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Abstract 

Purpose: Industry 4.0 brings many changes to organizations, impacting leadership, culture, 

strategy, employee behavior, technology, and organizational performance. This research aims 

to explore the effect of digital leadership (DL) on employee performance (EP), with mediating 

effects of employee engagement (EE) and organizational commitment (OC).  

Methodology: The researchers have used 239 samples from various establishments in 

Bangladesh, with SPSS 23 and AMOS 24 used for analysis. 

Findings: The findings demonstrate that DL has direct and indirect effect on EP, while EE 

positively influences EP; however, OC does not have substantial effect on EP. Additionally, 

EE partially mediates, and OC do not have substantial mediation effect between DL and EP. 

While double mediation path analysis shows a significant mediation effect from the path of DL 

to organizational commitment to employee engagement to EP.  

Implications: This result infers that organizational commitment alone cannot increase 

performance; it also requires employee engagement. This examination contributes to the 

existing leadership and resource-based view theories in such a way that DL leaders are playing 

a key role in enhancing EP. The digitalized environment is substantially influencing the 

association between DL, EE, and EP in developing countries. 

Keywords: Digital Leadership, Employee Engagement, Organizational Commitment, 

Employee Performance, Bangladesh 

 

1. Introduction 

Due to the fourth industrial revolution, DL is crucial for managing human resources, 

organizational systems, and technology for sustainable organizational performance. Traditional 

leaders were involved in direct face-to-face interaction with subordinates, but at present leaders 

prefer to use digital technology for communication such as WhatsApp (WA), Line, and 

Instagram DMs for communication (Gunawan et al., 2023) and in online settings, leaders and 

 
1 Department of Management Studies, University of Barishal, Barishal, Bangladesh 
2 Department of Business Administration, Trust University, Barishal, Bangladesh 

(sardaralomgirbu219@gmail.com) 
3 Department of Human Resource Management, Jatiya Kabi Kazi Nazrul Islam University, Trishal, 

Mymensingh, Bangladesh 

 

Exploring the Effect of Digital Leadership, Employee Engagement 

and Organizational Commitment on Employee Performance: An 

Investigation in Bangladesh 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

2 
 

followers roles turn on different identities (Fayzhall et al., 2020), which ultimately may have 

an influence on OC, EE, and EP. Additionally, to move forward with the global system, 

Bangladesh declared the vision “Digital Bangladesh 2021,” and now has declared “Smart 

Bangladesh Vision 2041” for digital transformation. To do so, the government has started ICT-

based one-stop service center for citizens (Saha, 2022), and it has also launched the A2i 

program to support digitalization. Besides, the government has also been emphasizing on 

paperless organization and maintaining a digital documentation (d-Nothi) system for the 

organizations. In this situation, though irritating, all the employees are forced to become 

habituated to digital systems. Therefore, employees’ roles and activations seem to appear in 

different ways, such as job roles, commitment, engagement, etc., and to handle these situations, 

DL emerged.  

In the new business and work settings, digital leaders are also responsible for managing day-

to-day activities and ensuring customers and employees’ satisfaction, wellbeing, and 

organizational effectiveness. DL is a blend of transformational leadership (TL) with digitalized 

skills (De Waal and Heijtel, 2016), and they are capable of leading (Gunawan et al., 2023) and 

managing organizations in terms of technology and work environment. Also, Prince at el. 

(2018) found that DL consists with transformational, transactional and authentic leadership. 

Digital leaders are playing a key role in guiding and driving digital change and transformation 

(Elia et al., 2020). DL have influence on digital innovation, and OP (Mollah et al., 2024; Shin 

et al., 2023) in South Korean perspective.  Also, workplace digitalization brings many changes, 

such as job design, job expectations, job resources, and consequently, EE (Alieva and Powell, 

2022). EE refers to “the level of commitment, motivation, employees feel toward their work 

and organization” (Saks, 2019). Work engagement is stated by Schaufeli et al. (2002) as a 

“positive mental feeling characterized by vigor, dedication, and absorption”. It is also related 

to satisfaction, employee retention, and organizational effectiveness (Richardsen et al., 2006). 

It has been established to progressively impact job performance, client satisfaction, and 

psychological/physical health job performance, job satisfaction, and employee retention 

(Bakker, 2009; Bakker et al., 2008). 

Undoubtedly, digital transformation is also related to organizational commitment because 

leaders’ activities and organizational behavior are associated with commitment. OC refers to 

“an employee's willingness to remain with and thrive in a company, while employee 

commitment reflects their effort to engage with the organization and their desire to stay” 

(Senjaya & Anindita, 2020). As Rahmayanti et al. (2017) mentioned, highly committed 
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employees are reluctant to switch, have better performance, and are engaged in their work. OC 

is also identified as a kind of attachment, identity, and connection in an institute (Asbari, 2020). 

In other words, it is critical for pioneers or chiefs to retain their employees stimulated and 

satisfied (Riaz et al., 2017). In general, three types of OC (affective, continuance, and 

normative commitment) have been observed (Meyer and Allen, 1991). Altogether, the 

integration of DL, EE, and OC could produce better output and sustainable performance. 

 Previously, researchers mentioned that DL has an influence on OP (Benitez et al., 2022), while 

opposite results come from Kurniasih et al. (2022) and Purwanto et al. (2019). Recent studies 

indicate that DL positively influences organizational performance (OP). For examples Paulina 

(2023) found that DL has a positive impact on EP in a manufacturing context. Similarly, 

Nurshinta et al. (2024) reported that DL significantly affects digital culture, marketing, and 

technology, which in turn influence OP. Additionally; Na et al. (2024) stated that DL has an 

indirect impact on digital business performance through its positive effects on enhancing digital 

readiness and digital platform capabilities in manufacturing companies. These studies 

collectively suggest that DL plays a crucial role in enhancing various aspects of OP, including 

EE (Paulina, 2023), digital culture (Nurshinta et al., 2024), and overall organizational 

effectiveness (Na et al., 2024) across different sectors. Furthermore, committed employees are 

more satisfied and have intention stay in the corporation (Atif et al., 2011), ultimately 

contributing to the achievement of organizational success. Moreover, digital leaders do not 

exist only at the higher level of the organization; they can be found any part of the organization, 

including the directors and C-suite executives (Karippur and Balaramachandran, 2022); senior 

and upper-level IT leaders (Petry, 2018); and organizations (Antonopoulou et al., 2021). This 

infers that DL is not hierarchical, unlike TL. Moreover, Erhan et al. (2021) in the first time, 

conducted a study on Turkish department managers to measure the effect of DL on employee 

innovative work behavior, exploring DL roles typically applied in general organizational 

settings. They recommended that DL could be used as a predictor, with other variables selected 

based on context and perspective. In addition, Arslan and Roudaki (2018) investigated the 

mediating influence of EE between OC and EP, but still, the effect of DL on EP and the 

mediating role of OC and EE have remained unexplored from Bangladeshi perspective. This 

leads to the development of a proposed research (Figure 1) and enhance the literature by 

fulfilling the research gap and offering valuable insights for managers and practitioners 

navigating rapidly changing digital environment. The specific purposes of this examination are 

as follows: 
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RQ1. What is the impact of DL on organisational commitment, employee engagement and 

EP? 

RQ2. What is the impact of organisational commitment and employee engagement on EP? 

RQ3. What is the mediating effect of organisational commitment and employee 

engagement between DL and EP? 

 

2. Literature review and hypotheses 

 

2.1 Theoretical Backgrounds 

Social exchange theory (SET) is based on the premises that social behavior consequences from 

reciprocal exchange practice between the leader and their subordinates that generates OC, EE, 

and OP (Aldhuwaihi, 2013). In this perspective, Blau (1964) mentioned that high-quality 

associations are described by mutual trust, respect, and commitment. In addition, Liden et al. 

(2008) demonstrated that high-quality interactions lead to employees performing beyond their 

job duties, which is beneficial for achieving a leader's objectives, and increasing job 

performance. Moreover, employees join an organization for obtaining an improved work 

environment and corporate culture to achieve objectives (Ahmad et al., 2021). Hence, favorable 

associations between DL and subordinates result in increased OC that influences EP. Similarly, 

the employee’s commitment may be an expected emotion for employees to retain their loyalty 

to the corporation, and significantly affect organizational outcomes, including EP (Pinho et al., 

2014), suggesting that social exchange increases EP. So, this research draws on SET to explain 

the role of the DL in maintaining OC and EE and resource-based views for increasing overall 

EP. 

2.2 The impact of digital leadership on employee performance, organisational 

commitment and employee engagement 

Digital leaders play a crucial role in managing transformation and enriching organizational 

competitiveness. DL behavior cannot be ignored because of their digital vision, mission, 

attitude, agility, and dynamic capabilities for success. In this perspective, Zhu (2015) 

mentioned that digital leaders “possess in-depth knowledge, are global visionaries, are 

inquisitive, reflective, and creative." They are capable of handling the volatile, uncertain, 

complex and ambiguous environment of business (Mihardjo and Rukmana, 2018), which is a 

major concern in the present age. In their previous research, Koh et al. (1995) found that TL 

has a substantial effect on EP, and Mollah et al. (2023) examined and found that DL has a 
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profound positive impact on sustainable performance. Another study in Korea also found that 

DL positively interlinked with OP (Shin et al., 2023); however, DL did not have any impact on 

EP (Gunawan et al., 2023). There is a mixed conclusion that effect of DL on EP varies. 

Therefore, we assumed the succeeding hypothesis: 

H1. DL has a positive impact on EP.  

DL paradigm leverages information technology (IT) to carry out its responsibilities and 

enhance the performance of followers (Zam et al., 2023). Also, the use of technology has the 

potential to change organizations' leadership, employees' mindsets, and OP (Iriqat and Khalaf, 

2017). Moreover, Awang et al. (2022) revealed that DL practices increase teachers’ 

commitment in schools. Further, Verma (2022) found that DL has a crucial role in increasing 

the OC of industrial workers in India, while Berkovich and Hassan (2023) observed similar 

effect of DL on OC in Bahrain. This study assumes the succeeding hypothesis: 

H2. DL has a positive impact on OC. 

In the business world, the effectiveness of digital tools and procedures has a direct effect on 

worker engagement and output (Choudhury and Mohanty, 2019). Actually, EE is known as a 

positive attitude that workers have toward the company and its principles (Ariani, 2013) and 

the drive or enthusiasm of employees to assist the corporation in accomplishing its objectives 

(Marciano, 2010). Therefore, active DL practices help improve work performance, including 

EE and productivity. It also alters the ripple effect throughout the organization, impacting EE, 

productivity, and overall performance (Berman et al., 2012). Moreover, Purba (2021) found 

that DL has a substantial impact on EE in the manufacturing industry of Indonesia, while 

Winasis et al. (2021) found that the climate of DL enhances EE. This study develops the 

succeeding hypothesis: 

H3. DL has a positive impact on EE. 

2.3 The impact of organisational commitment on employee performance, and employee 

engagement 

OC is explained as loyalty and participation of employees in the corporations (Davis and 

Newstrom, 1985; Reichers, 1985). It will encourage employees to obey organizational rules 

while minimizing employee turnover. In this perspective, Van Knippenberg and Sleebos (2006) 

showed OC as an association between employees and organizations. It indicates committed 

employees are deeply engaged in organizational activities and consequently reach 

organizational destinations. Therefore, an employee’s strong belief in organizational culture 
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encourages employees, adds value, and enhances performance (Eleswed and Mohammed, 

2013). However, several previous study analyses the impact of OC on Al in Oman (Zefeiti and 

Mohamad, 2017) civil servants' performance in Maluku; (Renyut et al., 2017) civil servants' 

performance in Indonesia; found the moderation effect of OCB. All of their outcomes indicated 

that OC has a positive impact on EP. Contrary to this, Gunawan et al. (2023) found an 

insignificant relationship between OC and EP in Indonesia. Furthermore, Van Waeyenberg et 

al. (2022) showed that OC positively affects the teacher's performance. While Soomro and 

Shah (2019) argued that OC has a positive impact on EE among the SME employees in 

Pakistan, Few academics have modeled EE prior to commitment. Based on Tajfel's (1974) 

social identity theory, Barnes and Collier (2013) claimed employees’ stronger sense of 

commitment leads to the company’s success and, consequently, increases engagement. 

Therefore, proposed succeeding hypotheses: 

H4. OC has a positive influence on EP. 

H5. OC has a positive influence on EE. 

2.4 The relationship of employee engagement and employee performance 

EE is characterized as improved employee commitment and excellent EP (Dessler, 2015). Such 

as EE happened for self-association with work roles, includes persistence, involvement, and 

deepening in activities (Srivastava and Madan, 2016). It has also been supposed as a 

motivational factor towards organization’s achievement (Kazimoto, 2016). Greater EE reduces 

absenteeism, accidents, and turnover; also improve employee and EP (Juan and Yao, 2017). 

EE is connected to EP (Sopiah et al., 2020) and crucial for achieving organizational success as 

engaged employees can contribute to enhancing EP (Aktar and Pangil, 2018). Where, Anitha, 

(2014) confirmed employee engagements’ significant impact on EP. Additionally, Sopiah et 

al. (2020) suggest that EE will increase general behaviors like they will be more effective, 

loyal, and strive to improve their performance. So, the subsequent hypothesis is proposed: 

H6. EE has a positive influence on EP. 

2.5The mediating role of organisational commitment and employee engagement 

DL is a strategic tool for increasing OC (Zam et al., 2023). Since, technology utilization could 

change organizations' and employees' mindsets, leadership, and performance (Iriqat and 

Khalaf, 2017). In the digital age employees are working in digital environment, communicating 

and monitored by digital system and also working performance evaluate through digital system. 

Along with this digital mind set, vision, mission, action lead to enhance OC. In order to 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

7 
 

examine the effect of leadership on EE, numerous studies have found OC as a mediator. Such 

as Donkor et al. (2021) proved the mediating impacts of OC between leadership styles and 

subordinate performance in Ghana. Further, Qadir and Yeşiltaş (2020) found OC as a mediator 

between leadership styles and OP in SMEs of Iraq.  

Similarly DL practices helps in improving work performance including EE. In this perspective, 

Winasis et al. (2021) argue that climate of DL has an affirmative and substantial effect on EE. 

In JDR theory EE was explained as an influential factor improving EP (Bakker et al., 2020). 

Such as, Park et al. (2021) found EE acts as a mediating factor between TL and EP. As digital 

leaders inspire, motivate and guide to accept and maintain organization digitally therefore, 

organisational engagement plays a bridging role between digital environment and 

organisational success. Therefore, this study assumes the subsequent hypotheses: 

H7. OC mediates the association between DL and EP. 

H8. EE mediates the association between DL and EP. 

H9. OC and EE mediate association between DL and EP. 

 

Figure 1. Research Framework 

3. METHODOLOGY 

3.1 Participants and Procedure 

We followed quantitative methods to explore the connections among DL, EE, OC and EP in 

different organizations. For analysis we have collected 239 primary data from different 

Digital 

Leadership  

Organizational 

Commitment  

Gender, Age, 

Education, 

Position 

Employee 

Performance 

Employee 

Engagement  

H1 

H6 = DL→OC→ OP 

 

H5 

H9 = DL→OC→EE→OP 

 

H8 = DL→EE→OP 
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intuitions in Bangladesh. We have used a self-administered questionnaire from existing 

literature and data has gathered through Google forms in a convenient sampling methods. Upon 

the agreement, an online link in Google form sent to the employees who participated in this 

study voluntarily through e-mail. We guaranteed the confidentiality of all survey procedures 

and the collected data. As a result 255 responses were gathered and after cleaning 16 data 239 

has used for final analysis. The demographic information of respondents exhibited in Table 1.  

Table 1. Demographic Profile 

Categories N % 

Gender 
Male 207 86.6 

Female 32 13.4 

Respondents 

Age (Year) 

21-29 95 39.7 

30-39 108 45.2 

40-49 33 13.8 

50-59 1 .4 

60 or more 2 .8 

Educational 

Qualifications 

Below Honour’s 7 2.9 

Honour’s  62 25.9 

Master’s  163 68.2 

Diploma 6 2.5 

Doctorate 1 .4 

Employee 

Position 

Upper Level 47 19.7 

Mid-Level 106 44.4 

Lower Level 61 25.5 

Others 25 10.5 

Industry Types 

Manufacturing 26 10.9 

Engineering 8 3.3 

Accounting/Finance 84 35.1 

Human Resource 7 2.9 

Supply Chain/Logistic 9 3.8 

Sales/Marketing 25 10.5 

Service 64 26.8 

Others 16 6.7 

Total 239 100.0 

3.2 Measures  

In this research, each scale item was measured using a five-point Likert scale, ranging from 1 

(strongly disagree) to 5 (strongly agree). Initially, Ulutaş and Arslan (2017) created an 18-item 

scale to measure DL across three categories: orientation, communication, and information. 

They noted that six orientation items represent DL (Erhan et al., 2022), which were 

subsequently used by Shin et al. (2023). Then, to measure OC, EE, and EP we took items from 

(Desa and Asaari, 2020; Ghosh et al. 2014)  
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3.3 Unit of Analysis 

This study's sample included managers at all levels, from entry-level to executive. We have 

covered a variety of Bangladeshi businesses, from manufacturing to the service industry. 

Besides, we have focused on the employees who have relevant experience. As a result we 

emphasized more on mid and top level leaders. According to Shin et al. (2023), there is 

evidence that using individuals as a unit of analysis is suitable for assessing factors like 

leadership and performance in the existing literature. Following this, individual-level data was 

gathered for the present study. 

3.4 Analysis 

SEM was used to find the direct and indirect influences among the relationships of constructs. 

To explore the unobserved concepts of the proposed research framework and also to measure 

errors in the estimation procedure (Hair et al., 2012), this study utilized SEM with AMOS. 

Prior to testing the measurement model, this study also tested CFA to estimate the model fit 

value of the measurement items (Browne and Cudeck., 1992) and also each model fit of the 

construct. In this model, it has considered four variables to measure the convergent, 

discriminant, and validity. In addition, the mediation effect of EE and OC was analysed using 

Lowry and Gaskin's (2014) specific path analysis. 

4. Results 

First investigation of Harman's single-factor bias test showed that 37.22% of the variance in 

the whole was explained by the single-factor structure, which indicates the absence of bias 

(Podsakoff et al. 2003). To assess the study's discriminant validity, convergent validity, and 

internal consistency reliability, confirmatory factor analysis (CFA) was used through AMOS. 

In that case bootstrap 5,000 samples and 90% bias-corrected confidence interval approaches 

have been deployed to assess the SEM. The mean, standard deviations, and correlations among 

the constructs are displayed in Table 2.  

Table 2. Descriptive Statistics and Correlation Analysis 

Variables 1 2 3 4 5 6 7 8 9 

1. Gendera 1         

2. Respondents Ageb -.01 1        

3. Educationalc -.020 .12 1       

4. Employee Positiond -.02 -.11 -.11 1      

5. Types of Industry  .06 .04 .05 .02 1     

6. Digital leadership .01 .16* .10 -.05 -.16* 1    
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7. Employee 

Engagement 

.08 .18** -.03 -.11 -.04 .44** 1   

8. Organisational 

commitment 

.085 .17** .02 -.14* -.05 .43** .79** 1  

9. Employee 

performance 

.02 -.00 -.06 -.14* -.11 .49** .60** .54** 1 

Mean 1.13 1.77 2.72 2.27 4.57 4.26 4.07 4.15 4.30 

SD 0.34 0.76 0.58 0.90 2.26 0.50 0.61 0.58 0.59 

 

Notes: *p < .05; **p < .01; SD=Standard Deviation aCoded1 = Male, 2= Female; bCoded 1 = 21-29 years, 2 = 

30-39 years, 3 = 40-49 years, 4 = 50-59 years, 5 = 60 years or above; CCoded 1 = Below Honors, 2 = Honors, 

3 = Masters, 4 = Diploma, 5 = Doctorate; dCoded  1= Upper-Level, 2 = Mid-Level , 3 = Lower-Levels, 4 = 

Others.  

4.1 Model fit and Validity Analysis 

To assess the adequacy of the model, the study investigated the fit indices using χ2-square, 

goodness of fit index (GFI), adjusted goodness of fit index (AGFI), root mean squared residual 

(RMR), and root mean square error of approximation (RMSEA) with GFI > 0.9, AGFI > 0.8, 

RMR > 0.08, RMSEA > 0.07, and CFI > 0.9 (Hu and Bentler, 1999; Gerbing and Anderson, 

1988). The results of model fit (Table 3) show that the model is structurally fit for hypothesis 

testing. 

Table 3. Model Fit Analysis 

Model GFI AGFI RMR CFI 
RMSEA [90% of 

CI] 
X2/(d.f.) 

1 Factor 

(DL, EE, OC, EP) 
.97 .93 .012 .98 .076 [.034, .118] 2.36 

2 Factor 

(DL+EP, EE, OC) 
.94 .91 .015 .98 .056 [.035, .077] 1.75 

3 Factor 

(DL+EE+EP, OC) 
.93 .80 .017 .98 .047 [.031, .061] 1.52 

4 Factor 

(DL+EE+OC+EP) 
.90 .88 .020 .97 .050 [.039, 062] 1.60 

Reference Standard ≥0.9 ≥0.8 <0.08 ≥0.9 ≤0.08 ≤ 5 

Note(s): DL = Digital Leadership; EE = Employee Engagement; OC = Organisational Commitment; 

EP = Employee performance 

 

Then, to assess convergent validity, the results suggested that all factor loadings of the 

construct should be 0.6 or higher (Rahlin et al., 2020), and our study results is consistent with 

standard. Here factor loading of DL ranges from 0.71 to 80, EE is 0.60 to 86, OC is 0.60 to 

0.84, and EP is 0.74 to 0.86, and also Cronbach’s α coefficient is above 0.80, indicating that it 

is highly satisfactory. According to Fornell and Larcker (1981), the internal consistency of 
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reliability was deemed adequate as shown by the CR values, which exceeded the 0.6 (DL =.86; 

EE =.86; OC = 0.85 and EP =.88) and AVE surpassing the 0.5 cutoff values (DL =.75; EE 

=.73; OC = 0.73 and EP =.78). Table 4 shows discriminant validity where the square root of 

AVE for each variable, which is higher than the diagonal and horizontal variables. Therefore, 

there is no issue of discriminant validity in this research.  

Table 4. Discriminant validity 

Variables 1 2 3 4 

1. Digital leadership (.86)    

2. Employee Engagement .44** (.86)   

3. Organisational commitment .43** .79** (.85)  

4. Employee performance .49** .60** .54** (.88) 

Notes: *p < .05, **p < .01; Values in the parentheses in bold form are the square root of AVE for 

each variable. 

 

4.2 Hypothesis Testing 

In the case of testing hypotheses, results presented that all the direct association are significant 

and accepted (t > 0.1.96, p < 0.05) except for the effect of OC on EP and the mediation effect 

of OC. Hypotheses H1, H2, and H3 were supported: DL directly affects EP (β = 0.29, p < 0.05), 

OC (β = 0.43, p < 0.05), and EE (β = 0.13, p < 0.05). Then hypothesis H4 OC effect on EP was 

not supported (β = 0.12, p > 0.05), while hypothesis H5 OC effect on EE was also supported 

(β = 0.73, p < 0.05). Another direct effect of EE on EP was also found to be substantial (β = 

0.40, p < 0.05). After that, for indirect effect hypothesis H6, it was found that OC has an 

insignificant mediating effect between DL and EP (β = 0.05, p >0.05). However, hypothesis 

H8 showed EE as significantly partially mediated (β = 0.05, p < 0.05) between DL and EP. 

Lastly, hypotheses H8 for measuring the double mediation effect found that OC and EE 

combine to mediate between DL and EP (β = 0.12, p < 0.05). Therefore, H8 was supported. 

The path coefficients in the model of this study are précised in Table 5. 

Table 5: Summary results of the hypotheses 

Hypotheses 
Standard Estimates 90% of CI 

Results 

Direct Indirect LBL UBL 

H1 DL→EP .29***  .18 .39 S 

H2 DL→OC .43***  .30 .53 S 

H3 DL→EE .13*  .02 .26 S 
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H4 OC→EP .12  .-.01 ..25 NS 

H5 OC→EE .73***  .63 .81 S 

H6 DL→OC→EP  .05 -.01 .18 NS 

H7 EE→EP .40***  .27 .53 NS 

H8 DL→EE→EP  .05* .01 .12 S 

H9 DL→OC→EE→EP  .12*** .08 .18 S 

Note(s): *p < .05, **p < .01, ***p < .001; DL = Digital Leadership; EE = Employee Engagement; OC = 

Organisational Commitment; EP = Employee performance, CI = Confidence Interval; S = supported, NS 

= Not supported 

5. Discussions 

The goal of the present research is to better comprehend the behavior of DL and investigate the 

connections among EE, OC, and EP in Bangladesh. Firstly, our findings align with previous 

research by Amelda et al. (2021) which demonstrated a positive association exists between DL 

and EP. However, Gunawan et al. (2023) reported contrasting results in the e-commerce 

business of Indonesia. It indicates that digital leaders’ vision, mission, attitude, agility, and 

dynamic capabilities can enhance organizational success. Secondly, this study supports the idea 

that DL has an effect on OC (Awang et al., 2022; Iriqat and Khalaf, 2017). It infers that DL is 

influencing and shaping individual and group attitudes, beliefs, and actions to increase EP. 

Thirdly, results showed that DL has an effect on EE, similar to results found previously that 

DL has a substantial impact on EE in the banking industry (Winasis et al., 2021), while TL has 

an has an effect on EE in the manufacturing industry (Purba, 2021). It clearly indicates that in 

the digital age, DL is profoundly driving employees’ performance.  

Fourth, results infer that OCs is not driving EP which is different from those of Gunawan et al. 

(2023) findings. Similarly, hypothesis H7 indicates that OC is not mediated between DL and 

EP. Actually, the results of this study are supportive because most of the organization's 

employees’ are not loyal to the organization and also have the cultural effect that the 

performance of the organization is not highly focused rather than just continuing the work. 

Fifth, it is found that OC is associated with EE, and EE has a significant positive effect on OE. 

Along with this, EE mediates between DL and EP. In this perspective, Dessler (2015) 

mentioned that EE is considered supporting enhancing OC and excellent EP. Additionally, due 

to the structure and culture, employees are always likely to stay with the boss or management 

side. Lastly, Hypothesis H9 proved that there is a double mediation going on between DL and 

EP. The result indicates that the digital leader’s role in enhancing EP is directly as well as 

indirectly associated with EP through OC and EE.  



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 

(Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

13 
 

Table 6. Summary of the literature and findings of this study 

Reference Study Purpose Methodology Key Findings 
Similarities/Dissimilarities of our 

findings 

Turyadi et al. 

(2023) 

Exploring the role of DL in 

establishments to enhance 

EP and business success 

Qualitative research, 

using the literature 

review method. 

DL boosts EP, promotes 

the improvement of 

technological skills, and 

aids in achieving 

commercial goals. 

Our findings revealed that DL has 

impact on EE. 

Hidayat et al. 

(2023) 

Exploring the impact of DL, IT and 

digital competency on EP in the 

digital are 

Quantitative method 

with explanatory 

research, SEM by using 

AMOS. 

DL and IT significantly 

affect EP. 

This study also showed similar 

results, where DL significantly 

affected EP. 

Verma (2022) 

Exploring the influence of virtual/DL 

on OCOC within the work-from-

home context during the COVID-19 

pandemic in India 

PLS-SEM DL has an impact on OC 

Our findings also demonstrated that 

DL positively influences OCOC in 

Bangladesh. 

Berkovich and  

Hassan (2023) 

Investing the impact of 

transformational on teachers’ 

commitment and school effectiveness 

Quantitative 

correlational research 

TL has a substantial impact 

on OC  of teachers 

Our results infer that DL has a 

significant positive impact on OC. 

Restu et al. 

(2022) 

Examining the impact of DL on EE of 

millennial generation within Ditpolair 

Polda Metro Jaya 

Survey questionnaire, 

Kruskal-wallis test, and 

multiple regression 

The results proved that DL 

had a substantial effect on 

EE. 

Results showed similar findings to 

the previous study that DL 

positively affects EE. 

Sulistiana and  

Darma (2023) 
Exploring the impact of DL on EP 

Smart PLS and Job 

Demands- Resources 

(JD-R) theory 

DL has a significant impact 

on EP 

DL is positively associated with EE 

in the emerging economy. 

Gunawan et al. 

(2023) 

To explore the impact of DL on EE 

through mediation of OC in 

Indonesia. 

Quantitative approach 

using electronic 

questionnaire in a 

snowball pattern. 

It has been determined that 

OC has positive impact on 

EP. 

Results indicate that OC has no 

significant impact on EP. 
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Van 

Waeyenberg et 

al. (2022) 

Exploring the association between 

performance management and teacher 

performance, with a focus on the roles 

of affective OC and exhaustion.. 

PLS-SEM with 

SETtheory and the job 

demands-resources 

Model. 

The association between 

OC and EP is positive. 

This study shows an insignificant 

effect between OC and EP. 

Gunawan et al. 

(2023) 

Investigating the relationship between 

talent management and work 

engagement and its effect on the 

performance of nurses in Indonesia. 

Quantitative approach 

using electronic 

questionnaire 

In a snowball pattern. 

Established DL 

significantly impacts 

performance factors 

through the mediation of 

OCs. 

This study proved that OC has no 

mediation effect between DL and 

EP. 

Donkor et al. 

(2021) 

Analysing the mediating role of OC 

on the association between leadership 

styles and EP in state-owned 

enterprises (SOEs) in Ghana using 

SEM. 

PLS-SEM 

It has been found that DL 

significantly influences EP 

through the mediation of 

OCs. 

OC failed to mediate between DL 

and EP in Bangladesh. 

Park et al. 

(2022) 

Examining the structural relationships 

between TL, affective OC, and job 

performance, while also exploring the 

mediating role of EE in these 

relationships. 

PLS-SEM 

There complete mediation 

lies between TL and job 

performance. 

Results again proved that EE 

significantly mediates between DL 

and EP. 

Source: Author’s compilation
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5.1 Theoretical Implications 

In this study, the theoretical contribution involves in the context of Bangladesh. It could involve 

the interaction of social exchange and RBV theories, and adapting to the local context. The 

theory proposed an integrated model that provides a nuanced considerate of the role of DL, EE, 

and OC for EP in the developing country perspective. In the corresponding way, that theory 

positively contributes to DL, EE, and OC in terms of EP. Additionally, empirical research and 

validation of these theoretical constructs within the Bangladeshi context will be crucial for the 

practical application and refinement of the theoretical framework. This study suggests that OC 

and employee engagement serve as crucial factors connecting DL and job performance, and 

digital leaders social connections with employees increase EP. In this study, it matches 

Aldhuwaihi's (2013) opinion that DL influences followers to become more committed and 

engaged in the organization and results in full effort and knowledge that provide for the 

organization to increase performance and achieve organisational objectives (Ahmed et al., 

2021). Overall, effective leadership behaviours like empowerment, communication, and 

support cultivate employee engagement, characterized by motivation, dedication, and 

discretionary effort toward achieving EP. 

5.2 Practical Implications 

Moreover, a number of useful implications from the current research should be considered, 

especially in the context of developing economies. The implications of this study will help to 

build strong commitment (Awang et al., 2022; Berkovich and Hassan, 2023) and EE (Restu et 

al., 2022) among employees through the predictors of DL. The findings of this study are 

substantial for practitioners seeking to enhance their digital transformation. First of all, this 

study has found that DL positively impacts EP in Bangladesh, implying that the practice of DL 

in the present context plays a substantial role in improving the overall EP (Turyadi et al., 2023). 

Secondly, DLs are able to increase EE (Restu et al., 2022) through digital systems, ensuring 

more committed employees (Berkovich and Hassan, 2023), which leads to improved EP (Bahri 

et al., 2021). Therefore, it highlights the necessity of selecting capable digital leaders to propel 

digital transformation in the digital era. Third, EE in organizations is fostered through a proper 

work environment, opportunities for employee development, and proper recognition and 

feedback on their work (Winasis et al., 2021). We recommend that these practices be 

introduced in the context of digital transformation, which has a substantial impact on improving 

EP. Additionally, policymakers should ensure the proper digital infrastructure, which will 

enable the cultivation of employee engagement and commitment. Also, it can help managers 
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and leaders acquire the required digital skills for proper leadership practice. Proper policies 

from practitioners and sufficient support from the government and other respective authorities 

can produce competent DL to face the upcoming digital transformation and adapt to the VUCA 

environment. Such an initiative will help Bangladesh transform into a smart Bangladesh in the 

future. 

5.3 Limitations and Future Research Scope 

Despite several theoretical and practical implications, this research has some limitations, like 

others, that need to be clarified. First, we measure EP using predictors such as DL, EE, and 

OC, but there are several other factors that can be incorporated in the future study, such as 

emotional intelligence, digital literacy, social media, etc. Also, the mediating role of digital 

strategies, structures, culture, and digital well-being can be explored. Second, it is a survey-

based study, but in future research endeavors, researchers can arrange holistic approach with 

focus group interviews with digital leaders, which will provide more deep insights about this 

phenomenon. Third, we have conducted this study on the leaders of several types of industries; 

future studies can focus on specific fields such as the IT industry, manufacturing, or service. 

Lastly, cross-cultural study, including relations between financial and non-financial benefits 

and the development of DL abilities, is another field to be explored in the future. 

5.4 Conclusion 

Bangladesh is a developing country where DL is an important issue for organizational 

management. The outcomes indicate that digital leaders have a substantial impact on enhancing 

OC and EE, as well as increasing EP. However, due to the culture and nature of the job, most 

of the time, employees are not loyal or committed to the organization, which might be an 

impediment to success. In this perspective, it can be concluded that in this digital age, to gain 

competitive advantages and bring success, there needs to be increased employee engagement 

and commitment-related activities for better performance and sustainability. 

Reference 

Ahmad, S., Islam, T., Sadiq, M. and Kaleem, A. (2021), “Promoting green behavior through 

ethical leadership: a model of green human resource management and environmental 

knowledge”, Leadership & Organization Development Journal, Emerald Publishing 

Limited, Vol. 42 No. 4, pp. 531–547. 

Aktar, A. and Pangil, F. (2018), "Antecedents and consequences of employee engagement: 

A conceptual study", Aktar, A. and Pangil, F. (2017), “Antecedents and Consequences 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

17 
 

of Employee Engagement: A Conceptual Study”, IOSR Journal of Business and 

Management (IOSR-JBM), Vol. 19 No. 6, pp. 600-619.  

Al Zefeiti, S.M.B. and Mohamad, N.A. (2017), "The Influence of organisational 

commitment on Omani public employees’ work performance", International Review of 

Management and Marketing, Vol. 7 No. 2, pp. 151-160.  

Aldhuwaihi, A. (2013), "The influence of organisational culture on job satisfaction, 

organisational commitment and turnover intention: A study on the banking sector in the 

kingdom of Saudi Arabia", [Doctoral], King Saud University. 

Alieva, J. and Powell, D.J. (2022), "The significance of employee behaviours and soft 

management practices to avoid digital waste during a digital transformation", 

International Journal of Lean Six Sigma, Vol. 14 No. 1, pp. 1-32.  

Amelda, B., Alamsjah, F. and Elidjen, E. (2021), "Does The Digital Marketing Capability 

of Indonesian Banks Align with Digital Leadership and Technology Capabilities on 

Company Performance?", CommIT (Communication and Information Technology) 

Journal, Vol. 15 No. 1, pp. 9-17.  

Anitha, J. (2014), "Determinants of employee engagement and their impact on employee 

performance", International Journal of Productivity and Performance Management, 

Vol. 63 No. 3, pp. 308-323.  

Antonopoulou, H., Halkiopoulos, C., Barlou, O. and Beligiannis, G.N. (2021), "Associations 

between Traditional and Digital Leadership in Academic Environment: During the 

COVID-19 Pandemic", Emerging Science Journal, Vol. 5 No. 4, pp. 405-428.  

Ariani, D.W. (2013), "The Relationship between Employee Engagement, Organisational 

Citizenship Behaviour, and Counterproductive Work Behaviour", International 

Journal of Business Administration, Vol. 4 No. 2, pp. 46-56.  

Arslan, M. and Roudaki, J. (2018), "Examining the role of employee engagement in the 

relationship between organisational cynicism and employee performance", 

International Journal of Sociology and Social Policy, Vol. 39 No. 1/2, pp. 118-137.  

Asbari, M. (2020), "Is Transformational Leadership Suitable for Future Organizational 

Needs?", International Journal of Social, Policy and Law, Vol. 1 No. 1, pp. 51-55.  

Atif, A., Kashif Ur Rehman, Ijaz Ur Rehman, Muhammad, A.K. and Asad, A.H. (2011), 

"Impact of organisational commitment on job satisfaction and employee retention in 

pharmaceutical industry", African Journal of Business Management, Vol. 5 No. 17, pp. 

7316-7324.  

Awang, H., Yusof, M.R., Yaakob, M.F.M., Jafar, M.F., Mustapha, R. and Subramaniam, K. 

(2022), "The influence of virtual instructional leadership on teachers’ commitment: A 

Malaysian e-leadership case study", International Journal of Evaluation and Research 

in Education, Vol. 11 No. 2, pp. 673-680. 

Bahri, S., Ramly, M., Gani, A. and Sukmawati, S. (2021), "Organisational Commitment and 

Civil Servants Performance: The Contribution of Intelligence, Local Wisdom and 

Organisational Culture", European Journal of Business and Management Research, 

Vol. 6 No. 1, pp. 128-134.  

Bakker, A.B. (2009), “Work engagement: An overview of 10 years of research”, Gedrag en 

Organisatie, Vol. 22 No. 4, pp. 336-353.Bakker, A.B., Petrou, P., Op den Kamp, E.M. 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

18 
 

and Tims, M. (2020), "Proactive Vitality Management, Work Engagement, and 

Creativity: The Role of Goal Orientation", Applied Psychology, Vol. 69 No. 2, pp. 351-

378.  

Bakker, A.B., Schaufeli, W.B., Leiter, M.P. & Taris, T.W. (2008), “Work engagement: An 

emerging concept in occupational health psychology”, Work & Stress, Vol. 22 No. 3, 

pp. 187-200.Barnes, D.C. and Collier, J.E. (2013), "Investigating work engagement in 

the service environment", Journal of Services Marketing, Vol. 27 No. 6, pp. 485-499.  

Benitez, J., Arenas, A., Castillo, A. and Esteves, J. (2022), "Impact of digital leadership 

capability on innovation performance: The role of platform digitization capability", 

Information & Management, Vol. 59 No. 2, pp. 1-22.  

Berkovich, I. and Hassan, T. (2023), "Principals’ digital transformational leadership, 

teachers’ commitment, and school effectiveness", Education Inquiry, Vol. 0 No. 0, pp. 

1-18.  

Berman, E.M., Bowman, J.S., West, J.P. and Van Wart, M.R. (2021), Human resource 

management in public service: Paradoxes, processes, and problems, Thousand Oaks, 

CA: CQ Press. 

Blau, P.M. (1964), Exchange and Power in Social Life, New York, NY: John Wiley and 

Sons. 

Browne, M.W. and Cudeck, R. (1992), "Alternative Ways of Assessing Model Fit", 

Sociological Methods & Research, Vol. 21 No. 2, pp. 230-258.  

Choudhury, S. and Mohanty, M.K. (2019), "Drivers of employee engagement–a 

chronological literature review excluding India", Journal of Strategic Human Resource 

Management, Vol. 8 No. 1, pp. 32-46.  

Davis, K. and Newstrom, J.W. (1985), Perilaku dalam organisasi, Jakarta: Erlangga. 

De Waal, A. and Heijtel, I. (2016), "Searching for effective change interventions for the 

transformation into a high performance organization", Management Research Review, 

Vol. 39 No. 9, pp. 1080-1104.  

Desa, N.M. and Asaari, M. (2020), "Mediation of perceived organizational support between 

human resources practices and job performance among engineers in the Penang free 

trade zone", International Journal of Asian Social Science, Vol. 10 No. 7, pp. 368-380. 

Dessler, G. (2015), Manajemen sumber daya manusia, Jakarta: Salemba Empat. 

Donkor, F., Dongmei, Z. and Sekyere, I. (2021), "The mediating effects of organisational 

commitment on leadership styles and employee performance in SOEs in Ghana: A 

structural equation modeling analysis", Sage Open, Vol. 11 No. 2, pp. 1-17.  

Eleswed, M. and Mohammed, F. (2013), "Job satisfaction and organisational commitment: 

A correlational study in Bahrain", International Journal of Business and Humanity 

Technology, Vol. 3 No. 5, pp. 44-53. 

Elia, G., Margherita, A. and Passiante, G. (2020), "Digital entrepreneurship ecosystem: How 

digital technologies and collective intelligence are reshaping the entrepreneurial 

process", Technological Forecasting and Social Change, Vol. 150, p. 119791.  

Erhan, T., Uzunbacak, H.H. and Aydin, E. (2022), "From conventional to digital leadership: 

Exploring digitalization of leadership and innovative work behaviour", Management 

Research Review, Vol. 45 No. 11, pp. 1524-1543.  



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

19 
 

Fayzhall, M. et al. (2020), "Transformational versus Transactional Leadership: Manakah 

yang Mempengaruhi Kepuasan Kerja Guru?", EduPsyCouns: Journal of Education, 

Psychology and Counseling, Vol. 2 No. 1, pp. 256-275. 

Fornell, C. and Larcker, D.F. (1981), "Structural Equation Models with Unobservable 

Variables and Measurement Error: Algebra and Statistics", Journal of Marketing 

Research, Vol. 18 No. 3, pp. 382-388.  

Gerbing, D.W. and Anderson, J.C. (1988), "An updated paradigm for scale development 

incorporating unidimensionality and its assessment", Journal of Marketing Research, 

Vol. 25 No. 2, pp. 186-192.  

Ghosh, P., Rai, A. and Sinha, A. (2014), "Organizational justice and employee engagement: 

Exploring the linkage in public sector banks in India", Personnel Review, Vol. 43 No. 

4, pp. 628-652. 

Gunawan, A., Yuniarsih, T., Sobandi, A. and Muhidin, S.A. (2023), "Digital Leadership 

towards Performance Through Mediation of Organisational Commitment to E-

commerce in Indonesia", Aptisi Transactions on Technopreneurship (ATT), Vol. 5 No. 

1Sp, pp. 68-76.  

Hair, J.F., Sarstedt, M., Pieper, T.M. and Ringle, C.M. (2012), "The Use of Partial Least 

Squares Structural Equation Modeling in Strategic Management Research: A Review 

of Past Practices and Recommendations for Future Applications", Long Range 

Planning, Vol. 45 No. 5, pp. 320-340.  

Hidayat, F., Sumantri, S., Rumengan, A.E., Wibisono, C. and 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, Vol. 2 No. 2, pp. 

144-151. 

Hu, L. and Bentler, P.M. (1999), "Cutoff criteria for fit indexes in covariance structure 

analysis: Conventional criteria versus new alternatives", Structural Equation Modeling: 

A Multidisciplinary Journal, Vol. 6 No. 1, pp. 1-55.  

Juan, S. and Yao, L. (2017), "Considering university governance: A preliminary 

investigation of employee engagement in higher educational institutions in Malaysia", 

pp. 224-232. 

Karippur, N.K. and Balaramachandran, P.R. (2022), "Antecedents of Effective Digital 

Leadership of Enterprises in Asia Pacific", Australasian Journal of Information 

Systems, Vol. 26, pp. 1-35.  

Kazimoto, P. (2016), "Employee engagement and organisational performance of retails 

enterprises", American Journal of Industrial and Business Management, Vol. 6 No. 4, 

pp. 516-525.  

Kurniasih, D., Setyoko, P.I. and Saputra, A.S. (2022), "The Influence of Digital Electronic 

Performance, Competence and Motivation on Government Organization Employees 

Performance During the Digital Era", Journal of Industrial Engineering & 

Management Research, Vol. 3 No. 5, pp. 86-99.  

Lowry, P.B. and Gaskin, J. (2014), "Partial Least Squares (PLS) Structural Equation 

Modeling (SEM) for Building and Testing Behavioural Causal Theory: When to 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

20 
 

Choose It and How to Use It", IEEE Transactions on Professional Communication, Vol. 

57 No. 2, pp. 123-146.  

Marciano, P.L. (2010), Carrots and sticks don’t work: Build a culture of employee 

engagement with the principles of respect, McGraw Hill Professional, New York, USA. 

Meyer, J.P. and Allen, N.J. (1991), "A three-component conceptualization of organisational 

commitment", Human Resource Management Review, Vol. 1 No. 1, pp. 61-89.  

Mihardjo, L.W.W. and Rukmana, R.A.N. (2018), "Does Digital Leadership Impact Directly 

or Indirectly on Dynamic Capability: Case on Indonesia Telecommunication Industry 

in Digital Transformation?", The Journal of Social Sciences Research, Vol. 2, pp. 832-

841.  

Mollah, M.A., Amin, M.B., Debnath, G.C., Hosain, M.S., Rahaman, M.A. & Abdullah, M. 

(2024), “Nexus among digital leadership, digital transformation, and digital innovation 

for sustainable financial performance: Revealing the influence of environmental 

dynamism”, Sustainability, Vol. 16 No. 18, pp. 8023.Mollah, M.A., Choi, J.-H., Hwang, 

S.-J. and Shin, J.-K. (2023), "Exploring a Pathway to Sustainable Organisational 

Performance of South Korea in the Digital Age: The Effect of Digital Leadership on IT 

Capabilities and Organisational Learning", Sustainability, Vol. 15 No. 10, pp. 1-18.  

Park, J., Han, S.J., Kim, J. and Kim, W. (2021), "Structural relationships among 

transformational leadership, affective organisational commitment, and job performance: 

The mediating role of employee engagement", European Journal of Training and 

Development, Vol. 46 No. 9, pp. 920-936.  

Petry, T. (2018), "Digital Leadership", in North, K., Maier, R. and Haas, O. (Eds.), 

Knowledge Management in Digital Change: New Findings and Practical Cases, 

Springer International Publishing, pp. 209-218.  

Pinho, N., Beirão, G., Patrício, L. and Fisk, R.P. (2014), "Understanding value co-creation 

in complex services with many actors", Journal of Service Management, Vol. 25 No. 4, 

pp. 470-493.  

Podsakoff, P.M., MacKenzie, S.B., Lee, J.-Y. and Podsakoff, N.P. (2003), "Common 

method biases in behavioural research: A critical review of the literature and 

recommended remedies", Journal of Applied Psychology, Vol. 88 No. 5, pp. 879-903.  

Prince, K.A. (2018), Digital leadership: Transitioning into the digital age [James Cook 

University]. Available at: https://doi.org/10.25903/5D2BDD672C0E5 (Accessed: 

[Insert Access Date]).Purba, C. (2021), "Digital transformation in the Indonesia 

manufacturing industry: The effect of e-learning, e-task and leadership style on 

employee engagement", International Journal of Data and Network Science, Vol. 5 No. 

3, pp. 361-368.  

Purwanto, A. (2019), "Influence of Leadership, Motivation, Competence, Commitment and 

Culture on ISO 9001:2015 Performance in Packaging Industry (SSRN Scholarly Paper 

3984816)", available at: https://papers.ssrn.com/abstract=3984816 

Qadir, K.H. and Yeşiltaş, M. (2020), "Effect of leadership styles on organisational 

commitment and performance in small-and medium-sized enterprises in Iraqi 

Kurdistan", Social Behaviour and Personality: An International Journal, Vol. 48 No. 

9, pp. 1-12.  



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

21 
 

Rahlin, N.A., Awang, Z., Zulkifli Abdul Rahim, M. and Suriawaty Bahkia, A. (2020), "The 

impact of employee safety climate on safety behavior in small & medium enterprises: 

An empirical study", Humanities & Social Sciences Reviews, Vol. 8 No. 3, pp. 163-177.  

Rahmayanti, I., Ardita, W. & Joeliaty, H. (2017), “Organisational climate and employee 

commitment to employee performance in regional secretariat Ngawi district”, 

International Journal of Business and Globalisation, Vol. 19 No. 4, pp. 549-

566.Reichers, A.E. (1985), “A review and reconceptualization of organizational 

commitment”, Academy of Management Review, Vol. 10 No. 3, pp. 465-476. 

Renyut, B.C., Modding, H.B., Bima, J. and Sukmawati, St. (2017), "The effect of 

organisational commitment, competence on Job satisfaction and employees 

performance in Maluku Governor’s Office [Preprint]", INA-Rxiv.  

Restu, R., Wibowo, A.E. and Tanuwijaya, J. (2022), "Impact of coping stress, digital 

leadership and learning culture on employee engagement of millennial generation in 

ditpolair polda metro jaya", Budapest International Research and Critics Institute-

Journal (BIRCI-Journal), Vol. 5 No. 2, pp. 12181-12190.  

Riaz, H., Akhtar, N., Moazzam, A., Luqman, R., Naz, H. & Tufail, H.S. (2017), “Leadership 

effectiveness, turnover intention and the mediating role of employee commitment: A 

case of academic institutions of Pakistan”, European Online Journal of Natural and 

Social Sciences, Vol. 6 No. 4, pp. 526. 

Richter-Killenberg, S. and Volmer, J. (2022), “How leaders benefit from engaging in high-

quality leader-member exchanges: a daily diary study”, Journal of Managerial 

Psychology, Vol. 37 No. 7, pp. 605-623. 

Saha, A. (2022), "Knowledge Attitude and Practice toward Union Digital Centre (UDC): 

Strategies and Recommendations Regarding Building Self-efficacy for Rural Females 

of Bangladesh", Journal of Social Service Research, Vol. 48 No. 4, pp. 545-560.  

Saks, A.M. (2019), “Antecedents and consequences of employee engagement revisited”, 

Journal of Organizational Effectiveness: People and Performance, Vol. 6 No. 1, pp. 

19-38. 

Schaufeli, W.B., Salanova, M., González-romá, V. & Bakker, A.B. (2002), "The 

Measurement of Engagement and Burnout: A Two Sample Confirmatory Factor 

Analytic Approach", Journal of Happiness Studies, Vol. 3 No. 1, pp. 71-92.  

Senjaya, V. and Anindita, R. (2020), “The role of transformational leadership and 

organizational culture towards organizational commitment through job satisfaction 

among mining industry employees”, Jurnal Aplikasi Manajemen, Vol. 18 No. 4, pp. 

767-782. 

Shin, J., Mollah, M.A. & Choi, J. (2023), "Sustainability and Organisational Performance in 

South Korea: The Effect of Digital Leadership on Digital Culture and Employees’ 

Digital Capabilities", Sustainability, Vol. 15 No. 3, pp. 1-15.  

Shin, J., Mollah, M.A. and Choi, J. (2023), “Sustainability and organizational performance 

in South Korea: The effect of digital leadership on digital culture and employees’ digital 

capabilities”, Sustainability, Vol. 15 No. 3, pp. 2027. 

Soomro, B.A. & Shah, N. (2019), "Determining the impact of entrepreneurial orientation 

and organisational culture on job satisfaction, organisational commitment, and 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

22 
 

employee’s performance", South Asian Journal of Business Studies, Vol. 8 No. 3, pp. 

266-282.  

Sopiah, S., Kurniawan, D.T., Nora, E. & Narmaditya, B.S. (2020), "Does talent management 

affect employee performance?: The moderating role of work engagement", The Journal 

of Asian Finance, Economics and Business, Vol. 7 No. 7, pp. 335-341.  

Srivastava, S. & Madan, P. (2016), "Understanding the roles of organisational identification, 

trust and corporate ethical values in employee engagement–organisational citizenship 

behaviour relationship: A study on indian managers", Management and Labour Studies, 

Vol. 41 No. 4, pp. 314-330.  

Sulistiana, I.N. & Darma, G.S. (2023), "Digital Leadership, Work-Life Balance, 

Compensation, Job Satisfaction, and Employee Engagement", Quantitative Economics 

and Management Studies, Vol. 4 No. 5, pp. 981-993. 

Tajfel, H. (1974), "Social identity and intergroup behaviour", Social Science Information, 

Vol. 13 No. 2, pp. 65-93. 

Turyadi, I., Zulkifli, Z., Tawil, M.R., Ali, H. & Sadikin, A. (2023), "The Role Of Digital 

Leadership In Organizations To Improve Employee Performance And Business 

Success", Jurnal Ekonomi, Vol. 12 No. 02, pp. 1671-1677. 

Ulutaş, M. & Arslan, H. (2018), "Bilişim Liderliği Ölçeği: Bir Ölçek Geliştirme Çalışması", 

Marmara Üniversitesi Atatürk Eğitim Fakültesi Eğitim Bilimleri Dergisi, Vol. 47, pp. 

105-124.  

Van Knippenberg, D. & Sleebos, E. (2006), "Organisational identification versus 

organisational commitment: Self‐definition, social exchange, and job attitudes", 

Journal of Organisational Behaviour: The International Journal of Industrial, 

Occupational and Organisational Psychology and Behaviour, Vol. 27 No. 5, pp. 571-

584.  

Van Waeyenberg, T., Peccei, R. & Decramer, A. (2022), "Performance management and 

teacher performance: The role of affective organisational commitment and exhaustion", 

The International Journal of Human Resource Management, Vol. 33 No. 4, pp. 623-

646.  

Verma, A. (2022), "Understanding Organisational Commitment and Organisational 

Citizenship Behaviour in Context of Work from Home Virtual Leadership during 

COVID-19-Pandemic in India", Journal of Organisation and Human Behaviour, Vol. 

11 No. 1, pp. 1-10.  

Williams, L.J. & Anderson, S.E. (1991), "Job Satisfaction and Organizational Commitment 

as Predictors of Organizational Citizenship and In-Role Behaviors", Journal of 

Management, Vol. 17 No. 3, pp. 601-617.  

Winasis, S., Djumarno, D., Riyanto, S. & Ariyanto, E. (2021), "The effect of 

transformational leadership climate on employee engagement during digital 

transformation in Indonesian banking industry", International Journal of Data and 

Network Science, Vol. 5 No. 2, pp. 91-96. 

Zam, E.Z., Yacob, S., Johannes, J., Amin, S., Adriani, Z. & Rosita, S. (2023), "Literature 

Review: Does Digital Leadership Affect Employee Performance Through 



Business Review- A Journal of Business Administration Discipline, Khulna University, Volume: 19, Number: 1, January - 

December 2024, pp. 01-23, DOI: 10.35649/KUBR.2024.19.1.3 (Print ISSN: 1811-3788; Online ISSN: 2664-3502) 

 

23 
 

Organisational Commitment of Civil Servant (SSRN Scholarly Paper 4472953)", 

https://doi.org/10.2139/ssrn.4472953 

Zhu, P. (2015), Digital Master: Debunk the Myths of Enterprise Digital Maturity, Lulu 

Publishing Services. 

 


