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Abstract: The integration of digital leadership and workforce agility has become increasingly vital for 
managing digital transformation in educational systems. This conceptual paper explores how school leaders in 
Malaysian public schools can navigate technological change while cultivating a teaching workforce that is 
adaptive, self-regulating, and resilient. Grounded in transformational and distributed leadership theories, and 
informed by frameworks on learning agility and professional development, the study presents a context-
sensitive conceptual model. Drawing on a synthesis of literature and practitioner experience, the paper 
articulates five key theoretical propositions linking digital leadership competencies such as emotional 
intelligence, strategic vision, and inclusive governance to workforce agility outcomes. It further examines 
organizational enablers including professional development, collaborative culture, and infrastructure support. 
The end product is a framework that provides a comprehensive picture of how the practices of educational 
leaders can contribute to institutional resilience, innovation, and inclusive capacity-building in the case of 
Malaysia's public schooling. This study adds to leadership theory and application by situating Western models 
within Southeast Asian environments and provides a basis for further empirical testing and policy 
development. 
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1. Introduction  
 
The pace of change in the technological environment and the advancement of structures in organizational 
systems are reshaping educational systems and thus demand creative leadership and workforce preparedness. 
Amidst the Malaysian educational landscape, grounded on educational reform programs intertwined and 
geared with national development plans, the nexus between digital leadership and workforce agility is 
considered fundamentally as a fundamental subject of interest. This theoretical paper explores how school 
leaders in Malaysia can successfully navigate the intricate process of digital transformation while creating an 
agile workforce that can appropriately respond to the changing expectations of contemporary education.  
 
The coupling of digital leadership and workforce agility is particularly pertinent for Malaysia as the country 
strives to converge an educational system with the aspirations proposed in the Malaysia Education Blueprint 
(MEB) 2013–2025. The challenges of the COVID-19 pandemic only strengthened the imperative for digital 
transformation and the need for innovative practices both in teaching and in administration. Despite 
considerable advances made, previous studies have identified a gap in the understanding of the link between 
leadership styles and workforce agility in the educational environment, especially in the context of Malaysian 
public schooling. This paper aims to bridge the gap by proposing a conceptual framework that explicates the 
linkage between digital leadership and workforce agility, in light of the specific exigencies facing the Malaysian 
context. 
 
By tapping on a fusion of classic leadership models such as transformational, distributed and digital leadership 
and the more recent framework on workforce agility, this work presents a vision on how those domains relate 
to each other within education. Teacher workforce agility, conceptualized as the sum of the capacity teachers 
have to adjust, respond, and self-regulate in a context of changing conditions, is viewed through the dual 
cognitive lenses of teacher learning and teacher addictiveness. The objective of the drafting exercise is to 
provide a theoretical start to fill in the current gap, as well as some pragmatic aspects to policymakers and 
school institutional leaders in search of ways to reinforce teacher professionalism and institutional 
adaptability in an environment with rapidly changing conditions. 
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The operational mechanism of the method, this study obtained the majority of the literature from Scopus-
indexed journals, concentrating on studies from the past decade that employed search terms such as "digital 
leadership," "workforce agility," and "educational transformation." To qualify for inclusion, studies needed to 
be either empirical or conceptual and relevant to educational institutions in Southeast Asia. Thematic coding 
facilitated a comparative analysis that identified correlations between leadership models and agility 
frameworks. This ensured that the findings were organized systematically. The analysis benefits from the 
author’s extensive experience spanning over 25 years with the Ministry of Education Malaysia, providing 
insider perspectives that enrich the discussion of leadership and workforce agility in the local context. 
 
Current research in Malaysia on digital leadership and workforce agility reflects both advancements and 
ongoing limitations. Although educational leadership has emerged as a growing area of interest, systematic 
reviews identify the field as "immature but emerging," and note the scarcity of studies that address the 
nuanced, context-specific realities of Malaysian public schools. Likewise, research on workforce agility has 
largely focused on private or organizational sectors, with less attention given to public education. This paper 
responds to these gaps by advancing a conceptual framework that is both theoretically informed and relevant 
to the Malaysian educational context. 
 
The structure of this paper is organized to facilitate a comprehensive exploration of the topic. Following this 
introduction, the next chapter examines the digital leadership framework, addressing the required 
competencies and challenges faced by school leaders in integrating technology. The subsequent chapter 
explores workforce agility components, with a particular focus on teacher development and adaptive 
capabilities. Theoretical implications, combining digital leadership and workforce agility, as well as reflections 
on policy and future directions for research are also addressed. The paper ends with the synthesis of major 
findings and a summary of the practical implications of the new framework for Malaysian public schools. Table 
1: Key Definitions Based on recent literature, in Table 1 we provide definitions and theoretical distinctions of 
digital leadership and workforce agility. This table illustrates a comparative summary of the main definitions 
and theoretical grounds of both Digital Leadership and Workforce Agility, which we identified in the main 
scholarly reference sources. It also juxtaposes different positions to emphasize the conceptual basis and 
nuanced reasoning behind current theories of school leadership and organizational flexibility in the digital age. 
 
Table 1: Concept Definitions and Comparisons 

Concept Definition Key Theoretical 
Roots 

Distinctive Features 

Digital Leadership 
(Northouse, 2019) 

The process of influencing 
others through 
technology-mediated 
channels to achieve 
organizational goals. 

Transformational and 
Servant Leadership; 
Technology Adoption 
Theory 

Technology is used not just as 
a tool but as a medium of 
leadership influence. 

Digital Leadership 
(Avolio et al., 
2014) 

Leadership that integrates 
digital competencies into 
traditional leadership 
approaches, enhancing 
communication and 
adaptability. 

Full-Range Leadership 
Theory; Technological 
Acceptance Models 

Blends traditional leadership 
traits with competencies 
required for digital-era 
leadership. 

Workforce Agility 
(Sherehiy & 
Karwowski, 2014) 

A workforce’s ability to 
quickly adapt to changes 
in the environment, work 
processes, and 
technological innovations. 

Organizational Agility 
Theory; Dynamic 
Capability Theory 

Focuses on structural and 
process flexibility and fast 
reskilling of the workforce. 

Workforce Agility 
(Muduli, 2017) 

The behavioral and 
cognitive ability of 
employees to handle 
uncertainty and 
continuous change in 
digital settings. 

Human Resource 
Agility Framework; 
Cognitive Flexibility 
Theory 

Centers on employees' 
psychological readiness for 
digital disruption. 
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Workforce Agility 
(Nadeem, 2024) 

Agility in education refers 
to teachers' capability to 
adjust learning practices 
dynamically in a volatile 
digital learning 
ecosystem. 

Self-Determination 
Theory; Adaptive 
Teaching Models 

Emphasizes self-directed 
learning, emotional resilience, 
and collaborative adjustment. 

Digital Leadership 
(Mutil et al., 2024) 

Leadership in schools that 
focuses on digital fluency, 
emotional intelligence, 
and rapid adaptation to 
technological change. 

VUCA Leadership 
Models; Distributed 
Leadership Theory 

Encourages shared 
governance and collective 
problem-solving through 
digital platforms. 

 
The main research question that the current paper attempts to answer is: How do the school leaders deal with 
digital transformation and build an adaptive and resilient workforce in the turbulent environment of Malaysian 
public schools? 
 
2. Digital Leadership Framework 
 
In this section, the essential competencies, challenges and practices synonymous with effective digital 
leadership in Malaysian public schools are discussed. It focuses on the critical power of strategic vision, 
human-centered processes, and cultural fit in achieving a foundation for a successful digital transformation. 
Within the wider context of shaping education, this framework is the starting point for the way in which a view 
has been taken on the influence of leadership on workforce agility and technology integration. 
 
Competencies and Challenges 
In terms of the various digital leadership competencies in Malaysian public schools, the demands are complex 
and require technology savvy, creativity, vision, emotional quotient, and delegated distributed decision-making 
to implement effective digital transformation. “Technology fluency by itself is not enough for educational 
leaders; they must also communicate a clear and inspiring vision for the integration of technology and connect 
it to institutional needs to support school progress” (p. These leaders are also responsible for developing a 
shared vision of how digital tools can impact  educational attainment and gaining the support of all of the 
school staff/ key stakeholders in the school (Phakamach and others 2023). Such a vision has to do more than 
just encourage the use of technology and system use, however, it focuses on the cultural changes that will be 
required for digital transformation to be effective. Emotional intelligence is a key factor, helping leaders to 
manage the spectrum of staff responses to the implementation of new technologies, from excitement to 
reluctance or fear. Knowledge of such reactions enables leaders to provide selective support, thus creating an 
inclusive and empowering climate for change (Fernandez & Rainey, 2006). The use of distributed decision-
making to include teachers, support staff, and administrators in the decision-making process contributes to a 
sense of ownership and less resistance to change. The…empowerment" of stakeholders to participate in the 
implementation and integration of digital tools increases their involvement in the process of transformation 
and results in a better implementation of the process (Nadeem, 2024). A holistic approach that utilises 
technology in a balanced way with a more humane approach, e.g., the practice of empathetic communication 
and recognition of staff contributions, enhances school resilience and fosters a supportive school culture 
(Shamsudin, 2023). The integration of these competencies starts to address the multiple technical and 
personnel challenges when 703 Adams Digital leads in Malaysia's culturally diverse educational setting. 
 
Obstacles confronting educational leaders in the public schools of Malaysia in relation to digital technology 
integration are still great and lie in the domains of ICT skill shortages, generational gaps, and poorly tailored 
professional development programmes. Senior teaching staff usually experience lower levels of digital skills, 
which slows down the pace as well as the success of technology incorporation (Rumeli & Rami, 2023). Given 
this restriction, differentiated models of professional development need to be adopted based on the spectrum 
of teachers’ skills, designed to provide both experienced and novice teachers with the training they need to 
develop their digital capabilities.” This gap between generations shows how important it is to have targeted, 
needs-based professional development that encourages peer-to-peer learning and mentoring across 
generations. This will make sure that digital strategies are used more consistently and fairly throughout the 
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school system (Rumeli & Rami, 2023). Professional development programs in Malaysian schools rarely cater 
to the practical, specific needs of the teachers, which further complicates the successful integration of 
technology. To overcome these obstacles, leadership should develop MN-wide projects, ranging from 
mentoring and peer-coaching to interactive workshops, to break down the generation divides and enhance the 
collective digital competency of teaching teams (Rumeli & Rami, 2023). These enduring issues suggest the 
human factor in the schools’ digital transformation is as important as the tech one, warranting consistent 
leadership focus and system-wide support. 
 
Trusted communication is one of the main factors that determine staff productivity and resilience, which are 
influenced in Malaysian government secondary schools by digital leadership that is based on relationship 
building, and this finding is consistent with prior research 9.. Trust-building behaviors, such as open and 
transparent decision-making, support of staff-led initiatives, are positively associated with staff well-being and 
engagement (Shamsudin, 2023). Trust as a leadership priority could facilitate an environment that feels safe 
for educators to take risks with new technologies and strategies. Open lines of communication, such as routine 
updates, feedback loops, and decision-making rooms to staff can raise concerns and provide suggestions and 
make people feel that they are part of the solution to create a shared sense of purpose necessary for digitization 
(Karakose et al., 2021). Acknowledgement by the institution for staff efforts in terms of informal 
commendations or formal institutional incentives must support positive involvement in technological 
innovations and encourage ongoing professional development (Shamsudin, 2023). This emphasis on 
relationship leadership is especially pertinent in the hierarchical and culturally oriented environment of 
Malaysian public schools where having dialogue and trust can be difficult but it is crucial in promoting 
collaborative innovation (Adams & Velarde, 2021). Furthermore, relational headship aids a school's adaptive 
power, which is its ability to respond to the constant pace of change and disruption that typically results from 
digital transformation. 
 
Principals’ digital leadership roles are understood by teachers in managerial, technological, and personal 
competencies that are key to facilitating whole school digital transformation. Additionally, principals are also 
considered as 'communication facilitators' through using digital options to make it easier for staff, students and 
parents to access information. This added transparency is conducive to trust building and the harmonizing of 
the views of stakeholders to a common goal (Karakose et al. Leaders and Principals at the management level 
must provide oversight of the infrastructure development, allocate resources to the acquisition of technology, 
and make digital policies that are in alignment with the mission of the school (Karakose et al., 2021). Equally 
important are interpersonal skills since principals are required to care for staff well-being, be supportive of 
experimenting with technology and provide constructive feedback when other staff raise issues about digital 
change! Principals also serve a vital function in the development of a digital learning culture through arranging 
staff development opportunities, establishing explicit digital literacy standards, and publicizing virtual 
accomplishments (Karakose et al., 2021). Transparent decision making transparency at the management level 
also contributes to staff buy-in by giving transparency over why decisions are made and policy set around D&T 
(and hence moving the digital leadership agenda forward) (Karakose et al, 2021). 
 
Prospective digital transformation leaders in Malaysian public schools are required to demonstrate attributes 
of engaging and sustaining such relationships across culturally diverse teams which is a critical trait of a 
successful digital leader for a successful digital change. Change readiness and change management practice and 
constant dynamics should be given serious consideration. Cultural competence is the ability of leaders to 
respond to the diversity of expectations, values, and abilities of the different ethnic and language groups in the 
community (Adams & Velarde, 2021). They can take a more nuanced and locally contextual view when it comes 
to digital transformation by appreciating diversity, writes PAUL RUAN. The flexibility is just as important, 
however, because leaders will need to adapt their approaches to the varying levels of digital skills within the 
workforce and their attitudes to technology (Adams & Velarde, 2021). The school-level and local partnerships 
between schools and other stakeholders, including commercial technology suppliers and education authorities, 
enable leaders to capitalise on the resources, expertise and systemic support required to create the conditions 
for digital innovation (Phakamach et al., 2023). Planned change management with a focus on contingencies 
and open discussion on digital demand conditions can equip schools to tackle immediate as well as long-term 
challenges; especially in immediate crisis or transitional situations (Phakamach et al., 2023). Such relational 
and adaptive competencies are more and more crucial as Malaysian schools are challenged by swift 
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technological and societal shifts and need leaders who can bring diverse groups of people together on mutual 
grounds to achieve shared goals (Adams & Velarde, 2021). 
 
Examples from the field underscore the critical need for gender-equitable and inclusive approaches in digital 
leadership development. Studies showing gender and age differences in being engaged in digital leadership 
roles reflect systemic inequalities that need to be actively addressed (Oktaysoy et al., 2022; Baroudi, 2022). 
Gender responsive leadership initiatives need to be put in place to ensure that educators, regardless of their 
gender identity,* have fair access to digital upskilling. Research also underlines the importance of intentional 
grouping in PLCs for both younger and older teachers to benefit from differentiated mentoring and support 
structures (Oktaysoy et al., 2022; Rumeli & Rami, 2023). Leadership development programs need to confront 
unintentional bias and social norms that stifle participation and contribute to the digital divide”(Baroudi, 
2022). In doing so, different viewpoints inform decision-making, which in turn strengthens the relevance and 
sustainability of digital initiatives, and fosters a more inclusive school culture (Baroudi, 2022). Policies that 
focus on social equity by acknowledging the input and role of underrepresented groups, and recruiting leaders 
from diverse backgrounds, are key to the development of a digitally agile workforce that represents Malaysia’s 
multicultural educational context (Oktaysoy et al., 2022). 
 
Finally, distributed and transformational leadership models provide useful means for challenging digital 
denial and promoting ongoing school change. Distributed leadership highlights shared duties and collaborative 
decisions, utilizing the collective expertise and skills of teaching staff to create capacity for innovation and 
flexibility (Nadeem, 2024). Transformational leadership, however, uses inspirational motivation and 
individualized consideration to enhance teachers' ability to effectively engage with new technologies and 
create a culture where experimentation and learning through failure are supported (Baroudi, 2022). Creating 
a shared vision provides a long-term and medium-term goal that reflects the hopes and dreams of the school 
community, leading the digital agenda and school improvement (Nadeem, 2024). There is in addition a need 
for ‘adaptive policy-making’, meaning response to emerging needs and adaptive development of digital 
strategies for keeping schools responsive to changing technological and employment demands (Nadeem, 
2024). Collectively, these models demonstrated the need to also move away from individualized to system-
wide-based leadership initiatives that would build digital capacity and fluency at all levels of the educational 
system (Nadeem, 2024; Baroudi, 2022). 
 
Technology Integration 
This paper presents a multi-leveled technology embedding process in Malaysian public schools of which 
importance is attached not only to the technical dimension, but the human factor as well because this is key in 
the success of digital integration. One of the major aspects that leadership needs to address is the digital divide 
among teaching staff, in particular the digital proficiency gap between old teachers and new ones. Older 
teachers frequently self-report lower digital competence and present a barrier to the homogeneous use of 
technology in schools. This disconnect requires targeted interventions and specifically upskilling initiatives to 
cater to inclusivity across the range of ages. Yet, without these safeguards, the generation gap in technology use 
could lead to disparities in classroom practices that derail the school’s shared mission of technology integration 
(Rumeli & Rami, 2023). School leaders are urged to take a more active role in creating personalized learning 
plans (Kereluik et al., 2013), as well as skill-based workshops specific to each educator. These interventions 
could not only help to fill the current voids but also help to develop a more connected and flexible workforce. 
 
An essential component of the integration of technology in schools is the vision development by educational 
leaders. Vision is the unifying force that ensures that everyone, teachers, students, and parents are working 
synergistically toward common educational goals. But a lack of coherent digital strategy frequently leaves such 
initiatives in disarray, with adoption of tech deployed on an ad hoc basis remaining patchy at best. Leaders 
need to set objectives that go beyond the operational purposes of digital tools to the pedagogical value and 
equitable access that they facilitate (Rumeli & Rami, 2023; Msila, 2022). Throughout, this vision should be 
reinforced by strong communication to ensure that goals are clearly defined and that all key players are on 
board. Such misalignment can make for confusion and hurt the collective momentum that is necessary for 
maintaining momentum around efforts to integrate technology. By incorporating digital adoption within the 
wider context of school improvement plans, leaders can guarantee its relevance and alignment with the aims 
of the institution. 
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The human side of change management is another vital component of technology adoption that requires 
conscious leadership. Resistance to digital disruption is also common and many are stuck in old-fashioned ways 
of work, simply because they think that new technologies may pose a threat or a hassle. These are areas that 
require building trust at its highest and dialogue with leaders and employees. Clear, empathetic and active 
listening-based communication calms fears and builds a mutual understanding, and collaboration culture. 
Managers who express themselves in listening to the anxiety of the staff and who also express impressions of 
preparedness to adjust policies as per feedback are found to garner collective buy-in for digital initiatives 
(Shamsudin, 2023). Third, acknowledging teachers for their efforts whether through more formal forms of 
recognition or simply through positive reinforcement can motivate them to continue to engage with digital 
tools and approaches. Trust building of this kind is crucially important in culturally diverse school contexts 
where multiple meanings of these technologies need to be observed if inclusivity and harmony are to be 
preserved. 
 
Professional development is a key element for successful technology integration; however, traditional methods, 
such as generic workshops, fail to address the specific needs of educators. Most teacher professional 
development programmes in Malaysian schools do not cater to differences in teachers’ digital literacy, leading 
to disparate results and minimal continual engagement. Bespoke professional development programs based 
on both technical and pedagogical aspects of technology use are needed to enable teachers to successfully 
incorporate digital devices into their practice of teaching (Rumeli & Rami, 2023; Manaf, 2024). The same 
programs should be contextualized to subject-specific and other factors to make them relevant and applicable. 
Peer coaching, mentorship, and collaborative learning experiences can elevate the impact of professional 
development and contribute to a culture of continuous improvement. Through this they can forge a more 
flexible and resilient body of educators who are more able to meet the challenges posed by digital 
transformation, and who are less susceptible to wear and tear from their professional duties. 
 
Setting up mechanisms for periodic assessment and feedback is another key and commonly ignored factor 
here. Digital executives need to make use of digital platforms and tools to track the evolution of technology 
adoption to make sure that their efforts are flexible and ongoing. To date, practitioners from many Malaysian 
schools, have not yet embraced this practice which could help in generating data-driven decisions (Manaf, 
2024). Creating strong measurement frameworks, which utilize KPIs like student engagement, volume of 
technology use and teacher satisfaction, will give you hard data with which to gauge the success of digital 
efforts. These frameworks should also include real-time feedback mechanisms to allow leaders to quickly spot 
where they need to adjust and to adjust strategies accordingly. Schools can move to sustain the energy of their 
digital transformation efforts by making evaluation a baked-in part of the process of technology integration. 
 
Key players: Principal/school leader. The principal/school leader is a key player in supporting a digital 
learning culture. Their participation in PD opportunities is transparent and they have open communication 
about money and PD usage, which sends a message to the entire school community about the school’s attitude 
and stance on technology integration. Leaders who outwardly role model digital behaviors, also through the 
use of technology in their administrative tasks and in training side by side with staff, illustrate the willingness 
to that collective ownership of digital initiatives (Karakose et al., 2021; Sağbaş & Erdoğan, 2022). As much as 
possible, organizations should establish open lines of communication through digital tools, like messaging apps 
or virtual meetings, to promote collaboration and minimize misinformation. When leaders give clear and 
consistent updates, they create a sense of inclusion and unity needed to get through resistance and trust-
building. In like manner, teacher-driven digital projects, cross-disciplinary collaborations and school-based 
initiatives provide staff with opportunities to take risks, experiment with technologies and push boundaries, 
and to incorporate technology as a natural part of the school culture and not an add-on (Sağbaş & Erdoğan, 
2022). Not only does this joint working improve our staff morale, it also makes us more resilient in the future, 
better equipped to tackle whatever comes next. 
 
Ultimately, the success of digital integration will be based on the capacity of school leaders to lead and manage 
this shift in a way that meets the specific needs of their schools. When there are goals that can be measured, 
such as student performance and teacher engagement, there is an accountability framework and a means to 
track progress (Ghamrawi & Tamim, 2023). Strategic differentiation – adapting digital tools to match local 
educational objectives and infrastructural realities – is equally critical. One-size-fits-all strategies for taking on 
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technology are less likely to work, which highlights the necessity for situational-specific solutions (Ghamrawi 
& Tamim, 2023). Leaders must also champion external partnerships to fill resource gaps and to provide 
equitable access to digital infrastructure, especially in resource-scarce areas. Interagency planning entities like 
the task forces may better inform decision-making through the inclusion of different perspectives, thereby 
improving the fit of digital efforts to a particular context (Ghamrawi & Tamim, 2023). This process of 
involvement will not only legitimize the implementation of a process but also create a common buy-in among 
all those involved in the process. 
 
These measures complement the wider Malaysian Digital Education Policy that stresses systemic planning and 
capacity-building to bridge the infrastructural and skill-related gap. Key centres of excellence have been 
authorised to drive digital action within schools by the Ministry of Education in a policy that emphasizes the 
multi-level nature of sustainable digital change (Ramalingam et al., 2024). While these are encouraging 
developments, the scale of the task ahead relies upon adequate state support and the right allocation of 
resources. Additionally, successes from various digital transformation initiatives, indicated by the increased 
teacher satisfaction and student achievement as a result of targeted school leadership coaching, underscore the 
significance of leadership in bringing about constructive change in the public education domain (Ramalingam 
et al., 2024). 
 
Notwithstanding the progress in the application of digital leadership in educational institutions, there are still 
notable theoretical voids, especially in its contextual implementation. Previous studies have predominantly 
concentrated on a functionalist view of leading and have not been concerned with the complexity of leading in 
differentiated educational systems such as Malaysia. Moreover, definitions and operationalisations of digital 
leadership – to an extent – often differ between studies, restricting their generalisability and transferability 
(Jameson et al., 2022). Addressing these shortcomings demands the creation of resilient, context-relevant 
frameworks that fuse digital leadership with workforce agility. Empirical research examining more local 
challenges and possibilities of public schooling can provide insights that aid the development of both 
theoretically and empirically informed research and practice. By taking a more critical and expansive lens in 
future research, this may help to provide a better understanding of how leadership practices intersect with 
digital transformation to develop more effective policies for educational advancement (Jameson et al., 2022). 
 
Overall, the infusion of technology in Malaysian public schools is a complex task that needs a combined effort 
on technical aspects, strategic planning, and a human-oriented leadership style. Education leaders are tasked 
with helping guide their way through the challenges of collaboration and leading during digital transformation. 
By attending to the technological and human side of change, schools can build a workforce that is agile and 
flexible to meet the needs of an ever-changing education environment.. 
 
3. Workforce Agility Components 
 
An agile and nimble workforce is key to success for the digital transformation of Malaysian public schools. In 
this section, we examine the critical elements that support teachers in being flexible and responsive to 
technological change, namely professional development and adaptive expertise. Understanding these 
components can aid educational leaders in cultivating a resilient teaching force that can prosper amid 
changing educational terrains. To further explicate these competencies, Table 2 presents the key domains and 
sub-constructs of digital leadership and workforce agility. Table 1 organizes some leading constructs of Digital 
Leadership and Workforce Agility by their component sub-constructs and conceptual dimensions from the 
latest academic frameworks. It offers multi-perspective insight into how these constructs are theorized and 
used in practice in the literature, contributing to the clarity of that and potential application for empirical 
research concentrations. 
 
Table 2: Theoretical Dimensions and Constructs 

Construct Sub-Constructs Dimensions 
Digital Leadership 
(Avolio et al., 2014) 

Digital Communication, Adaptive Thinking, 
Ethical Use of Technology, Visioning 

Technological Proficiency, 
Innovation Culture, Change 
Leadership 

Digital Leadership Digital Fluency, Distributed Leadership, Emotional Agility, Participative 
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(Mutil et al., 2024) Emotional Intelligence, Crisis 
Responsiveness 

Governance, Technology 
Integration 

Workforce Agility 
(Muduli, 2017) 

Cognitive Agility, Behavioral Agility, People 
Agility, Change Orientation 

Adaptability, Role Flexibility, 
Learning Agility 

Workforce Agility 
(Sherehiy & 
Karwowski, 2014) 

Task Flexibility, Innovation Competence, 
Rapid Learning, Tech Integration 

Operational Responsiveness, 
Employee Empowerment, Skill 
Flexibility 

Workforce Agility 
(Nadeem, 2024) 

Teacher Agency, Continuous Professional 
Development, Self-regulation, Collaboration 

Pedagogical Flexibility, Digital 
Literacy, Institutional Support 

 
Teacher Development 
Pupils' demand-based school teachers' professional development for digital capabilities has become an urgent 
strategy for the Malaysian public school educators to be indeed ready with the competencies for the 21st-
century instructional contexts. The research also reveals the inadequacy of the traditional one-size-fits-all 
training approach, which is unable to meet the heterogeneous level of competencies and practical needs of 
teachers causing uneven use of digital tools across the schools (Anis, 2024). Evidence Supporting Needs-Based 
Professional Development Researchers have documented the advantages of needs-based teacher learning that 
supports educators' drawn-from-professional-judgment desires in offering a safe and accommodating support 
system. For instance, professional development programs that emphasize sustained involvement and 
classroom practice have proved to be effective in increasing teacher confidence in using digital tools and their 
effective use in the fast-paced changes fostered by the pandemic (Damşa et al., 2021; Anis, 2024). The literature 
is clear that needs-based professional development that focuses on the individual needs of teachers, and 
delivers iterative and context-specific support, is effective. For instance, such professional development 
programmes which promote sustained interaction and classroom implementation have been found to enhance 
teachers’ self-confidence and competence to integrate digital tools, especially in fast-paced changes such as 
during the pandemic (Damşa et al., 2021; Anis, 2024). These results provide evidence that the development of 
such focused and individual learning opportunities is necessary to close the digital skill gap in schools and to 
support more equitable processes of digital transformation. On the other hand, if such differentiated programs 
are desirable, the question may be raised as to whether all schools have equal access to the resources to 
implement them, especially in under-resourced areas, which from this perspective deserves further analysis. 
To address this issue, this study requires distinct professional development frameworks customized to each 
educator's competencies and the specific circumstances of their classrooms. This will bridge skill gaps and 
promote consistent technology use among all educators within the school. 
 
Teacher agency– the ability to take the proactive steps needed to transition to digital and design effective 
learning environments – is key to the success of workforce agility in education. Studies have shown that 
teachers with developed agency are more likely to experience and search for support, exploit peer networks, 
and try out fresh pedagogical approaches in the face of obstacles (Damşa et al., 2021). However, there is not a 
homogeneous distribution of teachers’ agency and school internal factors (including the quality of leadership, 
the access to digital resources, and the school culture of experimentation and risk-taking) strongly shape 
teachers’ empowerment. For instance, with schools that provide autonomy, include teachers in decision-
making processes and create a collaborative workplace culture, higher levels of teacher agency and therefore 
more developed classroom innovation are reported (Damşa et al., 2021). However, the opportunities for 
teacher-led innovation are often constrained by systemic pressures, especially in hierarchical or standardised 
educational environments. These structural barriers must be addressed to empower teachers to fully engage 
in and lead change for digital transformation. Further, research is required to investigate how schools can 
support the systematic implementation of motivational and contextual approaches to enhance teacher agency, 
beyond skill-focused PD. 
 
Empowering teachers through transformational leadership and successful technology integration is at the 
heart of digital transformation in the schools. Transformational leadership by principals (e.g., vision, 
individualized support, and risk-taking) paves the way for environments in which teachers are more likely to 
feel highly motivated to use technology and to implement innovative pedagogical practices (Schmitz et al., 
2023). For example, leadership strategies that focus on collaborative processes, trust development, and vision 
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sharing were associated with greater depth of classroom practices in technology (Schmitz et al., 2023). Such 
leadership initiatives not only increase the confidence that teachers have in using new digital tools, but also 
build pedagogical nimbleness, required to respond to changing educational needs. Yet these practices for 
sustainability may be contingent on a larger ecological alignment that could diverge across regions and schools 
(e.g., polices and resources). As a result, transformational leadership offers a useful pathway to empowering 
teachers, but the degree of its impact in practice is contingent on external variables that warrant further 
investigation. 
 
Teacher learning agility is a dynamic form of potential consisting of change agility, mental agility, human 
relations agility, and results focus agility, which has recently been introduced as an antecedent of professional 
adaptability and commitment. Teachers with higher levels of change agility are more likely to adopt and 
participate in digital efforts while demonstrating a flexible and adaptive approach in reacting to new policies 
or technologies (Mahmutoğlu et al., 2024). In addition, mental dexterity allows teachers to respond critically 
to new information, implement new teaching methods, and remain problem-solvers when faced with 
uncomfortable and difficult situations (Mahmutoğlu et al., 2024). Human relations flexibility increases the 
collaborative capability of teaching staff, promotes the spread of digital expertise and encourages a cycle of 
innovation culture (Mahmutoğlu et al., 2024). Results focus on agility, in the meantime, ensure that the impact 
of digital transformation on measurable targets is emphasised and, hence, a results-based approach toward 
ongoing personal and professional growth is likely to be maintained during a transitioning period (Mahmutoğlu 
et al., 2024). Despite its promise, teacher learning agility is not maximized because the organizational context 
does not recognize and reward these characteristics. Further research is necessary to understand how 
particular models of professional development might develop and embed learning agility more systematically 
in school cultures in ways that are consistent with organisational aspirations and wider agendas of educational 
reform. 
 
Studies have shown that teachers view digital leadership as being most effective when school leaders 
emphasize technology-oriented professional development and create a collaborative and inclusive school 
culture. Competent digital leaders craft a clear vision, set achievable objectives, apply transparent decision-
making push trust and foster shared ownership in digital transformation initiatives (Karakose et al., 2021). 
Open communication channels allow for regular feedback, and the sharing of best practices, which are critical 
to minimizing resistance among employees and developing a feeling of collective ownership of the change 
(Karakose et al., 2021). What's more, executives who support regular professional development, mentorship 
and formalizing appreciation of digital success build rewarding spaces to engage and grapple with digital tools 
and behaviors over time. Yet the extent to which these efforts may be scaled back is constrained to the extent 
that resources are unjustly distributed including in schools that have not sufficiently been funded for 
technology and training. Further studies should look into the possibility of utilising these leadership practices 
in resource-limited contexts without losing the efficacy to promote a flexible workforce. 
 
Performance coaching and creating collective learning capacity are powerful drivers of agility in teaching, 
enabling teachers to navigate the complexities of digital transformation more effectively. Performance 
coaching has proven to be effective in connecting individual growth goals with organizational priorities as 
teachers feel supported to master new digital tools (Lyons & Bandura, 2023). Coaching efforts that are built 
into the fabric of school culture – not as independent initiatives, but rather as an integral part of a teacher’s 
total professional performance – and which exert a collective influence over teachers, raise their beliefs about, 
motivation to, self-regulation for, and efficacy toward ongoing skill development (Lyons & Bandura, 2023). 
Simultaneously, approaches to building collective learning capacity (e.g., diagnostic needs assessments and 
team-based professional learning) provide an opportunity for both individual and team learning needs to be 
met concurrently (Bailey, 2021). These processes promote the co-construction of digital practices and 
distribute leader- ship across teaching teams, allowing schools to maintain ongoing professional growth and 
build resilience in the face of uncertain or disruptive times (Bailey, 2021). Their applications are nonetheless 
not devoid of challenges, especially for promoting regular interventions, as well as for successfully embedding 
feedback systems in the teaching system. Further research into the best form of coaching and collective learning 
to enhance the kick-off, including transfer to the workplace across a variety of settings, is needed. 
 
In sum, teacher development is a complex process, that requires customised strategies to accommodate the 
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dynamic needs of digital transformation in Malaysian public schools. Through an emphasis on needs-based 
professional development, the nurturing of teacher agency and the utilisation of leadership frameworks that 
encourage collaboration and flexibility, schools can unleash the potential for meaningful workforce agility. But 
this will not happen without continued aggressive effort to address systemic and logistical challenges to ensure 
all teachers have access to the tools, learning environment and support they need to succeed in an information-
rich, digitally-enriched educational ecosystem. 
 
Adaptive Capabilities 
The adaptability of teachers is one of the most important factors in school effectiveness in responding to the 
dynamic needs of T and L, especially when rapid technological changes in the environment (during COVID-19) 
are taken into consideration. Teachers with high adaptability and communication approaches have been more 
successful in establishing effective digital learning environments even in the presence of profound constraints, 
as low digital competencies and a lack of sufficient institutional backing (Damşa et al., 2021). These results also 
indicate the importance of developing teacher agency as the basis of adaptability. Programs including formal 
peer networks and professional learning communities can offer opportunities for educators to exchange 
information, problem solve and create mutual support. Collaborative work with parents and schools has the 
potential to be effective, but robust institutional support and alignment with school goals are necessary to 
ensure that such efforts do not become symbolic and tokenistic. Future work could investigate whether these 
practices would be as successful in schools with fewer resources and less institutional support, such as low-
income schools for which the practices are most needed, but in which they are least supported. 
 
The enhancement of teachers’ adaptive capacity is highly associated with their psychological well-being, self-
determination theory, situating the satisfaction of psychological needs for competence, autonomy, and 
relatedness as crucial factors for fostering adaptability (Lim et al., 2022; Alviani et al., 2024). In Malaysia public 
school settings, digital competency and supportiveness of the environment seem to be the driving factors that 
will encourage workforce agility. Teachers with high digital competence, who are supported by their 
institutions, are more prone to successfully adapt to new challenges. By embedding these elements into 
established professional learning communities, one method for addressing differing levels of digital skill and 
cultivating a workplace learning culture rooted in collaboration and ongoing learning can be achieved. Yet, this 
view gives weight to empowerment and capacity and assumes the availability of a minimal level of resources, 
an assumption that cannot necessarily be made in all schools. As a result, policymakers and local school leaders 
should recognize the structural inequities that constrain digital competence-building opportunities, 
particularly in disadvantaged school communities, where adaptability is necessary, but frequently 
underfunded. 
 
Agile leadership behaviours are essential in fostering adaptability amongst the teaching workforce. There is 
evidence to suggest that enabling teachers through participatory decision-making, motivation and job-specific 
training leads to the development of innovation and responsiveness (Al-Ganemi & Chalab, 2021; Özdemir, 
2023). Such leadership approaches include building communal structures of accountability, and investing in 
coaching or mentorship targeted at fostering digital fluency. For example, training programs that deal with the 
different levels of the teachers’ digital competence might increase the teachers’ and the schools’ flexibility, and 
as a result, be more responsive to curricular or policy changes (Al-Ganemi & Chalab, 2021). Although these 
examples show that the possibility of change created by DL’s characteristics, that is, teamwork, at the same 
time, shows us that whether the DH system has brought about the desired changes to school practices will 
depend very much on the way it was able to overcome hierarchical features that characterize schools in the 
Malaysian context. Leaders would be wise to shift from transactional delegation to authentic participation and 
to develop a culture that truly honors the institutional knowledge of educators at the decision-making level. 
More research is needed on how these leadership behaviors can be scaled up at the school level under variance 
in administrative settings and resource distribution. 
 
Agility within schools is also related to the individual agility of educators, and school climates that support 
empowerment, ongoing learning, and flexibility are important factors in enabling agility (Mozaffari et al., 2021). 
Research shows that positive school climates, with features like open communication, collaborative goal-
setting, and a normalization of risk-taking, foster adaptability, along with greater job satisfaction and reduced 
staff turnover. Schools that encourage experimentation and feedback are more prepared to innovate and meet 
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growing new challenges. Yet this type of organizational flexibility demands mindful reorganization of schools 
to become inclusive and responsive which is especially difficult in top-down and impoverished education 
systems. Furthermore, although these approaches value culture, their use in the more rural/disadvantaged 
schools, which lack technological infrastructure, is still uncertain. Policy Implications Policymakers need to 
think about developing operational models that can allow these enabling climate features to be translated into 
concrete policies that can build capacity for adaptability in different school contexts. 
 
In this way, teachers cannot only craft responses to what is happening within schools, but they can also adapt 
when there are environmental demands, such as a competitive or unstable educational climate. In Malaysia, 
changing policy movements such as the Malaysia Education Blueprint 2013-2025 and frequent curriculum 
changes necessitate constant responsiveness and adaptability from teachers (Wahjunianto, 2022). Schools that 
assist in creating workforce agility by providing flexible scheduling and resources, in offering ongoing 
professional development and in developing systematic forms of knowledge sharing allow teachers to prepare 
for and respond to the change. But, as practical solutions, these approaches are largely only as effective as the 
onset at which they are developed for consistent policies and equitable resource distribution in schools. 
Teachers in under-resourced schools may lack opportunities for professional development and infrastructure 
that support reform-driven expectations, prompting concerns about the longevity of agile strategies in these 
settings. Tackling these imbalances is indeed imperative if adaptability is to be a common, rather than the 
exceptional, trait of the Malaysian educational professional. 
 
The incorporation of digital transformation leadership provides promising avenues for increasing school 
organizational agility. This leadership enables know-how transfer, innovation, and enables organizations to 
manage ambiguity and volatility (Ramadan et al., 2023). Tools such as structured collaborative platforms and 
focused knowledge-sharing practices enable schools to absorb rapid change while remaining innovative. In the 
context of Malaysia, where such digital discrepancies are widespread, the leaders who utilise these tactics, can 
plan to overcome the obstacle, by creating the knowledge and collaborative culture in the school. It is unclear, 
however, whether such mechanisms can scale. Schools, which are poor in infrastructure and finance, might 
lack the capacity to develop comprehensive knowledge-sharing systems, therefore requiring tailor-made 
strategies that suit resource-poor settings. Additional studies could examine ways to customize digital 
transformation leadership to meet the needs of various school settings while maintaining its efficacy and 
inclusiveness. 
 
The understanding of teacher adaptability can be enhanced by incorporating notions from dynamic capability 
and information processing perspectives. Teachers who are highly effective at managing information and are 
in environments that have a culture of continuous improvement, are more adept at handling the ever-changing 
nature of demands and can be agile (Alviani et al., 2024). The agile educator is processing new information, 
assessing new technologies, and adjusting his pedagogical practices in real-time – rather than just relying on a 
static base of professional knowledge. This dynamic approach should be particularly appropriate in Malaysian 
state trunk roads due to the resource disparity occurring in Malaysian public schools, thus, requiring to have 
context-specific versatility and innovation. But such an understanding begs fundamental questions about the 
conditions that enable organizations to maintain this adaptiveness. Schools should concentrate on building a 
culture that values creativity and problem-solving and support staff with ongoing professional development. 
System-level approaches could be to co-create dynamic learning environments in which a state of continuous 
improvement and adaptability is embedded into everyday practices, and within the context of initiatives 
fostering economic and education reform, and the aim to enhance workforce agility. 
 
In sum, the theme of ‘adaptive capacity’ draws attention to the complexity of how teachers are responsive to 
the digital turn in ways that are both influenced at the individual and organisational level. How well teachers 
can adapt will depend on cultivating teacher agency, on strategic professional development, and on leadership 
practices that create a sense of empowerment for teachers but also take down barriers to progress system-
wide. Future interventions should work on the customization of frameworks accordingly to provide suitable to 
the different public schools’ needs in Malaysia, upholding inclusivity and sustainability over the long run. 
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4. Theoretical Implications 
 
Examining and criticising the digital leadership theories indicates that the theories have a limited fit to the 
Malaysian school context, derived primarily from Western-based constructs. These well-established models 
tend to privilege individualistic leadership traits, such as politically visionary change or charismatic authority, 
which are less compatible with Malaysia's socioculturally rooted emphasis on collective agency, stakeholder 
engagement, and distributed governance. For example, a global phenomenon that has been hailed is 
transformational leadership, although it does not adequately capture the collaborative and participatory 
processes that are crucial in enabling sustainable transformation in Malaysian public schools (Nadeem, 2024). 
The bureaucratic climates and cultural specificity in Malaysian schools require adjustments or the 
construction of more contextually appropriate models. The idea of shared responsibilities and collective 
decision-making embodied in distributed leadership would, then, seem to correspond more closely to the 
realities of Malaysian practice. It includes levers such as shared PD initiatives and participatory governance, 
supporting an inclusive approach to digital transformation (Adams et al., 2021). Yet, challenges of introducing 
these practices, including change resistance, role confusion and creating trust within the leadership are faced. 
Solving these gaps by no means only enhances theoretical comprehension but also overcomes the theory-
practice disjunction between leadership theories and Malaysian educational institutions. Table 3 provides a 
summary of empirical and theoretical studies, upon which this paper's theoretical assumptions are based. It 
consolidates salient contributions to the scholarly literature on digital leadership and workforce agility 
drawing from a variety of recently published empirical and conceptual studies. Every entry is accompanied by 
the research theme, methodological framework, and principal findings to guide the reader toward a full 
understanding of the background context and the research potential. 
 
Table 3: Literature Synthesis 

Author(s) & 
Year 

Theme Method Key Findings 

Mutil et al., 
2024 

Digital leadership 
readiness in Malaysian 
schools for VUCA 
environments 

Systematic 
Review 

Emotional agility, digital literacy, and 
visionary traits are crucial for leadership in 
volatile conditions. 

Sherehiy & 
Karwowski, 
2014 

Defining dimensions of 
workforce agility 

Conceptual 
Analysis 

Agility involves adaptability, proactivity, 
resilience, and continuous learning. 

Muduli, 2017 Agility competencies and 
HR practices 

Quantitative 
Study 

Agility is enhanced through leadership 
support, feedback, and agile HR practices. 

Iskandar & 
Sobandi, 
2024 

Bibliometric trends in 
digital leadership 
research 

Bibliometric 
Review 

Key research themes include innovation, 
strategic orientation, and agility enablement. 

Hatunoğlu, 
2024 

CPD for school leaders in 
the 4IR context 

Systematic 
Review 
(PRISMA) 

CPD must focus on digital leadership, agility, 
and resilience-building. 

Nadeem, 
2024 

Workforce agility in 
educational reform 

Qualitative 
Case Studies 

Workforce agility depends on self-regulated 
learning and a collaborative culture. 

Kamran, 
2023 

Digital leadership in 
public education post-
COVID 

Scoping 
Review 

Leadership must balance structure with 
adaptive strategies for tech transitions. 

Awodiji, 2025 African school leadership 
and digital innovation 

Thematic 
Synthesis 

Cultural and contextual adaptation is vital for 
digital school reform. 

Miah et al., 
2024 

Digital transformation 
and organizational 
adaptability 

Mixed-
Methods 

Strategic digital vision correlates with agility 
and school-wide change. 

Elmatsani et 
al., 2024 

Leadership evolution for 
digital governance 

Bibliometric 
Mapping 

Leadership in the digital age must integrate 
governance and innovation skills. 

 
The merger between digital leadership and workforce agility explored of combining by Malaysian public 
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schools within Southeast Asian contexts is scant to such an extent. Although the importance of school principals 
in the creation of digital cultures is well-documented in the literature, empirical research on how digital 
leadership competencies facilitate workforce agility is still limited (Karakose et al., 2021; Adams et al., 2021). 
For instance, the Malaysian school principals are responsible not only to embrace and support digital 
transformation but also to respond to the professional development and the level of technological fluency 
among teachers. Such leadership activities have been shown to relate to higher teacher involvement and 
flexibility; however the processes that mediate these relationships need to be further explored. For example, 
to what extent leadership practices that emphasize technology training or collaboration indeed facilitate 
responsiveness to change, self-regulation, or adaptability among teachers, is still an open question. Therefore 
there is a critical need for research that integrates digital leadership, workforce agility and the variable 
outcomes of educational measures and on the particular practices, context and relationships between them. 
Addressing these knowledge gaps is particularly important given that the leadership of Malaysian schools may 
be strategically oriented to promoting agility, and in particular, in response to the specific challenges of their 
digital transformation initiatives. 
 
A conceptual model that combines both digital leadership and workforce agility for Malaysian schools will have 
to address the critical organizational and individual factors that affect teacher adaptability. Workforce agility, 
which is characterized by adaptability, responsiveness, and self-regulation, is strongly contingent on 
organizational support for digital competence, enabling and collaborative knowledge sharing channels (Lim et 
al., 2022). In contrast to conventional frameworks for workforce agility, which predominantly concentrate on 
individual-level characteristics of workers, this model regards workforce agility as an outcome of 
organizational as well as individual factors. In this respect, teacher adaptation is not only a function of internal 
motivation but one that is heavily determined by the type of external support teachers receive, including access 
to resources, participative leadership, and formal professional development opportunities. For instance, 
schools that provide tailor-made differentiated training programmes for teachers have found themselves to 
be more engaged and capable of responding to digital change when ICT competencies differ (Lim et al., 2022). 
This emphasises the need to build institutional architectures that respond to concrete problems and at the 
same time create an atmosphere of cooperation. Nonetheless, this structure also needs to allow for differences 
in resource allocation in Malaysian schools, especially in deprived areas. The findings from this model have 
significant implications for policy making and institutional tactics, as they provide a richer comprehension of 
how to develop an adaptable workforce in a variety of academic contexts. Figure 1 shows the conceptual 
framework derived from the synthesis of digital leadership and workforce agility in Malaysian schools. 
 
Figure 1: Conceptual Framework Diagram 
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With a foundation in these theoretical frameworks, the proposed model places a novel theoretical contribution 
by combining both distributed and transformational leadership theories, and workforce agility in digital 
transformation in educational contexts highlighting the complementarity to address digital transformation. 
The visionary leadership styles that are the hallmark of Transformational Leadership, are required in setting 
a clear vision and inspiring others to act jointly. At the same time, distributed leadership provides for the 
devolution of responsibilities that lead to increased collaborative innovation and accountability in schools 
(Phakamach et al, 2023; Nadeem, 2024). Combined, these two approaches have generally been used in isolation 
from one another by previous researchers. The marriage of these two bodies of literature provides a fuller and 
more comprehensive framework for the study of leadership in Malaysian public schools. For example, shared 
leadership can facilitate the assigning of such responsibilities as overseeing teacher-led digital initiatives or 
supporting and implementing adaptive instruction, thereby fostering collective problem-solving and 
organizational responsiveness (Nadeem, 2024). It also emphasizes agile policy-making and continuous 
feedback loops, which are essential to track the development of digital programs and respond appropriately 
to any difficulties. This integration goes beyond the conventional passing treatment of digital leadership and 
workforce agility as separate constructs and offers a framework that is more conducive to empirical testing 
and practical adoption in the Malaysian school setting. 
 
Risk and system-wide adaptability. It might sound odd to discuss risk and system-wide adaptability here, but 
it is hard to dispute that the ability to manage risk and enable system-wide adaptability is key to leadership 
and agility in other sectors, such as logistics and food supply chains. Research in these areas has demonstrated 
how behavior-based management and traceability systems can lead to substantial improvement in 
organizational capabilities for addressing uncertainty (Fuad & Musa, 2021; Azmi et al., 2021). In the Malaysian 
setup, these principles may serve as a basis to formulate risk mitigation mechanisms to accommodate the 
disruptions due to technological, policy or social changes to Malaysian schools. For example, using traceability 
in digital initiatives (e.g., tracking real-time feedback of technology use in classrooms) may further assist 
leaders in recognizing bottlenecks and adapting strategies. Equally, systematic processes to receive regular 
feedback could enable schools to overcome resistance and hesitations in digital take-up, and build consensual 
responsiveness. Although such practices have proved successful in other industries, their translation for use in 
an educational setting presents a particular challenge in terms of how to make the activities accessible and 
effective across under-resourced schools. Investigating these similarities and their relevance to education is a 
fruitful way of broadening both theoretical and practical responses to agility and leadership in schools. 
 
The implications that these findings have in theory suggest a range of opportunities for contributing to the body 
of knowledge and practice at the nexus of digital leadership and workforce agility. Through synthesising 
current leadership concepts and practices and responding to gaps in the literature regarding context, the 
limitations of dominant models are exposed and repurposed for meaningful practical contribution to the flood 
of schools to digital transformation in Malaysia on tested empirical constructs in the future. Table 4 lists 
theoretical statements that arise from the model, which can serve as a guide for future empirical testing. Each 
of the propositions is rooted in recent empirical or conceptual work and has the intention to guide future 
research and theory development in the area of digital transformation of education. 
 
Table 4: Propositions Summary Table 

Proposition No. Proposition 
P1 Digital leadership that integrates technological fluency and vision positively influences 

teacher agility and innovation (Avolio et al., 2014; Mutil et al., 2024). 
P2 Distributed and participative leadership practices enhance teacher agency and 

adaptive capacity in dynamic digital settings (Northouse, 2019; Nadeem, 2024). 
P3 Continuous professional development focused on digital competencies improves 

workforce agility and resilience (Muduli, 2017; Awodiji, 2025). 
P4 Emotional intelligence in leaders moderates the effects of digital stress, enabling 

smoother organizational transitions (Soliman et al., 2023). 
P5 Organizational supportive mechanisms such as IT infrastructure and peer working 

networks moderate the relationship between digital leadership and staff 
responsiveness (Kamran, 2023; Sherehiy & Karwowski, 2014). 
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5. Conclusion and Recommendations  
 
The study aimed at finding out how digital leadership and innovative workforce agility could satisfy the 
challenges inherent in the digital transformation, at Malaysian public schools. Integral to this goal was 
exploring ways in which educational leaders can support their institutions to navigate technological change 
and develop a teaching workforce that is agile, responsive, and has the capacity for ongoing innovation. The 
inquiry was guided by the research question: What are how school leaders in Malaysia drive digital 
transformation and develop an agile workforce? The paper has attained its aim by covering the multi-
dimensional domains of competencies, strategies, and organisational conditions that drive digital leadership 
and workforce agility to intersect, particularly in the case of Malaysia, via a relatively exhaustive conceptual 
summary. 
 
The body of the paper provides a manifold of related results. Firstly, successful digital leadership in Malaysian 
public schools is a mix of being technology fluent, emotional intelligence and the ability to articulate a 
compelling strategic vision for digital change. But good leadership isn’t only about technical proficiency; it’s 
also relational and depends on skills like trust-building, open communication and cultural competence. The 
analysis reveals that the distributed and transformational leadership models are particularly suitable for the 
Malaysian context where these leadership approaches support an inclusive decision-making process, 
adaptability, and collaboration in the school climate, which are essential for successful digital adoption.. 
Technology integration emerges as both a technical and human challenge, requiring not only infrastructural 
improvements but also differentiated professional development and ongoing support to bridge generational 
and skill-based divides among educators. Needs-based professional development, targeted coaching, and 
mechanisms for peer learning are vital for cultivating teacher agency and closing gaps in digital competency. 
The development of workforce agility, framed as a dynamic blend of adaptability, self-regulation, and 
collaborative learning capacity, is shown to depend on institutional frameworks that empower teachers, 
promote psychological satisfaction, and normalize experimentation and risk-taking. Empirical trends identified 
in the literature underscore the importance of equitable access to resources, inclusive policy implementation, 
and the alignment of digital leadership practices with the broader goals of educational reform in Malaysia. 
 
When situated within the wider research context, this work makes a significant contribution by expanding the 
theoretical discourse on digital leadership and workforce agility beyond Western-centric frameworks. The 
integration of distributed and transformational leadership models, contextualized for the cultural and 
organizational realities of Malaysian public schools, provides a nuanced understanding of how leadership 
practices can drive systemic digital transformation. The paper addresses critical gaps in the literature 
regarding the mechanisms that connect digital leadership competencies to workforce agility, offering a 
conceptual model that is both practically grounded and theoretically robust. Additionally, the parallels drawn 
from research in other fields, such as risk management and system-wide adaptability, open new avenues for 
applying established management principles to educational contexts. By integrating these perspectives, the 
work not only deepens the theoretical dialogue but also offers insights that are actionable at the policy and 
institutional levels. 
 
Reflecting critically on the findings, certain limitations become evident. As a conceptual paper, the analysis is 
primarily based on the synthesis of secondary sources, making the results dependent on the quality and scope 
of existing literature. There is an inherent risk of cultural bias, as many digital leadership models originate from 
Western educational systems, and their direct transferability to Malaysian schools may be limited without 
further adaptation. The proposed conceptual model, while grounded in current empirical and theoretical 
insights, has yet to be validated in real-world school environments. Moreover, resource disparities and 
systemic inequalities themes recognized throughout the analysis present challenges for the practical 
implementation of recommended strategies, particularly in underprivileged or rural schools. These limitations 
underscore the need for caution in generalizing findings and highlight the importance of context-sensitive 
research design in future inquiry. 
 
Looking ahead, several directions for future research are evident. Empirical studies are needed to test and 
refine the conceptual model proposed here, particularly through case studies or mixed-methods designs in 
diverse Malaysian school settings. Further investigation into system-level risk management, the scalability of 
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distributed leadership practices, and the mechanisms for fostering equity in digital competence development 
would enrich both theory and practice. Policy-oriented research that addresses infrastructural disparities and 
explores strategies for sustainable resource allocation is crucial for ensuring that digital transformation 
initiatives benefit all schools equitably. Furthermore, studies investigating the measurement and training of 
workforce agility across various cultures and organizational settings will make these findings more relevant 
and generalizable to environments in the Southeast Asia region and beyond. 
 
At a personal level, this intellectual odyssey has enhanced my appreciation of the complex interplay between 
leadership, digital transformation and workforce agility in the specific setting of Malaysian public education. 
It has highlighted the need to anchor academic analysis in practitioner experience and create models and 
strategies that reflect the reality of the local context, rather than falling back on imported frameworks. The 
impetus and orientation for this work (to contribute to cultivating more resilient, innovative and inclusive 
educational systems) is as relevant as ever, in a field that is ever having to evolve. Synthesizing research and 
critical reflection offered in this article in the hope of stimulating additional discussions and action among the 
learning sciences scholars, policy makers, and educational leaders. 
 
To conclude, the theoretical synthesis between digital leadership and agile workforce seems to be a potential 
pathway to improve teacher professionalism, institutional resilience and sustainable educational development 
in Malaysia. By dealing with both technical and human dimensions, and framing institutional change within a 
larger plane of equity and flexibility, this paper paves the way for further progress and substantial reform in 
Malaysia’s public schools. 
 
These strategies translate overarching concepts into tangible actions applicable in both leadership and 
policymaking. Tailored professional development, organized mentoring, and continuous feedback systems can 
enhance teacher adaptability for school administrators. Policymakers can ensure that digital transformation 
benefits all schools, regardless of their location, by guaranteeing equitable resource distribution, targeted 
infrastructure funding, and the implementation of comprehensive equity policies. Incorporating these 
practices into the distributed-transformational leadership model enhances its relevance and feasibility for 
Malaysian public schools 
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