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Abstract 

As organizations move beyond the initial phase of rapid 

technological adoption, the success of Digital 

Transformation (DT) in 2025 is increasingly recognized 

as a social and psychological endeavour rather than a 

purely technical one. This research paper explores 

the "Human-Centric Pivot," analysing how firms 

reconfigure their strategies to align digital innovation 

with human information processing capabilities and 

emotional well-being. 

The paper delves into the psychological impacts of 

transformation, specifically addressing the "double-

edged sword" effect of digital connectivity. While DT 

affordances can enhance individual self-efficacy and 

intrinsic motivation through job control, they 

simultaneously risk inducing "technostress," job 

burnout, and a perceived threat to status due to 

automation. Drawing on the Job Demands-Resources 

(JD-R) model and the Conservation of Resources 

(COR) theory, the research demonstrates 

that empowering leadership and a culture 

of continuous learning are critical boundary 

conditions for mitigating these negative effects. 
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Introduction 

The year 2025 marks a definitive "Human-Centric 

Pivot" in the global landscape of digital transformation 

(DT). While the previous decade was defined by a race 

to adopt disruptive technologies—such as Artificial 

Intelligence (AI), cloud computing, and advanced data 

analytics—organizations have arrived at a critical 

realization: technology is merely an enabler, but people 

are the drivers of sustainable change. Despite 

nearly $1.1 trillion in global DT spending projected for 

2025, over 70% of initiatives still fail to meet their 

strategic objectives. This staggering failure rate is rarely 

attributed to technical deficits; instead, it stems from a 

failure to navigate the complex social and psychological 

dimensions of the human element. 

 

Review of Litreture 

The Shift to Industry 5.0 and Human Agency 

The contemporary digital era has evolved from the 

automation-focused Industry 4.0 into the human-centric 

paradigm of Industry 5.0. In 2025, the focus of 

innovation has shifted from pure technological 

capability to creating systems that prioritize human 

values, preserve agency, and enhance rather than replace 

human capabilities. The emergence of agentic AI—

systems that can autonomously manage workflows and 

anticipate needs—has intensified the debate over human 

control and the "black box" effect on employee 

autonomy. Successful organizations in 2025 are those 

that view technology as a "companion" that understands 

and responds to intricate human needs. 

 

1. The Shift to Industry 5.0 and Socio-Technical 

Theory 

Recent studies emphasize the transition from Industry 

4.0—which prioritized efficiency and automation—

to Industry 5.0, a paradigm that places human well-

being, sustainability, and resilience at the core of 

industrial development.  

• Symbiotic Collaboration: Literature 

now views AI and robotics not as replacements 

for human labor but as "cobots" (collaborative 

robots) that work alongside humans to enhance 

critical thinking and creativity. 

• Socio-Technical Systems (STS) 

Theory: Re-emerging as a dominant 

framework in 2025, STS theory posits that any 
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social system can only be optimized if its 

"social" and "technical" parts are treated as 

interdependent. Recent research argues that 

ignoring the social micro-foundations—

individual interactions with digital resources—

leads to the "digitalization paradox," where 

increased tech investment does not yield 

expected performance gains.  

2. Psychological Dimensions: Technostress and Well-

being 

A significant body of 2025 literature addresses the "dark 

side" of digital transformation, 

specifically technostress.  

• The Paradox of Technology: Studies 

highlight that while ICT can invigorate 

workers, it simultaneously causes "cognitive 

fatigue" through information overload and 

constant connectivity. 

• Digital Wellness: New research 

models, such as the Digital Maturity and 

Human Factors (DMHF) Index, have been 

developed to help organizations measure and 

mitigate digital strain. 

• Algorithmic Management: Emerging 

studies in late 2025 explore the psychological 

impacts of being managed by algorithms, 

noting risks to human autonomy and 

professional identity.  

 3. Identified Research Gaps 

• While extensive research covers large 

enterprises, 2025 literature highlights a 

significant gap in how human-centric models 

apply to SMEs in developing countries, which 

face unique sociocultural and infrastructural 

challenges. Furthermore, there is a call for more 

empirical evidence on the long-term impact 

of human-AI teaming on collective team 

innovativeness. 

 

The Psychological Dimensions of Digital 

Transformation 

In 2025, the psychological landscape of the workplace 

is defined by a profound "Cognitive Dissonance." On 

one hand, digital transformation (DT) promises 

liberation from mundane tasks; on the other, it 

introduces a level of velocity and complexity that often 

outpaces human evolutionary adaptation. This section 

explores the three critical psychological pillars: the 

evolution of technostress, the erosion of human agency, 

and the "Black Box" effect of algorithmic management. 

1. The Evolution of Technostress: Beyond 

Information Overload 

Historically, technostress was defined as the struggle to 

use new tools. By 2025, it has evolved into "Cognitive 

Fragmentation." Workers today manage an average of 

15–20 disparate digital platforms daily. According to 

the Job Demands-Resources (JD-R) Model, 

technology in 2025 acts as a high-velocity "demand" 

that can quickly deplete an employee’s mental energy. 

The psychological strain is no longer just 

about learning the tool, but about the "Always-On" 

culture facilitated by mobile integration. The boundary 

between private life and professional obligations has 

dissolved, leading to "Digital Burnout." Research 

shows that the constant switching between "Deep Work" 

and "Digital Notifications" results in a 40% drop in 

cognitive productivity, a phenomenon known as the 

"context-switching tax." 

2. The Crisis of Human Agency and Identity 

As Generative AI and Agentic Workflows automate 

complex cognitive tasks—such as legal drafting, 

medical diagnostics, and strategic planning—a 

psychological "Crisis of Identity" emerges. 

• Skill Atrophy: When a system 

provides the "correct" answer 99% of the time, 

human workers may suffer from "Cognitive 

Offloading." Psychologically, this leads to a 

sense of helplessness and a decline in self-

efficacy. 

• Professional De-skilling: If an AI 

"Copilot" performs the core creative function of 

a job, the human worker often feels relegated to 

a "Editor" or "Validator" rather than a "Creator." 

In 2025, maintaining a sense of purpose is a 

primary psychological challenge. 

Organizations that fail to preserve human 

agency find that their employees suffer from 

"Anomie"—a lack of social or moral standards, 

resulting in disengagement.  

 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Conference - Volume 10 IBFE -2026                               SJIF Rating: 8.586                                    ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM.IBFE025                                    |        Page 170 
 

• Navigating the Social Dimensions of 

Digital Transformation 

In 2025, the social architecture of the modern 

organization has been fundamentally re-

engineered by digital transformation. While the 

technical shift involves migrating to the cloud 

or integrating AI, the social shift involves a 

"metamorphosis" of how humans interact, build 

trust, and maintain a collective identity. As the 

boundary between the physical and digital 

office dissolves, three critical social dimensions 

have emerged: the erosion of social capital, the 

challenge of digital equity, and the rise of 

decentralized cultural frameworks. 

• 1. The Erosion and Rebuilding of 

Social Capital 

Social capital—the networks of relationships 

that allow a society or organization to function 

effectively—is the "glue" of any enterprise. 

Digital transformation, particularly the move 

toward remote and hybrid models, has 

strengthened "Strong Ties" (immediate 

teammates) but severely weakened "Weak 

Ties" (colleagues in different departments). In 

2025, research indicates that the loss of 

"incidental interactions"—the spontaneous 

coffee-machine conversations—has led 

to innovation siloing. Without these cross-

departmental social bridges, organizations 

struggle with "Creative Abrasion," the process 

where diverse ideas collide to form new ones. 

Navigating this requires "intentional social 

engineering," where digital platforms are used 

not just for tasks, but to simulate serendipity 

through virtual cross-functional "mixers" and 

open-knowledge forums. 

• 2. Digital Equity and the Internal 

Divide 

The social dimension of 2025 is also defined by 

the Internal Digital Divide. This is no longer 

just a gap in access to hardware, but a gap in 

"Digital Dexterity." Within a single workforce, 

there is a social tension between "Digital 

Natives"—who embrace agentic AI as a natural 

extension of their work—and "Digital 

Immigrants," who may perceive these tools as 

threats to their social status and job security. If 

not managed, this creates a two-tiered social 

hierarchy. A human-centric pivot requires a 

"Social Contract" for reskilling, ensuring that 

transformation does not become an elitist 

project but a democratized evolution that offers 

every employee a pathway to digital relevance. 

• 3. Decentralized Culture and the 

Death of "The Office" 

For decades, organizational culture was 

anchored in a physical space. In 2025, culture 

must be "omnichannel." The social challenge is 

maintaining a unified sense of purpose when the 

workforce is geographically and temporally 

dispersed. This has led to the rise 

of "Asynchronous Culture," where values 

must be communicated through digital rituals—

Slack recognition, transparent project 

dashboards, and video-first leadership. 

However, the social risk here is "digital 

isolation." Without physical presence, 

employees can feel like "gig workers" for their 

own companies. Successful leaders in 2025 are 

those who foster "Data-Driven 

Empathy," using sentiment analysis tools to 

detect social withdrawal and intervening with 

human connection before disengagement takes 

root. 

 

Research Methodology  

• Supplemented  by industry reports 

from Gartner and Deloitte Insights. 

Qualitative Meta-Analysis 

(PRISMA): Systematic literature reviews 

using the PRISMA method are utilized to 

identify and synthesize cross-industry themes 

like "Digital Literacy" and "Worker Well-

being" from existing academic publications.  

Data collection  

In 2025, data collection for a research paper on the 

human-centric pivot in digital transformation 

(DT) must transcend basic usage metrics to capture 

the subjective and psychological experiences of 

the workforce. 

Research in 2025 identifies a "Human-AI Teaming" 

paradox where traditional surveys fail to catch deep-

seated anxieties. Consequently, a multi-modal, 

socio-technical approach is required.  

1. Qualitative Data Collection (Uncovering the 

"Why") 

Qualitative methods are essential for identifying 

"Hidden Insights" that quantitative numbers miss.  

• AI-Moderated In-Depth Interviews 

(IDIs): By 2025, researchers use AI agents 
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(like Usercall) to conduct and moderate voice 

interviews. These agents can ask follow-up 

"why" questions 10x faster than traditional 

methods, uncovering emotional nuances behind 

"technostress". 

• Digital Ethnography 

(Netnography): This involves immersing 

oneself in the "natural online habitat" of 

workers—Slack channels, internal forums, and 

virtual meeting spaces—to observe behavior 

without the bias of direct questioning. 

• Digital Diaries: Participants record 

real-time reflections using voice notes or video 

via apps (like WhatsApp or dedicated diary 

apps) over several weeks. This tracks 

the longitudinal psychological impact of a 

new tool’s rollout.  

2. Quantitative Data Collection (Measuring the 

"Scale") 

Quantitative tools provide the data-driven 

foundation for success metrics in 2025. 

• The Digital Maturity and Human 

Factors (DMHF) Index: Developed in 2025, 

this specific index measures how well digital 

adoption aligns with human needs like 

cognitive load and autonomy. 

• Psychometric Scales for 

Technostress: Adapting validated scales like 

the TS4US questionnaire (Technostress in 

University Students) for professional settings 

helps measure "Techno-overload" and 

"Insecurity" on a 5-point Likert scale. 

• Sentiment Analytics: Organizations 

now use "Data-Driven Empathy" tools to scan 

internal communications for stress patterns, 

providing real-time feedback on employee 

well-being. 

 

Primary Data Sources 

Primary data in this field is typically collected through 

direct interaction with stakeholders using qualitative 

and quantitative methods:  

• Surveys and 

Questionnaires: Employed to measure 

employee attitudes, psychological insecurities, 

and readiness for digital change. Structured 

questionnaires using Likert scales are common 

for quantifying dimensions like "usability," 

"employee engagement," and "cognitive load". 

Secondary Data Sources 

Secondary data provides the theoretical and contextual 

foundation for navigating digital pivots:  

• Systematic Literature Reviews 

(SLR): Analysis of academic journals 

(e.g., Business Process Management 

Journal, Sustainability) and conference 

proceedings to identify gaps in human factors 

research. 

• Industry Reports and Case 

Studies: Data from organizations like 

McKinsey, Harvard Business Review, and 

Adobe provide benchmarks for success, such as 

the finding that human-centric transformations 

are up to 12 times more successful. 

• Historical Technology Adoption 

Data: Reviewing past digital trends to 

understand longitudinal shifts in consumer and 

employee behaviour. 

Analysis  

In 2026, the analysis of digital transformation 

emphasizes a Human-Centric Pivot, shifting from a 

technology-first approach to one that prioritizes social 

and psychological well-being. This pivot responds to the 

high failure rate (over 70%) of tech-only initiatives by 

refocusing on the needs, skills, and values of the people 

who use them.  

Psychological and Social Dimensions 

• Trust and Psychological 

Safety: Building trust is now a strategic 

imperative. Leaders are tasked with creating 

"psychological safety" so employees view 

change as an opportunity rather than a threat. 

• Resistance and Fear: Resistance is 

recognized as a natural human response to 

uncertainty. Transparent communication about 

the "why" of transformation is essential to 

reduce fear of the unknown. 

• Mental Health Impacts: Studies show 

that while digital environments can boost well-

being (r = 0.435), they are also linked to burnout 

(r = -0.478) and social isolation. "Digital 

Employee Experience" (DEX) has become 

central to preventing frustration and high 

turnover. 
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• Inclusion and the Digital 

Divide: Social sustainability focuses on 

equitable access to technology to prevent 

"cultural homogenization" and the widening of 

digital divides.  

Three Pillars of Human-Centric Transformation 

1. Early Involvement: Engaging 

employees from the start—through workshops 

or pilot programs—fosters ownership and 

reduces resistance. 

2. Digital Literacy: Investing in 

confidence and skills empowers employees, 

preventing them from feeling overwhelmed by 

new tools. 

3. Culture of Adaptability: Encouraging 

experimentation and "innovation hours" 

rewards flexibility rather than just technical 

mastery.  

Key Trends for 2026 

• Agentic AI as a Partner: Technology 

is moving from a tool humans operate to a 

"coworker" that performs tasks autonomously. 

• Responsible AI and 

Ethics: Enterprises are establishing "Digital 

Ethics Boards" to ensure algorithms align with 

human values and remain auditable. 

• Behavioural 

Transformation: Metrics are shifting from 

surface-level counts (like downloads) to 

behavioural outcomes, such as how technology 

reduces daily frustrations or improves work 

habits. 

• Human-in-the-Loop Governance: As 

AI agents handle more routine work, 

organizational models are shifting to prioritize 

human oversight for high-value exceptions and 

ethical decision-making. 

 

 

Conclusion 

In the Digital Age, People Come First 

Digital transformation is reshaping industries across the 

globe, redefining how businesses operate and compete. 

From AI-powered automation to advanced data 

analytics, organizations now have powerful tools to 

enhance productivity, efficiency, and customer 

satisfaction. 

Yet, despite the promise of technology, studies indicate 

that over 70% of digital transformation initiatives fail to 

achieve their objectives. Not surprisingly, it isn’t 

technical challenges that typically cause these failures 

— it’s the human element. 

When organizations prioritize technology over the 

people who will use it, they create an imbalance that 

often leads to friction, resistance — and ultimately —

failure. A human-centered approach to digital 

transformation shifts the focus to align technology with 

people’s needs, skills, and values. 

The Leadership Role in a People-Centered 

Transformation 

Often overlooked because it seems so obvious, 

leadership plays a pivotal role in human-centric digital 

transformation. Leaders are responsible for setting the 

tone, articulating a clear vision, and fostering an 

environment where employees feel valued and included. 

In human-centered transformation, leaders go beyond 

making decisions and issuing directives; they actively 

Digital Transformation

1st Qtr
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engage with employees, listen to their concerns, and 

involve them in the process. 

Three Pillars of Human-Centric Digital 

Transformation 

Early Involvement 

Involving employees from the beginning of the 

transformation process is vital for fostering buy-in and 

reducing resistance. When employees feel they have a 

say in how new tools and processes will be 

implemented, they’re more likely to support them. In 

practice, early involvement can take many forms, 

including workshops, pilot programs, and regular 

feedback sessions. 

Investing in Digital Literacy 

As companies increasingly adopt digital tools, the need 

for digital literacy grows. Employees who lack 

confidence or skills in using new technology are more 

likely to feel overwhelmed or resistant. Providing 

comprehensive training and support is essential to 

ensuring that all employees feel capable and empowered 

to leverage digital tools. Digital literacy training should 

cover the technical aspects of new tools and focus on 

their strategic benefits, helping employees see how 

these technologies align with broader company goals. 

 

Creating a Culture of Adaptability and Innovation 

The third pillar, adaptability, is crucial for sustaining 

digital transformation. In a human-centered approach, 

adaptability is encouraged and rewarded, creating a 

growth-oriented culture where employees feel safe to 

experiment, take risks, and share ideas. By recognizing 

and celebrating adaptability, companies signal that 

flexibility and innovation are valued behaviors. 

 

So, In this graph we see that the category 1 shows that 

both the navigating dimension on social and 

psychologically made on digital transformation. 

It also shown in category 2. 

But in category 3 the result seems to be silently change 

to compare to first 2. In the Bar the navigation of 

psychology on social are more in context.  

And the fourth one is also the same as the third one. 
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Questioner  

    Here are five multiple-choice questions based on the 

analysis of "The Human-Centric Pivot: Navigating the 

Social and Psychological Dimensions of Digital 

Transformation in 2025": 

1. According to the analysis, what is 

the failure rate of digital transformation 

initiatives that focus solely on technology? 

(a)Over 50% 

(b)Over 60% 

(c)Over 70% 

(d) Over 80% 

2. Which of the following is identified 

as a natural human response to the 

uncertainty of digital transformation? 

(a)Ownership 

(b)Resistance 

(c)Adaptability 

(d) Psychological safety 

3. In the context of the "Human-

Centric Pivot," what term is used to 

describe an AI that moves from a tool 

operated by humans to a partner 

performing tasks autonomously? 

(a)Auditable AI 

(b)Responsible AI 

(c)Behavioral AI 

(d) Agentic AI 

4. Which factor is explicitly included 

as one of the "Three Pillars of Human-

Centric Transformation"? 

(a)Cultural homo genization 

(b)High turnover prevention 

(c)Digital literacy 

(d) Behavior-led metrics 

5. Which metric is associated with the 

negative mental health impacts of digital 

environments, such as burnout and social 

isolation? 

(a)Trust (r=0.435) 

(b)Well-being (r=0.435) 

(c)Burnout (r=-0.478) 

(d) DEX improvement 
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