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ABSTRACT
In today’s fast-paced digital era, in organizations various human dimensions of digital leadership (DLP) capabilities drive digital
transformations to ensure sustainable performance at a frenetic pace. This study focuses on empirically testing DLP capabilities,
such as digital literacy (DL), positive attitudes (PAs) and knowledge sharing (KS) impact on employee performance (EP) while
assessing the mediation effect of managerial capabilities (MCs). This study collected and utilized a sample of 279 from various
organizations in Bangladesh who possess knowledge and skills related to digital technology and management. After data
collection, we performed the analysis by using SPSS 23 and AMOS 24 to evaluate the outcomes based on a structural model based
on social exchange theory (SET) and resource-based view (RBV) theory. The findings specify that DL and PAs did not directly
significantly support EP; however, KS directly supports EP. Additionally, MCs partially mediate between KS and EP, whereas MCs
fully mediate among DL, PA and EP. Results demonstrate that human-dimensional digital capabilities are vital for enhancingMCs
and EP. This study empirically investigates the impact of human dimension capabilities in DLP on EP in developing. It contributes
to the existing knowledge of the social exchange capabilities of the digital leaders’ influence, enhancing organizational resources
and sustainability.

1 Introduction

The Industrial Revolution 4.0 (4IR) is recognized as a signif-
icant disruptor in technological tools and software emerging
in the industrial sector to enhance users’ experiences with
contemporary devices and methodologies; however, insufficient
attention has been paid to incorporating innovative digital skills
in organizations (Abas et al. 2019). With the pace of mod-

ernization, leadership concepts and applications have changed.
Therefore, digitally responsive companies are progressing, and
other companies are lagging behind due to late digitalization
or adaptation, such as Kodak and Nokia, which have failed
to cope with digitalization and suffers a lot for sustainability.
However, the efficacy of the digitalization process frequently
hinges on the leader’s competencies (Senadjki et al. 2023). In this
era, new types of leadership have emerged to handle a digitally
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volatile and unpredictable environment named digital leadership
(DLP). It is a combination of transactional, transformational and
authentic leadership (Prince 2018) with digital skills (De Waal
and Heijtel 2016). Among the various dimensions of DLP human-
related capabilities proposed by Abbu et al. (2022), for example,
digital literacy (DL), positive attitude (PA) and knowledge shar-
ing (KS) have been highlighted as key factors that strengthen
the leadership power and foster an environment conducive to
digital transformation for innovation and performance. However,
the empirical examinations of the human dimensions of DLP
capabilities are in preliminary stages and yet to be explored.
Therefore, the following questions arise: Do human dimensions
of digital leadership capabilities (digital literacy, positive attitude
and knowledge sharing) can affect managerial capabilities and
employee performance?

Actually, DLP is practice-oriented rather than merely theoretical
(Eberl and Drews 2021). In this perspective, Mugge et al. (2020)
have expressed that digital transformation primarily occurs in
two situations: one in which the organization is in the process of
digital development and another in which it is already in mature
stages. As a developing country, Bangladesh has set a goal to
become ‘Smart Bangladesh’ by focusing on digitally transforming
through the fundamental four pillars, including smart citizens,
smart government, smart economy and smart society (Pal and
Sarker 2023). To do so, the Bangladesh government has under-
taken 40 megaprojects to bring this transformation into reality.
But there is a doubt whether Bangladesh has enough digitally
capable (DL, PA and KS) leaders to propel managerial capa-
bilities (MCs) and employee performance (EP). In fact, today’s
organizational success mostly depends on the DLP and MC of
employees. Notably, Abbu et al. (2022) stated theoretically, along
with other dimensions, that human-related DLP outlined the
need to empirically test based on environmental and contextual
fit. Therefore, this study focuses on using the effect of DL, PA
and KS on MC and EP in a developing country context. Scholars
also concur that in this 21st century, DLP is a crucial com-
petency for personal fulfilment, developing active citizenship,
social inclusion and employment development (Littlejohn et al.
2012). Researchers added that leaders with DLP who possess DL
and PA are more likely to exhibit high levels of performance,
social integration, resilience, flexibility, empathy and creativity
(Creusen et al. 2010). In addition, KS is a culture of openness,
interconnection and cooperation in the digital realm (Berman
and Korsten 2014), and a participative style enhances a leader’s
ability to develop collaborative skills with fellow team members
by solving problems and searching for opportunities (Abbu et al.
2022). Overall, integration of DL, PA and KS has an effect on MC
and EP.

Numerous studies on digitally mature organizations (Mihardjo
and Rukmana 2019; Mihardjo and Furinto 2018; Sasmoko et al.
2019) have characterized DLP as behavioural, transformational
and futuristic. Although DL comprises cognitive, technological
and attitudinal elements that are associated with the human
need to inquire, comprehend, express and investigate concepts
both individually and collectively (Marín and Castañeda 2023).
Research found that DL not only has an effect on academic
performance (Abas et al. 2019) but also enhances cognitive,
motor, social and emotional skills (Eshet 2004). Therefore, these
capabilities of digital leaders are crucial for successful digital

transformation and achieving the sustainable development goal.
Digitally matured countries have a structure to generate DLP
capabilities; however, in developing countries, to develop digitally
capable leader, one must start with DL, a positive mind and
KS. Though Bangladesh is focusing on being a digitally growing
nation, it requires DLP to focus not only on digital and IT skills
but also on the fundamentals of DLP, which include DL, PA and
KS characteristics. A previous study indicated that leadership
competencies can enhance employee skill development and
strategic planning, consequently impacting organizational pro-
ductivity, growth and overall performance (Ladkin and Patrick
2022). Therefore, it is assumed that DLP capabilities (DL, PA
and KS) will positively support fostering employee MC and
EP.

To accomplish this research goal, there are some motivations
behind it. Such as, a lot of research has shown that trans-
actional leadership (Ezzeddine 2023; Kolomboy et al. 2021),
transformational leadership (Holten et al. 2018; Patiar and Wang
2016) and authentic leadership (Azanza et al. 2018; Gardner and
Schermerhorn 2004) are all linked to better organizational per-
formance. DLP is the combination of transformational leadership
with digital skills (De Waal and Heijtel 2016). Previously found
digital leaders are capable of handling digital environments with
proper skills, which are interlinked to enhance organizational
performance (Shin et al. 2023). Furthermore, most of the prior
studies have concentrated on the DLP qualities of visionary,
creative, digitally skilled, adaptable and competent individu-
als (Zhu 2015). Although researchers have indicated that DLP
capabilities encompass cognitive, business, interpersonal and
strategic skills (Guzmán et al. 2020), the measurement items for
these skills are still in their early stages of development. Addi-
tionally, Abbu et al. (2022) theoretically described five human
dimensions of DLP capabilities, which include DL skills, a PA
towards digital systems, skill acquisitionmotivation, KS tendency
and a participative style of decision-making. These dimensions
need to be further explored to understand their impact on
organizations.

Though previously Erhan et al. (2022) used DLP in conventional
organizations and suggested using it as a core variable consid-
ering perspective and situations. In their recommendations for
future research, Abbu et al. (2022) articulate the need to create
new survey instruments for empirical research in the future. Simi-
lar with this, numerous studies have demonstrated a relationship
between DLP and performance in a single dimension (Hidayat
et al. 2023; Shin et al. 2023; Turyadi et al. 2023). Meanwhile,
other research has explored various dimensions of DLP, such
as visionary, creative, digitally skilled, learning to change and
competent, and its impact on innovation management (Mihardjo
et al. 2019a); dynamic capabilities (Mihardjo et al. 2019b); and
digital disruption (Mihardjo and Furinto 2018). Senadjki et al.
(2023) also noted that the digital transformational context allows
for the exploration of workforce capabilities. Thereafter, this
research considers MC as worker capacities, which are primarily
relevant to the outcomes of employees’ capabilities and also
associated with DLP. The precise objectives of this research are
as follows:

OB1: To examine the effects of human dimensions of DLP
capabilities—namely, DL, PAs and KS—on EP.
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OB2: Find the mediation effect of MCs between DLP capabil-
ities and EP, such as skills development, increased work
efficiency and quality.

In summary, this study provides valuable insight into how Abbu
et al.’s (2022) conceptual idea of human dimensions comes into
practical implications in business and organizations for futuristic
decision-making. In addition, this article will contribute through
enriching understanding of DLP by emphasizing the human
dimension rather than focusing solely on technology or technical
skills. By identifying specific behaviours, such as promoting PA
and encouraging KS, provide actionable insights for organiza-
tions. This research also will help guide the development of
DLP training programmes focused on both technical and human
skills.

2 Literature Review and Hypothesis
Development

2.1 Social Exchange and Resource-Based View
(RBV) of the Organizations

The present study focuses on the integration of the human
dimension of DLP capabilities, MC and EP, by using social
exchange theory (SET) and RBV theory. SET theory has different
views, but it is the most influential concept for understanding
workplace behaviour (Cropanzano and Mitchell 2005). This
theory has a key insight that originated fromanthropology studies
by Malinowski (1922, 1932): that the exchange of resources is
symbolic in nature, and here this research exchange means
indicating information in terms of DL, PA and KS, which have
an influence on enhancingmanagerial and employee capabilities.
On the other hand, Blau (2017) outlined that exchange relations
are causally related, and sometimes the specific direction is
somewhat ambiguous. In this study, the exchange effect of DL, PA
and KS is still valuable and unexplored needs to be explored. This
study will focus on how DL, PA and KS are supporting resource
generation.

Additionally, the RBV theory, first proposed by Wernerfelt (1984)
and refined by Barney (1991), is widely supported in business
literature. It indicates that having significant, uncommon and
challenging-to-imitate resources and competencies is the key
to maintaining a competitive advantage. In this research, we
have focused on MC and EP as key competitive advantages and
resources. A corporation can devise and/or execute strategies
to enhance its efficiency and effectiveness by utilizing valuable
resources, which also enable it to capitalize on opportunities
and/or mitigate environmental threats (Barney 1991; Capron and
Hulland 1999). Here, the exchange of DLP capabilities towards
MC is considered a vital resource that can bridge the gap
betweenDLP andEP.Within the framework of this research, DLP
exchange competencies may be viewed as important exchanging
capabilities for enhancing organizational assets that enhance
excellent performance. The impacts of DLP on organizational
performance would then be realized through the mediating role
played by employees’ managerial skills. Therefore, this study’s
intention is to investigate the role of DLP human competencies
on EP using SET and RBV theory.

2.2 Human Dimensions of DLP Capabilities

2.2.1 Digital Literacy

In light of the rapid and persistent development of digital
technology, requiring people to employ more technical, cognitive
and sociological abilities to complete tasks and solve problems
(Eshet 2004). Digital leaders actually use this digital knowledge
to establish the foundation for their vision and motivate both
employees and teams to embrace digital transformation. DL
generally signifies an individual understanding of digital systems.
In fact, DL is the capacity to utilize digital technology, communi-
cation tools and networks to access, manage, integrate, analyse,
evaluate and generate information for effective participation in
a knowledge society (Tang and Chaw 2016). Additionally, Abbu
et al. (2022) also defined DL as ‘the assessment of a leader’s
ability to develop digital competencies within the leadership
team in itself’. Therefore, DL can be defined as the capacity to
utilize digital technology efficiently, critically and responsibly
for the purposes of communication, accessing, evaluating and
generating information across diverse digital contexts.

2.2.2 Positive Attitudes

In the 21st century, achieving organizational goals through man-
aging digital transformation requires leaders to possess a PA and a
transformative mind. PA of leaders acknowledges emotions such
as recognition, gratitude and praise (Abbu et al. 2022). DLP with
PA possess greater resilience, social integration and high-level
performance, which lead to expanded helpfulness, adaptability,
empathy and creativity (Creusen et al. 2010). More or less, digital
leaders who carry out PA are more confident and committed to
long-term well-being (Liu et al. 2010). On the other hand, a PA is
the capacity of a leader to embody a champion-like demeanour
and intentionally exhibit positivism in their behaviour and
communication. So, leaders with a positive mentality, always
looking for the best interests of the company, feel accountable and
committed to the success of the organization.

2.2.3 Knowledge Sharing

KS is a leader’s ability to enable access to knowledge and improve
the learning of the employees (Abbu et al. 2022). In reality,
KS is a culture characterized by openness, interconnection
and collaboration in the digital environment (Berman and
Korsten 2014). Here, a digital leader not only encourages their
subordinates to share knowledge across firms but also ensures
the freedom to freely share any ideas on the floor. Additionally,
it means sharing ideas and problems for quick solutions. In
this perspective, Holdt Christensen (2007) defined knowledge
management as ‘identifying existing and accessible knowledge in
order to transfer and apply this knowledge to solve specific tasks
better, faster and cheaper than they would otherwise have been
solved’. Although KS is a mechanism designed to use existing
knowledge, it promotes project collaborators in preserving and
enhancing the project’s outcome (Park and Lee 2014). In fact, KS
can manifest through various methods, including interpersonal
communication and networking, documentation, organization,
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knowledge capture, problem-solving, providing assistance,
acquiring new skills and developing competencies from experts
and colleagues (Cummings 2004; Sousa and González-Loureiro
2015). In summary, digital leaders use a sharing mindset to
enhance knowledge, generate ideas and solve problems.

2.2.4 Managerial Capabilities

An MC denotes the management skills, knowledge and pro-
cedures possessed by organizations, utilized to implement pro-
grammes and activities aimed at attaining superior performance
(Karabag and Berggren 2016). In this era, digital transformation
impacts all business logics and leads to the digitalization of
organizational procedures (Barroso and Laborda 2022; Verhoef
et al. 2021). Such as MC of digital transformation and handling
environmental dynamism leads to innovation and organizational
economic performance. Indeed, there is a strong correlation
between a leader’s abilities and their improved managerial skills.
From this perspective, during the digital transformation phase,
organizations must possess the necessary managerial skills to
consistently maintain stable performance. In the present sce-
nario, dynamic MC includes managerial cognition, social capital
and human capital (Helfat andMartin 2015). In sum,MC denotes
the capacity to develop, integrate and organize competences and
resources (Adner and Helfat 2003).

2.2.5 Employee Performance

In this era, EP indicates employees are efficient, skilled in their
work fields, appropriately understand the task and finish work
in a predetermined time by maintaining job descriptions and
quality standards. EP can be defined as the degree to which a
person can complete the important responsibilities of occupying
a position in an organization. According to Kalogiannidis (2020),
EP is the behaviour exhibited by an employee while performing
a particular task assigned by the employer. In general, when
employees possess the necessary skills to successfully complete
their tasks, the organization reaps the rewards as EP.

2.3 Hypothesis Development Process

2.3.1 DLP Capabilities and EP

DLP capabilities, including DL, PA and KS, play a crucial role
in augmenting EP with the help of quick adaptation to the
evolving digital landscape and improving overall productivity.
DL, defined as the proficiency in utilizing digital tools and
technology, significantly influences EP. Leaders with highDL can
foster a tech-savvy work environment, stimulating the adoption
of innovative solutions and streamlining workflows (Ebert and
Duarte 2018). Enhancing employees’ digital competencies allows
leaders to facilitate more efficient task execution and data-
driven decision-making, hence increasing both individual and
organizational productivity. In addition, DL will enable the
individual to assess information, conduct logical analysis and
identify value-added solutions (Abas et al. 2019). Moreover, DL
empowers leaders to build a compelling vision and motivate
people to engage initially (Kane et al. 2019), facilitating the team’s

effective utilization of the advantages of digital transformation
(Cortellazzo et al. 2019). In this perspective, Abas et al. (2019)
added that DL has a substantial impact on the EP of Malaysian
oil and gas companies. Similarly, Hamdani et al. (2023) also found
that DL increased the EP in Jakarta, Indonesia.

Moreover, a leader with PA helps to create an environment
conducive to embracing change. Leaders who exhibit a posi-
tive mindset towards digital transformation can mitigate staff
resistance to adopting new technology and foster a positivemind-
set (Bawden and Robinson 2009). This motivational influence
promotes elevated employee morale and engagement, which
are essential for improving performance (Avolio et al. 2000). A
positive mindset towards technology adoption might enhance
employees’ readiness to acquire new skills and adjust to evolving
work processes. Thereafter, by employing PA and a positive
leadership approach, leaders can enhance their employees’ con-
fidence, dedication and persistent well-being (Liu et al. 2010).
Therefore, it can be presumed that PA of the DLP is positively
linked with the enhancing EP.

KS is crucial for ensuring an agile and responsiveworkforce in the
digital era. Leaders who push for the sharing of digital knowledge
and exemplary practices foster a culture of continuous learning
(Nonaka 1998). KS also supports organizations with developing
novel knowledge combinations that facilitate innovation (Katila
and Ahuja 2002; Leiponen and Helfat 2011), hence enhancing
the variety of options accessible for addressing the innovation
issues inherent to the organization (Dahlander et al. 2016).
Employees in contexts demanding a greater degree of KS are
more adaptable to harness their creative potential (Wang andNoe
2010), and a particular method to enhance skills and capabilities
is through collaborative learning. A previous study showed that
KS enhances employee innovation (Hu and Randel 2014) and
creativity (Huang et al. 2014). Innovative work behaviour exerts a
highly beneficial and considerable influence on job performance
(Purwanto 2021).Moreover, employee creativity positively influ-
ences EP (Nasir et al. 2022). So, leaders’ KS capacity empowers
employees’ performance in the organizations. Therefore, the
following hypotheses are proposed:

H1a. There is a positive relationship between DL and EP.

H1b. There is a positive relationship between PAs and EP.

H1d. There is a positive relationship between KS and EP.

2.3.2 DLP andMCs

In this digital transformative era, DL is very essential for man-
agers (Imjai et al. 2024) to keep up to date with current situations.
DLP involves leveraging digital skills, tools andmindsets to guide
employees to work effectively. On the other hand, an MC infers
skills and competencies needed to execute tasks in time, make
effective decisions and drive organizational performance. This
capacity enables the effective use of digital instruments for data
analysis, impact assessment and rapid decision-making (Lundell
and Forzelius 2017; Mardiana 2024). Moreover, DL enhances
creative cognition and decision-making, particularly in complex
scenarios (Sinnaiah et al. 2023). Consequently, it surpasses basic
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technological knowledge, highlighting the necessity of under-
standing its application in various contexts for efficient operations
(Hazlehurst et al. 2023).

Moreover, a PA is the capacity of a leader to embody champion-
like qualities and deliberately exhibit positive behaviour and
communication (Abbu et al. 2022). Digital leaders who carry out
PA are confident and committed to the long-lasting well-being
of the organizations (Liu et al. 2010). Moreover, PA encourages
individuals to be self-confident with enthusiasm and make
things happen (Lau and Woods 2009). Besides, PA increases self-
confidence, trust andmotivation ofmanagers (Wallace andLeong
2020), which leads to effective and efficient management. In this
perspective, Dlamini et al. (2023) suggested that cultivating a PA
helps a manager construct a cohesive and motivated team to
achieve the common goals. Therefore, a future-oriented attitude
has a positive and significant effect on managerial ability.

Moreover, KS is described by employees’ actions of providing
their requisite knowledge for accomplishing certain tasks and col-
laborating with colleagues to generate innovative ideas, enhance
performance and address challenges (Wang and Noe 2010). In
a study, Akturan and Çekmecelioğlu (2016) highlighted that KS
impacts on creative behaviours in numerous Turkish organiza-
tions. In a different study, Wang and Hu (2020) examined the role
of KS in supply chain networks and discovered that KS enhanced
the collaborative innovation capabilities of managers. In this
age, DL, PA and KS together can work for enhancing leaders’
acceptability and MC through propelling diversified digital and
other skills. A good command over technological know-how
makes a leader confident and helps him take bold decisions.
Lastly, in this era of digitalization, having DLP capabilities is
crucial for improving leaders’ management quality and has
become an important part of leaders’ success. Therefore, this
study posited the following hypothesis:

H2a. There is a positive relationship between DL and MCs.

H2b. There is a positive relationship between PA and MCs.

H2c. There is a positive relationship between KS and technological
MCs.

2.3.3 MC and EP

In general, every leader or head of an organization’s skills and
mindset are supposed to have an effect on MC, which is sup-
portive for organizational performance. Managerial ability and
managerial efforts play key roles in the performance of business
enterprises (Banker et al. 2024). Better MC leads to robust and
improved organizational performance (Alolayyan and Alyahya
2023). Digital leaders’ are visionary and capable of handling a
digitally volatile environment. On the basis of Sahabuddin et al.
(2023), they analysed the ability of management in influencing
EP at the Republic of Indonesia Employee Cooperative (KPRI)
Pengayoman Makassar City and found that MC has a substantial
positive impact on EP. Similarly, Alolayyan and Alyahya (2023)
studied the role of MC on performance and found that MC
is significant for increasing EP. Moreover, Osisioma Hilda and
Ugiagbe (2023) argue that MC influences employees towards

higher performance in firms. On the basis of this discussion and
previous literature, DL, PA and KS have a positive impact on
MC, and MC enhances EP. Therefore, we posited the following
hypothesis:

H3. There is a positive relationship between MCs and EP.

H4. MCs mediates between DLP competencies (H4a.DL, H4b.PA,
H4c.KS) and organizational performance.

2.4 Research Framework

In the 21st century, digitalization has led to a transformation of
organizations and the dimensions of DLP, and the role of human
dimensional leadership in developing country perspectives is a
burning issue for facing digital transformation. In a study, Erhan
et al. (2022) first used DLP in conventional organizations and
mentioned that DL can be used in the future while based on the
perspective. Although another study, Abbu et al. (2022), has cate-
gorized human dimensions of DLP skills into four categories (e.g.,
integrity, intent, capabilities and results), and human dimensions
ofDLP capabilities are subdivided into, for example, DL, PA, skills
acquisition, KS and participative style. Besides this, Senadjki et al.
(2023) mentioned that workforce capabilities can be explored
on the basis of a digital transformational context; therefore, this
research has considered employee ‘managerial capabilities’ as
mediators and EP as predictors. This research is the first approach
to empirically test human dimensions of DLP capabilities as DL,
PA and KS in the developing country context.

3 Methods

3.1 Research Design

In the era of Industry 4.0, the necessity of DLP is undeniable,
and the diversified use of DLP is gradually emerging, for example,
visionary, behavioural, digitally skilled, DLP of teachers and the
human dimension of DLP capabilities. This study proposed to
investigate the impact of human dimensions of DLP capabilities
on EP, while also exploring the mediating role of MC in this
relationship. Figure 1 shows the proposed (second-order) research
model.

To conduct this study, we developed a structured questionnaire
based on the extant of existing literature. First, based on the
literature review, the identified research gap and the gap research
model and questionnaireswere developed. Therewere three parts
of the questionnaire: first, notes for the respondents for under-
standing the researchmotive; second, adornedwith demographic
information-related questions where there was no personal or
sensitive information. The third part consists of questions related
to the proposed researchmodel and hypothesis. Therewere a total
of 24 items with 5 variables, including 3 second-order items for
measuring the human dimension of DLP capabilities.

Prior to the final data collection, we had conducted a focus
group discussion and a pilot test of collecting 20 samples to
ensure the comprehensibility and clarity of the questions. After
minor mistakes and solving minor typing problems, finally we
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FIGURE 1 Proposed research framework.

have started our final data collection. We have distributed our
questions to 525 potential respondents and received a total of 303
samples, which were gathered with a 57.71 response rate through
purposive sampling from the employees of Bangladesh who have
knowledge related to these digital activities. Due to the significant
outliers, such as all the responses being only 1 or 5, therefore,
we have excluded 24 responses through performing necessary
cleaning, so 279 remained for the analysis. In the analysis section,
this study includes demographic information, common method
bias tests, multicollinearity, correlation, reliability and validity by
using SPSS 23. Subsequently, we used the measurement model
and structural model fit in AMOS 24 to assess themodel fit index.
Finally, to assess the path model analysis and tested hypothesis,
we used the AMOS software program.

3.2 Sampling and Data Collection

To collect the primary data and accomplish the proposed research
goal, an MS Word file as well as an online-based structured
questionnaire was prepared by using Google Forms. We sent the
Google Form link to the expected respondents through various
social media such as Facebook, Imo,WhatsApp, e-mail and other
convenient networks from February to July 2024. A total of 303
questionnaires were collected, of which 24 were removed owing
to incompleteness,missing data, outliers or other issues, resulting
in 279 valid samples retained for analysis in this study. Table 1
depicts the demographic profile of the usable responses.

3.3 Measurement of Variables

To conduct this research and assess the first-order and second-
order constructs, this study adopted a questionnaire from the
suggested questions of Abbu et al. (2022) and others for assessing
human dimensions of DLP capabilities with some adjustment
and considering environmental perspective. We presented all the
questions, scales and items in both native Bengali and English
languages to enhance comprehension. First, for assessingDL (five
items), two items were adopted from Samani et al. (2020) and
three items were used from Abbu et al. (2022). The sample items
of the question ‘In our organization, learning is made easier by
using information and communication technology’. Second, to

assess PA, five items were used, among them three items adopted
fromAbbu et al. (2022) and two items fromNg (2012). One sample
item of the questions is ‘Our organization consistently advocates
the best interests of our company’. Third, for measuring KS, four
itemswere adopted fromKordab et al. (2020). Sample items of the
question are ‘Our organizations have capabilities to share relevant
knowledge among business units or departments’.

Fourth, to assess the MC, five items adopted from Sawy et al.
(2020) and Yuniarty et al. (2021). Sample items of the mea-
surement variable are ‘Our company’s management is familiar
with digital tools’. Lastly, to assess the EP, this research adopted
five items from Riyanto et al. (2021). One sample item of the
question is ‘I can finish the job faster than the specified time’. We
instructed the respondents to evaluate each available item on a
five-point Likert scale, extending from 1 (strongly disagree) to 5
(strongly agree). The response also included respondents’ gender,
respondents’ age, educational level, experience and job position
in the organizations (see Table 1).

3.4 CommonMethod Variance (CMV) Test

To address the CMV test, we have tested the Kaiser-Meyer-Olkin
(KMO) and Bartlett’s test sphericity. The value of the KMO
measure of sampling adequacy is 0.909, and the Bartlett’s test
of sphericity is significant (χ2 = 3281.742, df = 406, p < 0.05).
This implies that the DL, PA, KS, MC and EP are strongly
correlated, and they are not an identity matrix. In addition,
Herman’s single-factor test was conducted to confirm the CMV.
The results of Herman’s single-factor test show that the single
factors account for 32.656% of the total variance, which is less than
50%. This indicates that there are no issueswithCMV in this study
(Podsakoff et al. 2003).

4 Results

4.1 Measurement Model

To assessmeasurement validity, this research considers determin-
ing the reliability and validity of the measurement model, which
includes reliability, convergent and discriminant validity (see
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TABLE 1 Respondents’ demographic profile.

Categories (total = 279) Frequency Per cent (%)

1. Gender Female 82 29.4
Male 197 70.6

2. Age Less than 21 years 3 1.1
21–29 years 133 47.7
30–39 years 90 32.3
40–49 years 41 14.7
50–59 years 11 3.9

More than 60 years 1 0.4
3. Level of education Less than an honour’s degree 24 8.6

Honour’s/Bachelor’s degree 124 44.4
Master’s degree 129 46.2
Doctorate 1 0.4
Others 1 0.4

4. Experience Less than 1 year 38 13.6
1–5 years 101 36.2
6–10 years 59 21.1
11–15 years 54 19.4
16–20 years 9 3.2

More than 20 years 18 6.5
5. Position Upper management 43 15.4

Middle management 138 49.5
Lower management 98 35.1

Total 279 100.0

TABLE 2 First-order constructs validity.

Variables AVE CR α 1 2 3 4 5 VIF

1. Digital Literacy (DL) 0.561 0.792 0.731 (0.749) 1.593
2. Positive Attitude (PA) 0.620 0.867 0.793 0.467** (0.787) 1.522
3. Knowledge Sharing (KS) 0.626 0.834 0.774 0.547** 0.495** (0.791) 1.660
4. Managerial Capabilities (MC) 0.639 0.898 0.798 0.432** 0.455** 0.450** (0.800) 1.425
5. Employee Performance (EP) 0.669 0.890 0.860 0.393** 0.363** 0.458** 0.465** (0.818) —

Note: Variables in parenthesis are the square root of the AVE of each variable.
Abbreviations: AVE, average variance extracted; CR, composite reliability; VIF, variance inflation factor.
**p < 0.01.

Table 2). To measure the measurement model’s reliability, two
reliability measures were used to ensure the internal consistency
of the model. One is Cronbach’s alpha, whose value ranges from
0.731 to 0.860 (α > 0.70), and composite reliability (CR), the
value of which ranges from 0.792 to 898 (CR > 0.70), which
specifies a satisfactory level of internal consistency (Hair et al.
2010). Additionally, the average variance extracted (AVE) of the
variable is greater than thresholds (AVE>0.50) and factor loading
(>0.60). In this perspective, Comrey and Lee (2013) suggested
that if the cut-off value is 0.55, it is good, and 0.63 is very good.
The inter-variable correlations are evaluated using the square root

of the AVE to determine discriminant validity, with the greatest
correlation value required to be smaller than the square root of
AVE (Hair et al. 2010). Besides this, to assess themulticollinearity
issue, this study assessed the variance inflation factor (VIF),
where the threshold value should be below 10 (Hair et al. 2014)
and within 3 (Kock 2015; Kock and Lynn 2012). Here, the VIF
value of our research findings falls below 2, indicating that there
is no multicollinearity issue for this study.

Moreover, Figure 2 exhibits the first-order measurement model,
and indices of the findings revealed that χ2 = 206.09, χ2/df = 1.45
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FIGURE 2 First-order measurement model. DL, digital literacy; EP, employee performance; KS, knowledge sharing; MC, managerial capabilities;
PA, positive attitude.

and GFI = 0.930. AGFI = 0.906, RMR = 0.020, RMSEA = 0.040,
CFI= 0.961, TLI= 0.953 and PClose = 0.913. If the AGFI> 0.8, they
are statistically suitable for confirmatory factor (CFA) analysis
(Anderson and Gerbing 1988).

Then, Model two (Figure 3) is depicted with second-order
reflective constructs with DLP capabilities, MC and EP. The
human dimension of DLP capabilities includes sub-dimensions,
such as DL, PA and KS. The second-order sub-dimensions are
evaluated on the basis of their corresponding factors, which leads
to DLP capabilities. Table 3 demonstrates that all these second-
order dimensions substantially reflect the human dimensions
of DLP capabilities. Other constructs of MC and employee
management are assessed on the basis of first-order meth-
ods. The consequences show that the reliability, convergent
validity, discriminant validity, multicollinearity and model fit
indices are depicted within threshold values. The second-order
model fit indices revealed that χ2 = 210.08, χ2/df = 1.44 and
GFI = 0.928. AGFI = 0.906, RMR = 0.021, RMSEA = 0.040,
CFI = 0.961, TLI = 0.954 and PClose = 0.928. Therefore,
this second-order model is also statistically suitable for CFA
analysis.

4.2 Structural Model Fit

In this study, we assessed measurement model fitness through
SEM (Figure 4) to test the pathway model of the hypothesis. The
structural model fit yielded the following results: χ2 = 210.007,
χ2/df = 1.439, GFI = 0.928. AGFI = 0.906, RMR = 0.021,
SRMR = 0.043, RMSEA = 0.040, IFI = 0.961, TLI = 0.954 and
CFI = 0.961.

4.3 Hypotheses Testing

We evaluated the measurement model fit, both first-order and
second-order, before assessing the structural model fit. Hypoth-
esis was tested using the SEM model. Chin (1998) suggested
that the coefficient of determination (R2) of the endogenous
latent variables is the preferredmetric for assessing the structural
model. The study revealed that this model explained 29.8% of
the variation in MC and 30.7% of the variation in employees’
performance. This study has also used bootstrapping of 5000with
a confidence interval of 95% that was corrected for bias resamples
to appraise the statistical significance of path coefficients (Hair

8 International Social Science Journal, 2025



FIGURE 3 Higher order measurement model. DL, digital literacy; EP, employee performance; KS, knowledge sharing; MC, managerial
capabilities; PA, positive attitude.

TABLE 3 Higher order constructs validity analysis.

Variables AVE CR α 1 2 3 VIF

1. Digital Leadership Capabilities 0.896 0.962 0.748 (0.946) 1.418
2. Managerial Capabilities 0.639 0.898 0.798 0.543** (0.800) 1.419
3. Employee Performance 0.669 0.890 0.860 0.494** 0.465** (0.818) —

Note: Variables in parenthesis are the square root of the AVE of each variable.
Abbreviations: AVE, average variance extracted; CR, composite reliability; VIF, variance inflation factor.
**p < 0.01.

et al. 2010). The present study consists of a total of 10 hypotheses,
7 direct and 3 mediation analyses (see Table 4).

5 Discussions

This study has successfully conducted an empirical test of the
human dimension of DLP capabilities effect onMC and EP. First,
the present literature has been used to support the hypothesis
H1a (β = 0.111; p > 0.05), which infers that DL hasn’t substantial
positive influence on EP. The previous study acknowledged that

leaders who are digitally literate have a greater influence on EP
(Abas et al. 2019;Hamdani et al. 2023).However, the present study
differs from the previous. Though DL fosters team efficiency
and benefits the digital transformation (Cortellazzo et al. 2019)
through enhancing digital skills, knowledge, networking, and
communication to manage information systems and become
collaborative to solve any problems. The reason behind this
is without full model estimation, the direct effect of DL is
statistically significant (β = 0.106; LLC = 0.051 and ULC = 0.167,
p < 0.05), inferring that in developing countries like Bangladesh,
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FIGURE 4 Structural model fit analysis. DL, digital literacy; EP, employee performance; KS, knowledge sharing; MC, managerial capabilities; PA,
positive attitude.

TABLE 4 Hypothesis testing.

Hypothesis and pathways

Standardized
estimates

95% confidence
interval

p value ResultsDirect
effect

Indirect
effect

Lower
bound

Upper
bound

H1a. DL→ EP 0.111 −0.018 0.236 0.154 Not supported
H1b. PA→ EP 0.065 −0.046 0.163 0.384 Not supported
H1c. KS→ EP 0.239** 0.108 0.374 0.002 Supported
H2a. DL→MC 0.194** 0.077 0.299 0.007 Supported
H2b. PA→MC 0.258*** 0.126 0.385 0.001 Supported
H2c. KS→MC 0.216 0.022 0.385 0.064 Not supported
H3. MC→ EP 0.280* 0.109 0.414 0.006 Supported
H4a. DL→MC→ EP 0.037* 0.013 0.072 0.006 Supported
H4b. PA→MC→ EP 0.061* 0.027 0.116 0.002 Supported
H4c. KS→MC→ EP 0.048* 0.006 0.116 0.047 Supported

Abbreviations: DL, digital literacy; EP, employee performance; KS, knowledge sharing; MC, managerial capabilities; PA, positive attitude.
*p < 0.05; **p < 0.01; ***p < 0.001.

DL is sufficient. Actually, due to the mediation effect of MC, the
direct effect of DL on EP turned out to be insignificant. This
study proved that skilled leaders are capable ofmaking the perfect
strategic plan, therefore influencing the organization’s output,
improvement and overall performance (Ladkin and Patrick 2022).

Second, the results proved that PA is not statistically significant
to EP (β = 0.065; p < 0.05). Therefore, H1b is not supported.
However, without full model estimation, the direct effect of DL is
statistically significant (β = 0.147; LLC = 0.080 and ULC = 0.233,
p > 0.05), inferring that in developing countries like Bangladesh,
DL is quite sufficient. This implies that MC fully mediates
the relationship between PA and EP. This investigation also
supports the previous study that PAs towards digital systems
make leaders more resilient, flexible, empathetic, supportive,
socially integrated and creative and lead to higher performance
(Creusen et al. 2010). Along with this, these results proved that a
PA encourages subordinates to perform tasks (Saleem et al. 2021)
and enriches team output. Third, H1c (β= 0.293; p< 0.001) is also

empirically supported. Again, this research revealed that digital
leaders’ capabilities to share knowledge increase organizational
effectiveness (Boe and Torgersen 2018) and also formulate a
culture of openness, connectivity and collaboration with the
digital world. Therefore, this study proved that internal as well as
external KS enhances leaders’ capabilities to cope with super-fast
environmental changes.

Fourth, results provedH2a (β= 0.194; p< 0.05) is statistically sup-
ported. This once again proved that good command of DL makes
digital leaders confident, which also enhances and enhances
creative thinking and decision-making, particularly in intricate
scenarios (Sinnaiah et al. 2023). It is supported by the previous
study that DL capability facilitates the efficient application of
digital instruments for data analysis, outcome assessment and
rapid decision-making (Haleem et al. 2022; Lundell and Forzelius
2017). Therefore, DL is supportive of enhancing employee MC.
Fifth, H2b (β = 0.258; p < 0.05) also proved that the PA of
the digital leaders significantly affects MC. Practically, PA of
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the employees towards the technology and diving into it and
the ability to quick adaptation enhance employees’ capabilities
and confidence. It is also supported by the previous study that
AP grows confident and committed to enduring well-being (Liu
et al. 2010). Previous studies have demonstrated that it not only
enhances managers’ trust and motivation (Wallace and Leong
2020) but also positively affects their managerial ability.

Sixth, H3c (β= 0.216; p> 0.05) proved that KS has an insignificant
effect on employees MC. Though practically, intra-knowledge
and external KS surge the confidence of the employees to face
unknown situations. Therefore, these findings are also supportive
of the previous findings that KS has the capability to directly
influence the individual behaviour of employees (Jung et al. 2014)
and that they are closely interconnected (Bilginoğlu and Yozgat
2018). Although employees within organizations are sharing
knowledge, it does not significantly impact their MC. In a
different way, we can say that peer KS culture is not always rich in
developing countries due to the high competition and snatching
of innovation and performance by the peers or seniors. Seventh,
H3 (β = 0.280; p < 0.05) found that MC has an effect on EP.
This research theoretically and practically matches the previous
study that better managerially capable employees contribute to
robust and improved organizational performance (Alolayyan and
Alyahya 2023).

Lastly, we have tested the mediation effect of MC hypothesis
H4a between DL and EP and found (β = 0.037; p < 0.05)
significant; hypothesis H4b between PA and EP (β = 0.061;
p < 0.05) significant; and hypothesis H4c between KS and EP
(β = 0.048; p < 0.05) is also significant. It infers managerial
capacities mediate between those human dimensions of DLP
and employees’ performance in developing countries. Previous
discussions have proven that DL influences MC (Hamdani et al.
2023), PA influences MC (Saleem et al. 2021), KS influences MC
(Purwanto 2021) and MC influences EP (Alolayyan and Alyahya
2023). Finally, this study proved that MC mediates between
DLP humanistic dimension capabilities and EP. Altogether, MC
develops bridges between DLP capabilities and EP.

5.1 Theoretical Contributions

This study provides a significant theoretical contribution through
emphasis on the critical role of the human dimension of DLP,
such as DL, PA and KS, which are propellingMC leading towards
EP. These results emphasize the critical implications, refinement,
and application of SET and RBV theory, providing valuable
insights for organizational leaders and managers for improving
employees’ capabilities to face the forthcoming challenges and
moving at a frenetic pace with digitalization, strengthening
employee capabilities and performance in the hyper-competitive
era. These results reveal that, theoretically and empirically,
social exchange has a pivotal role in enhancing organizational
capabilities.

Blau (2017) mentioned that SET posits that associations within
organizations are based on reciprocal exchanges reflected
through building trust and commitment. On the basis of Bar-
ney’s (1991) conception results, depicted that human capital
and digital capabilities are the organizations unique resources

actively supporting sustainable competitive advantage. Addition-
ally, SET also described that DLP at themiddlemanagement level
enhances the organizational management system and fosters
a trust-based exchange relationship (Li et al. 2024), where a
previous study, Avolio et al. (2014), expressed that DLP fosters
employee commitment and engagement, consequently improv-
ing organizational performance. So, this research added value
to the existing research by showing how human-centric DLP
capabilities, mediated by managerial skills, provide strategic
advantages in EP through empirical investigation by unlocking
the human dimension of DLP. This integration also shows
how the relational and resource-oriented aspects of leadership
complement one another, offering a comprehensive view of DLP
in modern organizations.

5.2 Practical Contributions

This studymakes a substantial contribution to the body of knowl-
edge regarding DLP and its influence on the EP in the organiza-
tions by depicting a framework (Figure 1) in this study that is per-
tinent not only to Bangladesh but also applicable to other emerg-
ing economies. This research finding has some significant practi-
cal contributions. First of all, though most of the prior research
related to DLP has been conducted in mature organizations
(Mihardjo et al. 2019b), consider the visionary or behavioural
(Shin et al. 2023) aspects of DLP from different perspectives
in diverse organizations. However, the impact of digital leaders
human dimension competency, for example, DL, PA and KS, is
applicable for strengthening DLP transformational capacity and
getting output as social exchange enhances employees MC and
EP. Second, this research contributes by addressing three previous
research limitations. The empirical application of the theoretical
model of Abbu et al. (2022) and Erhan et al. (2022) is suggested
to use DLP as independent variables. Therefore, this research
has used the second order of DLP based on a human dimen-
sional perspective. Third, Senadjki et al. (2023) study suggested
exploring the employee skills or capabilities effect in the organi-
zations. Thereafter, we have tested the MC of the employees as a
mediation between DLP (second-order) capabilities and EP.

Fourth, this study uncovers a direct and mediating effect among
the latent variables, offering new insight for achieving EP in the
organizations. The acquired knowledge provides practical benefit
to professionals aiming to improve their digital transforma-
tion undertakings. Moreover, in Industry 4.0, organizations can
enhance their EP through the strategic allocation of resources and
investment. In addition, this study emphasizes the significance of
choosing competent digital executives who can accelerate digital
transformation and provide organizations with a competitive
advantage in the digital age. Fifth, this research provides valu-
able insights for Bangladeshi enterprises that are considering
the implementation of digital technologies. Such results can
contribute support to the governmental and other organizations
efforts to expedite the process of digitalization and the implemen-
tation of Industry 4.0. Here the organization can arrange different
training to enhance DL, train employees on how they can be
positive in coping with digital environmental changes, motivate
and facilitate employees for skill acquisition, and encourage them
to be proactive in case of KS and collaborative style of decision-
making. Policymakers should adopt a proactive stance to enhance
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DLP by including school-, college- and university-level students
in training for acquiring and mastering DLP competencies.

5.3 Limitations and Future Research Directions

Digital transformation is an ongoing process which reflects
that the Bangladeshi employees are facing challenges of digital
transformation from inside and outside of the organizations.
This study is a successful empirical accomplishment of the
human dimensions of DLP in developing nations. Despite this
study’s successful implications and contributions to the existing
knowledge world, it is not without its limitations. First, Abbu
et al. (2022) proposed five human dimensions: DL, PA, skills
acquisition, KS and participative style. However, due to the
cross-loading in the rotated component matrix, this research
was bound to eliminate skills acquisition and participative style
from the second-order construct and conducted this study with
the remaining three second-order constructs. Though this is
a limitation, however, it provides novel contributions on the
function of DLP human dimensions, MC and their impact on EP.

Second, this research has been conducted on the basis of the
cross-sectional data with 279 existing employees of the different
organizations. In the future, this research may be extended with
more data andmultilevel ormulti-level data based on the research
objectives and perspective, which may add value to the existing
research fields. Third, although the present quantitative study
and sample of participants provide valuable insights, qualitative
research may apply to enhance these results. Fourth, this study
investigated only one mediation effect of MC and DLP as
they develop in the ever-changing digital environment. In the
future, additional variables such as organizational learning, team
collaboration, organizational support and employee engagement
factors could be explored to broaden the research area based on
different perspectives. Finally, in the future, investigations may
transcend geographical and temporal limitations by conducting
longitudinal studies that span multiple countries and sectors.

6 Conclusions

This study sheds light on the significance of DLP in human
dimensions, including DL, PAs and KS, and how they influence
MC and EP in developing countries. This study highlighted
that DL, PA and KS are prevailing for enhancing EP, but skill
acquisition and participative culture still do not exist in every
organization. It enhances the understanding of the impact of
DLP human dimension capabilities on enhancing employees’
performance, which is the key to sustainable EP. The results
depict that the theoretical foundations of the humandimension of
DLP have now been practically tested, demonstrating significant
value in the growing body of research on DLP. In order to
propel digital transformation, prevent potential risks and adjust
to the ever-changing digital environment, it is essential that
leaders possess the requisite digital proficiencies, encounters,
foresight and consistency. Additionally, effective leadership is
crucial in fostering digitally competent organizations that are
capable of navigating technological advancements and estab-
lishing a psychologically secure environment during an age of
digital transformation. Therefore, theoretically and practically,

it implies that DLP capabilities affect EP through developing
MC. It is concluded the role of DLP is vital because of the
adaptation to a changing environment and staying competitive.
Last but not least, this study has contributed to Abbu et al.’s
(2022) suggestion that the empirical investigation of the human
dimension of digital leaders’ capabilities be applied through
empirically explored. Additionally, consider Erhan et al. (2022)
and Senadjki et al. (2023) future research recommendations to
explore the effect of DLP and workforce capabilities based on
the digital transformational context. Finally, a digitally literate
individual will retain a range of digital skills, knowledge of the
principles of computing devices, and skills in using computer
networks for organizational sustainability. It can be concluded
that in the ever-growing digital world, the human dimension of
DLP plays a crucial role in fostering organizational sustainability
by enhancing employee engagement, KS and innovation.
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“Mediating Role of KnowledgeManagement in the Relationship Between
Organizational Learning and Sustainable Organizational Performance.”
Sustainability 12, no. 23: 10061. https://doi.org/10.3390/su122310061.

Ladkin, D., and C. B. Patrick. 2022. “Whiteness in Leadership Theorizing:
ACriticalAnalysis of Race inBass’ Transformational Leadership Theory.”
Leadership 18, no. 2: 205–223. https://doi.org/10.1177/17427150211066442.

Lau, S.-H., and P. C. Woods. 2009. “Understanding the Behavior Changes
in Belief and Attitude Among Experienced and Inexperienced Learning

Object Users.” Computers & Education 52, no. 2: 333–342. https://doi.org/
10.1016/j.compedu.2008.09.002.

Leiponen, A., and C. E. Helfat. 2011. “Location, Decentralization, and
Knowledge Sources for Innovation.” Organization Science 22, no. 3:
641–658. https://doi.org/10.1287/orsc.1100.0526.

Li, Z., C. Yang, Z. Yang, and Y. Zhao. 2024. “The Impact of Middle
Managers’ Digital Leadership on EmployeeWork Engagement.” Frontiers
in Psychology 15: 1–4. https://doi.org/10.3389/fpsyg.2024.1368442.

Littlejohn, A., H. Beetham, and L. McGill. 2012. “Learning at the Digital
Frontier: A Review of Digital Literacies in Theory and Practice.” Journal
of Computer Assisted Learning 28, no. 6: 547–556. https://doi.org/10.1111/j.
1365-2729.2011.00474.x.

Liu, J., O.-L. Siu, and K. Shi. 2010. “Transformational Leadership and
EmployeeWell-Being: TheMediating Role of Trust in the Leader and Self-
Efficacy.” Applied Psychology 59, no. 3: 454–479. https://doi.org/10.1111/j.
1464-0597.2009.00407.x.

Lundell, T., and M. Forzelius. 2017. “Developing a Framework for
Management Control Systems in Start-Ups: How Management Control
Systems Can Be Used in Fast-Growing Technology Start-Ups to Support
Controlled Growth.” Thesis, Linköpings universitet, Industriell ekonomi.
https://urn.kb.se/resolve?urn=urn:nbn:se:liu:diva-138149.

Malinowski, B. 1922. “Ethnology and the Study of Society.” Economica 6:
208–219. https://doi.org/10.2307/2548314.

Malinowski, B. 1932. “Pigs, Papuans, and Police Court Perspective.” Royal
Anthropological Institute of Great Britain and Ireland 32: 33–38. https://
doi.org/10.2307/2789606.

Mardiana, H. 2024. “Perceived Impact of Lecturers’ Digital Literacy Skills
inHigher Education Institutions.” SageOpen 14, no. 3: 21582440241256937.
https://doi.org/10.1177/21582440241256937.

Marín, V. I., and L. Castañeda. 2023. “Developing Digital Literacy for
Teaching and Learning.” In Handbook of Open, Distance and Digital
Education, edited by O. Zawacki-Richter and I. Jung, 1089–1108. Springer
Nature Singapore. https://doi.org/10.1007/978-981-19-2080-6_64.

Mihardjo, L., and A. Furinto. 2018. “The Effect of Digital Leadership and
Innovation Management for Incumbent Telecommunication Company
in the Digital Disruptive Era.” International Journal of Engineering and
Technology 7, no. 29: 125–130. https://doi.org/10.14419/ijet.v7i2.29.13142.

Mihardjo, L., and R. A. N. Rukmana. 2019. “Dynamic Capability, Market
Orientation, and Innovation Capability: The Role of Digital Leadership
for Indonesia Telecommunication Firms in Facing Disruptive Era.” Paper
presented at the International Conference on Industrial Engineering and
Operations Management, Bangkok, Thailand, March 27.

Mihardjo, L., S. Sasmoko, F. Alamsjah, and E. Elidjen. 2019a. “Digital
Leadership Role in Developing BusinessModel Innovation and Customer
Experience Orientation in Industry 4.0.” Management Science Letters 9,
no. 11: 1749–1762.

Mihardjo, L. W. W., S. Sasmoko, F. Alamsjah, and E. Elidjen. 2019b. “The
Influence of Digital Leadership on Innovation Management Based on
Dynamic Capability: Market Orientation as a Moderator.” Management
Science Letters 9: 1059–1070. https://doi.org/10.5267/j.msl.2019.3.018.

Mugge, P., H. Abbu, T. L. Michaelis, A. Kwiatkowski, and G. Gudergan.
2020. “Patterns of Digitization: A Practical Guide to Digital Transforma-
tion.” Research-Technology Management 63, no. 2: 27–35. https://doi.org/
10.1080/08956308.2020.1707003.

Nasir, J., R. M. Ibrahim, M. A. Sarwar, et al. 2022. “The Effects of Trans-
formational Leadership, Organizational Innovation, Work Stressors, and
Creativity on Employee Performance in SMEs.” Frontiers in Psychology 13:
772104. https://doi.org/10.3389/fpsyg.2022.772104.

Ng, W. 2012. “CanWe Teach Digital Natives Digital Literacy?.” Computers
& Education 59, no. 3: 1065–1078. https://doi.org/10.1016/j.compedu.2012.
04.016.

Nonaka, I. 1998. “The Knowledge-Creating Company.” In The Economic
Impact of Knowledge, edited by I. Nonaka, 1–11. Routledge.

14 International Social Science Journal, 2025

https://doi.org/10.56225/ijassh.v2i2.204
https://doi.org/10.1108/13673270710728222
https://doi.org/10.1017/jmo.2017.2
https://doi.org/10.1177/1059601114520969
https://doi.org/10.1037/a0036911
https://doi.org/10.1016/j.jjimei.2024.100244
https://doi.org/10.1080/13511610.2014.892425
https://doi.org/10.24018/ejbmr.2020.5.6.631
https://doi.org/10.4018/978-1-5225-0135-0.ch019
https://doi.org/10.5465/3069433
https://doi.org/10.4018/ijec.2015100101
https://doi.org/10.17705/1jais.00302
https://doi.org/10.1016/j.gaceta.2021.10.069
https://doi.org/10.3390/su122310061
https://doi.org/10.1177/17427150211066442
https://doi.org/10.1016/j.compedu.2008.09.002
https://doi.org/10.1287/orsc.1100.0526
https://doi.org/10.3389/fpsyg.2024.1368442
https://doi.org/10.1111/j.1365-2729.2011.00474.x
https://doi.org/10.1111/j.1464-0597.2009.00407.x
https://urn.kb.se/resolve?urn=urn:nbn:se:liu:diva-138149
https://doi.org/10.2307/2548314
https://doi.org/10.2307/2789606
https://doi.org/10.1177/21582440241256937
https://doi.org/10.1007/978-981-19-2080-6_64
https://doi.org/10.14419/ijet.v7i2.29.13142
https://doi.org/10.5267/j.msl.2019.3.018
https://doi.org/10.1080/08956308.2020.1707003
https://doi.org/10.3389/fpsyg.2022.772104
https://doi.org/10.1016/j.compedu.2012.04.016


Osisioma Hilda, E., and M. Ugiagbe. 2023. “Managerial Competency and
Employee Performance in Aluminium Firms in South East, Nigeria.”
International Journal of Business andManagementResearch 4, no. 3: 19–37.
https://journals.unizik.edu.ng/ijbmr.

Pal, S., and P. Sarker. 2023. “SMART Bangladesh Vision 2041: Concept
of a Sustainable Developed Country.” Environmental Management and
Sustainable Development 12: 67. https://doi.org/10.5296/emsd.v12i1.20666.

Park, J.-G., and J. Lee. 2014. “Knowledge Sharing in Information Systems
Development Projects: Explicating the Role of Dependence and Trust.”
International Journal of ProjectManagement 32, no. 1: 153–165. https://doi.
org/10.1016/j.ijproman.2013.02.004.

Patiar, A., andY.Wang. 2016. “TheEffects of Transformational Leadership
and Organizational Commitment on Hotel Departmental Performance.”
International Journal of Contemporary Hospitality Management 28, no. 3:
586–608. https://doi.org/10.1108/IJCHM-01-2014-0050.

Podsakoff, P. M., S. B. MacKenzie, J.-Y. Lee, and N. P. Podsakoff. 2003.
“CommonMethodBiases inBehavioral Research:ACritical Reviewof the
Literature and Recommended Remedies.” Journal of Applied Psychology
88: 879–903. https://doi.org/10.1037/0021-9010.88.5.879.

Prince, K. A. 2018. “Digital Leadership: Transitioning Into the Digital
Age.” PhD Thesis, James Cook University. https://doi.org/10.25903/
5D2BDD672C0E5.

Purwanto, A. 2021. “The Role of Job Satisfaction in the Relationship
Between Transformational Leadership, Knowledge Management, Work
Environment and Performance.” SSRN Scholarly Paper 3986851. Social
Science Research Network. https://papers.ssrn.com/abstract=3986851.

Riyanto, S., E. Endri, and N. Herlisha. 2021. “Effect of Work Motivation
and Job Satisfaction on Employee Performance: Mediating Role of
Employee Engagement.” Problems andPerspectives inManagement 19, no.
3: 162–174. https://doi.org/10.21511/ppm.19(3).2021.14.

Sahabuddin, R., D. I. Rauf, R. M. A. Putri, et al. 2023. “Managerial Ability
of the Management Influence on Employee Performance of the Republic
of Indonesia Employee Cooperative (KPRI) Pengayoman City Makassar.”
International Journal of Applied Finance and Business Studies 11, no. 3:
607–611. https://doi.org/10.35335/ijafibs.v11i3.154.

Saleem, J., M. Ishaq, R. Zakar, I. H. K. Suddahazai, and F. Fischer.
2021. “Experiences of Frontline Pakistani Emigrant PhysiciansCombating
COVID-19 in the United Kingdom: A Qualitative Phenomenological
Analysis.” BMC Health Services Research 21, no. 1: 1–18. https://doi.org/
10.1186/s12913-021-06308-4.

Samani, E., R. Bagheripour, and N. Noordin. 2020. “Effect of a Course
on Educational Tools on Students’ Attitude and Digital Literacy Skills.”
International Journal of Educational Technology and Learning 8: 38–46.
https://doi.org/10.20448/2003.81.38.46.

Sasmoko, S., L. W. W. Mihardjo, F. Alamsjah, and E. Elidjen. 2019.
“Dynamic Capability: The Effect of Digital Leadership on Fostering Inno-
vation Capability Based on Market Orientation.” Management Science
Letters 9, no. 10: 1633–1644. https://doi.org/10.5267/j.msl.2019.5.024.

Sawy, O. A. E., P. Kræmmergaard, H. Amsinck, and A. L. Vinther. 2020.
“HowLEGOBuilt the Foundations and Enterprise Capabilities for Digital
Leadership.” In Strategic Information Management, 5th ed. Routledge.
174–201.

Senadjki, A., H. N. Au Yong, T. Ganapathy, and S. Ogbeibu. 2023.
“Unlocking the Potential: The Impact of Digital Leadership on Firms’
Performance Through Digital Transformation.” Journal of Business and
Socio-Economic Development 4, no. 2: 161–177. https://doi.org/10.1108/
JBSED-06-2023-0050.

Shin, J., A. Mollah, and J. Choi. 2023. “Sustainability and Organizational
Performance in South Korea: The Effect of Digital Leadership on Digital
Culture and Employees’ Digital Capabilities.” Sustainability 15: 1–15.
https://doi.org/10.3390/su15032027.

Sinnaiah, T., S. Adam, and B. Mahadi. 2023. “A Strategic Management
Process: The Role of Decision-Making Style and Organisational Perfor-
mance.” Journal of Work-Applied Management 15, no. 1: 37–50. https://
doi.org/10.1108/JWAM-10-2022-0074.

Sousa, M. J., and M. González-Loureiro. 2015. “Formalisation Versus
Tacitness: Keys for Creating and Sharing Knowledge in Innovative Large
Organisations.” Independent Journal of Management & Production 6, no.
1: 182–202. https://doi.org/10.14807/ijmp.v6i1.251.

Tang, C. M., and L. Y. Chaw. 2016. “Digital Literacy: A Prerequisite
for Effective Learning in a Blended Learning Environment?.” Electronic
Journal of E-Learning 14, no. 1: 54–65.

Turyadi, I., Z. Zulkifli, M. R. Tawil, H. Ali, and A. Sadikin. 2023. “The Role
of Digital Leadership inOrganizations to Improve Employee Performance
and Business Success.” Jurnal Ekonomi 12, no. 02: 1671–1677.

Verhoef, P. C., T. Broekhuizen, Y. Bart, et al. 2021. “Digital Transformation:
AMultidisciplinary Reflection andResearchAgenda.” Journal of Business
Research 122: 889–901. https://doi.org/10.1016/j.jbusres.2019.09.022.

Wallace, M., and E. Leong. 2020. “Exploring Language Learning Motiva-
tion Among Primary EFL Learners.” Journal of Language Teaching and
Research 11: 221–230. https://doi.org/10.17507/jltr.1102.10.

Wang, C., and Q. Hu. 2020. “Knowledge Sharing in Supply Chain
Networks: Effects of Collaborative Innovation Activities and Capability
on Innovation Performance.”Technovation 94–95: 102010. https://doi.org/
10.1016/j.technovation.2017.12.002.

Wang, S., and R. A. Noe. 2010. “Knowledge Sharing: A Review and
Directions for Future Research.” Human Resource Management Review
20, no. 2: 115–131. https://doi.org/10.1016/j.hrmr.2009.10.001.

Wernerfelt, B. 1984. “A Resource-Based View of the Firm.” Strate-
gic Management Journal 5, no. 2: 171–180. https://doi.org/10.1002/smj.
4250050207.

Yuniarty, Y., H. Prabowo, and S. Abdinagoro. 2021. “The Role of Effectual
Reasoning in Shaping the Relationship Between Managerial-Operational
Capability and Innovation Performance.”Management Science Letters 11,
no. 1: 305–314.

Zhu, P. 2015. Digital Master: Debunk the Myths of Enterprise Digital
Maturity. Lulu Publishing Services.

15

https://journals.unizik.edu.ng/ijbmr
https://doi.org/10.5296/emsd.v12i1.20666
https://doi.org/10.1016/j.ijproman.2013.02.004
https://doi.org/10.1108/IJCHM-01-2014-0050
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.25903/5D2BDD672C0E5
https://papers.ssrn.com/abstract=3986851
https://doi.org/10.21511/ppm.19(3).2021.14
https://doi.org/10.35335/ijafibs.v11i3.154
https://doi.org/10.1186/s12913-021-06308-4
https://doi.org/10.20448/2003.81.38.46
https://doi.org/10.5267/j.msl.2019.5.024
https://doi.org/10.1108/JBSED-06-2023-0050
https://doi.org/10.3390/su15032027
https://doi.org/10.1108/JWAM-10-2022-0074
https://doi.org/10.14807/ijmp.v6i1.251
https://doi.org/10.1016/j.jbusres.2019.09.022
https://doi.org/10.17507/jltr.1102.10
https://doi.org/10.1016/j.technovation.2017.12.002
https://doi.org/10.1016/j.hrmr.2009.10.001
https://doi.org/10.1002/smj.4250050207


Appendix 1

Questionnaire

Construct Items Sources

Digital literacy DL1. In our organization learning is made easier by using ICT Samani et al. (2020)
DL2. In our organization ICT allows us to produce more in the

time we have
DL3. In our organization all of the direct report team has the

necessary skills to implement our strategy
Abbu et al. (2022)

DL4. Our organization regularly seek outside resources (advice
of thought leaders, joint research projects etc.) to help maintain

the organization’s talents
DL5. Our organizations make sure the entire leadership team is
knowledgeable with the strategic and operational benefits of

digital age
Positive
attitude

PA1. Our organization consistently advocates the best interests
of our company

Abbu et al. (2022)

PA2. As an employee I take digital system learning on myself to
be accountable

PA3. As an employee, I am committed to the success of our
company

PA4. As an employee, I like using ICT for learning Ng (2012)
PA5. As an employee I am more motivated to learn with ICT

Knowledge
sharing

KS1. Having the capability to share relevant knowledge among
business units or departments

Kordab et al. (2020)

KS2. I give every employee the opportunity to present ‘what
they are learning/have learned’ to the rest of the organization

KS3. I have implemented cultures that encourage
experimentation and explore the new knowledge

KS4. Having necessary steps of sharing knowledge capabilities
with the stakeholders

Managerial
performance

MC1. Our company’s management is familiar with digital tools Sawy et al. (2020) and
Yuniarty et al. (2021)MC2. Our company’s management has a clear vision for

utilizing digitality in the future
MC3. Our company’s management supports the utilization of

digitality in our company
MC4. Digitality improves the prioritization of actions, projects

and objectives
MC5. Digitality Improve the alignment of strategy and

operations
Employee
performance

EP1. Finish the job faster than the specified time Riyanto et al. (2021)
EP2. Have skills in the field of my work

EP3. Understand the task that must be done
EP4. Complete work according to a predetermined schedule
EP5. Complete work according to company quality standards
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Appendix 2

Rotated Component Matrix

Components

1 2 3 4 5

Managerial_Capa4 0.753
Managerial_Capa3 0.717
Managerial_Capa2 0.688
Managerial_Capa5 0.666
Managerial_Capa1 0.647
Positive_Atti4 0.766
Positive_Atti3 0.743
Positive_Atti5 0.714
Positive_Atti2 0.576
Eemployee_Per5 0.759
Eemployee_Per4 0.702
Eemployee_Per3 0.700
Eemployee_Per2 0.640
Digital_Literacy5 0.752
Digital_Literacy3 0.735
Digital_Literacy4 0.683
Knowledge_Sha3 0.735
Knowledge_Sha4 0.662
Knowledge_Sha2 0.594
Extraction method: Principal component analysis Rotation method: Varimax with Kaiser normalization
a. Rotation converged in 6 iterations

Total variance explained

Components

Initial eigenvalues Extraction sums of squared loadings

Total
(%) of

variance
Cumulative

(%) Total
(%) of

variance
Cumulative

(%)

1 9.470 32.656 32.656 9.470 32.656 32.656
2 2.197 7.577 40.233
3 1.683 5.802 46.036
4 1.289 4.445 50.481
5 1.055 3.640 54.120
6 1.005 3.465 57.586
7 0.956 3.297 60.882
8 0.909 3.134 64.016
9 0.858 2.958 66.974
10 0.807 2.783 69.757

(Continues)
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Total variance explained

Components

Initial eigenvalues Extraction sums of squared loadings

Total
(%) of

variance
Cumulative

(%) Total
(%) of

variance
Cumulative

(%)

11 0.763 2.631 72.388
12 0.685 2.363 74.752
13 0.608 2.097 76.848
14 0.596 2.054 78.902
15 0.585 2.017 80.920
16 0.538 1.856 82.775
17 0.516 1.780 84.555
18 0.508 1.751 86.306
19 0.472 1.628 87.934
20 0.461 1.588 89.522
21 0.456 1.574 91.096
22 0.422 1.455 92.551
23 0.384 1.324 93.875
24 0.337 1.164 95.039
25 0.330 1.136 96.176
26 0.311 1.074 97.250
27 0.281 0.968 98.218
28 0.265 0.915 99.133
29 0.251 0.867 100.000
Extraction method: Principal component analysis
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