also minimizing the negative impact on
operations and reputation. In the context of innovation, risk management means
daring to take new steps while still considering the potential for failure and mitigation
strategies. Abourokbah et al. (2023) state that a resilient organization is not an
organization that is free from failure, but an organization that is able to learn quickly
from failure, adjust strategies, and improve continuously. In other words, risk
management in innovation is not only about avoiding losses, but also about
maximizing learning to create a sustainable competitive advantage, as well as
increasing the organization's capacity for adaptation amid uncertainty.

The results of the literature review show that innovation strategy and change
management are not two separate things, but a single entity that complements each
other in building organizational resilience. Organizations that are able to integrate the
two tend to be more ready to face disruption, because they have a solid foundation in
the form of a clear vision, adaptive leadership, an innovative culture, effective
communication, and mature risk management. Conversely, organizations that fail to
integrate innovation with change management tend to be trapped in internal
resistance, cultural stagnation, and an inability to compete in a dynamic global market.

These findings strengthen the argument that organizational resilience is not a
static condition, but rather the result of a dynamic process influenced by various

internal and external factors. In the long term, a resilient organization is an
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organization that not only survives change, but is also able to create that change itself
through sustainable innovation, strategic collaboration, and mature risk management.
Thus, building organizational resilience in the era of disruption requires an innovation
strategy that is closely integrated with change management, which will ultimately
ensure the organization's sustainability, growth, and competitive advantage amid

continuous uncertainty

5. Discussion

The results of the literature review show a close link between innovation
strategy, change management, and organizational resilience. However, further
interpretation is needed to understand how the integration of these three concepts
can be applied in a practical context. First, the literature consistently emphasizes the
importance of organizational vision as the foundation of an innovation strategy.
However, in practice, many organizations fail to articulate a vision that is truly
understood by all members. Vision often stops at the top management slogan, without
being internalized into daily behavior. This condition shows a gap between theory and
implementation, which can be the main cause of employee resistance to change
(Herbane, 2019). Therefore, organizations need to develop a vision internalization
mechanism through intensive communication, training, and active employee
involvement.

Second, adaptive leadership which is widely discussed in the literature appears
to be a factor that differentiates between organizations that succeed and fail in facing

disruption. Madi Odeh et al. (2023) emphasize the role of leadership in managing
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crises through rapid decision-making and the ability to mobilize resources. However,
other studies show that in some cases, adaptive leadership faces challenges when
dealing with bureaucratic organizational structures and resistance from middle
management. This shows that adaptive leadership is only effective if it is supported
by a flexible organizational structure and a culture that is open to innovation. Third,
an organizational culture that supports innovation is recognized as an important
prerequisite for resilience. However, cultural change is often the most difficult aspect
of change management. A culture that places too much emphasis on control and
stability often hinders creativity, while a culture that is too permissive can cause chaos.
The challenge is to create a balance between flexibility and structure. Hillmann and
Guenther (2021) assert that organizational resilience is formed when the culture allows
learning from failure, but still has control mechanisms that ensure innovation is in line
with strategic goals.

Fourth, the adoption of digital technology as a real form of innovation strategy
often encounters obstacles in the form of a digital skills gap among employees. He et
al. (2023) found that digital transformation is only successful if it is accompanied by
human resource capacity building programs. This shows that technology-based
innovation is not enough just with infrastructure investment, but also requires
investment in people. Without it, the risk of digital transformation failure becomes
very high. Fifth, the literature highlights that risk management is an integral part of an
innovation strategy. However, practice in the field shows that many organizations still
view risk as something to be avoided, not managed. This paradigm actually weakens

organizational resilience because it prevents them from learning from failure. Madani
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and Parast (2023) emphasize that a resilient organization is an organization that views
risk as a learning opportunity. Therefore, a paradigm shift in viewing risk needs to be
carried out so that innovation can go hand in hand with change management.

This discussion shows that even though the literature has discussed many of
the key factors in integrating innovation strategy and change management, the
implementation challenges remain large. The difference between theory and practice
largely arises due to human factors, whether in the form of resistance, skill limitations,
or communication failures. Therefore, organizations need to adopt a holistic approach
that not only focuses on the technical aspects of innovation, but also the human
aspects of change. Thus, innovation strategy in change management cannot be seen
as a momentary project, but rather a continuous process that requires long-term
commitment. Organizations that are able to balance a strategic vision, adaptive
leadership, an innovative culture, effective communication, and risk management will

be better prepared to face uncertainty in the era of disruption.

6. Conclusion

This literature review confirms that innovation strategy in change management
has a fundamental role in building organizational resilience in the era of disruption.
Rapid changes due to digital technology, globalization, and market dynamics require
organizations to develop an adaptive, creative, and directed approach so they can
survive and grow. Key factors that emerge from the literature are the importance of a
clear strategic vision, adaptive leadership, an innovative culture, open communication,

and effective risk management. A clear vision functions as a compass for the direction
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of change, while adaptive leadership plays a role in inspiring and mobilizing
employees.

A culture that supports innovation, including tolerance for failure, becomes the
foundation for continuous learning that increases resilience capacity. In addition,
digital transformation as a concrete form of innovation strategy can only be successful
if it is accompanied by the development of employee skills and competencies. This
shows that the human dimension is central to the success of change management.
Organizations that only focus on technological aspects risk facing failure due to
internal resistance and competence gaps. Organizations that want to remain relevant
and competitive amid uncertainty need to view innovation strategy in change
management as a continuous process, not just a one-time intervention. The
integration of innovation, change, and resilience will be the key to building a solid
toundation, allowing organizations to not only survive but also thrive in facing future

disruption challenges.
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