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ABSTRACT

The digital era has reshaped business, where IT innovation is pivotal for success. Digital leadership 
is a key driver, leading to digital agility. However, the research on digital agility is still at a nascent 
stage. The authors used the dynamic-capabilities to examine the impact of digital leadership on 
IT innovation in business organizations. A survey of 250 US based IT professionals was analyzed 
using process macro. The findings of this study enrich the digital-leadership literature, emphasizing 
the crucial role of digital leadership and inter-team coordination in promoting IT innovation in 
organizations. Practical implications of the study stress the need for organizations to develop digital 
leadership while fostering knowledge integration and inter-team coordination.
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INTRODUCTION

Digital agility has emerged as a competency that is currently being chased by organizations and 
leaders regardless of industrial or geographical boundaries. By targeting digital agility, leaders are 
converting their organizations into future-ready workplaces that can leverage the unlimited benefits 
of technology (Sia et al., 2021). But digital agility as a strategic endeavor must not be limited only to 
top management or leaders. For an organization to reap the benefits of digital transformation, equal 
and significant efforts are required at the subordinate, supervisor, and organization levels (Zhao et 
al., 2023). Establishing a digital culture that encourages and promotes digital responsiveness is also 
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regarded as important for digital agility (Grover, 2022). Such an integrated investment of efforts 
and resources toward digitization is hailed as the need of the hour for businesses in order to remain 
competitive during turbulent times. Additionally, digital agility helps organizations respond to difficult 
situations by enhancing the firm’s innovation capabilities (Peng & Tao, 2022).

Real-life business organizations provide tangible examples of the significance of digital agility. 
For instance, one exemplary company that has embraced digital agility is Apple Inc., a Fortune 500 
company renowned for its innovative products and digital ecosystem. Apple’s commitment to digital 
transformation, led by visionary leaders such as Steve Jobs and Tim Cook, has allowed the company to 
consistently adapt to technological advancements and changing market demands. Through continuous 
innovation and investment in digital capabilities, Apple has established itself as a global leader in 
the technology industry. Another notable example is Amazon.com, Inc., a Fortune 500 company that 
has revolutionized the retail landscape with its digital agility. By leveraging advanced technologies 
and data analytics, Amazon has transformed the way people shop and has disrupted traditional brick-
and-mortar retail models. Its ability to swiftly adapt to customer preferences, optimize logistics, and 
personalize the shopping experience has propelled Amazon to become a global e-commerce giant.

In this study, we examine how digital leadership capability (DLC), an essential component 
of digital agility (Mishra et al., 2023; Benitez et al., 2022), interacts with knowledge-integration 
capability (KIC) (Del Giudice et al., 2021; Sjödin et al., 2020) and inter-team coordination (ITC) 
(Xie et al., 2022) to impact information-technology innovation (IIN) at the organization level. This 
intricate interplay among these elements holds immense importance for both management research 
and practice, as recent studies (Xie et al., 2022) have highlighted the need for further investigation 
into the relationship between digital agility and innovation.

Digital leadership and digital-leadership capability may be misconstrued as similar constructs; 
however, they are different from each other. Digital leadership is a mix of digital, strategic, business, 
and market leadership skills (Kane et al., 2019). These digital leaders (synonymous with managers) are 
key decision-making professionals who possess the combined skill sets of business and information 
technology (IT) (Weill & Ross, 2009). These leaders may come from a management or IT background; 
nonetheless, they fully acknowledge the importance of synergy between business and technology 
(Sia et al., 2016). Digital leaders motivate both digitally abled and digitally challenged workforces 
to be a part of digital transformation. Hence, digital leadership is usually an individual’s leadership 
skill. On the other hand, digital-leadership capability is a firm-level ability to utilize and capitalize 
the unique skills of digital leaders in order to achieve digital agility and transformation (Hüsing et 
al., 2015). Hence, digital-leadership capability is an organization-level dynamic capability.

Through digital-leadership capability, organizations can initiate steps in the direction of 
successful adoption of technology in day-to-day business. Therefore, digital-leadership capability 
can be understood as paramount for digital transformation in modern-day organizations (Abbu et al., 
2022). Due to the potential impact of developing this capability, organizations must channelize their 
skills and expertise into different domains to drive digital transformation. This digital-leadership 
capability can prove to be of prime significance in achieving organizational goals during challenging 
times. Digital-leadership capability positively impacts the innovation performance of the firm due 
to the timely application of IT infrastructure (Gupta, Hassan, Pandey & Kushwaha, 2021; Benitez et 
al., 2022). When digital leaders’ skills are appropriately put to practice, they are motivated to get the 
entire workforce onboard with the technological infrastructural changes (Chatterjee & Kar, 2018). 
Digital-leadership capability also enhances the positive impact of employees’ digital performance on 
organizational performance (Chatterjee et al., 2023). Focusing on the influence of digital leaders on 
the IT infrastructure of the firm, this study proposes a positive impact of digital-leadership capability 
on IT innovation mediated by inter-team coordination. The authors also examine the moderating effect 
of KIC on the relationship between digital-leadership capability and IT innovation.

Since digital-leadership capability literature is in a nascent stage, not much is known about the 
antecedents and implications of such capabilities on organizational performance, including innovation. 
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Our study aims to make a strong contribution to this emerging research area by addressing the following 
research gaps. First, digital-leadership capability is a necessary organizational characteristic and a 
core component of digital agility; however, due to scarce and limited literature, the accurate potential 
of this capability has not been unveiled. Only a few studies have tested the effect of digital-leadership 
capability (e.g., Benitez et al., 2022; Cahyadi & Magda, 2021; Chatterjee et al., 2023; Khaw et al., 
2022). Our study will further uncover the role of digital-leadership capability in IT innovation. Second, 
this research aims to respond to future research suggestions given by Appio et al. (2021) that focus on 
how digital transformation influences co-creation and collaboration among individuals working across 
different levels. Our study examines the effect of collaborative actions through knowledge-integration 
capability (within the team) and team coordination (among the teams) on the digital-leadership 
capability–IT innovation relationship. Third, digital leadership and digital-leadership capability are 
interrelated but different constructs. Despite a clear distinction, digital-leadership capability often 
gets misinterpreted as digital leadership. Through this study, the researchers aim to further highlight 
the interpretation and distinct role of digital-leadership capability in workplace settings.

The current study aims to examine the following research questions: (1) What is the impact of 
digital-leadership capability on IT innovation? (2) What is the impact of inter-team coordination on 
the relationship between digital-leadership capability and IT innovation? (3) What is the effect of 
knowledge-integration capability on the relationship among digital-leadership capability, inter-team 
coordination, and IT innovation?

LITERATURE REVIEW

Digital Agility
Fast-paced digitalization creates a set of never-seen-before opportunities as well as challenges with an 
added flavor of uncertainty. Uncertainty is not new for businesses; however, digitalization has resulted 
in an intense uncertainty in the global market (Bogers et al., 2018). Hence, organizations need to be 
able to respond carefully yet swiftly to these newer market conditions before their competitors does. 
This ability has been termed digital agility. Digital agility has been defined as “the capability of an 
organization to capitalize on opportunities/threats induced by generative digital technologies under 
constrained or unfolding time frames” (Salmela et al., 2022, p. 1081).

Digital agility does not have a binary status; rather, it ranges from low to high on a wide spectrum. 
Organizations high on digital agility are able to capitalize on the digital technology available to 
them in order to reap maximum benefits in a changing market environment. Digital agility is an 
organization-level capability; however, building this capability requires integrated efforts from 
employees, teams, managers, and structures (Baiyere et al., 2020; Svahn et al., 2017). In addition to 
these enablers, Grover (2022) suggests four tenets of building digital agility, i.e., digital capabilities 
packaging, developing digital ecosystems, utilization of data for efficiency, and building a digital 
culture. Digitally agile organizations develop modular capabilities so that they can be combined 
and integrated to respond to opportunities. Developing digital ecosystems consists of designing and 
implementing digital infrastructure that promptly provides a platform for the capabilities to work 
together. The third tenet, data, needs to be at the center of decision-making and problem-solving. 
And last, digitally agile organizations focus extensively on creating a “digital-first” mindset that has 
innovation as the desired end goal (Grover, 2022).

Digital Agility and Digital Leadership: A Timely Research
The modern world, which is characterized by its volatility, uncertainty, complexity, and ambiguity 
(VUCA), presents organizations with a variety of difficulties that go beyond typical business 
conventions. This environment’s dynamics call for a new viewpoint that recognizes the potential 
of digital solutions to fend off the disruptive forces at work. Digital platforms and capabilities have 
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become dynamic tools that can successfully handle the numerous challenges created by the VUCA 
landscape (Troise et al., 2022). The idea of digital leadership has become more well-known in this 
environment. Beyond traditional leadership paradigms, digital leadership involves a holistic strategy 
that uses technology to help organizations navigate complex webs of uncertainty rather than just 
as an enabler (Weber et al., 2019). Digital leadership is fundamentally a proactive mentality that 
welcomes change and promotes experimentation. This innovative strategy promotes a culture of 
ongoing learning and flexibility throughout an organization in addition to implementing the most 
recent technical advancements (Chatterjee et al., 2023). Businesses can develop digital agility by 
fostering this mentality, which gives them the flexibility to react quickly and effectively to shifting 
market dynamics, consumer preferences, and competitive threats.

Digital leadership becomes essential to the success of businesses as they begin their journeys 
of digital transformation. This leadership paradigm encapsulates collaboration and engagement at 
all organizational levels, not just top-down decision-making (Tigre et al., 2023). An organization’s 
capacity to not only survive but also prosper in a VUCA world can be significantly influenced by 
research that explores the complex interactions between digital leadership and agility. Hence, it is vital 
to respond in a timely manner to the calls for research on digital leadership and agility. Understanding 
the symbiotic relationship between effective leadership and technological adaptation is crucial given 
how quickly technology is developing and how the digital ecosystem is constantly altering corporate 
conventions. Organizations that do not recognize the importance of this synergy run the danger of 
falling behind in a digitally driven and increasingly competitive environment (Grover, 2022). The road 
to strategic digital integration, strengthened leadership techniques, and finally long-term organizational 
success is illuminated by contemporary research in this field.

Theoretical Framework
According to the dynamic-capabilities view (DCV) of the firm, how a firm senses market changes, 
seizes newer opportunities, and adjusts its internal capabilities and resources in response to those 
changes is what ultimately gives it a sustained competitive advantage (Teece, 2007; Teece et al., 
1997). The DCV emphasizes how crucial it is for an organization to continuously innovate, learn, 
and adapt in order to succeed in challenging and changing business settings. Three interconnected 
components make up this framework: sensing, which entails spotting external changes and trends; 
seizing, which involves grasping these chances; and reconfiguring, which involves modifying or 
developing new internal capabilities (Teece, 2007). Overall, the dynamic capabilities perspective 
acknowledges that maintaining a competitive edge in today’s environment of rapid change requires 
the ability to evolve and transform.

The firm’s DCV sheds light on the complex interrelationships among digital-leadership 
capability, inter-team coordination, and IT innovation. Dynamic capabilities are characterized as 
taking the right steps at the right time (Teece, 2014). Becoming digitally agile requires creating 
and effectively utilizing digital leaders across the organizational hierarchies. This digital leadership 
capability is understood as an organizational skill to conceptualize and strategically direct digital 
initiatives through digital leaders (Benitez et al., 2022). This entails seeing upcoming digital trends, 
selecting technological investments wisely, and fostering a climate that encourages innovation (Kane 
et al., 2019). By encouraging collaboration among various teams across the organization, inter-team 
coordination is essential for turning strategic visions into concrete results (Brunner et al., 2023). 
Sharing knowledge, coordinating resources, and ensuring smooth deployment of cutting-edge IT 
solutions are all benefits of effective coordination. The dynamic-capabilities framework’s ideas of 
sensing market changes, grabbing opportunities, and reorganizing internal processes are all in line 
with this coordination. Together, these dynamic capabilities give businesses the ability to stimulate 
IT innovation, continuously adapt to the changing digital landscape, and maintain a competitive 
advantage over time.
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HYPOTHESES DEVELOPMENT

The DCV of the firm indicates that organizations should be able to reroute their efforts in order to 
develop new capabilities to sustain and grow in a continuously changing environment (Teece et al., 
1997). In today’s context, a dynamic capability can be understood as the firm-specific endeavor to 
sense, seize, and transform a capability that provides the firm a competitive edge (Khan et al., 2020a 
and 2020b). As the world witnesses growing dependence on technology, digital-leadership capability 
emerges as a dynamic capability for the organization to excel at tech-enabled business.

In the age of constant disruptions, organizations need to invest continuously in building digital-
leadership capability among their workforce. Digital leaders not only introduce a transformative vision 
to the employees, they also bring about forward-looking strategic shifts that benefit the organization 
(Kane et al., 2019). Digital leaders have the dynamic capability to promptly identify and seize 
opportunities to achieve tech-driven innovation (Teece, 2007). In addition to technical expertise, 
digital leaders act as the bridge between technology and business. Such leaders play a key role in 
understanding the business needs and identifying the technological infrastructure needed to perform 
those business activities (Sia et al., 2016). Thus, an organization that develops digital-leadership 
capability experiences enhanced IT-innovation possibilities.

A recent study suggests that leaders with a sound understanding of technology play a vital role in 
digitizing organizational systems and activities, which in turn enhances the innovation performance 
of the firm (Benitez et al., 2022). Leaders have the capability and positional power to influence the 
approach of the employees and motivate them to be more digitally literate. In addition to digitization 
of the workplace, digital-leadership capability has also been identified to impact employees’ work-life 
balance and performance (Chatterjee et al., 2023). By creating a technically advanced and healthy 
workplace, digital-leadership capability helps in channeling the leaders, followers, and organizational 
resources to their goals in a meaningful way (Khaw et al., 2022). Bass (1985) suggested that such 
efforts from the leaders motivate the employees to enhance their skill sets regarding digital systems 
and contribute to innovation. Digital-leadership capability allows leaders to invest their time and 
efforts in identifying how new technology can enhance employees’ performance and help them 
innovate (Mihardjo et al., 2019). With their technological understanding, digital leaders also focus 
on the human element of the workforce, since they would be the primary users of the technological 
infrastructure. Previous studies have identified the strong influence of leaders on employees’ 
perceived usefulness of information technology at work (e.g., Hickman & Akdere, 2017; Shao, 2019). 
Organizational leaders are found to have the ability to inspire individuals to be active agents of digital 
change through IT innovation (Bunjak et al., 2022). When leaders are equally focused on innovation 
and smooth functioning of day-to-day business, the innovation potential is maximized (Rosing et al., 
2011). Considering the positive impact of leadership on IT innovation, we hypothesize the following.

Hypothesis One: Digital-Leadership Capability Is Positively Related to IT Innovation
The pandemic and rapidly advancing technology have created a strenuous situation for leaders since 
digital transformation has become a necessity for organizations; however, such large-scale changes are 
often not welcomed by the employees (Alvesson & Sveningsson, 2015). Developing digital-leadership 
capability depends heavily on acknowledging the role of people in accepting and promoting digital 
transformation. Therefore, effective leaders strive to get people actively involved with the change 
process (Hussain et al., 2018).

One of the most significant changes faced by working professionals recently has been the shift 
from traditional to virtual modes of working. However, individuals have not been able to cope with 
this transition due to lack of role clarity and knowledge of resources (Liao, 2017). Digital-leadership 
capability can act as a solution to this potential crisis. Weber et al. (2019) propose a novel framework 
for digital leadership where they identify “networker” as one of the key roles played by current-day 



Journal of Global Information Management
Volume 31 • Issue 8

6

leaders. As networkers, digital leaders not only establish strong connections with their followers, 
they also encourage team members to work in a cohesive manner. In a virtual work environment, 
relationship-oriented leaders have been observed to positively induce team cohesiveness to increase 
the pace of digital transformation (Bartsch et al., 2020). Drawing from the dynamic-capabilities view, 
organizations with digital-leadership capability are able to establish effective domestic and global 
networks among employees to ensure smooth coordination and collaboration (Mihardjo et al., 2019). 
Digital-leadership capability helps the organization in encouraging the employees to seek internal 
and external coordination and collaboration (Chen, 2022; Eberl & Drews, 2021).

Hypothesis Two: Digital Leadership Capability Is 
Positively Related to Inter-Team Coordination
To examine the effectiveness of leadership in digital transformation, the authors take theoretical 
support from leadership theories (Bass, 1985) that argue that organizational leaders possess the 
ability to channelize teams by influencing and inspiring them to contribute to a common goal with 
fewer conflicts (Stollberger et al., 2022). It is believed that leaders with digital capabilities can create 
a shared vision and communicate it with clarity. This enables a smooth coordination among teams 
responsible for distinct yet interdependent functions. By facilitating coordination and collaboration 
among teams, digital leaders inspire the members to join hands in pursuing a common organizational 
goal (O’Reilly & Chatman, 2020). A study suggests that, under the guidance of organizational 
leaders, coordination among organizational units allows teams to quickly identify, gather, and share 
new knowledge avenues and thus better coordinate among themselves (Ruiqian et al., 2022). Hence, 
organizations that foster and effectively utilize multidimensional skills of digital leaders are more 
likely to observe coordination and collaboration among teams at the workplace.

People are the core element of any activity designed to achieve organizational goals (Kohli & 
Melville, 2019). The organization may employ the most advanced technology and infrastructure at 
the workplace; however, the efforts may still go in vain without enthusiastic participation from the 
workforce. On the other hand, when individuals are encouraged to have iterative coordination among 
themselves, the teams can deliver valuable and innovative performance (Ghosh & Wu, 2021).

Organizations and leaders desire to foster a workplace environment that motivates employees 
to attempt innovative methods and practices. Mattarelli et al. (2022) have focused on characteristics 
of teams and concluded that team coordination is among the most effective practices required for 
innovation in product development. More efforts to coordinate among team members have been shown 
to help them produce high quality and complex ideas and suggestions (Agrawal et al., 2018). Such 
enhanced knowledge-sharing among teams and individuals has been found to lead to technology-driven 
innovation (Bagherzadeh et al., 2019). Furthermore, when individuals and teams are encouraged to 
exchange knowledge internally, they are more likely to deliver tech-enabled innovation (Bunjak et 
al., 2022).

As the pandemic and increased competition have added complexities to all kinds of businesses, 
knowledgeable and tech-enabled teams have emerged as a defining element for IT innovation. 
According to complex adaptive systems theory (Holland, 1996), today’s organization can be seen 
as a complex system that has interconnected teams as a core component. In the time of nonlinear 
and unpredictable external forces, interdependent teams have the ability to act in an adaptive and 
coordinated manner in order to leverage technology for innovation.

Hypothesis Three: Inter-Team Coordination Is Positively Related to IT Innovation
As researchers have established that digital-leadership capability is positively related with IT 
innovation and that inter-team coordination is positively related with IT innovation, we argue in 
favor of the mediating role of inter-team coordination for the relationship between digital-leadership 
capability and IT innovation. Our argument is based on the fact that digital leadership has been 
considered as a determinant of inter-team coordination in recent empirical research (e.g., Aldawood 
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et al., 2019; Benitez et al., 2022; Navaridas-Nalda et al., 2020). These studies highlight the role of 
digitally capable leaders in facilitating information exchange and knowledge-sharing among teams 
and people. While the pandemic forced individuals to enhance their usage of digital platforms and 
technology to coordinate, digital leaders helped them in doing so by carefully communicating the 
process and outcome of digitization (Zhong, 2017). Similarly, recent empirical studies have identified 
inter-team coordination as an antecedent for IT innovation (e.g., Hooijberg & Watkins, 2021; Lyytinen 
et al., 2016). Based on the findings of these studies, the authors argue for a mediating role of inter-
team coordination between digital leadership capability and IT innovation.

Hypothesis Four: Inter-Team Coordination Mediates the Relationship 
Between Digital-Leadership Capability and IT Innovation
Knowledge has emerged as one of the most significant resources available to individuals for 
contributing to organizational and personal growth. However, knowledge is not equally held by all 
the members in a team (Zahra et al., 2020). Such uneven distribution and possession of knowledge 
call for integrative efforts from the team members. The ability of the team members to gather and 
absorb the knowledge held by specific team members is termed knowledge-integration capability 
(Gardner et al., 2012).

KIC enables the team members to utilize one another’s knowledge and skills. Teams with 
higher knowledge-integration capabilities tend to have more effective and successful knowledge-
sharing among the members (Navimipour & Charband, 2016). In addition to accumulating internal 
knowledge of the team members, higher knowledge-integration capability helps team members 
to gather external knowledge more efficiently (Yu et al., 2022). Teams with higher knowledge-
integration capability tend to be more effective in merging old knowledge with new knowledge in 
order to enhance their coordination and collaboration (Wang et al., 2018). Due to better coordination 
efforts, higher knowledge-integration capability leads teams to higher firm performance (Parente et 
al., 2022). Drawing from leadership frameworks (e.g., Bass, 1985) and complex adaptive systems 
theory (Holland, 1996), the authors present the argument for the moderating role of KIC on the 
relationship between digital-leadership capability and inter-team coordination. When team members 
have the regular tendency to integrate internal knowledge, they are motivated to practice enhanced 
inter-team coordination. Thus we hypothesize the following.

Hypothesis Five: Knowledge-Integration Capability Moderates the 
Relationship Between Digital-Leadership Capability and Inter-Team 
Coordination Such That When KIC is Higher, the Relationship is Stronger
The hypothesized model for the current study is indicated in Fig. 1.

Figure 1. Hypothesized model
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METHODOLOGY

The study relied on a quantitative-survey approach for data collection and hypothesis testing. The 
approach is consistent with prior research (e.g., Nielsen & Mathiassen, 2013; Cummings & Kiesler, 
2005) that has supported the reliance on the survey method to collect data on topics such as knowledge 
management, leadership, and digital agility). Before the beginning of the study, institutional ethical 
committee approval was secured from one of the authors’ universities. Once the approval was received, 
a survey was floated among 350 respondents (Employed and above the age of 18) working in the IT 
industry in the United States. Respondents were approached through social-media platforms (such 
as LinkedIn and Facebook) and the professional alumni network of the authors’ institutes. However, 
researchers received back only 264 completely filled survey forms after the second stage of data 
collection. Further examination of the filled surveys identified 14 unusable survey forms, as these 
participants had failed to provide appropriate responses to the attention-check question that was 
included as part of the survey form.

Survey questionnaires were designed using well-established measurements for the constructs. 
Responses were collected using a seven-point Likert scale. Digital-leadership capability was measured 
using a four-item scale from Benitez et al. (2022). Similarly, inter-team coordination was measured 
using a two-item scale previously used by Hoegl et al. (2004). The researchers measured knowledge-
integration capability using a 10-item scale developed by Gardner et al. (2012) and Yu et al. (2022). 
IT innovation was measured using a seven-item scale developed by Sedera et al. (2016). The authors 
used age, gender, educational qualification, and technological experience as control variables consistent 
with previous studies on IT and leadership (Hoch et al., 2010; Rizzuto, 2011). The reliability of our 
scales was checked by conducting a pre-test with 11 respondents (Reis et al., 2017).

Data collection was done in two stages. In the first stage, demographic details and responses 
capturing the independent variables and mediating and moderating variables were collected. After a 
week, the same respondents were contacted for the second part of the study, in which they were asked 
to provide their responses against the statements on dependent variables (Kukreja & Pandey, 2023).

FINDINGS

We performed a series of confirmatory factor analyses (CFA) using AMOS 28 (Hair et al., 2012) and 
hypotheses testing using PROCESS macro (Hayes, 2017). Based on the CFA analysis, the results of 
convergent validity and internal reliability are presented. The researchers controlled for the common 
method bias by ensuring a temporal separation of one week between different stages. This temporal-
separation period is consistent with prior studies and some recent research that suggests a temporal 
separation exceeding three days (Kukreja & Pandey, 2023; Hassan & Pandey, 2021). In addition to 
the temporal separation, Harman’s single-factor test was also employed to check for common method 
variance and found that a single constrained factor explained less than 50% of the total variance. The 
descriptive statistics, including intercoder and reliability measures, have been indicated in Table 1.

Table 1. Descriptive statistics, reliability estimates, and study variable intercorrelation

CR AVE MSV 1 2 3 4

1. Digital-Leadership Capability 0.918 0.739 0.533 0.860

2. Knowledge-Integration Capability 0.917 0.553 0.500 0.610 0.744

3. IT Innovation 0.909 0.587 0.533 0.730 0.619 0.766

4. Inter-Team Coordination 0.786 0.649 0.500 0.668 0.707 0.603 0.805

Note: CR, composite reliability; AVE, average variance extracted; MSV, maximum shared variance.
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Reliability was ensured through Cronbach’s alpha and composite reliability for all scales, and it was 
above 0.7, consistent with previous studies (Nunnally & Bernstein, 1994). Convergent validity was measured 
through average variance extracted (AVE), which was higher than 0.5 but less than 10. For the discriminant 
validity, the authors relied on the maximum shared variance (MSV) < AVE; the square root of AVE is 
greater than inter-construct correlations. The goodness of fit indicators result has been given in Table 2.

The mean, standard deviation, and bivariate correlations of the variables are given in Table 3. 
Prior to CFA, we tested for multicollinearity with the help of variance inflation factor (VIF) values. 
All VIF values have been observed to be less than 10, suggesting that our constructs do not have 
traces of multicollinearity (Myers, 1990). The CFA results have been indicated in Fig. 2.

The regression results have been indicated in Table 4. For the purpose of the analysis, Hayes’s 
PROCESS macro-Model 7 was tested. It was found that digital-leadership capability was found to be 
positively related to IT innovation (b = 0.479, p < 0.001); thus, Hypothesis 1 was supported. Similarly, 
Hypothesis 2 was supported (b = 0.304, p < 0.001). Hypothesis 3, the positive relationship between 
inter-team coordination and IT innovation, was also found to be supported (b = 0.1511, p = 0.20).

The interaction effect of digital-leadership capability and knowledge-integration capability 
was found to be a significant predictor of inter-team coordination (b = 0.0982, p = 0.0073), thus 
supporting the hypothesis on moderation effect. The relationship is stronger for higher degree/value for 
knowledge-integration capability. Both the direct and indirect effects of digital-leadership capability 
on IT innovation were found to be significant. The direct effect has been indicated in Table 5, and the 
indirect effect has been indicated in Table 6. In addition to this, the index of moderated mediation 
also suggested a moderated-mediation effect.

DISCUSSION

The digital world is exciting; however, successfully running a business in this world does not just require 
digitization. It requires identifying and responding to digital opportunities while dealing with digital 

Table 2. Goodness of fit indices for the measurement model

Fit Indices X2 df SRMR CMIN/df TLI CFI RMSEA

Value 360.122 203 0.0380 1.774 0.950 0.956 0.056

Recommended Value < 0.08 Less than 2 to 5 > 0.90 > 0.90 < 0.08

N = 250. X2, chi squared; df, degrees of freedom; SRMR, standardized root mean square residual; TLI, Tucker Lewis index; CFI, comparative fit index; 
RMSEA, root mean square error of approximation.

Table 3. Validity analysis

Constructs Mean SD 1 2 3 4 5 6 7

1. DLC 4.6990 1.420 (0.918)

2. ITC 4.840 1.394 0.555** (0.778)

3. KIC 5.148 1.053 0.565** 0.595** (0.916)

4. IIN 4.852 1.192 0.662** 0.495** 0.571** (0.908)

5. EQ 2.36 0.969 0.024 0.036 -0.032 0.061

6. WE 1.67 0.697 0.021 0.032 0.079 0.024 0.103 0.883**

7. Age 38.30 10.224 0.072 0.047 0.103 0.053 0.170** .072

N = 250. Reliabilities are in the parentheses on this diagonal: ***p < 0.001, **p < 0.01, *p < 0.05. SD, standard deviation; DLC, digital-leadership capabil-
ity; ITC, inter-team coordination; KIC, knowledge-integration capability; IIN, IT innovation; EQ, educational qualification; WE, work experience.
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Table 4a. Regression results of mediation

Mediator Variable Model: 
Inter-Team Coordination (ITC) beta se t p

Constant 4.7632 4.7632 .3625 0.00

Digital-Leadership Capability (DLC) 0.3304 0.3304 0.0578 0.00

Knowledge-Integration Capability (KIC) 0.6223 0.6223 0.0821 0.16

DLC x KIC 0.0982 0.0982 0.0363 0.0073

Age -0.0103 -0.0103 0.0142 0.26

Gender 0.1347 0.1347 0.1359 0.11

Work Experience 0.0060 0.0060 0.0146 0.72

Educational Qualification 0.0913 0.0913 0.0711 0.2001

N = 250, R -squared = 0.4465. F = 27.8852***

Figure 2. Confirmatory factor analysis results
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challenges. Such a competence can be developed by inculcating much-required yet understudied digital 
agility in the firm (Grover, 2022). Our study aims to extend the emerging research domain of digital agility.

Converting a traditional firm into a digitally agile firm is a Herculean task, since it involves 
changing old habits, beliefs, ways of working, and culture and moving into a more difficult yet 
promising environment. Despite the desperate need, organizations struggle to achieve successful 
digital transformation (Eden et al., 2019). One of the prime reasons for this failure can be attributed 
to lack of development of digital-leadership capability (Hüsing et al., 2015). Digital leaders can 
shoulder the responsibility of managing such a large-scale shift and become the primary agents of the 
change (Malodia et al., 2023). Identifying such change agents across hierarchical boundaries helps 
organizations in strategically planning, designing, and implementing digital transformation in order 
to ensure its success. This process requires choosing employees that have technological skills and 
converting them into digital leaders after thorough evaluation of their skills. This digital-leadership 
capability facilitates digital transformation and encourages agility for organizations (AlNuaimi et al., 
2022; Stefanova & Kabakchieva, 2019).

Considering the potential impact of such organizational capability on multiple desirable outcomes, 
our study stresses the need to examine how digital-leadership capability can be instrumental for success 
in the digitally charged environment. Benitez et al. (2022) suggest that digital-leadership capability 
leads to organizational innovation performance via platform digitization capability of the firm. 

Table 4b. Regression Results for IT Innovation as Outcome Variable

Outcome Variable: 
IT Innovation (IIN) beta se t p

Constant 3.9950 0.3808 10.4907 0.00

Digital-Leadership Capability (DLC) 0.4793 0.0481 9.9589 0.00

Inter-Team Coordination (ITC) 0.1511 0.0484 3.1213 0.20

Age -0.0039 0.119 -0.3230 0.7470

Gender 0.1289 0.1139 1.1321 0.2587

Work Experience 0.0036 0.122 0.2974 0.7664

Educational Qualification 0.0617 0.594 1.0381 0.2999

N = 250. R-squared = 0.4666. F = 35.4246***

Table 5. Direct effect of DLC on IIN

Effect se t p

0.4793 0.0481 9.9589 0.0000

Table 6. Indirect effect of DLC on IIN

Indirect 
Effect Effect Bootstrap BootLLCI BootULCI

-1 0.0343 0.0179 0.0054 0.0750

M 0.0499 0.0215 0.0117 0.0964

+1 0.0656 0.0270 0.0157 0.1217

N = 250; BootLLCI, bootstrapping lower-limit confidence interval; BootULCI, bootstrapping upper-limit confidence interval
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Benitez et al. (2022) examined the relationship between digital-leadership capability and innovation 
mediated through a systematic capability. While the platform capability is indeed crucial, this study 
aims to identify how digital-leadership capability mobilizes the human efforts, i.e., coordination and 
collaboration, to eventually target IT innovation.

Focusing on the impact on employees, Chatterjee et al. (2023) identify a positive moderating role 
of digital-leadership capability on work-life balance and organizational performance. The current study 
examines the effect of digital-leadership capability on IT innovation in the presence of inter-team 
coordination and knowledge-integration capability of the firm. Drawing from the dynamic-capabilities 
view of the firm (Teece et al., 1997) and complex adaptive systems theory (Holland, 1996), the 
researchers hypothesized a moderated-mediation model focusing on digital-leadership capability and 
its impact on IT innovation. In order to differentiate from digital leadership, the authors measured 
digital-leadership capability following the suggestion of Benitez et al. (2022). Distinguishing from 
other digital or e-leadership scales, Benitez et al. (2022) focused on the organizational pursuit of 
strategic, business, and market skills in addition to the digital know-how of the leaders. The utilization 
of this combination of skills helps operationalize the digital-leadership capability of the firm.

Digital-leadership capability is a novel and different perspective on building a multidimensional 
firm-level strength that can differentiate the firm from the competitors. The results of this study help 
develop a theoretical understanding of how digital-leadership capability and coordination among 
individuals and teams are related within a digital-transformation context. The findings of our study 
are consistent with recent studies on digital-leadership capability (Benitez et al., 2022; Chatterjee et 
al., 2023) that suggest that when organizations strategically focus on developing and utilizing digital 
leadership, it impacts how individuals work and thrive, leading to organizational growth. The positive 
influence of digital-leadership capability on aspects such as organizational culture, collaboration, 
knowledge-sharing, and trust in teams may be of much interest to practitioners.

Organizations expect tech-driven innovations to be instrumental in solving complex business and 
market problems for them. Digital leaders bridge the gap between innovation and business requirements 
by clearly setting expectations, providing necessary resources, and re-evaluating the approach from 
a digital-agility perspective. Digital-leadership capability helps build leaders with a combination 
of business and technology know-how who are better equipped to introduce, sustain, and enhance 
technology usage in day-to-day business activities. Such leaders also encourage the teams to work in 
a coordinated manner that facilitates knowledge-sharing, which led us to hypothesize the mediating 
role of inter-team coordination on digital-leadership capability and IT innovation.

The findings of the current study are consistent with previous studies that suggested potential 
linkage between digital-leadership capability and relevant organizational-level outcomes such as 
digital readiness, competitiveness, and innovation (Benitez et al., 2022; Cahyadi & Magda, 2021). In 
addition to these outcomes, digital-leadership capability also plays an important role in making sure 
that teams and departments are working as a single unit, exploiting digital channels and resources 
in a coordinated fashion. Digital-leadership capability, through digital agility, propagates agile 
behavior in responsiveness among teams and departments. Moreover, how team members identify 
and fill the knowledge imbalances and gaps among themselves further empowers the impact of 
digital-leadership capability on inter-team coordination. Hence, digital-leadership capability can be 
a preventive mechanism against undesirable outcomes caused by unevenly distributed digital skills 
among team members (Gupta et al., 2022).

Theoretical Implications
Our study makes three significant contributions to theory and literature. First, our study addresses 
important research questions suggested by Appio et al. (2021) regarding the role of digital 
transformation on collaboration among individuals. The authors tested the relationship among digital-
leadership capability, inter-team coordination, and IT innovation empirically. The researchers also 
employed a dynamic-capabilities view (Teece et al., 1997) and complex adaptive systems theory 
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(Holland, 1996) to build the hypothesized model. Our results indicate a mediating role of inter-team 
coordination between digital-leadership capability and IT innovation. Our study concludes that digital-
leadership capability has the potential to bring different groups together on the same platform and 
move forward with continuous collaboration and knowledge exchange.

First, through this study, the researchers add to the limited understanding of digital-leadership 
capability (Benitez et al., 2022) and point toward the need for more rigorous research on it. Second, 
the researchers further the limited literature and understanding of the digital agility of organizations. 
Digital agility as an organizational characteristic is in the nascent stages of theoretical and practical 
understanding (Grover, 2022; Salmela et al., 2022). More studies are required to fully understand the 
potential of digital agility. Considering digitally agile firms as a complex adaptive system, our study 
examines digital-leadership capability (structure), knowledge-integration capability, and inter-team 
coordination (employee behavior) as components of digital agility (Salmela et al., 2022). Third, our 
study adds to the limited literature on the role of leadership in digital transformation. Few studies 
have examined how leadership impacts digital transformation and ensures digital agility (AlNuaimi 
et al., 2022; Kho et al., 2020).

Our study focuses on digital-leadership capability, a firm-level competence of bringing together 
digital leaders and utilizing their expertise to drive digital transformation. Digital-leadership capability 
helps the firm identify potential digital leaders and utilize them to bring transformational changes in 
organizational structure, managerial behavior, and employee behavior. This study highlights the need 
to develop deeper theoretical underpinnings of digital agility by creating a conceptual framework 
that may include constructs of this study.

Practical Implications
The study’s findings provide several practical recommendations and implications for organizations. 
First, the findings suggest that the workforce’s digital-leadership capabilities are critical for innovation. 
Thus, organizations must identify employees with extensive digital-transformation experience and 
position them as catalysts for the firm’s transformation process. In addition, firms can also train 
their employees in the latest digital-literacy techniques through educational sessions with industry 
professionals in line with suggestions of Kane et al. (2019). Second, given the significance of inter-
team coordination, businesses should establish open and transparent communication channels among 
their workforces. This would increase cross-functional collaboration, sharing of knowledge and ideas, 
and the development of a supportive organizational culture, thereby empowering the workforce and 
fostering innovation. Third, as knowledge-integration capability influences the efficacy of digital-
leadership capabilities on inter-team coordination, businesses must adapt their digital-leadership 
capabilities in accordance with contextual factors, as a one-size-fits-all approach may not be feasible. 
The workforce may have the required digital-agility skills but may vary in its contextual factors due 
to the industry, the organizational team structure, and geographical or cultural aspects. Therefore, 
it would be critical to implement transformation while considering these factors as well. Fourth, 
Schräge et al. (2022) observed that digital transformation is often confused for the end goal instead 
of the means to achieve the end goal and is frequently measured through counterproductive KPIs. 
Our research addresses this gap by proposing a method by which digital agility can be accessed in 
terms of DLC, ITC, and KIC support for IT innovation.

LIMITATIONS AND FUTURE RESEARCH

Although the present study contributes extensively to the digital agility and innovation domain, it 
still has some nonfatal limitations, which provides opportunities for future studies. First, the current 
study is cross-sectional, which limits the establishment of causal interpretations and definitive 
generalizations regarding DLC, ITC, IIN, and KIC. An experimental design or longitudinal study over 
extended periods, considered extremely worthwhile, would consolidate the results and further note 
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the leaders’ behavioral shifts. Second, since our respondents belong to the IT industry of a developed 
country, the United States, the generalizability of the findings across different economies may be 
limited. While the results may be generalized to developed and tech-intensive countries, studies on 
IT industries have often reported concerns of generalizability between developed and developing 
economies (see Ali et al., 2020; Molla & Licker, 2005; Rajaee Harandi & Abdolvand, 2018; Wu et 
al., 2017). Hence, future studies to verify the applicability of the findings of this study to developing 
and emerging economies having diverse social, cultural, and political environments are advised. 
Third, due to the self-reported nature of respondent data, the threat of the common method bias 
(CMB) cannot be ignored despite researchers taking measures to mitigate it. A temporal separation 
exceeding three days in line with Kukreja & Pandey (2023) was undertaken in the current study. 
Furthermore, the researchers also checked for Harman’s single-factor test, in line with Koay et al. 
(2022), and found no factor above the 50% threshold limit. Thus, future research can utilize multiple 
sources such as interviews, focus groups, and executing a cross-lagged design to cancel CMB in full. 
Fourth, in the present study, digital-leadership capability’s effect on IT innovation was tested. Future 
studies can further explore the impact of digital-leadership capability on diverse forms of innovation 
with different mediators and moderators.



Journal of Global Information Management
Volume 31 • Issue 8

15

REFERENCES

Abbu, H., Mugge, P., Gudergan, G., Hoeborn, G., & Kwiatkowski, A. (2022). Measuring the human dimensions 
of digital leadership for successful digital transformation: Digital leaders can use the authors’ Digital Leadership 
Scale to assess their own readiness and ability to accelerate digital transformation. Research Technology 
Management, 65(3), 39–49. doi:10.1080/08956308.2022.2048588

Agrawal, A., Catalini, C., Goldfarb, A., & Luo, H. (2018). Slack time and innovation. Organization Science, 
29(6), 1056–1073. doi:10.1287/orsc.2018.1215

Aldawood, H., Alhejaili, A., Alabadi, M., Alharbi, O., & Skinner, G. (2019). Integrating digital leadership in an 
educational supervision context: A critical appraisal. 2019 International Conference in Engineering Applications 
(ICEA), (pp. 1–7). IEEE. doi:10.1109/CEAP.2019.8883484

Ali, O., Shrestha, A., Osmanaj, V., & Muhammed, S. (2020). Cloud computing technology adoption: An 
evaluation of key factors in local governments. Information Technology & People, 34(2), 666–703. doi:10.1108/
ITP-03-2019-0119

Al Nuaimi, B. K., Singh, S. K., Ren, S., Budhwar, P., & Vorobyev, D. (2022). Mastering digital transformation: 
The nexus between leadership, agility, and digital strategy. Journal of Business Research, 145, 636–648. 
doi:10.1016/j.jbusres.2022.03.038

Alvesson, M., & Sveningsson, S. (2015). Changing organizational culture: Cultural change work in progress. 
Routledge. doi:10.4324/9781315688404

Appio, F. P., Frattini, F., Petruzzelli, A. M., & Neirotti, P. (2021). Digital transformation and innovation 
management: A synthesis of existing research and an agenda for future studies. Journal of Product Innovation 
Management, 38(1), 4–20. doi:10.1111/jpim.12562

Bagherzadeh, M., Markovic, S., Cheng, J., & Vanhaverbeke, W. (2019). How does outside-in open innovation 
influence innovation performance? Analyzing the mediating roles of knowledge sharing and innovation strategy. 
IEEE Transactions on Engineering Management, 67(3), 740–753. doi:10.1109/TEM.2018.2889538

Baiyere, A., Salmela, H., & Tapanainen, T. (2020). Digital transformation and the new logics of business process 
management. European Journal of Information Systems, 29(3), 238–259. doi:10.1080/0960085X.2020.1718007

Bartsch, S., Weber, E., Büttgen, M., & Huber, A. (2020). Leadership matters in crisis-induced digital 
transformation: How to lead service employees effectively during the COVID-19 pandemic. Journal of Service 
Management, 32(1), 71–85. doi:10.1108/JOSM-05-2020-0160

Bass, B. M. (1985). Leadership and performance beyond expectations. The Free Press.

Benitez, J., Arenas, A., Castillo, A., & Esteves, J. (2022). Impact of digital leadership capability on innovation 
performance: The role of platform digitization capability. Information & Management, 59(2), 103590. 
doi:10.1016/j.im.2022.103590

Bogers, M., Chesbrough, H., & Moedas, C. (2018). Open innovation: Research, practices, and policies. California 
Management Review, 60(2), 5–16. doi:10.1177/0008125617745086

Brunner, T. J. J., Schuster, T., & Lehmann, C. (2023). Leadership’s long arm: The positive influence of digital 
leadership on managing technology-driven change over a strengthened service innovation capacity. Frontiers 
in Psychology, 14, 988808. doi:10.3389/fpsyg.2023.988808 PMID:36818099

Bunjak, A., Bruch, H., & Černe, M. (2022). Context is key: The joint roles of transformational and shared 
leadership and management innovation in predicting employee IT innovation adoption. International Journal 
of Information Management, 66, 102516. doi:10.1016/j.ijinfomgt.2022.102516

Cahyadi, A., & Magda, R. (2021). Digital leadership in the economies of the G20 countries: A secondary 
research. Economies, 9(1), 32. doi:10.3390/economies9010032

Chatterjee, S., Chaudhuri, R., Vrontis, D., & Giovando, G. (2023). Digital workplace and organization 
performance: Moderating role of digital leadership capability. Journal of Innovation & Knowledge, 8(1), 100334. 
doi:10.1016/j.jik.2023.100334

http://dx.doi.org/10.1080/08956308.2022.2048588
http://dx.doi.org/10.1287/orsc.2018.1215
http://dx.doi.org/10.1109/CEAP.2019.8883484
http://dx.doi.org/10.1108/ITP-03-2019-0119
http://dx.doi.org/10.1108/ITP-03-2019-0119
http://dx.doi.org/10.1016/j.jbusres.2022.03.038
http://dx.doi.org/10.4324/9781315688404
http://dx.doi.org/10.1111/jpim.12562
http://dx.doi.org/10.1109/TEM.2018.2889538
http://dx.doi.org/10.1080/0960085X.2020.1718007
http://dx.doi.org/10.1108/JOSM-05-2020-0160
http://dx.doi.org/10.1016/j.im.2022.103590
http://dx.doi.org/10.1177/0008125617745086
http://dx.doi.org/10.3389/fpsyg.2023.988808
http://www.ncbi.nlm.nih.gov/pubmed/36818099
http://dx.doi.org/10.1016/j.ijinfomgt.2022.102516
http://dx.doi.org/10.3390/economies9010032
http://dx.doi.org/10.1016/j.jik.2023.100334


Journal of Global Information Management
Volume 31 • Issue 8

16

Chatterjee, S., & Kar, A. K. (2018). Regulation and governance of the Internet of Things in India. Digital Policy. 
Regulation & Governance, 20(5), 399–412. doi:10.1108/DPRG-04-2018-0017

Chen, C. H. (2022). The mediating effect of corporate culture on the relationship between business model 
innovation and corporate social responsibility: A perspective from small- and medium-sized enterprises. Asia 
Pacific Management Review, 27(4), 312–319. doi:10.1016/j.apmrv.2022.01.001

Cummings, J. N., & Kiesler, S. (2005). Collaborative research across disciplinary and organizational boundaries. 
Social Studies of Science, 35(5), 703–722. doi:10.1177/0306312705055535

Del Giudice, M., Scuotto, V., Papa, A., Tarba, S. Y., Bresciani, S., & Warkentin, M. (2021). A self‐tuning model 
for smart manufacturing SMEs: Effects on digital innovation. Journal of Product Innovation Management, 38(1), 
68–89. doi:10.1111/jpim.12560

Eberl, J., & Drews, P. (2021). Digital leadership—mountain or molehill? A literature review. In F. Ahlemann, 
R. Schütte, & S. Stieglitz (Eds.), Innovation Through Information Systems: Volume III: A Collection of Latest 
Research on Management Issues (pp. 223–237. Springer.

Gardner, H. K., Gino, F., & Staats, B. R. (2012). Dynamically integrating knowledge in teams: Transforming 
resources into performance. Academy of Management Journal, 55(4), 998–1022. doi:10.5465/amj.2010.0604

Ghosh, S., & Wu, A. (2021). Iterative coordination and innovation: Prioritizing value over novelty. Organization 
Science. .10.1287/orsc.2021.1499

Grover, V. (2022). Digital agility: Responding to digital opportunities. European Journal of Information Systems, 
31(6), 709–715. doi:10.1080/0960085X.2022.2096492

Gupta, M., Hassan, Y., Pandey, J., & Kushwaha, A. (2022). Decoding the dark shades of electronic human 
resource management. International Journal of Manpower, 43(1), 12–31. doi:10.1108/IJM-11-2020-0512

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use of partial least squares 
structural equation modeling in marketing research. Journal of the Academy of Marketing Science, 40(3), 
414–433. doi:10.1007/s11747-011-0261-6

Hassan, Y., & Pandey, J. (2021). Demystifying the dark side of social networking sites through mindfulness. 
AJIS. Australasian Journal of Information Systems, 25. doi:10.3127/ajis.v25i0.2923

Hayes, A. F. (2017). Introduction to mediation, moderation, and conditional process analysis: A regression-
based approach. Guilford publications.

Hickman, L., & Akdere, M. (2017). Effective leadership development in information technology: Building 
transformational and emergent leaders. Industrial and Commercial Training, 50(1), 1–9. doi:10.1108/ICT-06-
2017-0039

Hoch, J. E., Pearce, C. L., & Welzel, L. (2010). Is the most effective team leadership shared? Journal of Personnel 
Psychology, 9(3), 105–116. doi:10.1027/1866-5888/a000020

Hoegl, M., Weinkauf, K., & Gemuenden, H. G. (2004). Interteam coordination, project commitment, and 
teamwork in multiteam R&D projects: A longitudinal study. Organization Science, 15(1), 38–55. doi:10.1287/
orsc.1030.0053

Holland, J. H. (1996). Hidden order: How adaptation builds complexity. Addison-Wesley Publishing Co., Inc.

Hooijberg, R., & Watkins, M. (2021). The future of team leadership is multimodal. MIT Sloan Management 
Review, 62(3), 1–4.

Hüsing, T., Dashja, E., Gareis, K., Korte, W. B., Stabenow, T., & Markus, P. (2015). E-leadership skills for small 
and medium sized enterprises (final report). European Commission. https://op.europa.eu/portal2012-portlet/
html/downloadHandler.jsp?identifier=adf969a4-9cac-11e5-b792-01aa75ed71a1&format=pdf&language=en
&productionSystem=cellar&part=

Hussain, S. T., Lei, S., Akram, T., Haider, M. J., Hussain, S. H., & Ali, M. (2018). Kurt Lewin’s change model: 
A critical review of the role of leadership and employee involvement in organizational change. Journal of 
Innovation & Knowledge, 3(3), 123–127. doi:10.1016/j.jik.2016.07.002

http://dx.doi.org/10.1108/DPRG-04-2018-0017
http://dx.doi.org/10.1016/j.apmrv.2022.01.001
http://dx.doi.org/10.1177/0306312705055535
http://dx.doi.org/10.1111/jpim.12560
http://dx.doi.org/10.5465/amj.2010.0604
http://dx.doi.org/10.1080/0960085X.2022.2096492
http://dx.doi.org/10.1108/IJM-11-2020-0512
http://dx.doi.org/10.1007/s11747-011-0261-6
http://dx.doi.org/10.3127/ajis.v25i0.2923
http://dx.doi.org/10.1108/ICT-06-2017-0039
http://dx.doi.org/10.1108/ICT-06-2017-0039
http://dx.doi.org/10.1027/1866-5888/a000020
http://dx.doi.org/10.1287/orsc.1030.0053
http://dx.doi.org/10.1287/orsc.1030.0053
https://op.europa.eu/portal2012-portlet/html/downloadHandler.jsp?identifier=adf969a4-9cac-11e5-b792-01aa75ed71a1&format=pdf&language=en&productionSystem=cellar&part=
https://op.europa.eu/portal2012-portlet/html/downloadHandler.jsp?identifier=adf969a4-9cac-11e5-b792-01aa75ed71a1&format=pdf&language=en&productionSystem=cellar&part=
https://op.europa.eu/portal2012-portlet/html/downloadHandler.jsp?identifier=adf969a4-9cac-11e5-b792-01aa75ed71a1&format=pdf&language=en&productionSystem=cellar&part=
http://dx.doi.org/10.1016/j.jik.2016.07.002


Journal of Global Information Management
Volume 31 • Issue 8

17

Kane, G. C., Phillips, A. N., Copulsky, J., & Andrus, G. (2019). How digital leadership is(n’t) different. MIT 
Sloan Management Review, 60(3), 34–39.

Khan, O., Daddi, T., & Iraldo, F. (2020a). Microfoundations of dynamic capabilities: Insights from circular 
economy business cases. Business Strategy and the Environment, 29(3), 1479–1493. doi:10.1002/bse.2447

Khan, O., Daddi, T., & Iraldo, F. (2020b). The role of dynamic capabilities in circular economy implementation 
and performance of companies. Corporate Social Responsibility and Environmental Management, 27(6), 
3018–3033. doi:10.1002/csr.2020

Khaw, T. Y., Teoh, A. P., Abdul Khalid, S. N., & Letchmunan, S. (2022). The impact of digital leadership 
on sustainable performance: A systematic literature review. Journal of Management Development, 41(9/10), 
514–534. doi:10.1108/JMD-03-2022-0070

Kho, A., Djati, S. P., Bernarto, I., Sudibjo, N., Yulianeu, A., Nanda, H. A., & Nanda, K. A. (2020). The relationship 
between digital transformational leadership styles and knowledge-based empowering interaction for increasing 
organisational innovativeness. International Journal of Innovation. Creativity and Change, 11(3), 259–277.

Koay, K. Y., Lim, V. K. G., Soh, P. C. H., Ong, D. L. T., Ho, J. S. Y., & Lim, P. K. (2022). Abusive supervision 
and cyberloafing: A moderated moderation model of moral disengagement and negative reciprocity beliefs. 
Information & Management, 59(2), 103600. doi:10.1016/j.im.2022.103600

Kohli, R., & Melville, N. P. (2019). Digital innovation: A review and synthesis. Information Systems Journal, 
29(1), 200–223. doi:10.1111/isj.12193

Kukreja, P., & Pandey, J. (2023). Workplace gaslighting: Conceptualization, development, and validation of a 
scale. Frontiers in Psychology, 14, 1099485. doi:10.3389/fpsyg.2023.1099485 PMID:37063563

Liao, C. (2017). Leadership in virtual teams: A multilevel perspective. Human Resource Management Review, 
27(4), 648–659. doi:10.1016/j.hrmr.2016.12.010

Lyytinen, K., Yoo, Y., & Boland, R. J. Jr. (2016). Digital product innovation within four classes of innovation 
networks. Information Systems Journal, 26(1), 47–75. doi:10.1111/isj.12093

Malodia, S., Mishra, M., Fait, M., Papa, A., & Dezi, L. (2023). To digit or to head? Designing digital transformation 
journey of SMEs among digital self-efficacy and professional leadership. Journal of Business Research, 157(C), 
113547. doi:10.1016/j.jbusres.2022.113547

Mattarelli, E., Bertolotti, F., Prencipe, A., & Gupta, A. (2022). The effect of role-based product representations 
on individual and team coordination practices: A field study of a globally distributed new product development 
team. Organization Science, 33(4), 1423–1451. doi:10.1287/orsc.2021.1487

Mihardjo, L. W. W., Sasmoko, S., Alamsjah, F., & Djap, E. (2019). The influence of digital leadership on 
innovation management based on dynamic capability: Market orientation as a moderator. Management Science 
Letters, 9, 1059–1070. doi:10.5267/j.msl.2019.3.018

Mishra, A. A., Maheshwari, M., Pandey, J., & Hassan, Y. (2023). Fempreneurship through digital platforms: 
The “labyrinth groove” and the “barricades” within. Journal of Global Information Management, 31(8), 1–29. 
doi:10.4018/JGIM.329606

Molla, A., & Licker, P. S. (2005). eCommerce adoption in developing countries: A model and instrument. 
Information & Management, 42(6), 877–899. doi:10.1016/j.im.2004.09.002

Myers, R. H. (1990). Classical and modern regression with applications (2nd ed.). Duxbury Press.

Navaridas-Nalda, F., Clavel-San Emeterio, M., Fernández-Ortiz, R., & Arias-Oliva, M. (2020). The strategic 
influence of school principal leadership in the digital transformation of schools. Computers in Human Behavior, 
112, 106481. doi:10.1016/j.chb.2020.106481

Navimipour, N. J., & Charband, Y. (2016). Knowledge sharing mechanisms and techniques in project teams: 
Literature review, classification, and current trends. Computers in Human Behavior, 62, 730–742. doi:10.1016/j.
chb.2016.05.003

http://dx.doi.org/10.1002/bse.2447
http://dx.doi.org/10.1002/csr.2020
http://dx.doi.org/10.1108/JMD-03-2022-0070
http://dx.doi.org/10.1016/j.im.2022.103600
http://dx.doi.org/10.1111/isj.12193
http://dx.doi.org/10.3389/fpsyg.2023.1099485
http://www.ncbi.nlm.nih.gov/pubmed/37063563
http://dx.doi.org/10.1016/j.hrmr.2016.12.010
http://dx.doi.org/10.1111/isj.12093
http://dx.doi.org/10.1016/j.jbusres.2022.113547
http://dx.doi.org/10.1287/orsc.2021.1487
http://dx.doi.org/10.5267/j.msl.2019.3.018
http://dx.doi.org/10.4018/JGIM.329606
http://dx.doi.org/10.1016/j.im.2004.09.002
http://dx.doi.org/10.1016/j.chb.2020.106481
http://dx.doi.org/10.1016/j.chb.2016.05.003
http://dx.doi.org/10.1016/j.chb.2016.05.003


Journal of Global Information Management
Volume 31 • Issue 8

18

Nielsen, J. A., & Mathiassen, L. (2013). Interpretive flexibility in mobile health: Lessons from a government-
sponsored home care program. Journal of Medical Internet Research, 15(10), e2816. doi:10.2196/jmir.2816 
PMID:24172852

Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric theory (3rd ed.). McGraw-Hill.

O’Reilly, C. A., & Chatman, J. A. (2020). Transformational leader or narcissist? How grandiose narcissists 
can create and destroy organizations and institutions. California Management Review, 62(3), 5–27. 
doi:10.1177/0008125620914989

Parente, R., Murray, J. Y., Zhao, Y., Kotabe, M., & Dias, R. (2022). Relational resources, tacit knowledge 
integration capability, and business performance. Journal of Knowledge Management, 26(4), 805–823. 
doi:10.1108/JKM-07-2020-0501

Peng, Y., & Tao, C. (2022). Can digital transformation promote enterprise performance?—From the perspective 
of public policy and innovation. Journal of Innovation & Knowledge, 7(3), 100198. doi:10.1016/j.jik.2022.100198

Rajaee Harandi, S., & Abdolvand, N. (2018). Investigating the effect of online and offline workplace 
communication networks on employees’ job performance: Considering the role of culture. Journal of Global 
Information Technology Management, 21(1), 1–9. doi:10.1080/1097198X.2018.1423839

Reis, G. G., Braga, B. M., & Trullen, J. (2017). Workplace authenticity as an attribute of employer attractiveness. 
Personnel Review, 46(8), 1962–1976. doi:10.1108/PR-07-2016-0156

Rizzuto, T. E. (2011). Age and technology innovation in the workplace: Does work context matter? Computers 
in Human Behavior, 27(5), 1612–1620. doi:10.1016/j.chb.2011.01.011

Rosing, K., Frese, M., & Bausch, A. (2011). Explaining the heterogeneity of the leadership-innovation relationship: 
Ambidextrous leadership. The Leadership Quarterly, 22(5), 956–974. doi:10.1016/j.leaqua.2011.07.014

Ruiqian, J., Hu, W., & Li, S. (2022). Ambidextrous leadership and organizational innovation: The importance 
of knowledge search and strategic flexibility. Journal of Knowledge Management, 26(3), 781–801. doi:10.1108/
JKM-07-2020-0544

Salmela, H., Baiyere, A., Tapanainen, T., & Galliers, R. D. (2022). Digital agility: Conceptualizing agility for 
the digital era. Journal of the Association for Information Systems, 23(5), 1080–1101. doi:10.17705/1jais.00767

Schräge, M., Muttreja, V., & Kwan, A. (2022). How the wrong KPIs doom digital transformation. MIT Sloan 
Management Review, 63(3), 35–40.

Sedera, D., Lokuge, S., Grover, V., Sarker, S., & Sarker, S. (2016). Innovating with enterprise systems and 
digital platforms: A contingent resource-based theory view. Information & Management, 53(3), 366–379. 
doi:10.1016/j.im.2016.01.001

Shao, Z. (2019). Impact mechanism of direct supervisor’s leadership behaviors on employees’ extended use 
of information technologies. Journal of Enterprise Information Management, 32(4), 626–645. doi:10.1108/
JEIM-07-2018-0160

Sia, S. K., Soh, C., & Weill, P. (2016). How DBS bank pursued a digital business strategy. MIS Quarterly 
Executive, 15(2), 105–121.

Sia, S. K., Weill, P., & Zhang, N. (2021). Designing a future-ready enterprise: The digital transformation of DBS 
bank. California Management Review, 63(3), 35–57. doi:10.1177/0008125621992583

Sjödin, D., Parida, V., Kohtamäki, M., & Wincent, J. (2020). An agile co-creation process for digital 
servitization: A micro-service innovation approach. Journal of Business Research, 112, 478–491. doi:10.1016/j.
jbusres.2020.01.009

Stefanova, K., & Kabakchieva, D. (2019). Challenges and perspectives of digital transformation. Conferences 
of the Department of Informatics. Science and Economics Varna, 1, 13–23.

Stollberger, J., Ali Al-Atwi, A., & De Cremer, D. (2022). Untangling the team social capital–team innovation link: 
The role of proportional task conflict as well as group- and differentiated individual-focused transformational 
leadership. Human Relations, 76(6), 871–900. Advance online publication. doi:10.1177/00187267221080995

http://dx.doi.org/10.2196/jmir.2816
http://www.ncbi.nlm.nih.gov/pubmed/24172852
http://dx.doi.org/10.1177/0008125620914989
http://dx.doi.org/10.1108/JKM-07-2020-0501
http://dx.doi.org/10.1016/j.jik.2022.100198
http://dx.doi.org/10.1080/1097198X.2018.1423839
http://dx.doi.org/10.1108/PR-07-2016-0156
http://dx.doi.org/10.1016/j.chb.2011.01.011
http://dx.doi.org/10.1016/j.leaqua.2011.07.014
http://dx.doi.org/10.1108/JKM-07-2020-0544
http://dx.doi.org/10.1108/JKM-07-2020-0544
http://dx.doi.org/10.17705/1jais.00767
http://dx.doi.org/10.1016/j.im.2016.01.001
http://dx.doi.org/10.1108/JEIM-07-2018-0160
http://dx.doi.org/10.1108/JEIM-07-2018-0160
http://dx.doi.org/10.1177/0008125621992583
http://dx.doi.org/10.1016/j.jbusres.2020.01.009
http://dx.doi.org/10.1016/j.jbusres.2020.01.009
http://dx.doi.org/10.1177/00187267221080995


Journal of Global Information Management
Volume 31 • Issue 8

19

Svahn, F., Mathiassen, L., & Lindgren, R. (2017). Embracing digital innovation in incumbent firms: How Volvo 
cars managed competing concerns. Management Information Systems Quarterly, 41(1), 239–253. doi:10.25300/
MISQ/2017/41.1.12

Teece, D. J. (2007). Explicating dynamic capabilities: The nature and microfoundations of (sustainable) enterprise 
performance. Strategic Management Journal, 28(13), 1319–1350. doi:10.1002/smj.640

Teece, D. J. (2014). The foundations of enterprise performance: Dynamic and ordinary capabilities in an 
(economic) theory of firms. The Academy of Management Perspectives, 28(4), 328–352. doi:10.5465/
amp.2013.0116

Teece, D. J., Pisano, G., & Shuen, A. (1997). Dynamic capabilities and strategic management. Strategic Management 
Journal, 18(7), 509–533. doi:10.1002/(SICI)1097-0266(199708)18:7<509::AID-SMJ882>3.0.CO;2-Z

Tigre, F. B., Curado, C., & Henriques, P. L. (2023). Digital leadership: A bibliometric analysis. Journal of 
Leadership & Organizational Studies, 30(1), 40–70. doi:10.1177/15480518221123132

Troise, C., Corvello, V., Ghobadian, A., & O’Regan, N. (2022). How can SMEs successfully navigate VUCA 
environment: The role of agility in the digital transformation era. Technological Forecasting and Social Change, 
174, 121227. doi:10.1016/j.techfore.2021.121227

Wang, M. C., Chen, P. C., & Fang, S. C. (2018). A critical view of knowledge networks and innovation 
performance: The mediation role of firms’ knowledge integration capability. Journal of Business Research, 
88(C), 222–233. doi:10.1016/j.jbusres.2018.03.034

Weber, E., Krehl, E. H., Buettgen, M., & Schweikert, K. (2019). The digital leadership framework: Insights into 
new leadership roles facing digital transformation. Proceedings - Academy of Management, 2019(1), 13650. 
doi:10.5465/AMBPP.2019.13650abstract

Weill, P., & Ross, J. W. (2009). IT savvy: What top executives must know to go from pain to gain. Harvard 
Business Press.

Wu, J., Wang, N., & Wang, Z. (2017). Impact of information technology capability on financial performance 
during the period of economic downturn: The case of Chinese listed companies. Electronic Commerce Research, 
17(3), 403–423. doi:10.1007/s10660-016-9248-1

Xie, X. Y., Ling, C. D., Liu, W., & Wei, J. (2022). Inter-team coordination, information elaboration, and 
performance in teams: The moderating effect of knowledge integration capability. Journal of Business Research, 
149, 149–160. doi:10.1016/j.jbusres.2022.05.002

Yu, X., Washida, Y., & Sasaki, M. (2022). Impact of qualified gatekeepers on team absorptive capacity: The 
mediating role of knowledge combination capability. Journal of Knowledge Management, 26(11), 259–292. 
doi:10.1108/JKM-04-2022-0331

Zahra, S. A., Neubaum, D. O., & Hayton, J. (2020). What do we know about knowledge integration: Fusing 
micro- and macro-organizational perspectives. The Academy of Management Annals, 14(1), 160–194. doi:10.5465/
annals.2017.0093

Zhao, L., He, Q., Guo, L., & Sarpong, D. (2023). Organizational digital literacy and enterprise digital 
transformation: Evidence from Chinese listed companies. IEEE Transactions on Engineering Management, 
1–14. doi:10.1109/TEM.2023.3241411

Zhong, L. (2017). Indicators of digital leadership in the context of K–12 education. Journal of Educational 
Technology Development and Exchange, 10(1), 27–40. doi:10.18785/jetde.1001.03

http://dx.doi.org/10.25300/MISQ/2017/41.1.12
http://dx.doi.org/10.25300/MISQ/2017/41.1.12
http://dx.doi.org/10.1002/smj.640
http://dx.doi.org/10.5465/amp.2013.0116
http://dx.doi.org/10.5465/amp.2013.0116
http://dx.doi.org/10.1002/(SICI)1097-0266(199708)18:7<509::AID-SMJ882>3.0.CO;2-Z
http://dx.doi.org/10.1177/15480518221123132
http://dx.doi.org/10.1016/j.techfore.2021.121227
http://dx.doi.org/10.1016/j.jbusres.2018.03.034
http://dx.doi.org/10.5465/AMBPP.2019.13650abstract
http://dx.doi.org/10.1007/s10660-016-9248-1
http://dx.doi.org/10.1016/j.jbusres.2022.05.002
http://dx.doi.org/10.1108/JKM-04-2022-0331
http://dx.doi.org/10.5465/annals.2017.0093
http://dx.doi.org/10.5465/annals.2017.0093
http://dx.doi.org/10.1109/TEM.2023.3241411
http://dx.doi.org/10.18785/jetde.1001.03


Journal of Global Information Management
Volume 31 • Issue 8

20

Jayesh Pandey is a doctoral student in Organizational Behaviour & Human Resource Management at the Indian 
Institute of Management Ranchi. He has pursued MBA from Goa Institute of Management and B. Tech from Charotar 
University of Science and Technology, India. His recent research on knowledge hiding and value co-creation has 
been published in IEEE Transactions on Engineering Management. His research interests are leadership, knowledge 
management, individual knowledge behavior, organizational politics, and motivation.

Shubh Majumdarr currently pursues a doctoral degree in General Management at the Indian Institute of Management 
Ranchi, India. He earned his B. Tech in Electronics and Communication (Distinction) from Birla Vishvakarma 
Mahavidyalaya, India. His recent research has been published in Rutgers Business Review and South Asian Journal 
of Management. His research interest includes General Management, Strategy, and Communication-related topics 
and has hands-on experience with SPSS, R Programming, and Citespace.

Yusuf Hassan is currently serving as an Assistant Professor of Instruction at Muma College of Business, University 
of South Florida, USA. He has served as an assistant professor at the University of Birmingham. He is also serving 
as a permanent fellow at the Centre for Sports & Business at the Stockholm School of Economics, Sweden. Dr. 
Hassan holds a doctorate in organizational behaviour and human resource management from the Indian Institute of 
Management. His research interests lie at the intersection of ICT, the Dark side of HRM, and Talent Management. 
His articles have appeared in peer-reviewed journals such as the International Journal of Human Resource 
Management, Journal of Global Information Management, IEEE Transactions on Engineering Management, 
International Journal of Manpower, and Journal of Business Research among others.

Vic Benuyenah is an organizational psychologist with interest in internal and external labour market attitudes. His 
research covers HR theory, Higher Education and leadership efficiency. He earned his PhD from the University of 
London and currently teaches at the Birmingham Business School - University of Birmingham.


