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Abstract 

The rapid development of digital technologies has transformed organizational work environments 

and created new demands for leadership, employee adaptability, and engagement. This study aims 

to examine the effect of digital leadership, learning agility, and employee engagement on employee 

performance. A quantitative approach with a cross-sectional survey design was employed. Data were 

collected from 250 employees using a structured questionnaire measured on a five-point Likert scale. 

The data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) to 

evaluate the measurement and structural models. The results demonstrate that digital leadership has 

a positive and significant effect on employee performance (β = 0.247; t = 4.218; p < 0.001). Learning 

agility also has a positive and significant effect on employee performance (β = 0.286; t = 5.037; p 

< 0.001). Furthermore, employee engagement has the strongest positive and significant effect on 

employee performance (β = 0.411; t = 7.126; p < 0.001). The model explains 68.4% of the variance 

in employee performance, indicating substantial explanatory power. These findings highlight the 

importance of integrating digitally capable leadership, continuous employee learning, and strong 

employee engagement to improve performance in an increasingly dynamic and technology-driven 

work environment. The study contributes to the understanding of how organizational and individual 

factors jointly support employee performance in the digital era. 
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1. INTRODUCTION 

The adoption of digital transformation has revolutionized the operations, competition, 

and management of human resources in organizations (Davenport & Westerman, 2018; 

Verma & Lavania, 2025). The fast-changing digital era has made it imperative for 

organizations to embrace not just technological solutions but also leadership and workforce 

skills that will suit the ever-evolving business environment. Under such circumstances, 

employee performance has emerged as a crucial measure of organizational effectiveness 

since employees have the task of making organizational strategies and resources produce 

results (De Santis & D’Onza, 2020; Malaj, 2026). Effective employees can contribute toward 

productivity, service delivery, innovations, and organizational goals. However, sustaining 

and enhancing employee performance in a digital world has been a major concern for many 

organizations (Biener & Selden, 2017; Grigorescu et al., 2020). 
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Another variable that is gaining increasing significance in enhancing the performance 

of employees is digital leadership. The term digital leadership can be defined as the 

competence and capacity of leaders to use digital technologies, support digital innovations, 

collaborate through digital channels, and manage change technologically and 

organizationally (Ansori et al., 2025; Muafi et al., 2025). Digital leaders are expected to give 

direction while creating an environment that encourages experimenting and innovating and 

adapting (Mehta, 2026; Rusydi, 2025). Leaders who have high digital skills can make it 

easier for employees to understand the strategic importance of technology and minimize any 

resistance to change in the organization. Hence, digital leadership may enhance employee 

performance through appropriate direction and environment creation (Caron, 2009; Tahiiev, 

2024). 

Along with leadership, learning agility has emerged as one of the most crucial 

individual skills in the modern work environment. Learning agility refers to an employee's 

readiness and skill to learn through experience, adapt to new environments, receive 

feedback, and use his/her newly gained knowledge for dealing with challenges that were not 

known before (Berawi et al., 2020; Zhao et al., 2025). Employees with high levels of learning 

agility tend to be better prepared to cope with technology changes, changes in working 

processes, and organizational needs (Musa & Enggarsyah, 2025; Pasupuleti et al., 2024; 

Sutar et al., 2024). Instead of using their previous knowledge only, agile learners develop 

new competencies according to changing conditions. Thus, learning agility has the potential 

to improve the performance of employees because it allows them to cope with challenges, 

gain new skills, and use new knowledge at work (Pasupuleti et al., 2024). 

The other aspect linked to employee performance is that of engagement. Engagement 

can be defined as the level at which an individual displays vigor, dedication, enthusiasm, 

and psychological attachment towards their job (Popli & Rizvi, 2017; Rahmansyah et al., 

2023; Sofiyanti & Najmudin, 2023). Engaged employees tend to display more initiative, are 

committed towards achieving organizational goals and expend a lot of energy in getting their 

tasks done (Abbas, 2017). Engagement is especially crucial in a digitalized work setting 

where there might be many pressures on the employee such as those regarding adaptability, 

learning new technology and collaborating through digital channels. Employees who are 

engaged will have more drive and perseverance when it comes to overcoming workplace 

challenges (Jain & Khurana, 2017; Jaiyeoba & Hazahari, 2025; Rokonuzzaman et al., 2024). 

Given these arguments, it is necessary to consider the impact of digital leadership, 

learning agility, and employee engagement on employee performance in order to better 

understand how organizations may effectively manage their human resources in the digital 

age. While each of these factors alone might have an impact on the employee performance, 

considering all three together gives a more complete view since the performance of 

employees is affected both by the organization's leadership and the psychological skills of 

individuals. Digital leadership offers guidance and support to organizations for dealing with 
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digital transformation, learning agility helps employees to adjust and learn continually, 

whereas employee engagement makes employees more invested in their job. Thus, this study 

seeks to examine the impact of digital leadership, learning agility, and employee engagement 

on employee performance. 

  

2. RESEARCH METHOD 

Quantitative research methodology was utilized in this study in order to evaluate the 

influence of digital leadership, learning agility, and employee engagement on employee 

performance. In this research, cross-sectional survey method was used where data were 

obtained from employees at a specified point in time. The population comprised of those 

employees working in organizations adopting or undertaking digital transformation. 

Respondents were recruited through a purposeful sampling approach following certain set 

criteria such as those who are actively engaged in their work and those with adequate 

experience working under the digital work practices of their organizations. Data were 

collected through a structured questionnaire on a five-point Likert scale of strongly disagree 

(1) to strongly agree (5). Four key variables were measured including digital leadership as 

the independent variable, learning agility as the second independent variable, employee 

engagement as the third independent variable and employee performance as the dependent 

variable. 

The measurement tools have been developed based on the concepts and previous 

empirical literature related to digital leadership, learning agility, employee engagement, and 

employee performance. Digital leadership was measured on the basis of leaders’ digital 

competence, vision, technology, and ability to lead the process of digital transformation. 

Learning agility was measured based on the employees’ readiness to learn, adaptability, 

feedback receptiveness, and applying the acquired knowledge in changing contexts. 

Employee engagement was measured in terms of employees’ vigor, dedication, and 

absorption. Meanwhile, employee performance was measured based on the quality, amount, 

timeliness, and effectiveness of outcomes delivered by the employees. Prior to the 

hypothesis testing, the measurement model was tested for convergent validity, internal 

consistency, and discriminant validity. Convergent validity was measured using factor 

loadings and Average Variance Extracted (AVE). Internal consistency was measured using 

Cronbach’s alpha and Composite Reliability (CR). Discriminant validity was measured 

using Heterotrait-Monotrait (HTMT) ratio (Hair et al., 2019). 

Analysis of the data was done using Partial Least Squares Structural Equation 

Modeling (PLS-SEM). This method of analysis was chosen because it is suitable for 

evaluating the complicated interrelationships between multiple latent variables, and also 

evaluating both the measurement and structural models. Coefficient of determination (R²), 

effect size (f²), predictive relevance (Q²), and standardized root mean square residual 
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(SRMR) were used to analyze the structural model. The hypotheses were tested using the 

bootstrapping technique in order to evaluate the significance of the relationships between 

digital leadership, learning agility, employee engagement, and employee performance. The 

statistical significance of each structural path was measured through the path coefficient, t-

statistic, and p-value. Relationships were said to be statistically significant when the p-value 

was less than 0.05 (Hair et al., 2019). 

  

3. RESULTS AND DISCUSSION  

3.1 Respondent Characteristics 

The sample consisted of 250 employees that were eligible to take part in the research 

based on the specified criteria. Respondents' demographic features were analyzed according 

to their gender, age, education, and period of employment. The data demonstrates that there 

was some variation among the demographic features of the respondents which is necessary 

for an analysis of digital leadership, learning agility, employee engagement, and employee 

performance. 

Table 1. Respondent Characteristics 

Characteristics Category Frequency Percentage (%) 

Gender Male 118 47.2 

 Female 132 52.8 

Age 20–30 years 91 36.4 

 31–40 years 87 34.8 

 41–50 years 52 20.8 

 >50 years 20 8.0 

Education Diploma 31 12.4 

 Bachelor's degree 157 62.8 

 Master's degree 55 22.0 

 Doctoral degree 7 2.8 

Tenure <5 years 94 37.6 

 5–10 years 89 35.6 

 11–15 years 42 16.8 

 >15 years 25 10.0 

Total  250 100.0 

Source: Data Analyzed, 2026 

  

3.2 Measurement Model Evaluation 

Convergent validity and internal consistency reliability tests were used to evaluate the 

measurement model. In Table 2, it can be seen that all the measurement indicators exhibited 

an outer loading value greater than 0.700, thus providing adequate indicator reliability. 

Moreover, all the constructs exhibited AVE values greater than the threshold of 0.500. In 

addition, Cronbach's alpha and composite reliability values were also found to be greater 

than 0.700. 
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Table 2. Construct Reliability and Convergent Validity 

Construct 
Cronbach's 

Alpha 

Composite 

Reliability 
AVE Decision 

Digital 

Leadership 
0.912 0.933 0.737 Reliable & Valid 

Learning Agility 0.901 0.927 0.718 Reliable & Valid 

Employee 

Engagement 
0.925 0.944 0.771 Reliable & Valid 

Employee 

Performance 
0.918 0.938 0.750 Reliable & Valid 

Source: Data Analyzed, 2026 

 The outer loading analysis further confirmed the validity of the measurement model. 

The indicators of digital leadership obtained loadings ranging from 0.792 to 0.901, while 

learning agility indicators ranged from 0.776 to 0.892. Employee engagement indicators 

produced loadings between 0.805 and 0.914, and employee performance indicators ranged 

from 0.789 to 0.906. Since all loading values exceeded 0.700, no indicators needed to be 

removed from the model. 

Table 3. Outer Loading Results 

Construct Indicator Outer Loading Decision 

Digital Leadership DL1 0.842 Valid 

 DL2 0.876 Valid 

 DL3 0.901 Valid 

 DL4 0.824 Valid 

 DL5 0.792 Valid 

Learning Agility LA1 0.821 Valid 

 LA2 0.776 Valid 

 LA3 0.892 Valid 

 LA4 0.864 Valid 

 LA5 0.811 Valid 

Employee 

Engagement 
EE1 0.914 Valid 

 EE2 0.887 Valid 

 EE3 0.905 Valid 

 EE4 0.805 Valid 

 EE5 0.866 Valid 

Employee 

Performance 
EP1 0.906 Valid 

 EP2 0.851 Valid 

 EP3 0.789 Valid 

 EP4 0.874 Valid 

 EP5 0.883 Valid 

Source: Data Analyzed, 2026 
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3.3 Discriminant Validity 

 The HTMT Ratio was used to establish the discriminant validity of the constructs. 

According to Table 4, all the HTMT ratios obtained were below the threshold value of 0.900. 

This demonstrates that digital leadership, learning agility, employee engagement, and 

employee performance are empirically distinct constructs. 

Table 4. HTMT Discriminant Validity 

Construct 
Digital 

Leadership 

Learning 

Agility 

Employee 

Engagement 

Employee 

Performance 

Digital 

Leadership 
— 0.742 0.781 0.803 

Learning 

Agility 
0.742 — 0.756 0.821 

Employee 

Engagement 
0.781 0.756 — 0.847 

Employee 

Performance 
0.803 0.821 0.847 — 

Source: Data Analyzed, 2026 

3.4 Structural Model Evaluation 

 After confirming the quality of the measurement model, the structural model was 

evaluated. The R² value for employee performance was 0.684, indicating that digital 

leadership, learning agility, and employee engagement jointly explained 68.4% of the 

variance in employee performance. The remaining 31.6% was explained by other factors not 

included in the research model. The Q² value of 0.502 indicated adequate predictive 

relevance, while the SRMR value of 0.061 suggested an acceptable model fit. 

Table 5. Structural Model Assessment 

Endogenous 

Construct 
R² Adjusted R² Q² Interpretation 

Employee 

Performance 
0.684 0.680 0.502 Substantial 

Source: Data Analyzed, 2026 

 The analysis of the effect size showed that digital leadership, learning agility, and 

employee engagement played an important role in explaining employee performance. 

Employee engagement had the highest impact, followed by learning agility and digital 

leadership. 
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Table 6. Effect Size (f²) 

Relationship f² Effect 

Digital Leadership → 

Employee Performance 
0.118 Small 

Learning Agility → 

Employee Performance 
0.176 Small–Moderate 

Employee Engagement → 

Employee Performance 
0.291 Moderate 

Source: Data Analyzed, 2026 

3.5 Hypothesis Testing 

 Testing of the hypotheses was done through the bootstrapping technique at a 

significance level of 5%. The results showed that all three independent variables had a 

positive and significant effect on the performance of employees. The first hypothesis is 

supported since digital leadership positively influenced the performance of employees (β = 

0.247; t = 4.218; p < 0.001). The second hypothesis was also supported as learning agility 

positively and significantly influenced the performance of employees (β = 0.286; t = 5.037; 

p < 0.001). Employee engagement positively and significantly influenced the performance 

of employees (β = 0.411; t = 7.126; p < 0.001). 

Table 7. Hypothesis Testing 

Hypothesis 
Structural 

Path 
β STDEV t-value p-value Decision 

H1 

Digital 

Leadership 

→ 

Employee 

Performance 

0.247 0.059 4.218 0.000 Supported 

H2 

Learning 

Agility → 

Employee 

Performance 

0.286 0.057 5.037 0.000 Supported 

H3 

Employee 

Engagement 

→ 

Employee 

Performance 

0.411 0.058 7.126 0.000 Supported 

Source: Data Analyzed, 2026 

 It can be observed from the findings that digital leadership, learning agility, and 

employee engagement act as major determinants of the performance of the employees. In 

terms of the three independent variables, employee engagement turned out to be the most 

influential factor because it shows that employees' psychological engagement, commitment, 

and passion for their work significantly contribute to better performance. Learning agility 
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followed in the line of influence, implying that continuous learning is very important for 

employees. 

3.6 Discussion 

 These findings prove that digital leadership is positively and significantly correlated 

with employee performance, hence proving H1. These findings suggest that leaders who are 

able to integrate digital technologies in organizational processes have the potential to create 

an environment that will enable employees to perform their duties efficiently. Digital 

leadership does not just involve incorporating technology tools but also offers strategic 

directions, fostering digital collaboration, innovation, and helping employees adapt to 

technology changes. As the business world becomes increasingly dynamic, employees need 

clear instructions on how to use digital technologies to increase their efficiency and work 

quality. It is therefore evident from these findings that organizational performance can be 

improved through the development of digital leaders who have both technological skills and 

management skills. 

 In addition, the results indicate that learning agility has a positive and significant 

impact on the performance of the employees, thus accepting hypothesis H2. Employees with 

high learning agility are more likely to be more motivated to learn, gain experience, accept 

feedback, and change behaviors whenever they encounter new situations. This is very 

important for firms operating in an environment with constant changes in technologies and 

environment. An employee who is willing to learn and adapt will have greater chances of 

coping with the new difficulties and applying the newly acquired knowledge in the daily 

activities. The implication is that the performance of the employee is not only defined by the 

present knowledge and skills, but also the ability of acquiring and adapting to changes. 

 Moreover, the results showed that employee engagement has the highest and 

significant positive impact on employee performance, validating H3. This finding implies 

that enthusiastic, dedicated, energetic, and psychologically involved employees are expected 

to perform at a high level. Engaged employees are motivated to put extra effort into their 

tasks and willing to take initiatives in solving organizational issues. The fact that the impact 

of employee engagement is stronger than the impact of digital leadership and learning agility 

demonstrates that technological skills and abilities will be transformed into performance 

only in cases where employees are psychologically involved in their work. Therefore, 

organizations should focus not only on technological innovation and employee abilities but 

also on creating an environment which will stimulate recognition, meaningfulness, 

relationships, autonomy, and employee contribution to organizational goals. 

 The results as a whole clearly show that digital leadership, learning agility, and 

employee engagement collectively hold a key role in explaining employee performance by 

accounting for a major share of its variance. The research outcomes offer an integrated view 

where leadership is seen as an organizational variable, learning agility is seen as an 

individual adaptive competency, and employee engagement is viewed as a psychologically 
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relevant mechanism pertaining to job performance. Based on the findings, it can be 

concluded that organizations that are interested in improving the level of employee 

performance cannot rely on one action only. On the contrary, organizations need to develop 

digitally competent leaders, foster learning culture, and at the same time improve employee 

engagement. Through the combination of all the three factors, organizations will be able to 

ensure that their employees perform well in digital environment. 

 

4. CONCLUSION 

The results of this study show that digital leadership, learning agility, and employee 

engagement positively and significantly impact employee performance. It is found that 

digital leadership leads to proper guidance and support in adaptation to change in technology 

and organization for employees, whereas learning agility helps employees learn 

continuously and cope with challenges. Employee engagement has the most significant 

effect on employee performance, showing how important it is for the employees to be 

enthusiastic, dedicated, and psychologically committed to meet organizational goals. In all, 

the results of the study show that organizations can improve employee performance through 

digital leadership, learning agility, and employee engagement simultaneously. 
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