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Leadership transformation in the digital era has become a key element in 

determining the success of modern organizations. This study aims to analyze 

the effect of digital leadership on employee performance and engagement. A 

quantitative approach with descriptive and explanatory survey design was 

used to collect data from 200 respondents in the technology, banking, and 

education sectors. The research instrument was a 5-point Likert scale 

questionnaire measuring technological adaptability, support for innovation, 

policy flexibility, and information transparency as dimensions of digital 

leadership. The results of the linear regression analysis showed that digital 

leadership has a significant positive effect on employee performance with a 

regression coefficient of 0.45 (p <0.01) and on employee engagement with a 

coefficient of 0.38 (p <0.05). The coefficients of determination were 0.52 and 

0.46, respectively, indicating that most of the variation in employee 

performance and engagement can be explained by digital leadership. These 

findings emphasize the importance of technological adaptability and 

innovation support in creating a productive and collaborative work 

environment. The practical implications of this study include digital 

leadership training, the implementation of flexible work policies, and the 

increase of information transparency to strengthen the relationship between 

leaders and employees. In conclusion, effective digital leadership increases 

productivity and strengthens employee commitment and motivation, making it 

an important strategy for creating sustainable organizational competitiveness 

in the digital era. 
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1. INTRODUCTION 
 

Leadership transformation in the digital era has become one of the most important issues in modern 

organizational management. The digital era, characterized by rapid advances in information and 

communication technology, demands significant changes in the leadership approach. Effective leadership in 

this era is not only measured by a leader's ability to achieve goals but also by his or her ability to drive 

innovation, manage change, and ensure high employee engagement. Research has shown that 

transformational leadership style significantly impacts employee engagement. Transformational leadership 

encourages employees to participate actively in innovation and decision-making, increases their sense of 

responsibility, and fosters a stronger commitment to the organization's vision and goals (Balasuriya & Perera, 

2021). Employees who feel supported and empowered tend to be more emotionally and mentally engaged. 

This ultimately increases productivity and results in better performance for the organization. Employee 

engagement, defined as the level of commitment, motivation, and enthusiasm of employees towards their 

work, strongly correlates with various positive organizational outcomes. Employees actively engaged in their 
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work are more productive, provide better service, and are highly loyal to the company. Research by Ismail et 

al. (2019) and Prajapati (2022) found that employee engagement is closely related to increased productivity, 

customer satisfaction, and operational efficiency. In an increasingly competitive business landscape, leaders 

must be able to integrate digital technology into their management strategies to strengthen performance and 

ensure high employee engagement. Therefore, leadership that can adapt to technological changes and 

facilitate employee engagement will be a major determinant of organizational success in the future. In the 

digital era, multidimensional leadership facilitates organizational, social and cultural transformation. Leaders 

are not only required to have traditional managerial skills but also the ability to adapt quickly to 

technological changes and utilize digital innovation strategically. Leaders who can integrate information 

technology into their leadership processes can drive organizational performance towards higher efficiency 

and create a more dynamic and collaborative work environment (Anisah, 2024). One important aspect of 

leadership in the digital era is the ability to use technology as a means of more effective communication. 

Digital technology allows leaders to establish faster, more open, and more structured communication with 

employees, increasing employee engagement in various aspects of the organization's operations. Digital tools 

such as online collaboration platforms, real-time performance monitoring, and project management 

applications have been shown to increase transparency, provide faster feedback, and strengthen the 

relationship between leaders and employees (Ganyang, 2019). The use of digital technology also has positive 

implications for business performance. Real-time performance monitoring allows leaders to identify 

obstacles and opportunities earlier to optimize marketing and operational strategies more effectively. This 

directly impacts overall business performance, especially in digital marketing, which relies heavily on 

accurate data and rapid analysis (Kleebbuabarn et al., 2022). In this context, digital leadership supports 

achieving short-term goals. It strengthens the organization's resilience in facing challenges in the digital era, 

such as rapid market changes and increasing customer expectations (Hanita, 2023). Multidimensional 

leadership supported by digital technology has a very significant role in creating organizations that are more 

resilient, innovative, and ready to compete in an increasingly complex business environment. 

Employee engagement plays an important role as a mediator in the relationship between 

transformational leadership and employee performance (Salam & Imilda, 2024). Research shows that leaders 

who adopt a transformational leadership style successfully increase employee engagement. This leadership 

style inspires employees to contribute more because transformational leaders emphasize intrinsic motivation, 

empowerment, and personal development. This creates a greater sense of employee responsibility towards 

achieving organizational goals (Balasuriya & Perera, 2021; Afianti, 2023). Employee engagement is 

commitment, enthusiasm, and satisfaction towards their work and organization. In many studies, employee 

engagement has been associated with increased productivity, loyalty, and quality of work results. Leaders 

who successfully facilitate employee engagement can encourage employees to deliver optimal performance. 

Engaged employees feel a closer connection to the organization, motivating them to contribute maximum to 

organizational goals ("Employee Engagement as a Rhizome for Talent Retention", 2019; Sun & 

Bunchapattanasakda, 2019). As a mediator, employee engagement is an effect of effective leadership and an 

important element in achieving high organizational performance. That is, employee engagement is a 

mechanism that bridges the relationship between leaders and desired performance outcomes. Therefore, to 

improve employee engagement and performance, organizations need to develop transformational leadership 

that can create a supportive, empowering, and adaptive work environment to change the work environment. 

Organizations focusing on developing transformational leadership can maximize employee engagement 

through an innovative and responsive approach to the ever-changing work dynamics. Leaders who are 

responsive to changes and employee needs can influence productive work behaviour and encourage the 

achievement of long-term organizational goals. Leadership transformation in the digital era has become a 

critical element for the success of modern organizations (Sulistyawati & Munawir. 2024). The digital era 

demands fundamental changes in how leaders interact with employees and manage business processes. 

Leaders who are effective in utilizing technology are not only able to improve operational efficiency but also 

create a more supportive, dynamic, and collaborative work environment. Innovative and forward-thinking 

leaders can leverage technology to build a more transparent work culture, accelerate the flow of information, 

and enable employees to adapt more quickly to change (Philip, 2021). Digital technology also provides 

opportunities for leaders to support employee engagement more effectively. Leaders who use digital tools to 

monitor performance, provide real-time feedback, and facilitate two-way communication can increase 

employee participation and motivation. Employees who feel involved and supported by their leaders tend to 

be more committed to the organization. This has a positive impact on individual performance and increases 

the overall productivity of the team and organization. Research shows that an environment that supports 

employee engagement contributes to higher loyalty and reduced employee turnover (Tulungen et al., 2022). 

In addition, digital leadership transformation enables organizations to remain competitive amidst increasingly 

complex global challenges. Leaders who are adaptive to technology can facilitate continuous innovation, 

encourage cross-departmental collaboration, and respond quickly to market changes. Thus, organizations are 

not only able to achieve short-term targets but also maintain long-term growth in changing market conditions. 

Appropriate technology also supports business process efficiency, allows organizations to allocate resources 

more optimally, and ultimately strengthens competitiveness (Wicaksono & Rahmawati, 2020). Leadership 
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transformation in the digital era is about adopting technology and developing a leadership style that 

encourages employee engagement and ensures that organizations remain relevant and resilient in facing 

future challenges. 

 

 

2. RESEARCH METHOD  
 

This study uses a survey method with a quantitative approach to evaluate the relationship between 

digital leadership, employee performance, and employee engagement in the organization. This study applies 

a descriptive and explanatory survey design. The descriptive survey aims to provide an overview of 

employee perceptions of implementing digital leadership styles in the organization where they work and its 

impact on employee performance and engagement. Meanwhile, the explanatory survey analyses the causal 

relationship between digital leadership as an independent variable and employee performance and 

engagement as dependent variables. Through this approach, the study attempts to identify how much 

influence digital leadership has on improving employee performance and engagement. The population in this 

study includes employees from various organizations that have adopted digital-based leadership, such as the 

technology, banking, and education sectors. AA stratified random sampling technique was used to obtain 

representative data to obtain representative data involving employees from various job levels. The selected 

sample was 200 employees, who were asked to fill out a structured questionnaire. The research instrument 

was a questionnaire with a 5-point Likert scale (1 = strongly disagree to 5 = strongly agree), which was 

designed to measure three main variables: digital leadership transformation, employee performance, and 

employee engagement. Digital leadership transformation measurements include leaders' adaptability to 

technology, innovation support, work policy flexibility, and information transparency. Employee 

performance is measured based on productivity, effectiveness, and efficiency, while employee engagement is 

assessed through motivation, commitment, and job satisfaction. To ensure data accuracy, this study 

conducted validity and reliability tests. The validity of the questionnaire was tested through item-total 

correlation to ensure that each item accurately measures the desired concept. Reliability was tested using 

Cronbach's Alpha, with a value above 0.7 indicating that the instrument has good consistency. The collected 

data were analyzed using descriptive statistics to describe respondent patterns and tendencies and simple 

linear regression analysis to evaluate the effect of digital leadership on employee performance and 

engagement. This analysis aims to understand how strong the influence of the independent variables is on the 

dependent variable. Before conducting the regression analysis, this study also includes a classical assumption 

test to ensure that the regression model used meets the requirements. The assumption tests include a 

normality test to ensure the data distribution is appropriate, a multicollinearity test to verify no excessive 

correlation between independent variables and a heteroscedasticity test to ensure stable error variance across 

the data range. Through this systematic approach, the research is expected to provide a clear understanding of 

the influence of digital leadership on employee performance and engagement and provide useful 

recommendations for organizations in optimizing the implementation of digital-based leadership. 

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Design 

 

This figure shows the research flow, which consists of several important stages. The first stage is 

Research Design, which determines the research method and approach. Next is the Population and Sample, 

which determine the research subjects, followed by the selection of Research Instruments. After the 

instruments are prepared, a Validity and Reliability Test is carried out to ensure the accuracy of the data. 

Then, the research variables and indicators are identified at the Research Variables and Indicators stage. The 

collected data are analyzed using Data Analysis Techniques, which ends with the Classical Assumption Test 

to ensure the validity of the analysis model used. 

 

 

3. RESULTS AND DISCUSSION 
 

3.1. Results 



Volume 4 (2), July-December 2024, 482-491, DOI: https://doi.org/10.35870/ijmsit.v4i2.3372 

 

 

 

 
485 

After data was collected through questionnaires filled out by 200 respondents from the technology, 

banking, and education sectors, data analysis was conducted to assess the impact of leadership transformation 

in the digital era on employee performance and engagement in modern organizations. The analysis began 

with descriptive statistics used to understand the profile of respondents, including age, gender, position, and 

length of service. This stage aims to ensure that the sample taken reflects diversity in the population so that 

the results can be applied widely. After understanding the characteristics of the sample, the data was further 

analyzed using simple linear regression to evaluate the effect of digital leadership on employee performance 

and engagement. The findings of this analysis revealed that leadership transformation involving technology 

adoption, information transparency, and support for innovation had a significant impact on improving 

employee performance. This can be seen from the increase in productivity, effectiveness, and efficiency in 

their work. Leaders who integrate digital technology into their managerial strategies can create a more 

effective and adaptive work environment. In addition, the results of this study also show a positive 

relationship between digital leadership transformation and employee engagement. Leaders who practice 

transparency, provide work flexibility, and support new ideas can increase employee motivation and 

commitment to the organization. Regression analysis revealed that employees working under innovative 

leadership felt more engaged and had higher job satisfaction. To ensure the accuracy of the results, classical 

assumption tests were conducted, including normality tests, multicollinearity tests, and heteroscedasticity 

tests. The test results showed that the analysis model used was valid and reliable. Thus, this finding confirms 

that leadership transformation in the digital era has an impact on improving performance and increasing 

employee engagement. Organizations that focus on digital leadership transformation have the potential to 

create a more collaborative and innovative work culture, which ultimately drives long-term success. 

 

3.1.1. Respondent Demographic Description 

In this study, 200 respondents participated, with varying job distributions between the technology, 

banking, and education sectors. Of the total respondents, 55% came from the technology sector, reflecting 

significant involvement from industries intensively adopting digital technology in their daily operations. As 

many as 25% of respondents work in the banking sector, which is also undergoing significant digital 

transformation, especially regarding service efficiency and process automation. Meanwhile, 20% of 

respondents came from the education sector, which has recently also begun to adapt to digital technology to 

improve the effectiveness of learning and administration. Regarding position, most respondents, namely 

60%, are at the managerial level. This shows that most of the data collected reflects the views of individuals 

with decision-making responsibilities and direct involvement in organizational strategy, including 

implementing digital transformation. Respondents at this managerial level are expected to understand better 

how digital leadership is applied in their organizations and its impact on team performance and employee 

engagement. Meanwhile, the other 40% of respondents are operational staff who interact directly with the 

systems and policies implemented by the leadership. Data from this group provides perspectives from 

individuals directly impacted by digital transformation in their daily activities. Respondent demographics 

also include a wide range of ages and years of service, providing a broader perspective on applying digital 

leadership. Younger respondents tend to be more adaptable to new technologies and may have different 

expectations of leadership styles than older respondents. Meanwhile, variations in years of service with the 

organization allow for a more detailed analysis of how work experience influences perceptions of leadership 

transformation. Diversity in the sector, job level, and other demographic characteristics ensure that the study 

results can provide a more comprehensive picture of perceptions of digital leadership transformation across 

different types of organizations. This data helps ensure that the study results are not limited to one industry or 

job level but are relevant to organizations seeking to adopt digital transformation more broadly. As such, this 

study provides a strong foundation for analyzing the relationship between digital leadership transformation 

and employee performance and engagement across sectors. The diversity of respondents also allows the 

study to produce more generalized findings that can be applied as recommendations for organizations in the 

early stages or in the process of digital transformation. 

 

Table 1. Respondent Demographics 

Respondent 

Category 

Percentage of 

Respondents (%) 

Description 

Technology 

Sector 

55% The majority of respondents work in sectors that intensively 

adopt digital technology. 

Banking Sector 25% Respondents in the banking sector are undergoing digital 

transformation. 

Education Sector 20% Respondents in the education sector are starting to adopt 

technology. 

Managerial 

Position 

60% The majority of respondents have strategic decision-making 

positions. 

Operational 

Position 

40% Respondents at the executive level with direct operational 

experience. 
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This table shows the demographic distribution of respondents by industry sector and job level. As many 

as 55% of respondents came from the technology sector, indicating the dominance of participation from 

industries highly exposed to digital transformation. The banking sector contributed 25% of respondents, 

while the education sector contributed 20%. Regarding job titles, 60% of respondents were at the managerial 

level, reflecting the strategic perspective of decision-makers in the organization. Meanwhile, 40% of 

respondents worked at the operational level, providing views from implementers interacting directly with 

digital leadership policies. This table reflects a representative variation to assess the impact of digital 

leadership on employee performance and engagement. 

 

3.1.2. Descriptive Statistics of Variables 

Descriptive statistical analysis yields important insights regarding the average scores of the main 

variables studied: digital leadership and its indicators, employee performance, and employee engagement. 

Respondents rated the digital leadership transformation positively, with an average score above 3.5 on a 5-

point Likert scale. The dimension with the highest score was Adaptability to Technology, which recorded an 

average of 4.2, indicating that organizational leaders are perceived as able to adapt to rapid technological 

developments. Support for Innovation obtained an average of 4.0, indicating that digital leadership 

significantly encourages employees to create innovative solutions to face work challenges. Another 

dimension, such as Flexibility of Work Policy, recorded an average score of 3.8, indicating that 

organizational policies increasingly support work-life balance. Meanwhile, Information Transparency 

recorded an average of 3.7, indicating that there is still room for improvement in information disclosure at the 

organizational level. Regarding employee performance, an average score of 3.9 indicates that most 

respondents feel productive and effective in achieving work targets. This high assessment indicates that the 

digital leadership style has created a work environment that supports employee efficiency and productivity. 

The technological and Innovation support implemented by digital leaders allows employees to more easily 

access the tools and resources they need, improving the overall quality of work. Employee engagement also 

showed positive results, with an average score of 3.8. This reflects the high level of employee motivation and 

commitment to the organization. Engagement indicators covering emotional and cognitive aspects show that 

the digital leadership approach increases productivity and strengthens the emotional bond between employees 

and the organization. Factors such as adaptability to technology and flexibility of work policies contribute 

significantly to this engagement, as employees feel supported to develop new skills while maintaining a 

balance between their work and personal lives. This analysis shows that the transformation of digital 

leadership has positively impacted employee performance and engagement. The dimensions of adaptability 

to technology and support for Innovation are the most prominent aspects of digital leadership, while 

information transparency still requires further attention. High employee performance and engagement reflect 

the effectiveness of digital leadership in creating a work environment that supports employee productivity, 

Innovation, and loyalty to the organization. 

 

Table 2. Descriptive Research Variables and Indicators 

Variables/Dimensions Average Score Information 

Digital Leadership   

Adaptability to Technology 4,2 Leaders are able to adapt to technology. 

Support for Innovation 4,0 Leaders drive new solutions and innovation. 

Flexibility of Work Policy 3,8 Policies support work-life balance. 

Information Transparency 3,7 Transparency of information still needs to be improved. 

Employee performance 3,9 Employees feel productive and efficient. 

Employee Engagement 3,8 The level of motivation and commitment is quite high. 

 

The table above shows the analysis of the average scores for the digital leadership variables and their 

impact on employee performance and engagement. The Adaptability to Technology dimension recorded the 

highest score (4.2), indicating the leader's ability to keep up with technological developments. Support for 

Innovation (4.0) indicates the leader's efforts to encourage creativity. However, Work Policy Flexibility (3.8) 

and Information Transparency (3.7) reflect the need for improvement to support work-life balance and 

openness. Overall, employee performance scores (3.9) and employee engagement (3.8) indicate positive 

productivity and commitment, although there is still room for optimization. 

 

3.1.3. Linear Regression Analysis Results 

Simple linear regression analysis was used to measure the relationship between digital leadership. A 

simple linear regression analysis was conducted to evaluate the effect of digital leadership on employee 

performance and engagement (Novita et al.., 2024). The analysis showed that digital leadership positively 

and significantly affects employee performance, with a regression coefficient of 0.45 and a significance level 

of p <0.01. This indicates that an increase in the dimensions of digital leadership contributes directly to 

improving employee performance. The coefficient of determination (R²) of 0.52 indicates that implementing 

digital leadership can explain 52% of the variation in employee performance. In comparison, the remaining 
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48% is influenced by other factors outside the model being tested. This finding reflects the importance of 

elements in digital leadership, such as adaptability to technology, support for innovation, policy flexibility, 

and information transparency, in creating a productive work environment. Leaders who are adaptive to 

technology tend to be more efficient in supporting work activities, providing clear directions, and optimizing 

resource utilization. Support for innovation also encourages employees to create new solutions relevant to the 

organization's needs. At the same time, flexible policies allow employees to balance work responsibilities 

with their personal lives. In addition, information transparency allows employees to understand better the 

organization's goals and align their efforts with the company's strategy. These results underline that digital 

leadership is a managerial tool and a catalyst for increasing productivity, effectiveness, and efficiency in 

achieving performance. In addition to its influence on performance, digital leadership has also been shown to 

be significant in increasing employee engagement. The regression coefficient of 0.38 with a significance 

level of p <0.05 indicates a positive relationship between digital leadership and employee engagement. The 

coefficient of determination (R²) value of 0.46 indicates that applying digital leadership principles influences 

46% of the variation in employee engagement. At the same time, the rest depends on other variables, such as 

work culture, interpersonal relationships, or reward systems. High employee engagement reflects motivation, 

commitment, and a sense of belonging to the organization, all influenced by how leaders apply technology to 

support work needs. 

Leaders who leverage digital technology to improve communication, provide consistent feedback, and 

create meaningful work experiences have a greater ability to build employee emotional engagement (Imilda 

et al., 2024). Technology enables leaders to manage distributed teams, ensure inclusivity, and provide access 

to relevant information in real-time. In addition, the flexibility of technology-enabled work policies gives 

employees the freedom to work according to their preferences, ultimately increasing motivation and loyalty. 

These results indicate that digital leadership is concerned with implementing technology and the leader's 

ability to facilitate a stronger relationship between employees and the organization. Although the results of 

the analysis show a significant influence, digital leadership is one of many factors determining employee 

performance and engagement. External factors, such as skills training, organizational structure, 

compensation, and work culture, also contribute to creating an optimal work environment. Therefore, digital 

leadership strategies must be integrated with other approaches supporting holistic human resource 

development. Leaders who combine technology with a humanistic approach will be more able to create an 

adaptive and innovative organization. This analysis confirms that digital leadership is key to creating superior 

performance and high employee engagement in the modern era. Effective implementation of digital 

leadership enables organizations to adapt to rapid changes in the business landscape, leverage technology to 

support work processes and empower employees to reach their full potential. However, to maximize its 

impact, leaders must also identify and address potential challenges, such as resistance to new technologies, 

digital skills gaps, and the need for ongoing training. By adopting a strategic and integrated approach, 

organizations can harness the potential of digital leadership to achieve long-term goals and increase 

competitiveness in the global marketplace. 

 

3.2. Practical Implications 

This study significantly offers strategic guidance for organizations to adopt and optimize digital 

leadership to improve employee performance and engagement (Idwan et al., 2024). The practical 

implications of this study focus on concrete steps that organizations can take to ensure the success of digital 

leadership transformation. The three main points outlined include digital leadership training, flexible policy 

implementation, and increased information transparency. 

 

3.2.1. Digital Leadership Training 

Digital leadership training is a very important step for organizations in preparing leaders who can face 

the challenges of the digital era. Amid increasingly rapid technological developments, leaders are not only 

required to know about technology but also the ability to integrate this technology into various aspects of the 

organization's operations. Digital leadership requires leaders to use technology to improve managerial 

processes, decision-making, and team management efficiently and effectively (Armanto, 2024). One 

important area discussed in this training is the use of information technology in improving communication 

and collaboration between teams. By using the right digital tools, leaders can streamline the flow of 

information and facilitate cross-departmental or even cross-country collaboration. In addition, this training 

also teaches leaders to utilize data in decision-making. Leaders skilled in data analysis can make more 

evidence-based decisions and support the organization's long-term success. Another skill taught in digital 

leadership training is the ability to drive innovation in the workplace. Technology-driven innovation can 

increase productivity and create new solutions to challenges faced by the organization. Well-trained leaders 

will be able to create a culture that supports creativity and experimentation, which in turn will strengthen the 

organization's competitiveness. This training also focuses on developing leaders' abilities to design flexible 

policies that adapt to technological changes. Such policies will support the sustainability and development of 

the organization amidst the dynamics of rapid technological change. In addition, this training provides an 

understanding of how to deal with resistance to technological change and improve employee digital literacy. 
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With the right training, a leader will not only be able to become an agent of change but also empower 

employees to utilize technology optimally. This will increase productivity and encourage the creation of a 

more efficient work atmosphere. Therefore, investment in digital leadership training should be considered 

part of the organization's long-term development strategy. Effective digital leadership directly impacts the 

organization's sustainability and competitiveness in an increasingly competitive global market. 

 

3.2.2. Flexible Policy Implementation 

Flexible work policies have become one of the main pillars in modern organizational strategies that 

focus on improving employee performance and well-being, especially in the digital era full of rapid 

technological changes and market dynamics. This policy is designed to allow employees to manage their time 

and place of work, with various options such as flexible working hours, remote work options, or hybrid work 

systems. With this kind of policy, employees are given the autonomy to adjust their work schedules to be 

more efficient and meet their personal needs, ultimately positively impacting the balance of personal and 

professional life (Lusiana et al., 2024). One of the main advantages of flexible policies is increased 

productivity. With the ability to work according to the most productive time, employees can complete their 

tasks with more focus and efficiency. This policy also allows them to balance work responsibilities with 

personal commitments, such as caring for family or continuing their education. This not only benefits the 

individual but also contributes to improving the overall performance of the organization. Implementing 

flexible policies is important in attracting and retaining the best talent in an increasingly competitive labour 

market. Organizations that offer flexible work patterns are more attractive to professionals who value 

autonomy. It also allows companies to access talent from different geographies, overcome physical location 

constraints, and create more diverse and inclusive teams. Flexible policies have also been shown to increase 

employee engagement and job satisfaction. Employees who feel valued and supported by the organization in 

their work time and place tend to be more loyal and motivated to contribute their best. With these policies, 

organizations can create a more positive and productive work environment that supports achieving long-term 

goals. To successfully implement flexible policies, organizations must ensure adequate technology 

infrastructure. Effective project management systems, collaboration software, and robust digital 

communication platforms are essential to support remote and hybrid work. Policies can be ineffective and 

reduce productivity without technology support. Therefore, flexible policies rely on changes in work patterns 

and require investment in technology to support seamless collaboration and communication across the 

organization. With the right approach, flexible policies can effectively improve employee performance and 

well-being while ensuring the organization's long-term success. 

 

3.2.3. Increasing Information Transparency 

Information transparency in organizational communication is vital in building and maintaining trust 

between leaders and employees. In a transparent organization, leaders openly convey important matters 

related to the organization's goals, strategies, and decisions. This creates a more inclusive work atmosphere 

where every employee feels involved and valued in decision-making. With transparency, leaders provide 

clear direction and a complete picture of the condition and direction of the organization (Fardanty, 2024). The 

practice of transparency can be realized through various mechanisms, such as holding regular meetings that 

allow employees to obtain the latest information on organizational developments and periodic reports that are 

prepared honestly and openly. In addition, digital technology can be used to ensure that all employees can 

access information in real-time, accelerating the flow of information and reducing the possibility of 

miscommunication. Using this digital platform also facilitates transparency in conveying decisions related to 

policies, structural changes, or challenges the organization faces. With clear transparency, employees can 

better understand their role in achieving organizational goals. They know what is expected of them and how 

their contribution plays a role in the organization's success. This, of course, increases the sense of 

responsibility and commitment to work. Employees who clearly understand the organization's direction tend 

to be more proactive, take initiative, and feel more connected to the organization's vision and mission. 

Transparency is also key to driving innovation. When leaders share information openly and involve 

employees in decision-making, it can motivate employees to develop new ideas. Employees who feel valued 

and involved in the process are more likely to contribute actively and creatively, improving the organization's 

ability to adapt and innovate in a competitive marketplace. Information transparency plays a vital role in 

managing expectations and creating harmonious relationships in the workplace. When everyone in the 

organization has the same information and nothing is hidden, the relationship between leaders and employees 

will be more open and honest, reducing the potential for conflict and misunderstanding. Therefore, leaders 

prioritizing transparency are often more effective in motivating teams, strengthening mutual trust, and 

creating a more collaborative culture. Transparency depends on open communication from leaders and 

requires support from an adaptive organizational culture. Organizations must ensure that any changes that 

occur, including the transformation to digital leadership, are supported by all organization members. In this 

case, a culture that encourages continuous learning and innovation will play a major role in successfully 

implementing new policies. Organizations prioritizing this culture will be more adaptable to change and 

strengthen their competitiveness in the market. The implementation of transparency can also be strengthened 
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with a data-driven approach. Data analytics can help organizations evaluate the effectiveness of implemented 

policies and identify areas that need improvement. Thus, organizations make decisions not only based on 

assumptions or intuition but also on accurate data, which allows for more objective and measurable decision-

making. Information transparency is an integral part of a successful digital leadership strategy. When 

combined with the right training, flexible policies, and a supportive organisational culture, information 

transparency can help organizations adapt to change and improve performance, employee engagement, and 

sustainable competitiveness. 

 

3.3. Discussion 

The results of this study indicate that digital leadership has a significant influence on employee 

performance and engagement. This finding supports the theory and literature, highlighting the importance of 

a leadership style adaptive to technology in the digital era. Digital leadership not only acts as a catalyst in 

organizational transformation but also as a major factor in creating a work environment that supports 

productivity and innovation. Leaders who can adapt to technological developments create a more dynamic 

and efficient work environment. This finding is supported by the results of the descriptive analysis, which 

shows that adaptability to technology obtained the highest average score (4.2). Leaders responsive to 

technological changes can provide relevant tools like digital collaboration platforms, project management 

software, and data-driven systems that support fast and accurate decision-making. Access to this technology 

increases employee work efficiency and allows them to focus on strategic tasks that add value to the 

organization. In addition, technological adaptability also contributes to improving employee competence 

through digital training that allows them to keep up with industry trends. Support for innovation is closely 

related to increased employee engagement. The results showed that support for innovation obtained an 

average score of 4.0, reflecting that employees feel valued when their ideas are appreciated and supported by 

leaders. Leaders who encourage exploring new ideas create an empowering work environment where 

employees feel they have the space to experiment without fear of failure. This increases employees' intrinsic 

motivation, commitment, and loyalty to the organization. Support for innovation also creates synergy 

between individuals and teams, ultimately leading to more creative and innovative outcomes in solving 

organizational problems. Flexible work policies are one of the important dimensions of digital leadership. 

The findings show that flexible work policies scored an average of 3.8. These policies allow employees to 

adjust their working hours and methods to suit their needs, improving the balance between personal and 

professional life. This flexibility is relevant in the digital era, especially with the rise of remote working 

practices and hybrid work systems. Employees with flexibility in their work tend to be more satisfied, have 

lower stress levels, and can manage work responsibilities more effectively. However, the success of this 

policy depends on adequate technological support, such as software for remote communication, task 

management, and performance reporting. Information transparency recorded an average score of 3.7, which, 

although positive, still requires further attention. Leaders who are transparent in conveying information 

regarding organizational goals, strategies, and decision-making create an inclusive and collaborative work 

environment. This transparency gives employees a sense of trust, increases their understanding of their 

respective roles in supporting the organization's vision, and encourages them to contribute more optimally. 

Openness also prevents misunderstandings and creates a more efficient flow of communication. However, 

these results indicate that some organizations must improve information transparency to ensure that all 

employees feel involved in decision-making. The regression analysis results showed that digital leadership 

has a regression coefficient of 0.45 with a significant value of p <0.01 on employee performance. This shows 

that digital leadership transformation directly contributes to increased productivity, efficiency, and 

effectiveness. Leaders who use technology to optimize workflows enable employees to achieve targets faster 

and with better quality. In addition, data-driven management allows leaders to monitor performance in real 

time, provide relevant feedback, and design appropriate improvement strategies. Employee engagement is 

also significantly increased under digital leadership, with a regression coefficient of 0.38 (p < 0.05). Leaders 

who use technology to communicate effectively, provide personal support, and provide work flexibility 

create stronger emotional connections with employees. This increases employee motivation, commitment, 

and sense of belonging. Employees who are emotionally engaged not only perform better but also show 

higher loyalty to the company. Based on these findings, organizations are advised to improve digital 

leadership training, especially regarding technology adaptation and innovation management. In addition, 

information transparency needs to be increased to strengthen employee trust. Implementing flexible work 

policies also needs to be expanded to support employee work-life balance. By integrating these aspects, 

organizations can create a more inclusive, productive, and innovative work environment. digital leadership 

plays a critical role in driving employee performance and engagement. Effective leaders in the digital age 

must be able to leverage technology to support employee productivity, innovation, and well-being. A holistic 

and integrated approach is needed to ensure the success of digital transformation in organizations. 
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4. CONCLUSION 
 

This study underlines the importance of digital leadership in improving employee performance and 

engagement in the digital transformation era. In a dynamic business environment, a leader's ability to 

integrate technology into management strategies plays a significant role in determining the success of an 

organization. This study shows that digital leadership, including adaptability to technology, support for 

innovation, flexibility of work policies, and information transparency, directly affects employee productivity 

and motivation. The results of simple linear regression indicate that 52% of the variation in employee 

performance and 46% in employee engagement can be explained by applying digital leadership principles. 

Adaptability to technology is the dimension of digital leadership with the greatest influence, as indicated by 

the highest score in the descriptive analysis. Leaders who can utilize technological developments increase 

operational efficiency and provide employees with opportunities to improve their competencies. This 

adaptability allows leaders to create an innovative work environment where digital tools such as 

collaboration platforms, project management applications, and real-time data analysis support fast and 

accurate decision-making. In addition, support for innovation is an important dimension in driving employee 

engagement. When leaders provide space for employees to contribute through creative ideas, employees feel 

appreciated and motivated to deliver the best results. This support also creates an inclusive and empowering 

work culture where employees can experiment without fear of failure. This finding is consistent with the 

intrinsic motivation theory, which states that rewarding individual initiative increases employee commitment 

and loyalty to the organization. Flexibility in work policies, including flexible working hours and remote 

options, has improved employee work-life balance. This dimension is particularly relevant in the digital age, 

where organizations need to accommodate the increasingly diverse needs of employees. Flexible policies 

increase job satisfaction, reduce stress, and encourage higher productivity. However, implementing these 

policies requires supporting technological infrastructure, such as digital communication systems, task 

management software, and performance reporting. Information transparency is another aspect that is the 

focus of this study. Transparent leaders create an inclusive work environment where employees feel involved 

in the organization's strategic decision-making. Information transparency helps build trust between leaders 

and employees and strengthens a sense of ownership of the organization's goals. However, the study results 

indicate that information transparency still requires further attention, as some employees may feel isolated 

from the decision-making process. This study also highlights that digital leadership transformation focuses on 

technology and involves holistic human resource management. Therefore, organizations are advised to invest 

in digital leadership training to equip leaders with relevant skills. In addition, strengthening flexible policies 

and increasing information transparency can be strategic steps to improve overall employee productivity and 

engagement. By implementing this strategic approach, organizations can create a more inclusive, innovative, 

and productive work environment. Digital leadership transformation allows organizations to adapt quickly to 

technological changes, drive innovation, and build long-term competitiveness. In conclusion, digital 

leadership is a key factor in forming a resilient and sustainable organization that can meet market demands 

and support employee well-being as a whole. Organizations that effectively integrate digital leadership 

principles have great potential to create significant added value for all stakeholders. 
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