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Abstract. With the continuously evolving business paradigm shifts, organizations need to have 

the capability to effectively manage knowledge and information technology to understand and 

respond to environmental changes quickly and accurately. The aim of this research is to formulate 

recommendations for leaders and managers in building values-based leadership that supports 

sustainable change in organizational culture, taking into account the aspects of knowledge 

management and information technology. This research method is a literature review with a 

qualitative approach that will utilize descriptive analysis. Data is gathered through searches on 

Google Scholar within the range of 2006-2023. The study's findings indicate that in the era of 

knowledge and information technology, values-based leadership has become a primary key in 

shaping sustainable and adaptive organizational culture. Leadership based on moral and ethical 

values not only sees technology as a tool for enhancing efficiency and innovation but also 

prioritizes collaboration, diversity, and inclusion in building a strong organizational culture. 
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1.   Introduction 

In facing the evolving paradigm shifts in business, organizations must effectively manage knowledge and 

information technology (IT) [1]. This is necessary to gain deep understanding and appropriate responses to 

rapidly changing environmental dynamics. By harnessing these capabilities, organizations can maintain their 

competitiveness, anticipate market trends, and take relevant strategic steps to achieve their business goals. 

The role of leadership cannot be underestimated in guiding organizations towards desired outcomes. 

However, in a rapidly changing landscape, leadership roles extend beyond mere direction-giving to encompass 

integrating values that promote sustainable change. This demands leaders not only to possess short-term vision 

but also sensitivity to changing environmental dynamics and the ability to adjust leadership strategies 

accordingly. Effective leadership is not only about leading organizations towards predetermined goals but also 

facilitating relevant transformation and innovation in response to changes [2]. 

Values such as integrity, ethics, fairness, and social responsibility are increasingly recognized as crucial 

foundations for effective leadership [3]. When discussing the context of knowledge management and 

information technology, the importance of these values is further acknowledged in orienting the responsible 

utilization of technology and knowledge. For example, integrity serves as a solid foundation to ensure 

transparent and honest management of knowledge and information technology processes. Ethics, on the other 

hand, provide a moral framework guiding decision-making regarding the use of technology, ensuring actions 

align with the organization's moral values. Fairness, as an inseparable principle, helps ensure equitable and fair 

access to knowledge and information technology, thus providing balanced benefits to all involved parties. And 

social responsibility, as a manifestation of awareness of the social impacts of technology usage, directs 

organizations to be accountable for their contributions to building a sustainable and inclusive society through 

ongoing activities and initiatives. Therefore, integrating these values in the context of knowledge management 
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and information technology is not only important for the organization's internal success but also for their 

contribution to creating positive impacts in society at large. 

Sustainable organizational culture is the result of applying underlying values to all aspects of organizational 

activities [4]. Leadership styles rooted in these values are not only capable of shaping but also strengthening 

organizational cultures that foster innovation, learning, and adaptation to change. With a strong focus on these 

values, organizations can create environments where employees feel encouraged to actively participate in the 

innovation process, engage in continuous learning, and be ready to face dynamics occurring in both external and 

internal environments [5]. 

Although information technology has brought significant benefits in enhancing efficiency and productivity, 

its complexity also presents challenges that cannot be ignored regarding privacy, data security, and social 

impact. In facing these dynamics, values-based leadership becomes crucial in guiding the responsible 

implementation of information technology. Such leadership must consider not only business benefits but also 

broader impacts on society and the environment [6]. Thus, they are faced with the important task of considering 

values such as fairness, sustainability, and ethics in information technology management, in order to make 

balanced and responsible decisions for all stakeholders. 

The focus of this research is to develop concrete and evidence-based recommendations for leaders and 

managers aiming to strengthen values-based leadership within the context of continuous change in 

organizational culture. In pursuing this goal, important aspects such as knowledge management and the 

implementation of information technology are highlighted. This research not only aims to identify effective 

strategies for building values-based leadership but also to explore how aspects of knowledge management and 

information technology can be utilized as powerful tools in achieving these goals. By investigating the complex 

relationship between organizational values, leadership, knowledge management, and information technology, 

this research aims to provide deep insights that can significantly contribute to practitioners and decision-makers 

in facing the challenges of continuous change in the ever-evolving business environment. 

1.1  Leadership 

Leadership is the ability of an individual to guide, inspire, and influence others in achieving common goals 

[7]. It involves not only the ability to provide direction and supervision but also to motivate teams, manage 

conflicts, and build strong relationships among team members. Leadership is not just about position or hierarchy 

but also about behaviors and attitudes that can influence others to act in accordance with the vision and values 

held [8]. Effective leadership encompasses good communication skills, the ability to make sound decisions, as 

well as sensitivity to the needs and aspirations of team members [9], [10], [11]. Moreover, leadership also 

involves awareness of both the external and internal environment of the organization and the ability to adapt to 

evolving changes and challenges. Thus, leadership is a combination of skills, attitudes, and behaviors required to 

guide and motivate others towards achieving organizational goals effectively. 

1.2  Values 

Values refer to the principles or beliefs held by individuals or groups, which guide their behaviors and 

decision-making in various situations [12]. These values reflect what is considered important, both personally 

and collectively, and serve as a foundation for action and interaction with others. They can encompass various 

aspects, ranging from integrity, honesty, fairness, social responsibility, to hard work and cooperation. These 

values not only influence individual actions but also shape the culture of organizations and society at large. 

They serve as moral and ethical guidelines in everyday life and often play a significant role in shaping one's 

identity and personality. Thus, values not only reflect what is considered good or bad but also guide individuals 

and groups in achieving their goals and building healthy and sustainable relationships with others [13]. 

1.3  Knowledge Management 

Knowledge management refers to the process of identifying, collecting, storing, and disseminating 

knowledge within an organization with the aim of improving performance and innovation [14]. It involves 

strategies and practices for managing the knowledge held by individuals and groups within the organization so 

that it can be accessed, shared, and utilized effectively. Knowledge management is not only related to 

information technology and systems that support data and information management but also encompasses 

cultural and social aspects within organizations that facilitate collaboration, learning, and knowledge exchange 

among team members. This involves the formation and maintenance of databases, the development of 

information systems, the implementation of organizational learning practices, and the use of appropriate 

technology to support decision-making processes and innovation. Thus, knowledge management is key to 
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ensuring that the knowledge possessed by the organization can be effectively managed and utilized to achieve 

strategic goals and maintain competitiveness in a rapidly changing business environment [15]. 

1.4  Information Technology 

Information technology refers to the use of hardware, software, and network infrastructure to process, store, 

and transfer data efficiently [16]. It includes various technologies such as computers, mobile devices, 

communication networks, database systems, as well as applications and services used to manage information 

and support business activities and everyday tasks. Information technology plays a crucial role in automating 

business processes, improving productivity, enhancing communication and collaboration, and enabling more 

sophisticated and predictive data analysis [17]. In the organizational context, information technology serves not 

only as a tool for storing and accessing information but also as a platform for innovation, the development of 

new products and services, and overall business transformation [18], [19]. With the continuous advancement of 

information technology, organizations are required to continually update and improve their infrastructure and 

technological capabilities to remain competitive and adapt quickly to changes in the business environment and 

market needs [20], [21]. 

1.5  Continuous Change 

Continuous change refers to the ongoing process or transformation that occurs continuously and lasts in the 

long term, both in the organizational context and in the broader social and economic environment [22]. It is not 

just about changes that occur once in a while but more about adopting patterns of behavior, policies, and 

practices that enable organizations or systems to adapt to the ever-changing dynamics in their environment. 

Continuous change requires long-term commitment from all parties involved, as well as continuous adjustment 

to new challenges, opportunities, and market demands [23]. It involves continuous learning, innovation, and 

adaptation, with the goal of creating long-term value for the organization or society. In the business context, 

continuous change can include operational restructuring, the development of environmentally friendly products 

and services, or improvements in responsible corporate practices. Meanwhile, in society, continuous change can 

include efforts to reduce poverty, improve community welfare, or promote environmental sustainability. Thus, 

continuous change is a sustained effort to improve and renew organizations or systems to remain relevant, 

effective, and responsive to future demands. 

1.6  Organizational Culture 

Organizational culture refers to a set of values, norms, beliefs, traditions, and behaviors embraced and 

practiced by the members of an organization [24]. It reflects the unique identity and character of the 

organization, shaping patterns of interaction, communication, and decision-making within it. Organizational 

culture encompasses how people interact with each other, how conflicts are resolved, how decisions are made, 

and how success is measured and rewarded [25]. It also includes aspects such as openness to change, the ability 

to learn from mistakes, and commitment to quality and service. Organizational culture is not always explicitly 

expressed but can be observed through daily habits, rituals, and symbols found in the work environment. A 

healthy and strong organizational culture can motivate and unite team members, improve performance, and 

create an inclusive and productive work environment. However, if not managed well, organizational culture can 

also become a barrier to innovation, change, and organizational growth. Therefore, understanding and managing 

organizational culture are crucial for the long-term success of an organization [26]. 

 

2.   Method 

This research methodology is a literature review with a qualitative approach that will utilize descriptive 

analysis. The qualitative approach is chosen to gain in-depth understanding of the concepts of value-based 

leadership, knowledge management, information technology, and continuous change in organizational culture. 

Focusing on descriptive analysis, this research will identify patterns, themes, and trends emerging from 33 

selected articles found through a search on Google Scholar within the years 2006-2023. Data from these articles 

will be systematically analyzed to understand the key concepts related to the research topic and to explore 

various perspectives present in the literature. Descriptive analysis will be used to summarize the information 

found, identify thematic patterns, compare different opinions, and create a comprehensive overview of the 

research topic. Thus, this research will provide a deeper understanding of the role of value-based leadership, 

knowledge management, and information technology in supporting continuous change in organizational culture. 
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3.   Result and Discussion 

In an era characterized by advancements in knowledge and information technology, mastery of leadership 

that prioritizes values becomes crucial in creating an organizational culture environment that is adaptable and 

sustainable. Within the realm of knowledge management and information technology, efforts to establish value-

based leadership are not merely additional steps, but fundamental stages in guiding organizational change 

towards a sustainable and relevant direction. 

Leadership grounded in values bases its practices on moral foundations and ethics that underlie decision-

making processes, while strengthening the bonds connecting individuals, groups, and organizational entities. 

Especially within the scope of knowledge management, this paradigm emphasizes the significance of fostering 

collaboration, disseminating knowledge, and respecting the plurality of ideas and perspectives. Likewise, in the 

domain of information technology, values-based leadership treats technology as a tool to enhance operational 

efficiency, foster innovation, and provide sustainable services, while always considering the social and ethical 

implications inherent in the utilization of such technology [27]. 

In the endeavor to form leadership rooted in values, it requires leaders capable of deeply internalizing the 

essence of the values they seek to promote within the organizational structure. This understanding encompasses 

the recognition of essential values such as integrity, justice, collaboration, diversity, and sustainability, which 

serve as the primary foundation in shaping the cultural identity of an organizational entity. Additionally, a leader 

is expected to consistently and convincingly communicate these values to all members of the organization, 

ensuring that these values are not only recognized but also consistently practiced in every aspect of 

organizational life, from decision-making to daily interactions [28]. Thus, these values do not merely become 

empty slogans but rather serve as sturdy pillars in building an inclusive and integrity-driven organizational 

culture. 

In fulfilling its responsibility in managing sustainable changes, values-based leadership also highlights the 

importance of having comprehensive awareness of the social, environmental, and economic implications of 

every decision and action taken by the organization [29]. In this context, there is a necessity to adopt sustainable 

practices in knowledge management and information technology, which includes the implementation of 

environmentally friendly technologies, the development of solutions considering social justice aspects, and the 

enhancement of digital inclusion. These actions not only reflect sincerity in fulfilling the role as responsible 

agents of change but also concrete steps towards fostering a balanced sustainability between organizational 

goals and the interests of the community as a whole. 

Furthermore, leadership rooted in values also emphasizes the need to develop an organizational culture that 

fosters openness to continuous learning and innovation. This involves creating an environment where mistakes 

are not seen as failures but as valuable opportunities for learning and growth. Moreover, this culture ensures that 

all members of the organization feel supported to explore new ideas and implement innovative approaches in 

leveraging knowledge and information technology to achieve the organization's goals. By cultivating an 

atmosphere that embraces experimentation and discovery, values-based leadership lays a solid foundation for 

sustainable growth and progress, which in turn enables organizations to remain relevant and competitive amidst 

the ever-changing market dynamics [30]. 

By designing and cultivating leadership grounded in values in the realm of knowledge management and 

information technology, organizations have the opportunity to create an environment that facilitates rapid and 

responsive adaptation to the dynamics of change, both internal and external. Beyond merely reacting to change, 

this paradigm embraces a proactive role in shaping a more sustainable, inclusive, and innovative future direction 

for the organization and the ecosystem of society it serves. By positioning values at the center of every initiative 

and decision, organizations can strengthen a sustainable foundation beneficial to all stakeholders, ensuring that 

each step taken not only reflects short-term vision but also brings positive long-term impacts for organizational 

survival and the well-being of the related communities. 

In an era filled with complex challenges and rapidly changing dynamics, values-based leadership demands 

a deep ability to integrate the essence of these values into every operational and strategic aspect of the 

organization. This process includes, but is not limited to, formulating policies aligned with the foundational 

values of the organization, developing reward and recognition systems designed to encourage and reinforce 

behaviors associated with these values, and implementing performance management practices that place special 

emphasis on individual contributions in upholding and promoting the organization's values. Thus, values-based 

leadership becomes not just a rhetorical narrative but a driving force guiding the organization toward its desired 

direction, with each step fueled by a profound commitment to the moral and ethical principles advocated. 

A leader's ability to pave the way for values-based leadership is reflected not only in their capacity to 

integrate and promote these values in every operational aspect but also in their attention to fostering the 
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development of individuals within the organization. An effective leader understands that employee development 

and growth are the primary foundations for creating an environment that supports sustainable professional and 

personal growth, alongside a steadfast commitment to the values that underpin the organization [31]. These 

actions include managing training and development programs focused on cultivating leadership skills rooted in 

values and facilitating the exchange of knowledge and experiences among organization members to strengthen a 

collaborative and supportive culture. Thus, values-based leadership is not just about guiding the organization 

towards achieving its goals but also about creating an ecosystem that enables each individual to reach their full 

potential while upholding the integrity of the cherished values. 

In the realm of information technology, values-based leadership also advocates for the utilization of 

technology as a tool to enhance accessibility, equity, and sustainability in an increasingly interconnected global 

context. This initiative involves integrating principles of security and data privacy throughout the development 

and implementation stages of IT systems, ensuring that technology is used as a means to strengthen, rather than 

replace, human interactions, and making investments in technology that has the potential to bring about positive 

transformations in various aspects of society [32]. Through this approach, values-based leadership takes a 

central role in building a technological foundation that is not only operationally effective but also considers its 

ethical and social implications, making justice and sustainability the main pillars in every step taken in a world 

increasingly dependent on information technology. 

Moreover, values-based leadership also encompasses the aspect of developing strong relationships with 

diverse external stakeholders, including customers, business partners, government, and civil society. This 

engagement allows organizations to explore and appropriately respond to the diverse needs and expectations of 

all involved parties in its ecosystem, while maintaining a strong commitment to the values that underpin the 

organization's foundation [33]. In this context, values-based leadership not only strengthens the external 

network connections of the organization but also opens opportunities to build sustainable and impactful 

partnerships, which in turn can generate broader positive impacts in society as a whole. Thus, the development 

of solid relationships with external stakeholders becomes a crucial element in shaping the organization's image 

and reputation, as well as in reaffirming the organization's position in embracing principles that support 

sustainability, ethics, and social responsibility. 

Therefore, the formation of values-based leadership in the realm of knowledge management and 

information technology is not solely about achieving specific business goals but also about cultivating an 

organizational culture that has resilience and sustainable growth potential in the long term, while always 

considering the social and environmental impacts arising from every action taken by the organization. At this 

point, the role of leaders becomes highly significant as agents of change with responsibilities that extend beyond 

just the financial success of the organization, but also ensuring the broader well-being and sustainability of all 

stakeholders involved. This task involves navigating the complexities of social, economic, and environmental 

dynamics while continuing to promote innovation, collaboration, and adaptation as the foundation for 

organizational sustainability in facing increasingly complex and diverse future challenges. Thus, values-based 

leadership becomes a key pillar in building a solid foundation for organizations to become agents of sustainable 

change and positive impact in society as a whole. 

 

4.   Conclusion 

In the era of knowledge and information technology, values-based leadership has become a primary key in 

shaping a sustainable and adaptive organizational culture. Leadership based on moral values and ethics not only 

views technology as a tool to enhance efficiency and innovation but also prioritizes collaboration, diversity, and 

inclusion in building a strong organizational culture. Some recommendations that can be provided include: 1) 

Core Values Understanding: Leaders need to have a deep understanding of the core values they want to promote 

within the organization, such as integrity, justice, and diversity. 2) Value Communication: Consistent and 

convincing communication of organizational values to all members is important to ensure these values become 

an integral part of the organizational culture. 3) Awareness of Impact: Leaders should be aware of the social, 

environmental, and economic impacts of organizational decisions and actions, and adopt sustainable practices in 

knowledge and IT management. 4) Building a Culture of Learning and Innovation: Encourage the development 

of an organizational culture that is open to learning and innovation, where mistakes are seen as opportunities for 

learning, and employees feel supported to develop new ideas. 5) Integration of Values in Operational and 

Strategic Aspects: Integration of values in every aspect of organizational operations and strategy, including 

policy formation, development of reward systems, and performance management practices. 6) Employee 

Coaching and Development: Ensure coaching and development of employees to grow and develop 

professionally and personally, and facilitate the exchange of knowledge and experiences among organization 



Journal of Contemporary Administration and Management (ADMAN) 

ISSN: 2988-0394 Print / 2988-3121 Online 

Vol 2, Issue 1, April 2024, Page 436-442 

DOI: https://doi.org/10.61100/adman.v2i1.166 

pg. 441 
 

members. 7) Use of Technology for Justice and Sustainability: Encourage the use of technology to improve 

accessibility, justice, and sustainability, and integrate principles of data security and privacy into IT system 

development. 8) Developing Relationships with Stakeholders: Build strong relationships with various external 

stakeholders to understand and respond to their needs and expectations, while remaining true to organizational 

values. By implementing these recommendations, organizations can build strong values-based leadership in the 

context of knowledge management and information technology, thus creating an environment that enables quick 

adaptation and responsiveness to external and internal changes. 
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