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Abstract: Intellectual capital describes the knowledge resources that a company can use to reap advantages (Muslih, 2021).
While human capital is frequently associated with organizational capital (Beltramino, 2020), it is also important to emphasize
the role of humans in generating intellectual capital (Dessein& Pratt, 2022; Ozgun, 2022). Interactions between employees
within the organization or between its employees and their larger context are crucial. Such relationships have been described
as "relational capital" (Zhang, 2022). By one definition, leadership is the ability to influence people to achieve organizational
goals (Daft, 2014). There is increasing recognition, however, that traditional leadership models are insufficient to face the
challenges of a modern, turbulent world and must be transformed (Brennan, 2022). This article examines the intricate
relationship between leaders, capital, and knowledge within a business environment. It uncovers how agile leaders foster a
specific atmosphere of creativity and responsiveness while enabling organizations to seize opportunities and confidently
tackle challenges. Lastly, it highlights the tangible benefits of an agile leadership approach.
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1. Introduction

Navigating the ever-changing landscape of modern business requires leaders to be adaptable and agile. Recent
crises have brought this need into sharp focus, sparking extensive research and discussions on agile leadership.
In their work, Joiner and Josephs (2007) have defined agile leadership as the ability to effectively guide
organizations through conditions characterized by rapid change and high complexity. This form of leadership
operates on five levels: expert, achiever, catalyst, co-creator, and synergist, encompassing a range of skills and
approaches necessary for success in turbulent times.

Today, it is believed that a key element that has a significant impact on an organization's entrepreneurship and
innovation is the managerial staff's agility (Silva et al., 2023). Therefore, organizations ought to foster such
abilities in their leaders and assess leadership in a way that enables leaders to successfully handle rapid change,
navigate ambiguity, and interact with internal and external stakeholders. However, there is a clear disconnect
between what organizations should be doing in this respect and what is actually taking place. Research has
shown that even though organizations expect leaders to possess innovative abilities, they continue to promote
traditional models and mindsets. The majority of respondents, according to the authors' research, desire a
leader with a vision, one who inspires and supports independent thought and action, and one who is humble.
The leaders of tomorrow, it seems, must take an agile and proactive approach to their leadership philosophy
and look for opportunities to allow them and their teams to grow and become agile.

2. Literature Review
2.1 Intellectual Capital

Intellectual capital plays a crucial role in every organization. As Muslih et al. (2021) write, it represents the entire
knowledge potential of an organization and, therefore, can be seen as an intangible value to generate profit.
Authors such as Dessein & Pratt (2022), Ozgun et al. (2022), and Al-Omoush et al. (2020) emphasize the primary
role of human assets when it comes to increasing intellectual capital resources. Additional research likewise
emphasizes the importance of interactions between employees within an organization and interactions
between employees and their employers, which some researchers define as a separate type of capital,
"relational" capital (Sukarno et al., 2019; Zhang et al., 2022; Drewniak et al., 2020), which is responsible for the
accumulation and use of intellectual capital within an organization. For this reason, intellectual capital tends to
be equated with organizational capital, or at least with the far-reaching interdependencies observed between
these two types of capital (Beltramino et al., 2020; Barbieri et al., 2021; Wdjcik, 2021).

Both types of interpersonal relationships impact innovation within companies. The relationship between the
organization and the outside world is especially important for innovation. It can contribute directly to the
creation and introduction of new products and services (as described by Ramirez-Solis et al., [2022]) and is an
important factor to consider when developing innovation strategies (AlQuershi et al., 2021). Developing these
relationships, which are critical for learning, decision-making, and problem-solving within an enterprise, can
result in better performance, improved product quality, the development of new services, improved delivery
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timeliness, cost reductions, and operational efficiencies (Aisyah et al., 2019). According to Rzepka and Sabat
(2022), the effectiveness of using acquired knowledge is determined by employees' open-mindedness and
readiness to implement new, creative solutions. The nature of the knowledge source upon which a company’s
absorption capacity depends also plays a role in innovation (Versiani et al., 2021). Intangible assets help to turn
knowledge into profitable goods, and the intellectual capital they comprise can be seen as a driver for corporate
growth, which also affects a corporation’s viability (Xu & Zhang, 2021). On the other hand, intangible assets
affect tangible ones, affecting the company's productivity while creating value (Oppong &Pattanayak, 2019).
However, they require investment, which may prove problematic, especially for small entities that may treat
such investment as inefficient compared to financing material assets (Seo& Kim, 2020). Ocak & Findik (2019)
further observe that investments in intangible assets should accompany appropriate staff training, particularly
about electronic databases or work organization.

2.2 Traditional Leadership and its Impact on the Organization

The topic of leadership and its impact on organizational processes has been discussed for many years. One
definition of leadership is the capacity to persuade others to work toward organizational objectives (Daft, 2014).
It should be noted that traditional leadership cannot be defined uniformly, as it comes in various forms. This
distinction also results in a hazy understanding of how various leadership styles affect an organization's
operations.

Much has been written about the transformational style, often contrasted with the transactional style. Papers
like Qalati et al. (2022) and Greimel et al. (2023) argue that transformational leadership, based on inspiring
followers rather than focusing on processes and control, helps employees succeed and can also aid companies
in attracting and retaining talented employees. Khan & Khan (2019) and Steele & Watts (2022) clearly emphasize
the positive impact of this leadership style on innovation. The latter authors, however, concentrate more on the
core duties of a leader.

Research by Yue (2021) and Wang et al. (2022) emphasizes the issue of a leader's charisma and its favorable
impact on employee attitude and commitment. This study emphasizes how crucial a leader's charisma is in
determining how committed and engaged their team members are.

Overall, the literature offers a nuanced view of different leadership philosophies and how they affect
organizational outcomes, with charismatic and transformational leadership emerging as key elements in
promoting employee success and innovation.

Regarding the transactional model that uses incentives and penalties, as Klein (2023) writes, many scholars
perceive it as one that inhibits creativity and entrepreneurship. However, he makes the point that in some
circumstances, this leadership style may also promote proactive and risky behaviors, particularly when there are
clearly defined expectations and effective communication channels between the employer and employee. Aga
(2016) concurs, pointing out that the relationship between conditional reward and project success is moderated
by the transparency of the project's purpose. Deichmann & Stam (2015) go even further in asserting that
transactional leadership is equally effective as transformational leadership at inspiring people to support the
objectives of the organization's program. Even Abdelwahed et al. (2023) mention this style's productivity in
empowering organization members and fostering growth in skills, knowledge, and confidence. On the other
hand, Abbas & Ali (2023) and Sunarsi et al. (2021) support transactional leadership's lower effectiveness. The
detrimental effects of transactional leadership on intra-entrepreneurial behavior are highlighted by Moriano et
al. (2014). Based on research, the authors conclude that extrinsic motivation via rewards deters workers from
engaging in activities related to experimenting with novel ideas that could be advantageous to the organization
and go beyond their professional responsibilities.

2.3 Leadership and Cultural Conditions

A growing number of writers recognize one more important factor that determines the way a given leadership
style affects an organization, namely cultural conditions. Authoritarian leadership can be effective if preceded
by an appropriate agreement between the leader and the follower (subordinate). Cultural differences, however,
can play a significant role in this, as evidenced by the findings of research done in three different nations (the
USA, Turkey, and Taiwan) (Karakitapolu-Aygiin et al., 2021). Lonati (2020) studied leadership styles in various
communities and concluded that these populations' socio-ecological characteristics influenced the emerging
leadership prototypes. Conversely, Straka et al. (2018), discussing the results of the review of work on
conservation activities on five continents, found that leaders should adapt to the cultural environment because
only in this way can they effectively implement strategies based on a shared vision and thus build partnerships
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in different cultures. From the standpoint of their sensitivity, competence, and ability to lower decision-making
bias, a leader's capacity to function effectively in multicultural environments and interactions can also be of
fundamental importance (Richard-Eaglin, 2021).

2.4 Agile Leader and Agile Organization

Increasingly, attention has been drawn to the fact that traditional leadership models are proving insufficient to
meet the challenges of the turbulent modern world and must change. The postulate of a change in the
perception of competence is included in Jackson & Dunn-Jensen (2021), in which the authors consider this issue
in the context of HR departments. The implementation of new leadership, however, is intended to enable a
more effective and rapid response to potential crises and to avoid certain abuses that may occur if classic
leadership patterns are not reformed.

Organizational and leadership agility emerged as a research topic in the 1980s and 1990s. Nonetheless, it was
only in the first decade of the 21st century that this line of inquiry was analyzed systematically. Joiner & Josephs
published a paper in 2007 in which they defined agile leadership as the ability to effectively lead in conditions
defined by rapid change and a high degree of complexity, which is accomplished by passing through five different
levels: expert, conqueror, catalyst, co-creator, and synergist (Joiner & Josephs, 2007, p. 36). Leadership,
however, is only one of many examples of agility within an organization. For example, the dominant dimensions
of agility in Brazil's Industry 4.0 companies were business, markets, strategy, and process, in addition to
leadership (Silva & Oliveira, 2023, pp. 1714). Flexible leaders can positively impact an organization's agility in
other aspects of its operations, as evidenced by, among other things, Chen et al.’s (2022) work on the influence
of CEOs as corporate leaders on the strategic flexibility of high-tech companies in China; and by research that
recognizes a leader’s positive impact on the agility of the labor force in small enterprises in the Polish energy
sector (Cyfert et al., 2022). Wiechmann et al. (2022, p. 2360) argue that the prerequisite for the effective
development of agility is that the process be initiated by management as not every employee can grasp the
value added from the outset. An important factor in determining the success of introducing flexibility into an
organization is an agile mindset. The work of Eilers et al. (2022), for example, sees the lack of agile thinking as a
serious barrier to implementing agile methods.

Leadership should not only increase an organization's flexibility, but organizations themselves should create
agile leaders. To this end, it is essential to ensure that human resources are available and conditions are right
for human capital development. HR departments have a significant role to play here, which should promote
people with the appropriate predisposition to manage situations requiring agility rather than people with a lot
of experience. Hedlund and Ingo (2018) highlight this problem in their case studies of the automotive and
aerospace sectors in Sweden. They argued that these companies should change their requirements for
promotion by following in the footsteps of agile trainers and incorporating the servant leadership style into the
courses (Hedlund & Ingo, 2018, p. 61). The overarching goal of this style of leadership is, as Knoll notes, to
develop and empower others to achieve their highest potential through leadership qualities such as listening,
empathy, awareness, persuasion, conceptualization, foresight, engagement in human development,
management, and community building (Knoll, 2019, p. 45). In this context, some researchers attribute a key role
to the organization's organizational culture and operational excellence (Carvalho et al., 2019; Mikusova et al.,
2023). Gren& Ralph (2022) point out that to create agile leaders, it is necessary to have people willing to share
in the leadership work. They suggest that traditional managers working in or around teams may prevent the
team from becoming agile.

Organizations wishing to develop agile leaders should use electronic technologies to support decision-making
processes. Saputra et al. (2023, p. 332) conclude from their study that the use of information and communication
technologies directly affects leadership development in both the exploration and exploitation phases. Gongalves
et al. (2022, pp. 113-114) add that digital tools facilitate leadership mentoring in team building and enable the
creation of trustworthy relationships necessary for successful co-creation. Similar conclusions are also drawn in
the work of Wang et al. (2022c), focusing on sophisticated chatbot technologies and their impact on agility.
Among other things, they write that both the routine and innovative use of chatbots increased business
flexibility and managers' sensitivity to identifying opportunities for organizational innovation.

3. Methodology

This research is part of an international project called "Teal Organizations in Economy 4.0," conducted in Poland,
England, Hungary, India, Spain, Georgia, and the USA. The sample comprised 622 respondents. The methods
that were employed were CAWI and CAPI. All studies were conducted in compliance with the recommendations
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developed by the OECD-DAL. The Cronbach alpha test, the ANOVA method, and the Fisher-Snedecor F-test were
used to test the data. Statistical analyses were performed using the SPSS STATISTICA software.

Table: 1 Scope of Business Activity

A- B- C-

:{: g;ninary Primary Repeated
research tests
Primary modus Trade 19.7. 10.3. 16.6.
operandi Production 17.6. 13.9. 28.0.
Services 62.7. 75.8 55.4
Geographic scope of Local 19.3. 22.1. 9.4.
operation (%) Regional 8.2. 12.4. 27.3.
National 30.0 23.0. 22.0.
International 42.5. 42.4. 41.3.
Number of employees | 0-9 13.7. 9.1. 3.3.
(%) 10-49 24.0. 18.8. 55.1
50-249 15.5. 28.2. 16.6.
250-999 18.5. 20.9. 16.6.
1000-and 28.3. 23.0. 8.4.
4. Findings

As noted, a leader's role is linked to influencing people to achieve expected results. A total of 44.2% of
respondents agreed that good leaders should strive to shape their subordinates' independent thinking and
responsibility for their actions, while 34.7% strongly agreed. Only 2.1% of respondents disagreed with this
statement, and 18% were undecided.

Table 2: Statements Regarding a Company Leader

strongly ! Hard | agree strongly
di disagree | to say
isagree agree

In relations with subordinates, a good leader
should strive to shape their independent 1.0. 2.1. 18.0. 44 2. 34.7.
thinking and responsibility for their actions

Vision is a characteristic of a good leader that

unites and inspires the team to act 0.6. 3.4. 191. 38.9 37.9

Humility is a characteristic of a good leader
thanks to which they can acknowledge when 0.3. 3.2. 18.6. 42.9. 34.9.
they have been wrong

Source: A study based on Agnieszka Rzepka's research

As shown in Table 1, over 70% of respondents agreed with the qualities of a good leader, i.e., vision, inspiring
teams to act (38.9% and 37.9%, respectively). Similarly, regarding humility (i.e., good leaders should admit when
they are wrong), more than 76% of respondents agreed with the statement (columns 4 and 5). Good leaders
know, appreciate, and respect their colleagues; they motivate them to do fruitful work, show support during
times of difficulty, and possess all the prerequisites to manage a team effectively. Leaders have specialist skills
such as knowledge and professional qualifications, innovative skills, creativity, and analytical thinking (Patella
2023). However, the most important characteristics are interpersonal skills related to team building. A leader
with all the qualifications who cannot communicate effectively will not succeed. This research suggests that the
effectiveness of a leader also depends on having skills that can be learned and constantly improved. The leader
should master social skills in effective team building and leading, i.e., the ability to communicate effectively,
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listen actively, provide feedback, motivate to achieve goals, have a positive self-presentation, solve problems,
and exhibit assertive behavior. An effective leader should also be a visionary, an entrepreneur, an initiator, and
open to spontaneous change.

5. Conclusion
On the basis of the literature review, it can be concluded that:

There is a consensus that in difficult, turbulent times, it is necessary to change traditional leadership styles in
favor of agile leadership. Such a style has a positive impact on innovation, knowledge transfer, and the other
organizational dimensions that comprise a firm’s intellectual capital;

e |t is often emphasized that an agile leader influences other dimensions of the organization and its
outcomes (Silva & Oliveira, 2023; Chen et al., 2022; Cyfert et al., 2022; Wiechmann et al., 2022);

e Some people identify certain dangers that may weaken the positive influence of an agile leader on
the organization. Among others, other members of the organization may lack agile thinking (Eilers et
al., 2022; Asseraf&Gnizy, 2022), members of the organization may not be prepared for the processes
of implementing agile techniques (Rasnacis&Berzisa, 2017; Poscova et al., 2020), or there may be
cultural barriers (Smite et al., 2021, Caligiuri, 2013);

e Publications mostly note the positive impact of agile organizations and their leaders on innovation
(Sjodin et al., 2020; Alamsjah, 2022), but Annini et al. (2022) present one exception that calls this
conclusion into question.

The fact that companies that produce agile managers is rarely addressed in the literature. Research results are
not generally about leadership directly, but rather the organization's members. A relatively small number of
works highlight, above all, the role of the organization in ensuring adequate human capacity.

e  Proper recruitment and promotion with the appropriate predisposition for HR departments (Hedlund
& Ingo, 2018), defining leadership qualities useful in developing agility (Knoll, 2019), highlighting the
relationship between the dissemination of agility and organizational culture (Carvalho et al., 2019;
Mikusova et al., 2023);

e Some authors emphasize the importance in this context of leaders whose actions will encourage
others to adopt leadership attitudes (Gren& Ralph, 2022; Das et al., 2023), although they also
recognize the risks to agility from traditional leaders uninterested in sharing leadership jobs (Gren&
Ralph, 2022; Reunaméki& Fey, 2022);

e Trzeciak& Banasik (2022) list factors that determine the engagement and effectiveness of agile project
teams, while Tyagi et al. (2022) emphasize the role of trust in creating agile leaders, believing that this
is the duty of the organization.

Part of the work concludes that the development of agile leaders in organizations supports modern digital
technologies and tools (Saputra et al., 2023; Gongalves et al., 2022; Wang et al., 2022c).

Based on the indicated literature and studies, further research is necessary to answer questions that arise, i.e.:

e  Which dimensions of the organization are agile?

e What leadership styles are present in organizations (transformational, service-oriented, process-
based), and which agility traits do members exhibit?

e What relationships exist between organization members (knowledge flow, trust, etc.)?

e Are the organization's members prepared to implement agile methods (knowledge of agility and the
methods for its implementation)?

e Are organizations implementing innovations, including those based on digital information and
decision-support technologies?

e Do organizations use motivators to cultivate the agile behavior of leaders (see Trzeciak & Banasiak,
2022)?

These studies may result in barriers to the introduction of agile leaders into an organization (e.g., lack of agile
actors in the organization, improper from the point of view of agility, HR management, presence of traditional
leaders aimed at increasing control, lack of decision support with digital tools, etc.).

As has been shown, the leader’s role is multifaceted. On the one hand, leaders dictate how companies develop,
but on the other, they motivate people to make an effort. Change is part of our lives, and embracing it is crucial
for any organization.
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The research presented above indicates that the majority of respondents desire a leader with a vision, someone
who inspires and encourages independent thinking and action while also possessing humility. The study by the
article's authors highlights the expectation for a transformational leader who is also agile, demonstrating that
these two features are not mutually exclusive. Therefore, the literature on this leadership style aligns, at least
in part, with the study's findings and conclusions.

Furthermore, the results presented in this article indicate a greater sense of independence and employee
responsibility, which is consistent with the findings of related studies by Gren & Ralph (2022), Reunamaki & Fey
(2022), and Tyagi et al. (2022). These works corroborate the notion that agile and transformational leadership
can empower individuals within organizations, fostering a culture of autonomy and initiative.

As the above research has shown (Rzepka, 2020; 2023), leaders in the 21st century must be artists, i.e., able to
quickly adapt within the workplace, where a talent for "establishing relationships, creating, and initiating
change" determines overall success. Leadership today is rooted in the ability to relate, create, and initiate, as
well as improve the agility of leaders, managers, and the team.

References

Abbas, M., & Ali, R. (2023). Transformational versus transactional leadership styles and project success: A meta-analytic
review. European Management Journal, 41(1), 125-142. doi: 10.1016/j.em;j.2021.10.011.

Abdelwahed, N. A., Soomro, B. A., & Shah, N. (2023). Predicting employee performance through transactional leadership
and entrepreneur's passion among the employees of Pakistan. Asia Pacific Management Review, 28(1), 60-68. doi:
10.1016/j.apmrv.2022.03.001.

Aga, D. A. (2016). Transactional leadership and project success: The moderating role of goal clarity. Procedia Computer
Science, 100, 517 — 525. doi: 10.1016/j.procs.2016.09.190.

Aisyah, R. A., Sukoco, B. M., & Anshori, M. (2019). The effect of relational capital on performance: Knowledge sharing as
mediation variables in supplier and buyer relation. International Journal of Logistics Systems and Management, Vol.
34, No. 2, 211-232. doi: 10.1504/1JLSM.2019.102214.

Al-Omoush, K. S., Simén-Moya, V., & Sendra-Garcia, J. (2020). The impact of social capital and collaborative knowledge
creation on e-business proactiveness and organizational agility in responding to the COVID-19 crisis. Journal of
Innovation & Knowledge, 5, 279-288. doi: 10.1016/j.jik.2020.10.002.

AlQuershi, N., Abas, Z. B., & Mokhtar, S. S. M. (2021). The intervening effect of structural capital on the relationship
between strategic innovation and manufacturing SMEs’ performance in Yemen. Management Science Letters, 11, 21-
30. doi: 10.5267/j.msl.2020.8.034.

Beltramino, N. S., Garcia-Perez-de-Lema, D., & Valdez-Juarez, L. E. (2020). The structural capital, the innovation and the
performance of the industrial SMEs. Journal of Intellectual Capital, Vol. 21 No. 6, 913-945. doi: 10.1108/JIC-01-2019-
0020.

Barbieri, B., Buonomo, I., Farnese, M. L., & Benevene, P. (2021). A resource for changing and performing in public
administrations. Sustainability, 13, 5436. doi: 10.3390/su13105436.

Carvalho, A.M., Sampaio, P., Rebentisch, E.S., Carvalho, J.A., & Saraiva, P. (2019). Operational Excellence, Organizational
Culture and Agility: the missing link? Total Quality Management & Business Excellence, 30(13-14), 1495-1514. Doi:
10.1080/14783363.2017.1374833.

Chen, X.H., Tee, K., & Chang, V. (2022). Accelerating Innovation Efficiency through Agile Leadership: The CEO Network
Effects in China. Technological Forecasting and Social Change, 179, 121602. Doi: 10.1016/j.techfore.2022.121602.

Cyfert, S., Szumowski, W., Dyduch, W., Zastempowski, M., &Chudzinski, P. (2022). The power of moving fast: responsible
leadership, psychological empowerment and workforce agility in energy sector firms. Heliyon, 8, 11188. Doi:
10.1016/j.heliyon.2022.e11188.

Dessein, W., & Prat, A. (2022). Organizational Capital, Corporate Leadership, and Business Dynamics. Journal of Political
Economy, Vol. 6, 1477-1536. doi: 10.1086/718985.

Deichmann, D., & Stam, D. (2015). Leveraging transformational and transactional leadership to cultivate the generation of
organization-focused ideas. The Leadership Quarterly, 26(2), 204-219. doi: 10.1016/j.leaqua.2014.10.004.

Drewniak, R., Stupska, U., & Posadzinska, |. (2020). Leadership and internal relational capital of enterprises. European
Research Studies Journal, Vol. Special Issue 1, 373-388. doi: 10.35808/ersj/1766.

Eilers, K., Peters, Ch., &Leimeister, J.M. (2022). Why the agile mindset matters Technological Forecasting & Social Change,
179, 121650. Doi: 10.1016/j.techfore.2022.121650.

Gongalves, D., Bergquist, M., Alange, S., & Bunk, R. (2022). How Digital Tools Align with Organizational Agility and
Strengthen Digital Innovation in Automotive Startups. Procedure Computer Science, 196, 107-116. Doi:
10.1016/j.procs.2021.11.079.

Gren, L. & Ralph, P. (2022). What Makes Effective Leadership in Agile Software Development Teams?. In 44th International
Conference on Software Engineering (ICSE '22), May 21-29, 2022, Pittsburgh, PA, USA. ACM, New York, NY, USA. Doi:
10.1145/3510003.3510100.

1170
Proceedings of the 24th European Conference on Knowledge Management, ECKM 2023



Agnieszka Rzepka and Jacek Witkowski

Hedlund, C., & Ingo, A. (2018). The agile transformation in traditional organizations in regulated environments. A case
study in the automotive and aerospace industries. KTH Royal Institute Of Technology & School Of Industrial
Engineering And Management. Sweden.

Jackson, N.C., & Dunn-Jensen, L.M. (2021). Leadership succession planning for today's digital transformation economy: Key
factors to build for competency and innovation. Business Horizons, 64(2), 273-284. Doi:
10.1016/j.bushor.2020.11.008.

Karakitapoglu-Aygiin, Z., Gumusluoglu, L., Erturk, A., &Scandura, T.A. (2021). Two is Tango? A cross-cultural investigation of
the leader-follower agreement on authoritarian leadership. Journal of Business Research, 128, 473-485. Doi:
10.1016/j.jbusres.2021.02.034.

Khan, N, & Khan, A. (2019). What followers are saying about transformational leaders fostering employee innovation via
organizational learning, knowledge sharing and social media use in public organizations? Government Information
Quarterly. 36(4), 101391. Doi: 10.1016/}.giq.2019.07.003

Klein, G. (2023). Transformational and transactional leadership, organizational support, and environmental competition
intensity as antecedents of intrapreneurial behaviors. European Research on Management and Business Economics,
29, 100215. doi: 10.1016/j.iedeen.2023.100215.

Knoll, T. (2019). Organizational culture and agility. Organizational cultural setting in agile enterprises. Johannes Kepler
University. Linz.

Lonati, S. (2020). What explains cultural differences in leadership styles? On the agricultural origins of participative and
directive leadership. The Leadership Quarterly, 31(2), 101305. doi: 10.1016/j.leaqua.2019.07.003.

Malloch, K., Hrabe, D.P., & Schultz, M. (2020). Across Practice and Regulatory Agencies for Better Data and Clinical
Efficiency. Nurse Leader, 18(3), 269-275. Doi: 10.1016/j.mnl.2020.03.015.

Mikusova, M., Klabusayova, N., & Meier, V. (2023) Evaluation of organizational culture dimensions and their change due to
the pandemic. Evaluation and Program Planning, 102246. Doi: 10.1016/j.evalprogplan.2023.102246.

Moriano, J. A., Molero, F., Topa, G., & Levy Mangin, J. P. (2014). The influence of transformational leadership and
organizational identification on intrapreneurship. International Entrepreneurship and Management Journal, 10(1),
103-119. doi: 10.1007/s11365-011-0196-x.

Muslih, M., Wati, T., Agustin, R., & Lestari, A. F. R. (2021). Intellectual Capital Disclosure. International Journal of
Multidisciplinary Research, Vol. 4, Issue 6, 1-8. Retrieved 02.07.2022 from http://ijmrap.com/wp-
content/uploads/2021/11/IJMRAP-VAN5P112Y21.pdf.

Ocak, M. &Findik, D. (2019). The Impact of Intangible Assets and Sub-Components of Intangible Assets on Sustainable
Growth and Firm Value: Evidence from Turkish Listed Firms. Sustainability, 11, 5359. doi:10.3390/su11195359.

Oppong, G.K., &Pattanayak, J.K. (2019). Does investing in intellectual capital improve productivity? Panel evidence from
commercial banks in India. Borsa Istanbul Review, 19-3, 219-227. Doi: 10.1016/j.bir.2019.03.001

Ozgun, A. H., Tarim, M., Delen, D., & Zaim, S. (2022). Social capital and organizational performance: The mediating role of
innovation activities and intellectual capital. Healthcare Analytics, 2, 100046. doi: 10.1016/j.health.2022.100046.

Qalati, S.A., Zafar, Z., Fan, M., Sanchez Limon, M.L., & Khaskheli, M.B. (2022). Employee performance under
transformational leadership and organizational citizenship behavior: A mediated model. Heliyon, 8, 11374. Doi:
10.1016/j.heliyon.2022.e11374.

Ramirez-Solis, E. R., Lionch-Andreu, J., & Malpica-Romero, A. D. (2022). How beneficial are relational capital and
technology orientation for innovation? Evidence from Mexican SMEs. International Journal of Innovation Studies, 6,
1-10. doi: 10.1016/j.ijis.2022.02.001.

Richard-Eaglin, A. (2021). The significance of cultural intelligence in nurse leadership. Nurse Leader, 19(1), 90-94. doi:
10.1016/j.mnl.2020.07.009.

Rzepka., A. (2023). Innovation in the Digital Economy New Approaches to Management for Industry 5.0, Routledge, London
& New York.

Rzepka, A., & Sabat, A. (2022). Knowledge Creation in Teal Organizations. In: Rzepka, A., Olesiniski Z., & Jedrych, E. (Eds.).
Self-Management, Entrepreneurial Culture, and Economy 4.0: A Contemporary Approach to Organizational Theory
Development. 184-196, Routledge. doi: 10.4324/9781003213048-15.

Saputra, N., Sasanti, N., Alamsjah, F., &Sadeli, F. (2022). Strategic role of digital capability on business agility during COVID-
19 era. Procedure Computer Science, 197, 326-335. Doi: 10.1016/j.procs.2021.12.147.

Silva, B., & Oliveira, S. (2023). Agility as a force to emerge from the darkness to better days. ProcedureComputer Science,
217,1710-1718. Doi: 10.1016/j.procs.2022.12.371.

Seo, H. S., & Kim, Y. (2020). Tangible assets investment and firms’ performance: evidence from small and medium-sized
enterprises in Korea. Journal of Business Economics and Management, 21, Issue 2, 421-445. Doi:
10.3846/jbem.2020.2022.

Sukarno, G., Wigati, W. R., Irbayuni, S., & Fitriyah, M. A. T. (2019). Mapping in Intellectual Capital Measurement in Creative
Industries in East Java. International Journal of Financial Research, Vol. 10, No. 5, Special Issue, 145-152. doi:
10.5430/ijfr.v10n5p145.

Steele, L.M., & Watts, L.L. (2022). Managing technical innovation: A systematic review of 11 leader functions.
Technovation, 115, 102539. Doi: 10.1016/j.technovation.2022.102539.

Straka, T. M., Bal, P., Corrigan, C., Di Fonzo, M. M. |., & Butt, N. (2018). Conservation leadership must account for cultural
differences. Journal for Nature Conservation, 43, 111-116. doi: 10.1016/j.jnc.2018.03.003.

1171
Proceedings of the 24th European Conference on Knowledge Management, ECKM 2023


http://ijmrap.com/wp-content/uploads/2021/11/IJMRAP-V4N5P112Y21.pdf
http://ijmrap.com/wp-content/uploads/2021/11/IJMRAP-V4N5P112Y21.pdf
https://doi.org/10.1016/j.technovation.2022.102539

Agnieszka Rzepka and Jacek Witkowski

Sunarsi, D., Paramarta, V., Munawaroh, Rozi, A., Bagaskoro, Nugroho, J., Evalina, & Jamalus (2021). Effect of
transformational and transactional leadership and job satisfaction: Evidence from information technology industries.
IT in Industry, 9(1), 987-996. doi: 10.17762/itii.v9i1.232.

Wang, X, Wen, X, Liu, Z, Jiang, Y, &Huai, M. (2023a). Leader Apology in the Employee-Organization Relationship: The Roles
of Subordinate Power Distance Belief and Leader Competence. Tourism Management, 104694. Doi:
10.1016/j.tourman.2022.104694.

Wang, L., Jiang, W., Zhang, H., & Lin, H. (2020). Leader information seeking, team performance and team innovation:
Examining the roles of team reflexivity and cooperative outcome interdependence. Information Processing &
Management, 57(6), 102343. Doi: 10.1016/j.ipm.2020.102343.

Wang, X, Lin, X, & Shao, B. (2022c). How does artificial intelligence create business agility? Evidence from chatbots.
International Journal of Information Management, 66, 102535. Doi: 10.1016/j.ijinfomgt.2022.102535.

Wiechmann, D.M., Reichstein, Ch., Haerting, R.-Ch., Bueechl, J., &Press|, M. (2022). Agile management to secure
competitiveness in times of digital transformation in medium-sized businesses. Procedure Computer Science, 207,
2353-2363. Doi: 10.1016/j.procs.2022.09.294.

Wodjcik, M. (2021). Structural capital and its importance for the intellectual capital of an organization. e-mentor, 5(92), 61-
68. doi: 10.15219/em92.1543.

Versiani, A.F., Cruz, M.A., Rezende, S.F.L., & Castro, J.M. (2021). Absorptive Capacity, Innovation, and External Sources of
Knowledge: The Brazilian Power Sector. Revista de AdministraciGo Mackenzie, Vol. 22(5), eRAMR.210083. Doi:
10.1590/1678-6971/eRAMR.210083.

Xu, J., & Zhang, Y. (2021). Does Intellectual Capital Measurement Matter in Financial Performance? An Investigation of
Chinese Agricultural Listed Companies. Agronomy, 11, 1872. Doi: 10.3390/agronomy11091872.

Yue, C.A. (2021). Navigating change in the era of COVID-19: The role of top leaders’ charismatic rhetoric and employees’
organizational identification. Public Relations Review, 102118. Doi: 10.1016/j.pubrev.2021.102118.

Zhang, D., Wang, H., & Wang, W. (2022). The influence of relational capital on the sustainability risk: Findings from Chinese
non-state-owned manufacturing enterprises. Sustainability, 14, 6904. doi: 10.3390/5u14116904.

1172
Proceedings of the 24th European Conference on Knowledge Management, ECKM 2023



	Rzepka and Witkowski 312
	1. Introduction
	2. Literature Review
	2.1 Intellectual Capital
	2.2 Traditional Leadership and its Impact on the Organization
	2.3 Leadership and Cultural Conditions
	2.4 Agile Leader and Agile Organization

	3. Methodology
	4. Findings
	5. Conclusion
	 It is often emphasized that an agile leader influences other dimensions of the organization and its outcomes (Silva & Oliveira, 2023; Chen et al., 2022; Cyfert et al., 2022; Wiechmann et al., 2022);
	 Some people identify certain dangers that may weaken the positive influence of an agile leader on the organization. Among others, other members of the organization may lack agile thinking (Eilers et al., 2022; Asseraf&Gnizy, 2022), members of the or...
	 Publications mostly note the positive impact of agile organizations and their leaders on innovation (Sjödin et al., 2020; Alamsjah, 2022), but Annini et al. (2022) present one exception that calls this conclusion into question.
	 Proper recruitment and promotion with the appropriate predisposition for HR departments (Hedlund & Ingo, 2018), defining leadership qualities useful in developing agility (Knoll, 2019), highlighting the relationship between the dissemination of agil...
	 Some authors emphasize the importance in this context of leaders whose actions will encourage others to adopt leadership attitudes (Gren& Ralph, 2022; Das et al., 2023), although they also recognize the risks to agility from traditional leaders unin...
	 Trzeciak& Banasik (2022) list factors that determine the engagement and effectiveness of agile project teams, while Tyagi et al. (2022) emphasize the role of trust in creating agile leaders, believing that this is the duty of the organization.
	 Which dimensions of the organization are agile?
	 What leadership styles are present in organizations (transformational, service-oriented, process-based), and which agility traits do members exhibit?
	 What relationships exist between organization members (knowledge flow, trust, etc.)?
	 Are the organization's members prepared to implement agile methods (knowledge of agility and the methods for its implementation)?
	 Are organizations implementing innovations, including those based on digital information and decision-support technologies?
	 Do organizations use motivators to cultivate the agile behavior of leaders (see Trzeciak & Banasiak, 2022)?
	References




