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Abstract: This study aims to examine the influence of disruptive technology on organizational culture, 
transformational leadership, organizational learning, and individual readiness for change (IRFC) in the 
context of a fully digital banking transformation at Bank Jago. Utilizing a quantitative research design, 
data were collected through a structured questionnaire distributed to 387 employees with permanent 
status and over five years of experience. The data were analyzed using the Partial Least Squares 
Structural Equation Modeling (PLS-SEM) approach. The findings reveal that disruptive technology 
significantly and positively affects organizational culture, transformational leadership, and 
organizational learning. These three variables, in turn, mediate the effect of disruptive technology on 
IRFC. Organizational learning emerges as the strongest mediator in enhancing employees' adaptability 
to digital change. The study concludes that disruptive technology not only transforms operational 
practices but also necessitates cultural and leadership shifts to ensure successful change adoption. 
Practical implications highlight the importance for digital banks to invest in leadership development, 
continuous learning initiatives, and adaptive organizational practices. These efforts are essential to 
increase employee readiness and reduce resistance to ongoing technological innovation in the banking 
sector. 

Keywords: Change readiness, Digital banking, Disruptive technology, Organizational learning, Transformational 
leadership. 

 
1. Introduction  

The digital age has brought significant disruption to various sectors, including banking, by 
changing the way businesses operate and services are delivered. In this industry, changing consumer 
needs that increasingly prioritize speed, efficiency, and accessibility are driving financial institutions to 
fundamentally transform [1]. Technology is a key driver in this process, enabling banks to adopt 
innovative solutions such as internet banking, mobile applications, and artificial intelligence. This 
transformation not only enhances convenience for consumers but also helps banks achieve higher 
operational efficiency, expand service reach, and adapt to evolving market expectations [2]. 

Disruption is a fundamental change in the way businesses operate triggered by technological 
innovation, creating new models that are more efficient and fit for the needs of the times [3]. In the 
banking sector, this disruption can be seen in the significant difference between traditional business 
models that rely on physical offices to serve customers, and digital models that rely on technology to 
provide services virtually [4]. Digital banks such as Revolut in the UK and N26 in Germany are global 
examples of institutions that operate entirely without physical offices Hanziuk, et al. [5] while in 
Indonesia, banks such as Artos Indonesia which is now Bank Jago have pioneered virtual-based banking 
services that are flexible and easily accessible to customers anytime and anywhere [6]. 
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The main drivers of banks' transformation to virtual offices include the increasing internet 

penetration and rapid adoption of mobile devices, enabling more flexible and faster access to financial 
services [7]. In addition, the need for operational efficiency is important in the face of increasing 
competition in the banking industry. The COVID-19 pandemic acted as a catalyst that accelerated the 
adoption of digital technology, forcing banks to transform to stay relevant to changing customer 
behavior [8]. The pressure from financial technology and other digital-based financial services is also 
pushing banks to innovate, improve competitiveness, and offer more practical and efficient solutions for 
customers [9]. 

The benefits of transformation to virtual offices for banks are significant, including the reduction of 
operational costs, especially those related to building leases and physical infrastructure, which can now 
be minimized thanks to the use of digital technology [10]. In addition, virtual offices enable wider 
service accessibility, without being limited by geographical factors, so that customers in various 
locations can enjoy the same services without having to visit a physical branch [11]. This 
transformation also has an impact on improving customer experience, by leveraging technology-based 
services such as chatbots and mobile applications, which provide convenience, speed, and personalization 
in interacting with the bank [12]. 

The transformation to virtual offices also presents various challenges that banks need to face. One of 
them is the change in work culture from a physical to a digital model, which requires adjusting the 
mindset and skills of employees [10]. Technology readiness is a big challenge, especially in ensuring a 
supportive infrastructure and guaranteed cybersecurity to protect customer data and transactions. In 
addition, there is a risk of losing the personal element in customer interactions, which has been one of 
the strengths of banking services. Equally important, banks must ensure compliance with evolving 
regulations, especially related to data protection and digital financial services, to continue operating 
with proper legality [13]. 

In conclusion, the insights gained from the transformation of banks into virtual offices provide 
valuable contributions to both theoretical frameworks and practical strategies for managing 
technological change effectively. By understanding the driving factors, benefits, and challenges of this 
shift, organizations can better navigate the complexities of digital transformation. These insights not 
only enhance the academic discourse around technological adoption in the financial sector but also serve 
as a guide for practitioners in implementing strategies that ensure successful and sustainable change, 
ultimately leading to improved operational efficiency and customer experience. 

 

2. Background 
The research model, according to Tortorella, et al. [14] starts with an organization's decision to 

implement disruptive technology in banking (organizational change). In the case of Bank Jago, this 
transformation is marked by its transition from a conventional banking institution to a fully digital 
bank. Employees receive training and skill development (training & skill development) to ensure they 
are ready to implement digital banking technologies. Three research variables were chosen by the 
researchers, citing the work of Tortorella, et al. [14]  which include organizational learning, individual 
preparedness for change, and training and employee readiness to adapt to disruptive technology in 
digital banking. Additionally, transformative leadership and organizational culture are introduced as 
determinants of successful transformation. 

Individual readiness for change research at Bank Jago is crucial in the context of its shift to a digital 
banking model. This transformation is not only relevant in the initial phase of digital adoption but also 
crucial in anticipating future advancements in financial technology. As described in Bank Jago’s annual 

reports and supported by Diener and Špaček [10] digital transformation in banking is a continuous 
process. The integration of AI-driven financial services, blockchain technology, and automated financial 
advisory tools are among the anticipated future developments [15]. Understanding how employees and 
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customers adapt to these continuous changes will provide valuable insights into the acceptance of 
disruptive technologies in the banking sector. 
 Dabbous, et al. [16] highlight that disruptive technology (DT) has generated a digital revolution over 
the past three decades, primarily through internet-based solutions that significantly impact economic 
systems, entrepreneurial environments, and corporate competition. In the banking industry, disruptive 
technology has led to the emergence of fully digital banks like Bank Jago, which operate without 
physical branches and provide financial services exclusively through mobile applications. This shift 
aligns with the definition of disruptive technology proposed by Edwards, et al. [17] who state that DT 
is a new combination of existing or emerging technologies that redefine operational and business 
paradigms, leading to major industry-wide transformations. 

According to Aboramadan, et al. [18] describe organizational culture as a shared ideology, values, 
behaviors, and norms that influence how an organization adapts to external changes. In the case of Bank 
Jago, fostering an agile and technology-driven culture is essential for ensuring smooth adaptation to its 
digital banking model. The culture of innovation and adaptability within the organization plays a 
significant role in driving the successful adoption of new technologies and maintaining internal 
consistency in the face of industry disruption. 

According to Siangchokyoo, et al. [19] transformational leadership is a process that modifies and 
inspires individuals by addressing their values, ethics, and long-term objectives. At Bank Jago, 
leadership plays a crucial role in guiding employees through the shift from traditional banking practices 
to a digital-first approach. Transformational leaders ensure that employees understand the vision of 
digital banking, motivate them to embrace technological advancements, and provide necessary support 
to facilitate a smooth transition. 

According to Tefera and Hunsaker [20] organizational learning is crucial as it relates to the 
continuous development of value from an organization's intangible assets. In a digital banking 
institution like Bank Jago, leveraging technology to enhance knowledge acquisition and operational 
efficiency is a key driver of long-term success. The ability to adapt, learn, and innovate in response to 
technological advancements will determine the sustainability and competitiveness of Bank Jago in the 
evolving financial landscape. 
 

 
Figure 1.  
Bootstrap SmartPLS 
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3. Research Hypotheses 
This study tests four dependent variables and one independent variable. There is disruptive 

technology (X1), three mediating variables, organizational culture (X2), transformational leadership 
(X3), and organizational learning (X4). And one dependent variable, individual change readiness (Y). 
The proposes hypotheses are: 

H1: Disruptive technology has a direct positive and significant effect on organizational culture 
H2: Disruptive technology has a direct positive and significant effect on transformational leadership. 
H3: Disruptive technology has a direct positive and significant effect on organizational learning. 
H4: Disruptive technology has a direct positive and significant effect on individual readiness for change 
H5: Organizational culture has a positive and significant direct effect on individual readiness for change. 
H6: Transformational leadership has a positive and significant direct effect on individual readiness for change. 
H7: Organizational learning has a positive and significant direct effect on individual readiness for change. 
H8: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 

through organizational culture. 
H9: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 

through transformational leadership. 
H10: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 

through organizational learning. 
 

4. Research Methodology  
This is a quantitative survey study employing PLS-SEM (Partial Least Square Structural Equation 

Model) analysis. To determine (1) the effect of disruptive technology determinants on corporate culture. 
(2) the impact of variables related to disruptive technologies on transformational leadership. (3) the 
impact of variables associated with disruptive technologies on organizational learning. (4) the impact of 
disruptive technology variables on individual change readiness. (5) the impact of organizational culture 
elements on an individual's adaptability. (6) the impact of transformational leadership variables on 
individual change preparation. (7) the impact of organizational learning variables on individual change 
readiness. (8) the impact of disruptive technology variables on individual change preparedness as 
mediated by corporate culture. (9) the impact of disruptive technology variables on readiness for change 
as influenced by transformational leadership. (10) the impact of disruptive technology variables on 
individual change preparedness because of organizational learning. 

 
4.1. Place and Time of Research 

The research was conducted from July to September 2021, at the Faculty of Economics and 
Business, State University of Jakarta and Bank Jago, Indonesia. 

 
4.2. Population and Sample 

The study population consists of Bank Jago employees with permanent employment status who 
have worked for more than five years. This study solely includes employees involved in digital banking 
operations and customer service. This research focuses on operational employees, particularly in the 
digital banking sector, because they are directly affected by the introduction of disruptive technologies 
related to the transformation from traditional banking to fully virtual banking services. 

 
4.3. Data Collection and Analysis 

The research was conducted in three stages: 

• Literature Review: An extensive review of relevant theories and related to the topic to be 
researched.  

• Data Collection: Survey questionnaires using a Google form to gather the necessary data.  
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• Data Analysis: The study employs the Partial Least Squares Structural Equation Modeling (PLS-
SEM) method to analyze the collected data. In this analysis, there are seven paths between latent 
variables. The sample used in this research is 387 participants. The sampling method used is 
stratified random sampling. 

 

5. Results and Discussion 
This section provides experimental results Outer Loading Factor. Observing that the value of the 

Outer Loading Factor acquired by all indicators exceeds 0.70, it can be concluded that the construct 
variables of Disruptive Technology (DT), Organizational Culture (OC), Transformational Leadership 
(TL), Organizational Learning (OL), and Individual willingness to change are valid. 
 
Table 1.  
Outer Loading Factor Table. 

 DT OC TL OL 
DT1 0.876    
DT2 0.912    

DT3 0.880    

DT4 0.847    
DT5 0.879    

DT6 0.897    
OC1  0.884   

OC2  0.869   
OC3  0.788   

OC4  0.823   
OC5  0.824   

OC6  0.805   

OC7  0.819   
OC8  0.881   

TL1   0.873  
TL2   0.859  

TL3   0.837  
TL4   0.856  

TL5   0.857  
TL6   0.815  

TL7   0.884  

TL8   0.878  
OL1    0.897 

OL2    0.812 
OL3    0.854 

OL4    0.822 
OL5    0.841 

OL6    0.867 

 
5.1. Outer Loading Factor Results 

Observing that the value of the Outer Loading Factor acquired by all indicators exceeds 0.70, it can 
be concluded that the construct variables of disruptive technology, organizational culture, 
transformational leadership, organizational learning, and individual willingness to change are valid. To 
determine the amount of validity of the indicator for each construct, the value of Cronbach's alpha can 
also be used. If Cronbach's alpha is greater than 0.60, the construct is deemed valid. 
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Table 2.  
Cronbach's Alpha. 

Variable Cronbach’s Alpha 
Disruptive Technology 0.943 
Organizational Culture 0.939 

Transformational Leadership 0.949 

Organizational Learning 0.923 
IRFC 0.970 

 
In the Analysis of Variance (R2) or Determination Test, the r-square is used to identify the 

influence of independent variables on dependent variables and mediating variables. The greater the r-
square number, the more accurate the proposed research model's prediction model is: 

• If R2 > 0.75, then the association or influence between constructs is strong or significant. 

• If R2 is less than 0.50, the relationship or influence between constructs is weak or minimal. 
 
Table 3.  
R-Square (R2)  

Variable R Square Adjusted R Square 
Organizational Culture 0.704 0.703 
Transformational Leadership 0.708 0.708 

Organizational Learning 0.705 0.704 

IRFC 0.725 0.722 

 
Based on table 3, the R-Square (R2) value of the IFRC variable is 0.725, even though the value is 

below 0.75, the influence relationship is quite strong, meaning that the ability of the independent 
variable, namely disruptive technology, affects the IRFC dependent variable by 72.5%, while the rest 
27.5% is influenced by variables other than disruptive technology variables. 
 
5.2. Hypotheses Results 

After testing the outer model and inner model analysis, the next step is to analyze the measurement 
results on structural relationships or relationships between constructs (hypothesis testing). In testing 
the hypothesis, it can be seen from the value of the t-statistic and the probability value. For hypothesis 
testing, namely by using statistical values, for alpha 5% the t-statistic value used is 1.96. So that the 
criteria for accepting or rejecting the hypothesis Ha are accepted and H0 is rejected because the t-
statistic > 1.96. To reject or accept the hypothesis using probability, Ha is accepted if the p value <0.05. 

H1: Disruptive technology has a direct positive and significant effect on organizational culture 
 
Table 4.  
Hypothesis 1 (H1): DT -> OC. 

H1:     DT->OC Original Sample 
(O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.832 0.831 0.044 19.066 0.000 

 
Based on the results of the Path Coefficient calculation in table 4.13, the Original Sample value is 

0.832, the t-statistic is 19.066 > 1.96 and the P Values are 0.000 <0.05. Thus, it can be concluded that 
disruptive technology variables have a positive and significant effect on organizational culture. Then H1 
in this study is accepted. 

 The research results obtained are in accordance with previous research conducted by Zhang and 
Zhu [21]; Love, et al. [22] and Antonio and Kanbach [2] which stated that there is a positive and 
significant effect of disruptive technology on organizational culture. These technologies challenge 
traditional ways of working, encouraging employees to embrace change and develop new skills to 
remain competitive. Moreover, the integration of disruptive technology often leads to more transparent 
communication, enhanced decision-making processes, and a focus on agility. 
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H2: Disruptive technology has a direct positive and significant effect on transformational leadership 
 
Table 5.  
Hypothesis 2 (H2): DT -> TL 

H2:   DT->TL Original 
Sample (O) 

Sample 
Mean (M) 

Standard Deviation (STDEV) T Statistics P Values 

 0.789 0.787 0.050 15.711 0.000 

 
Based on the results of the Path Coefficient calculation in table 4.14, the Original Sample value is 

0.789, the t-statistic is 15.711 > 1.96 and the P Values are 0.000 <0.05. Thus, it can be concluded that 
disruptive technology variables have a positive and significant effect on transformational leadership. 
Then H2 in this study is accepted. 

The results of this study are also in accordance with previous studies conducted by Auliasari, et al. 
[23]; Sulaeman and Wibowo [24] and Priyashantha [25] that there is a positive and significant effect 
of disruptive technology on transformational leadership. With the integration of technologies such as 
artificial intelligence, big data, and advanced automation, leaders are equipped with tools that provide 
valuable insights, improve decision-making, and streamline operations. The synergy between disruptive 
technology and transformational leadership drives innovation, enhances organizational resilience, and 
creates a competitive advantage in rapidly evolving markets. 

H3: Disruptive technology has a direct positive and significant effect on organizational learning. 
 
Table 6.  
Hypothesis 3 (H3): DT -> OL. 

H3:   DT->OL Original Sample (O) Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.840 0.840 0.024 35.172 0.000 

 
Based on the results of the Path Coefficient calculation in table 4.15, the Original Sample value is 

0.840, the t-statistic is 35.172> 1.96 and the P Values are 0.000 <0.05. Thus, it can be concluded that 
disruptive technology variables have a positive and significant effect on organizational learning. Then 
H3 in this study is accepted. 

The results of this study are also in accordance with previous studies conducted by Chen and Zheng 
[26]; Hongyun, et al. [27] and Sharan, et al. [28] which states that there is a positive and significant 
influence between technology on organizational learning. Technologies facilitate the creation of 
dynamic learning environments where knowledge is constantly updated and easily accessible across 
teams, breaking down traditional silos and promoting cross-functional collaboration. By fostering a 
culture of curiosity, adaptability, and experimentation, disruptive technologies not only enhance the 
speed and efficiency of learning but also prepare organizations to thrive in complex and rapidly 
changing environments. Ultimately, the integration of disruptive technology into organizational 
learning strategies helps businesses remain competitive, innovative, resilient in the face of ongoing 
disruption.  

H4: Disruptive technology has a direct positive and significant effect on individual readiness for change. 
 
Table 7.  
Hypothesis 4 (H4): DT -> IRFC 

H4:     DT-> IRFC Original Sample (O) Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T 
Statistics 

P 
Values 

 0.334 0.326 0.088 3.794 0.000 

 
The fourth hypothesis aims to examine the influence of disruptive technologies on IRFC. 

Based on the results of the Path Coefficient calculation in table 4.16, the Original Sample value is 
0.334, the t-statistic is 3.794 > 1.96 and the P Values are 0.000 <0.05. Thus, it can be concluded that 
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disruptive technology variables have a positive and significant effect on IRFC. So H4 in this study is 
accepted. 

The results of this study are also in accordance with previous studies conducted by Priyashantha 
[25]; Sunarmo, et al. [29]; Marocco and Garofolo [30] and Iranmanesh, et al. [31] which stated that 
disruptive technology has a positive and significant effect on IRFC. Technological evolution often 
reduces resistance to change. Organizations that proactively implement disruptive technologies tend to 
cultivate a culture of innovation and agility, further encouraging employees to embrace change. 

H5: Organizational culture has a positive and significant direct effect on individual readiness for change. 
 
Table 8.  
Hypothesis 5 (H5): OC -> IRFC. 

H5:    OC-> 
IRFC 

Original Sample 
(O) 

Sample Mean (M) Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.232 0.237 0.076 3.058 0.001 

 
Based on the results of the Path Coefficient calculation, the Original Sample value is 0.232, the t-

statistic is 3.058 > 1.96 and the P Values are 0.001 <0.05. Thus it can be concluded that organizational 
culture variables have a positive and significant effect on IRFC. Then H5 in this study is accepted. 

The results of this study are also consistent with previous studies conducted by Wardjianto, et al. 
[32]; Mathur, et al. [33] and Haffar, et al. [34] which state that there is a positive and significant 
influence between organizational culture on individual readiness for change. Organizational culture has 
a positive and significant direct effect on individual readiness for change because it shapes the beliefs, 
attitudes, and behaviors of employees in relation to change initiatives. When employees feel that the 
organizational values align with their own and that leaders genuinely support their development, they 
are more likely to embrace new processes, technologies, or strategies. A positive organizational culture 
acts as a foundation that motivates individuals to align with change efforts, ensuring smoother 
transitions, and greater success in achieving organizational goals.  

H6: Transformational leadership has a positive and significant direct effect on individual readiness for change. 
 
Table 9.  
Hypothesis 6 (H6): TL -> IRFC. 

H6:     TL-> IRFC Original Sample 
(O) 

Sample Mean (M) Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.122 0.126 0.072 2.691 0.004 

 
Based on the results of the Path Coefficient calculation in table 4.18, the Original Sample value is 

0.122, the t-statistic is 2.691 > 1.96 and the P Values are 0.035 <0.05. Thus, it can be concluded that the 
transformational leadership variable has a positive and significant effect on IRFC. So H6 in this study is 
accepted. 

The results of this study are also consistent with previous studies conducted by Islam, et al. [35]; 
Peng, et al. [36] and Henricks, et al. [37] which state that there is a positive and significant influence of 
transformational leadership on individual readiness for change. Transformational leaders are known for 
their ability to articulate a compelling vision of the future, making employees feel connected to the 
larger goals of the organization. Transformational leaders also model behaviors they are expected to 
adopt. Furthermore, these leaders provide consistent support, guidance, and resources throughout the 
change process, ensuring that employees feel equipped and confident to navigate transitions. 

H7: Organizational learning has a positive and significant direct effect on individual readiness for change. 
 

Table 10.  
Hypothesis 7 (H7): OL -> IRFC 

H7:    OL-> IRFC Original Sample 
(O) 

Sample Mean (M) Standard Deviation 
(STDEV) 

T 
Statistics 

P Values 

 0.221 0.219 0.087 2.537 0.006 
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Based on the results of the Path Coefficient calculation in table 4.19, the Original Sample value is 
0.221, the t-statistic is 2.537 <1.96 and the P Values are 0.006 > 0.05. Thus it can be concluded that 
organizational learning variables have a positive and significant effect on IRFC. So H7 in this study is 
accepted. 

The results of this study are also consistent with previous studies conducted by Mathur, et al. [33]; 

Haffar, et al. [34] and Talaja and Dumanić [38] which stated that there is a positive and significant 
effect between organizational learning on individual readiness for change. When organizations foster a 
learning-oriented culture, employees are more likely to view change as an opportunity for personal and 
professional growth rather than as a disruption. Continuous learning helps individuals stay informed 
about industry trends, technological advancements, and innovative practices, making them more 
confident and prepared to embrace change.  

H8: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 
through organizational culture. 
 
Table 11.  
Hypothesis 8 (H8): DT ->OC-> IRFC 

H8:   DT-> OC-> IRFC Original Sample 
(O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T 
Statistics 

P Values 

 0.193 0.198 0.061 3.142 0.002 

 
The eighth hypothesis examines whether organizational culture mediates the relationship between 

disruptive technology and individual readiness for change (IRFC). Based on the Path Coefficient 
calculation, the Original Sample value is 0.193, the t-statistic is 3.142 > 1.96, and the P-value is 0.002 < 
0.05. Thus, it can be concluded that disruptive technology has a positive and significant indirect effect 
on IRFC through organizational culture. Therefore, H8 in this study is accepted. 

The findings align with previous studies conducted by Zighan [39]; Bozkus [40] and Deep [41]  
which highlight that disruptive technologies drive organizational culture changes that enhance 
adaptability. Companies adopting digital transformation often see a shift towards more agile, innovative, 
and learning-oriented cultures. This cultural shift fosters a positive employee mindset towards change, 
reducing resistance and enhancing their readiness to embrace new technologies and processes. 
Moreover, a supportive organizational culture ensures that employees perceive technological 
advancements as opportunities rather than threats, further strengthening their willingness to adapt. 

H9: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 
through transformational leadership. 
 
Table 12.  
Hypothesis 9 (H9): DT -> TL -> IRFC. 

H9:     DT-> TL-> 
IRFC 

Original 
Sample (O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.157 0.162 0.055 2.874 0.004 

 
The ninth hypothesis explores the mediating role of transformational leadership in the relationship 

between disruptive technology and individual readiness for change (IRFC). Based on the Path 
Coefficient calculation, the Original Sample value is 0.157, the t-statistic is 2.874 > 1.96, and the P-value 
is 0.004 < 0.05. Thus, it can be concluded that disruptive technology has a positive and significant 
indirect effect on IRFC through transformational leadership. Therefore, H9 in this study is accepted. 

This finding supports previous research by Karakose, et al. [42]; Alakaş [43] and Senadjki, et al. 
[44] which emphasize the critical role of transformational leadership in digital transformation 
initiatives. Transformational leaders inspire employees by articulating a compelling vision for 
technology-driven changes, fostering a culture of trust, motivation, and adaptability. By effectively 
managing disruptions, transformational leaders help employees navigate uncertainties and embrace 
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innovation, ultimately enhancing their readiness for change. Furthermore, these leaders provide the 
necessary guidance, training, and emotional support that empower employees to integrate new 
technologies into their daily tasks confidently. 

H10: Disruptive technology has a positive and significant indirect effect on individual readiness for change, 
through organizational learning. 
 
Table 13.  
Hypothesis 10 (H10): DT -> OL -> IRFC 

H10:  DT-> OL-> 
IRFC 

Original 
Sample (O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics P Values 

 0.186 0.188 0.055 3.382 0.001 

 
Based on Table 13, the Original Sample value is 0.186, t-statistic is 3.382 > 1.96, and P Values are 

0.001 < 0.05. This confirms that disruptive technology has an indirect positive and significant effect on 
individual readiness to change through organizational learning. This finding supports previous research 
by Mathur, et al. [33]; Chang, et al. [45] and Mahendrati and Mangundjaya [46]. 
 

6. Conclusion 
This study examines the impact of disruptive technology on organizational culture, 

transformational leadership, organizational learning, and individual readiness for change (IRFC) within 
Bank Jago. The findings indicate that disruptive technology plays a crucial role in shaping an adaptive 
and resilient organizational environment. 

The results confirm that disruptive technology has a significant positive effect on organizational 
culture, transformational leadership, and organizational learning. Furthermore, these factors mediate 
the relationship between disruptive technology and IRFC, emphasizing their importance in fostering 
employee adaptability. 

Organizational learning is identified as a key mechanism through which disruptive technology 
influences individual readiness for change. Employees who engage in continuous learning processes are 
more likely to embrace technological advancements and organizational transformations. 

Additionally, transformational leadership strengthens this transition by providing guidance, 
motivation, and strategic vision, ensuring that employees align with the evolving business landscape. 

These findings suggest that organizations, particularly in the banking sector, should invest in 
leadership development and organizational learning initiatives to enhance employee readiness for 
change in response to technological disruptions. Future research could explore longitudinal impacts and 
sector-specific variations to deepen the understanding of these relationships. 
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