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In the era of digital transformation, the capability of digital leadership has 

become increasingly crucial for organizational success. This study explores 

the impact of digital leadership on individual performance through a meta-

analysis. Based on the analysis of 19 studies, digital leadership consistently 

shows a positive relationship with individual performance across various 

countries and industrial sectors. Digital leadership is seen to create a more 

collaborative and adaptive work environment, ultimately positively 

affecting individual performance. This research strengthens existing 

literature and provides new insights into the effectiveness of digital 

leadership in modern organizational contexts. 
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INTRODUCTION 

In this era, information technology has become a central element in operations 

and the achievement of business goals. Digital transformation is no longer optional, but 

rather a necessity for organizations to remain competitive (Porfírio, et al., 2020; Abbu, et 

al., 2022; Türk, 2023). The success of organizations now depends heavily on the ability 

of Human Resources (HR) which is considered a strategic asset, not just a means of 

production. Organizations must be responsive to changes in the internal and external 

environment, as well as adopt digital systems to increase employee output. Digitalization 

is an integral part of HR Management to improve cross-level performance, while ensuring 

organizational comparative advantage (Gunawan, et al., 2023; Muniroh, Hamidah, and 

Abdullah, 2022; Hidayat, et al., 2023; Raharjo, 2023). 

Individual performance refers to how well an employee fulfills the duties and 

responsibilities given in the workplace. This concept includes effectiveness in achieving 

goals as well as contributing to overall organizational outcomes. Performance appraisals 

are usually carried out by superiors or managers that affect various organizational 

outcomes. Various theories in the literature suggest that leaders' positive behavior towards 
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employees can improve performance through the principle of reciprocity, where 

employees who feel positive treatment tend to work harder (Sagbas et al., 2023; 

Obadimeji and Oredein, 2022). Social capital theory also emphasizes the importance of 

coordination, communication channels, and information sharing in shaping an 

organizational culture that supports high performance (Muniroh, Hamidah, and Abdullah, 

2022). 

In the context of digital technology, individual performance has undergone 

significant developments. Technology and information sharing are widely used to 

measure performance, triggered by the ease of obtaining information through various 

software. Knowledge sharing among organizational members increases participation in 

management, effective decision-making, reduces information loss, and encourages 

innovation, all of which have a positive impact on individual and organizational 

performance (Hidayat et al., 2023). The Performance Triarchy Model in Pradhan and Jena 

(2017) shows that performance is influenced by personal, leadership, team, system, and 

contextual factors. In the digital age, technology plays a crucial role in supporting these 

factors by providing tools and platforms that enable better coordination, smoother 

communication, and quick access to relevant information. For example, a technology-

based performance management system can provide real-time feedback and continuous 

assessment that helps employees achieve their targets more efficiently (Raharjo, 2023; 

Mohamed, 2022). The application of digital technology not only supports performance 

appraisal but also enriches the performance improvement process through effective 

knowledge management and continuous innovation (Sagbas et al., 2023; Muniroh, 

Hamidah, and Abdullah, 2022; Obadimeji and Oredein, 2022). 

 In the midst of this transformation, digital leadership is crucial. Digital leaders are 

not only required to have a technical understanding, but also the ability to manage change 

in innovative ways, creating an organizational culture that is adaptive to new 

technologies. Digital leadership combines individual capabilities with digital technology 

to achieve organizational goals, as well as supporting individual performance through 

more effective information management and decision-making (Gunawan et al., 2023; 

Sagbas et al., 2023; Artüz and Bayraktar, 2021). In this context, digital leaders hold a 

central role in directing digital transformation and improving performance (Rosa, 2022; 

Pratiwi, Putra, and Iswati, 2022). 

Digital leadership first emerged as a leadership approach that aims to follow and 

implement changes that arise due to technological developments in the Industry 4.0 era. 

A digital leader is expected to be a visionary, sympathetic, agile, risk-taking, and always 

open to collaboration. Digital leaders must be able to create an effective organizational 

culture by developing social capital, which includes elements of overall organizational 

success, not just individual success (Sagbas et al., 2023). Digital leadership also involves 

the ability to manage innovation by leveraging digital technology effectively to achieve 

organizational growth and success. In the framework of dynamic capacity theory, the 

value of all organizational resources, including human resources, capital, and production 

capabilities, will be higher when synergistically combined by the right leader (Hanandeh 

et al., 2024). 

Digital leaders not only rely on good business skills, but must also have practical 

knowledge, problem-solving abilities, and competencies to use and teach digital tools. 

Digital leadership includes a strategic approach that blends digital technology with 

managerial capabilities to steer the organization towards achieving sustainable 
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competitive advantage. Digital leaders are expected to have strong communication skills 

through digital media, be able to make quick decisions, and maintain uninterrupted 

communication with customers. In addition, digital leaders must be able to integrate 

organizational culture with digital competencies to utilize technology optimally (Öngel 

et al., 2023). These skills enable leaders to navigate a dynamic and innovation-focused 

business landscape, ultimately improving performance (Topcuoglu et al., 2023; Karollah 

et al., 2023). Digital leaders have an important role in guiding digital transformation and 

ensuring the long-term success of organizations through effective management of digital 

resources (Muniroh, Hamidah, and Abdullah, 2022; Mohamed, 2022). 

Empirically, several studies prove that digital leadership correlates with improved 

individual performance. Digital leaders are able to improve communication in business 

through technology that is more efficient, transparent, and accessible. The use of digital 

tools in team communication allows for easier access and creates a more cooperative 

environment among stakeholders, which shows increased efficiency in tasks completed 

on time with minimal error rates, thereby improving individual performance (Sagbas et 

al., 2023). Digital leaders also make more functional decisions because they can access 

real-time data, so decisions are made more consistently and healthily, which further 

increases work output. The transformation experienced through digital leadership can 

also generate new ideas and approaches that can accelerate growth and improve 

performance (Hanandeh et al., 2024). 

Additionally, digital leadership includes the ability to effectively leverage digital 

technologies to achieve organizational success, foster innovation, and create a dynamic 

and inclusive work environment. Digital leaders must have a clear strategic vision of how 

technology can be used to improve business processes, customer interactions, and overall 

organizational effectiveness. Competence in change management, teamwork facilitation, 

and strategic use of technology is essential to gain a competitive advantage (Ain, Haqqani, 

and Zeshan, 2024). The digitization of business processes through information 

technology and telecommunications makes the flow of information between units easier 

and more efficient, encouraging improved individual performance (Artüz and Bayraktar, 

2021). Digital leadership not only directs organizations towards digital maturity, but also 

plays a crucial role in improving individual performance through the integration and 

effective utilization of digital technology (Mulyani, 2024; Zulfitri and Sari, 2024). 

Effective implementation of digital leadership creates an environment where digital 

technologies are not only implemented but also integrated into the core of the business, 

resulting in improved performance (Mohamed, 2022; Karollah et al., 2023). 

This study was conducted to understand how digital leadership affects individual 

performance in different contexts from previous studies. Meta-analysis is relevant to gain 

more holistic empirical insights into the effectiveness of digital leadership in improving 

individual performance. In practical terms, this research is expected to help organizations 

develop more effective and adaptive leadership strategies, especially in optimizing digital 

technology adaptation to achieve organizational goals.  

 

METHODS 

This study uses a meta-analysis method to examine the influence of Digital 

Leadership on Individual Performance. Meta-analysis is a systematic and quantitative 

approach to synthesize the results of various studies that have been conducted before, so 
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that it can provide more comprehensive conclusions and stronger generalizations. The 

process of searching, filtering and selecting articles in the analysis follows a systematic 

flow, as can be seen in the following image: 

 

 
Figure 1. Search Flow Diagram and Article Selection 

(Source: Researcher, 2024) 

 

The search and selection process for articles in this meta-analysis began with an 

initial search in the Google Scholar database using the keywords "Digital Leadership" 

and "Performance," resulting in 10,200 articles. Initial selection based on inclusion 

criteria significantly reduces the number of articles. The articles considered are those that 

have an open access manuscript, written in English, come from a trusted journal or 

conference, use a quantitative approach in associative studies, and include the sample size 

and correlation coefficient. From this initial selection, 58 articles met the inclusion 

criteria. Furthermore, further screening was carried out to ensure that the performance 

variables discussed were at the individual, not organizational, level, and to eliminate 

duplicate publications. This process ended up producing 19 articles that were worthy of 

inclusion in the meta-analysis. Each stage of selection is carried out with high rigor to 

ensure that only relevant and high-quality studies are analyzed, ensuring the validity and 

reliability of the findings of the meta-analysis related to the influence of Digital 
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Leadership on Individual Performance. The descriptive characteristics of the analyzed 

articles are summarized in the following table: 

 

Table 1. Descriptive Characteristics of Selected Studies 

N

o 
Researchers 

Sample 

Size 

Cor 

(r) 

Countr

y 

Industry / 

Type 

Significa

nce 

1 Gunawan, et al. 

(2023) 
150 0.233 

Indones

ia 
IT 

Unsupport

ed 

2 Sagbas, et al. (2023) 390 0.166 Turkey IT Supported 

3 Hanandeh, et al 

(2024) 
327 0.330 Jordan Finance Supported 

4 Bayraktar from Artüz 

(2021) 
234 0.235 Turkey Finance Supported 

5 Muniroh, Hamidah, 

and Abdullah (2022) 
160 

(0.04

3) 

Indones

ia 
IT 

Unsupport

ed 

6 Rose (2022) 
100 0.070 

Philippi

nes 
Education Supported 

7 Topcuoglu, et al. 

(2023) 
308 0.272 Turkey Manufacture Supported 

8 Obadimeji and 

Oredein (2022) 
644 0.127 Nigeria Education Supported 

9 Hidayat, et al. (2023) 
104 0.136 

Indones

ia 
Finance Supported 

10 Pratiwi, Putra, and 

Iswati (2022) 
77 0.817 

Indones

ia 
Education Supported 

11 Obadimeji and 

Oredein (2022) 
643 0.143 Nigeria Education Supported 

12 Raharjo (2023) 
120 0.179 

Indones

ia 
Education Supported 

13 Ann, Haqqani, Dan 

Zeshan (2024) 
220 0.430 Pakistan 

Multi 

Sector's 
Supported 

14 - Mullini (2024) 
314 0.351 

Indones

ia 

Public 

Service 
Supported 

15 Zulfitri and Sari 

(2024) 
100 0.499 

Indones

ia 
IT Supported 

16 Karollah, et al. (2023) 
350 0.464 

Indones

ia 
SME's Supported 

17 Mohamed (2022) 
200 0.227 

Indones

ia 
Automotive Supported 

18 Öngel, et al. (2023) 
348 

(0.00

7) 
Turkey 

Multi 

Sector's 

Unsupport

ed 

19 

Widyaputri and Sary 

(2022) 
140 0.570 

Indones

ia 

Multi 

Sector's 
Supported 

Source: Researcher, 2024. 
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This meta-analysis is carried out by following several systematic stages to ensure 

the accuracy and validity of the results. First, articles that met the inclusion criteria were 

analyzed using Pearson's correlation coefficient to measure the strength of the 

relationship between Digital Leadership and Individual Performance. Each correlation 

coefficient obtained from an individual study is converted into Fisher's Z-score to 

normalize the distribution of the data. 

Furthermore, the average effect size is calculated using a random effects model. 

This model was chosen because it considers variability between studies, which includes 

differences in country and industry contexts. Heterogeneity between studies was 

measured using Q and I² statistics. The significant degree of heterogeneity suggests that 

the variability of the effect is not only due to sample error (Simske, 2019). 

After obtaining the correlation of the results of the meta-analysis of the entire 

article, a sub-group analysis was carried out by country and industry. This analysis aims 

to identify whether the cultural context in a particular country and industry affects the 

strength of the relationship between Digital Leadership and Individual Performance. The 

decision in hypothesis testing is based on a 95% confidence interval and a p-value < 0.05 

to determine statistical significance (Simske, 2019). 

 

 

RESULTS AND DISCUSSION 

Testing Meta Instruments and Models 

In order to ensure that the residual variability of the analyzed article does not 

depend on the predicted value, a heteroscedasticity test is performed. This test is crucial 

to ensure the accuracy and validity of the model estimates in the meta-analysis. The 

results of the heteroscedasticity test can be seen in Table 2. 

 

Table 2. Heteroscedasticity Test 

tau^2 Q(df=18) It. p-Value I^2 

0.038 189.631 < 0.001 90.508 

Source: Data processing results, 2024. 

 

In Table 2. It was shown that the Q value was 189.631 with a degree of freedom 

(df) of 18 and a p-value of less than 0.001, indicating that the heterogeneity between the 

studies was significant. A tau^2 value of 0.038 indicates considerable effect variability 

between studies. The I^2 index of 90.508% shows that almost all of the total variability 

is due to apparent heterogeneity rather than sampling error. Thus, it can be concluded that 

there is significant heteroscedasticity in the data, which shows substantial differences in 

effects between the articles in the meta-analysis of this study. Therefore, the use of a 

random-effects model in this analysis is very appropriate to capture variability between 

different studies. 

 

Analisis Effect Size 

Effect size analysis was carried out to measure how much influence Digital 

Leadership has on Individual Performance in the analyzed articles. The mean correlation 

value is calculated to provide an overview of the strength and direction of this 

relationship. 
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Table 3. Meta-Analysis Results of Fisher Z Correlation Values 

Estimate Lower bound Upper bound Std. error p-Value 

0.296 0.202 0.39 0.048 < 0.001 

Source: Data processing results, 2024. 

 

In Table 3. It is shown that the estimated average correlation value is 0.296 with 

a lower limit of 0.202 and an upper limit of 0.390. The standard error of 0.048 and the p-

value < 0.001, indicate that the relationship between Digital Leadership and Individual 

Performance is statistically significant. Specifically, it can be stated that there is a strong 

positive relationship between the two variables, where the improvement of Digital 

Leadership on average contributes to the improvement of Individual Performance. 

The following figure presents a Forrest Plot that illustrates the distribution of 

correlation values of each of the analyzed articles. This graph helps in visualizing the 

variation in effect size of the analyzed article. 

 
Figure 2. Forrest Plot 

(Source: Data Results, 2024) 

 

In Figure 2. It was shown that most studies showed a positive correlation value 

between Digital Leadership and Individual Performance. The study of Pratiwi, Putra and 

Iswati showed a very high effect, while the study of Muniroh, Hamidah, and Abdullah 

(2022) and Öngel, et al. (2023) showed a correlation value with a negative direction that 

did not show any significance. Overall, the Forrest Plot confirms that a 1-point increase 

in the Digital Leadership unit, significantly (p < value of 0.001) contributed to a 0.296 

increase in the Individual Performance unit, although there was substantial variation 

between studies. 

 

Publication Bias 

In order to ensure that the results of the meta-analysis are not affected by the 

tendency of the publication of studies with significant results only, a publication bias test 

https://economic.silkroad-science.com/index.php/IJE
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is carried out. Figure 3 shows the Funnel Plot used to assess the symmetry of the effect 

size distribution. 

 
Figure 3. Funnel Plot 

(Source: Data Results, 2024) 
 

The Funnel Plot in Figure 3 shows the distribution of the analyzed articles is 

asymmetrical or not evenly distributed as reviewed from the estimated outcome and error 

standard of each article. However, it should be noted that the symmetry interpretation of 

the funnel plot, especially with the limitations of the articles analyzed, is often subjective 

and does not always provide a complete picture of publication bias. Therefore, it is 

difficult to make definitive decisions based solely on the analysis of these images, so 

additional tests such as the Fail-Safe N Test are required for further confirmation. The 

Fail-Safe N test was performed to measure the number of non-significant studies required 

to negate the results of the meta-analysis. The results of this analysis are presented in 

Table 4. 

 

Tabel 4. Uji Fail Safe-N 

Fail Drawer Analysis 

  

Rosentha

l 

Fail-safe 

N 

Target Significance 

Level 

Observed Significance 

Level 

2334 0.05 <.0001 
Source: Data processing results, 2024. 

 

The results of the Fail-Safe N Test in Table 4 show that the observed significance 

level value is < 0.0001, which means that the probability of random results obtained is 

very small, showing very strong evidence to support the research hypothesis. The target 

significance level is 0.05, describing the general significance level used to determine 

whether the results obtained are statistically significant. A fail-safe value of N of 2,334 

indicates the number of additional articles with insignificant results required to change 

the results of this meta-analysis to insignificant. The high fail-safe value of N supports 

that the results of the meta-analysis in this study are very stable and not easily altered by 

additional studies with insignificant results. Thus, it can be concluded that the results of 

this study are very strong and valid, not influenced by publication bias. 
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Sub-Group Analysis 

This sub-category analysis aims to look at the variation in effect size by country 

and industry, so as to provide a more detailed understanding of the correlation of Digital 

Leadership to Individual Performance in various contexts. First, the analysis of sub-

groups by country can be seen in table 5. 

 

Table 5. Country Sub-Group Analysis 

Studies K Estimate Lower bound Upper bound Std. error p-Val 

Indonesia 10 0.39 0.221 0.558 0.086 < 0.001   

Turkey 4 0.168 0.042 0.293 0.064 0.009 

Jordan 1 0.343 0.234 0.452 0.056 ON     

Philippines 1 0.07 -0.129 0.269 0.102 ON     

Nigeria 2 0.136 0.081 0.191 0.028 < 0.001 

Pakistan  1 0.46 0.327 0.593 0.068 ON 

Overall   0.296 0.202 0.39 0.048 < 0.001 
Source: Data processing results, 2024. 

 

In Table 5. variation in effect size was shown based on the country in which the 

selected study was conducted, which included: Indonesia, Turkiye, Jordan, the 

Philippines, Nigeria and Pakistan.  In general, the effect size of the overall country 

variation showed a positive and significant value with a p-value < 0.001, meaning that 

Digital Leadership had a positive and significant effect on Individual Performance in the 

cross-country study analyzed. Studies conducted in Jordan, the Philippines and Pakistan 

cannot be interpreted, as there is only 1 article each for each country, so no variation can 

be analyzed. In the context of Indonesia, Turkiye and Nigeria, a p-value of less than 0.001 

and a positive correlation estimate indicate that there is a positive and significant 

correlation between Digital Leadership and Individual Performance in these countries. 

Furthermore, an analysis of sub-groups by industry was carried out to see how the effect 

size varied in various industry sectors. 

Table 6. Industry Sub-Group Analysis 

Studies K Estimate Lower bound Upper bound Std. error p-Val 

IT  4 0.219 0.02 0.418 0.102 0.031 

Finance  3 0.261 0.151 0.37 0.056 < 0.001 

Education  5 0.318 0.079 0.556 0.122 0.009 

Manufacture  1 0.279 0.167 0.391 0.057 ON 

Multi Sector's  3 0.363 -0.036 0.762 0.203 0.074 

Public Service  1 0.367 0.255 0.478 0.057 ON 

SME's  1 0.502 0.397 0.608 0.054 ON 

Automotive  1 0.231 0.091 0.371 0.071 ON 

Overall   0.296 0.202 0.39 0.048 < 0.001  
Source: Data processing results, 2024. 

 

In Table 6. The variation in effect size is shown based on the industry that is the 

object of research from the selected study, which includes: IT, Finance, Education, 

Manufacture, Multi Sector's, Public Service, SME's and Automotive.  In general, the 
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effect size of the overall industry variation showed a positive and significant value with 

a p-value of < 0.001, meaning that Digital Leadership had a positive and significant effect 

on Individual Performance in the study across 8 industries/types of research objects 

analyzed. Studies conducted in the Manufacture, Public Service, SME's and Automotive 

sectors cannot be interpreted, because there is only 1 article each for each industry/type 

of research object, so there is no variation that can be analyzed. In the context of the 

industry/type of research object: IT, Finance, Education, and Multi Sector's, a p-value of 

less than 0.001 and a positive correlation estimate value indicate that there is a positive 

and significant correlation between Digital Leadership and Individual Performance across 

the industry/type of research object. 

 

Discussion 

The results of the meta-analysis show that digital leadership has a positive and 

significant relationship with individual performance. This correlation indicates that 

digital leadership contributes to improving individual performance, in accordance with 

the findings of Sagbas et al. (2023) which stated that the use of digital technology by 

leaders increases work efficiency and productivity. Digital leadership is considered to be 

able to create a more transparent and collaborative work environment, which contributes 

to improving individual performance. It is consistent with the study of Ain, Haqqani, and 

Zeshan (2024) that effective digital leadership provides clear direction and improves team 

performance through the use of digital tools and technologies. 

However, not all studies show consistent results. Studies by Muniroh, Hamidah, 

and Abdullah (2022) and Öngel et al. (2023) reported an insignificant negative 

correlation. This variation may be due to differences in cultural context, technology 

adoption rates, and leadership styles within the organization. Hanandeh et al. (2024) 

highlight that digital leadership requires adaptive and proactive strategies to face 

challenges and opportunities in the digital era. As such, the effectiveness of digital 

leadership can vary depending on how leaders adopt and integrate technology in business 

processes.  

The publication bias analysis showed an uneven distribution of articles, but the 

Fail-Safe N test with a score of 2,334 showed that the results of this meta-analysis were 

stable and not easily influenced by insignificant additional studies. This shows strong 

evidence to support the hypothesis that digital leadership contributes positively to 

individual performance.  

The analysis of sub-groups by country shows that digital leadership has a positive 

and significant effect on individual performance in countries such as Indonesia, Turkiye, 

and Nigeria. Studies in Jordan, the Philippines, and Pakistan could not be interpreted due 

to the limited number of articles. Hanandeh et al. (2024) emphasized the importance of 

adaptive and proactive leadership strategies in the digital age to achieve organizational 

success, which supports the finding that local contexts play a crucial role in digital 

leadership effectiveness. 

The analysis of sub-groups by industry shows that digital leadership has a positive 

and significant effect on individual performance in various sectors such as IT, Finance, 

Education, and Multi Sector's. Industries such as Manufacture, Public Service, SME's, 

and Automotive show data limitations. These findings show that the right adoption of 

digital technologies and effective change management can improve performance across 
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various sectors. Digital leadership involves the ability to navigate and utilize digital 

technologies to achieve strategic goals and drive innovation (Mulyani, 2024). 

Leadership that is able to leverage digital technology for better communication, 

more informative decision-making, and more effective change management can create a 

more efficient and productive work environment (Sagbas et al., 2023). Digital literacy 

and innovation culture are crucial to achieving competitive advantage. Thus, digital 

leadership not only affects individual performance, but also has far-reaching implications 

for organizational success in the digital era (Hanandeh et al., 2024). 

The study successfully achieved its goal by confirming a significant positive 

relationship between digital leadership and individual performance through meta-

analysis. However, there are some limitations in this study, including the limited number 

and variety of articles analyzed, which may affect the generalization of the findings. New 

research opportunities can be focused on increasing the number of studies from different 

countries and industries to obtain a more comprehensive picture. Additionally, further 

research can explore the specific mechanisms of how digital leadership affects individual 

performance as well as moderating factors such as organizational culture and technology 

adoption rates. 

 

 

CONCLUSION 

This study successfully proved that leaders who are effective in utilizing digital 

technology can improve the performance of individuals in their organizations. The sub-

group's analysis also revealed that the effects of digital leadership are consistent across 

different countries and industry sectors, although there are contextual variations that 

require further attention. This study emphasizes the importance of digital leadership in 

the era of industrial revolution 4.0 towards 5.0, where technology plays a central role in 

business operations and strategies. The study also supports previous literature on the 

benefits of digital leadership in improving individual performance through better 

efficiency, communication, and decision-making. 

 

 

REFERENCES 

[1] Abbu, H., Mugge, P., Gudergan, G., Hoeborn, G., & Kwiatkowski, A. (2022). 

Measuring the Human Dimensions of Digital Leadership for Successful Digital 

Transformation. Research-Technology Management, 65, 39-49. 

https://doi.org/10.1080/08956308.2022.2048588. Diaskes pada 17 Juni 2024. 

[2] Ain, Q. U., Haqqani, F. A., & Zeshan, M. (2024). Exploring the Role of Digital 

Leadership on Side Hustle Thriving and Performance in Pakistan: A Perspective of 

Human Resource Analytics. Journal of Chinese Human Resources 

Management, 15(1), 27-41. https://doi.org/10.47297/wspchrmWSP2040-

800503.20241501. Diaskes pada 3 Juni 2024. [*] 

[3] Artüz, S. D., & Bayraktar, O. (2021). The Effect of Relation Between Digital 

Leadership Practice and Learning Organization on the Perception of Individual 

Performance. İstanbul Ticaret Üniversitesi Sosyal Bilimler Dergisi, 20(40), 97-

120. https://doi.org/10.46928/iticusbe.761479. Diaskes pada 2 Juni 2024. [*] 

[4] Gunawan, A., Yuniarsih, T., Sobandi, A., & Muhidin, S. A. (2023). Digital 

Leadership towards Performance Through Mediation of Organizational 

https://economic.silkroad-science.com/index.php/IJE
https://doi.org/10.1080/08956308.2022.2048588
https://doi.org/10.47297/wspchrmWSP2040-800503.20241501
https://doi.org/10.47297/wspchrmWSP2040-800503.20241501
https://doi.org/10.46928/iticusbe.761479


 

 

 
 

 
  

 

 
 

12 | Page 
 

International Journal of Artificial Intelligence for Digital 

Marketing 

Volume 1 Number 5 July 2024 
E-ISSN: 3047-2903 

https://economic.silkroad-science.com/index.php/IJAIFD 

Commitment to E-commerce in Indonesia. Aptisi Transactions on 

Technopreneurship (ATT), 5(1Sp), 68-76. https://doi.org/10.34306/att.v5i1Sp.325. 

Diaskes pada 2 Juni 2024. [*] 

[5] Hanandeh, A., Haddad, E., Najdawi, S., & Kilani, Q. (2024). The Impact of Digital 

Marketing, Social Media, and Digital Transformation on the Development of 

Digital Leadership Abilities and the Enhancement of Employee Performance: A 

Case Study of the Amman Stock Exchange. International Journal of Data and 

Network Science, 8(3), 1915-1928. http://dx.doi.org/10.5267/j.ijdns.2024.1.021. 

Diaskes pada 2 Juni 2024. [*] 

[6] Hidayat, F., Sumantri, S., Rumengan, A. E., Wibisono, C., & Khaddafi, M. (2023). 

The Effect of Digital Leadership, Information Technology and Digital Competency 

on Employee Performance in the Digital Era: Mediating Role of Job 

Satisfaction. International Journal of Advances in Social Sciences and 

Humanities, 2(2), 144-151. https://doi.org/10.56225/ijassh.v2i2.204. Diaskes pada 

2 Juni 2024. [*] 

[7] Karollah, B., Juned, V., Eliana., & Nurbismi. (2023). The Effect of Relation 

Between Digital  SMEs. Journal of Law and Sustainable Development, 11(9), 

1306-1306. https://doi.org/10.55908/sdgs.v11i9.1306. Diaskes pada 3 Juni 2024. 

[*] 

[8] Mohamed, S. M. (2022). Employee Performance as Affected by the Digital 

Training, the Digital Leadership, and Subjective Wellbeing During COVID-

19. Journal of Positive School Psychology, 540-553. 

https://mail.journalppw.com/index.php/jpsp/article/view/7035. Diaskes pada 3 Juni 

2024. [*] 

[9] Mulyani, S. (2024). The Impact of Creativity and Digital Leadership on Decision-

Making Quality: Implications for Public Service Performance. Decision Science 

Letters, 13(3), 633-646. https://doi.org/10.5267/dsl.2024.4.008. Diaskes pada 3 

Juni 2024. [*] 

[10] Muniroh, M., Hamidah, H., & Abdullah, T. (2022). Managerial Implications on the 

Relation of Digital Leadership, Digital Culture, Organizational Learning, and 

Innovation of the Employee Performance (Case Study of PT. Telkom Digital and 

Next Business Department). Management and Entrepreneurship: Trends of 

Development, 1(19), 58-75. https://doi.org/10.26661/2522-1566/2022-1/19-05. 

Diaskes pada 2 Juni 2024. [*] 

[11] Obadimeji, C. C., & Oredein, A. O. (2022). Digital Leadership and Communication 

Styles on Public Primary School Teachers Job Performance in 

Nigeria. Science, 10(1), 1-11. https://doi.org/10.11648/j.sjedu.20221001.11. 

Diaskes pada 2 Juni 2024. [*] 

[12] Obadimeji, C. C., & Oredein, A. O. (2022). Digital Leadership and Decision-

Making Styles as Determinants of Public Primary School Teachers' Job 

Performance for Sustainable Education in Oyo State. The Educational Review, 

USA, 6(6), 230-240. https://doi.org/10.26855/er.2022.06.007. Diaskes pada 3 Juni 

2024. [*] 

[13] Öngel, V., Günsel, A., Gençer Çelik, G., Altındağ, E., & Tatlı, H. S. (2023). Digital 

Leadership's Influence on Individual Creativity and Employee Performance: A 

View through the Generational Lens. Behavioral sciences (Basel, 

https://economic.silkroad-science.com/index.php/IJE
https://doi.org/10.34306/att.v5i1Sp.325
http://dx.doi.org/10.5267/j.ijdns.2024.1.021
https://doi.org/10.56225/ijassh.v2i2.204
https://doi.org/10.55908/sdgs.v11i9.1306
https://mail.journalppw.com/index.php/jpsp/article/view/7035
https://doi.org/10.5267/dsl.2024.4.008
https://doi.org/10.26661/2522-1566/2022-1/19-05
https://doi.org/10.11648/j.sjedu.20221001.11
https://doi.org/10.26855/er.2022.06.007


 

 

 
 

 
  

 

 
 

13 | Page 
 

International Journal of Artificial Intelligence for Digital 

Marketing 

Volume 1 Number 5 July 2024 
E-ISSN: 3047-2903 

https://economic.silkroad-science.com/index.php/IJAIFD 

Switzerland), 14(1), 3. https://doi.org/10.3390/bs14010003. Diaskes pada 4 Juni 

2024. [*] 

[14] Porfírio, J., Carrilho, T., Felício, J., & Jardim, J. (2020). Leadership Characteristics 

and Digital Transformation. Journal of Business Research. 

https://doi.org/10.1016/j.jbusres.2020.10.058. Diaskes pada 17 Juni 2024. 

[15] Pratiwi, R., Putra, Y. D., & Iswati, I. (2022). The Adaptive Learning Effects in 

Developing Coercive Digital Leadership: Efforts to Improve Lecturer Performance 

in Central Java Province Through Integration of Transformational Leadership, 

Power and Digital Intellectuality. Quantitative Economics and Management 

Studies, 3(3), 426-434. https://doi.org/10.35877/454RI.qems974. Diaskes pada 2 

Juni 2024. [*] 

[16] Raharjo, F. Y. S. (2023). E-Leadership: Unveiling the Role of Digital Era 

Leadership in Enhancing Employee Performance in Higher Education 

Institution. International Journal of Current Science Research and Review, 6(07), 

3918-3930. https://doi.org/10.47191/ijcsrr/V6-i7-09. Diaskes pada 2 Juni 2024. [*] 

[17] Rosa, M. A. D. (2022). Digital Leadership and Teachers’ Performance: Basis for a 

Proposed Training Program. International Journal of Multidisciplinary: Applied 

Business and Education Research, 3(12), 2669-2685. 

https://doi.org/10.11594/ijmaber.03.12.19. Diaskes pada 2 Juni 2024. [*] 

[18] Sagbas, M., Oktaysoy, O., Topcuoglu, E., Kaygin, E., & Erdogan, F. A. (2023). The 

Mediating Role of Innovative Behavior on the Effect of Digital Leadership on 

Intrapreneurship Intention and Job Performance. Behavioral Sciences, 13(10), 874. 

https://doi.org/10.3390/bs13100874. Diaskes pada 2 Juni 2024. [*] 

[19] Simske, S. (2019). Meta-Analytics Consensus Approaches and System Patterns for 

Data Analysis. Cambrige: Elsevier. 

[20] Topcuoglu, E., Kobanoglu, M. S., Kaygın, E., Karafakıoglu, E., Erdogan, S. U., 

Torun, B. T., & Oktaysoy, O. (2023). The Improving Role of Digital Leadership in 

the Impact of Social Loafing on Job Performance. International Journal of 

Organizational Leadership, 12(1) 22-40. https://doi.org/10.33844/ijol.2023.60347. 

Diaskes pada 2 Juni 2024. [*] 

[21] Türk, A. (2023). Digital Leadership Role in Developing Business Strategy Suitable 

for Digital Transformation. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.1066180. Diaskes pada 17 Juni 2024. 

[22] Widyaputri, P., & Sary, F. P. (2022). Digital Leadership and Organizational 

Communication toward Millennial Employees in a Telecommunication 

Company. Corporate Governance and Organizational Behavior Review, 6(4), 157-

167. https://doi.org/10.22495/cgobrv6i4p15. Diaskes pada 4 Juni 2024. [*] 

[23] Zulfitri, F., & Sari, F. P. (2024). The Influence of Digital Leadership on the 

Performance of Millennial Employee through Coaching at Digital Technology-

Based Companies of Samsung Research and Development Indonesia (SRIN). 

In International Conference on Business, Management, Accounting and 

Sustainable Economy (ICBMASE 2023), 264-283. Atlantis Press. 

https://doi.org/10.2991/978-94-6463-394-8_26. Diaskes pada 3 Juni 2024. [*] 
 

https://economic.silkroad-science.com/index.php/IJE
https://doi.org/10.3390/bs14010003
https://doi.org/10.1016/j.jbusres.2020.10.058
https://doi.org/10.35877/454RI.qems974
https://doi.org/10.47191/ijcsrr/V6-i7-09
https://doi.org/10.11594/ijmaber.03.12.19
https://doi.org/10.3390/bs13100874
https://doi.org/10.33844/ijol.2023.60347
https://doi.org/10.3389/fpsyg.2022.1066180
https://doi.org/10.22495/cgobrv6i4p15
https://doi.org/10.2991/978-94-6463-394-8_26

