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This study aimed to explore the role of digital leadership in fostering an
innovative organizational culture and its impact on facilitating positive
changes within organizations. This qualitative study was conducted using
semi-structured interviews with 19 participants from leading digital
organizations, including managers and employees. By analyzing data,
Three main themes were identified: the role of digital leadership in
facilitating digital communications and promoting an innovative culture,
the impact of an innovative organizational culture in enhancing
collaboration and flexibility, and their role in bringing about positive
organizational changes. Therefore, it can be concluded that digital
leadership and an innovative organizational culture are key elements for the
growth and sustainability of organizations in the digital age. Digital leaders,
by promoting an innovative culture, can aid in enhancing innovation and

improving organizational performance.
Keywords: Digital leadership, Organizational culture, Innovation, Organizational

changes, Qualitative study.
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Introduction

In recent decades, the business world has witnessed significant transformations, primarily driven
by digital advancements. These digital changes require leaders who can navigate and leverage new
technologies to enhance organizational performance. In this context, the concept of digital leadership has
emerged as a key factor in redefining work environments and fostering innovative organizational cultures
(Muniroh et al., 2022; Ruel et al., 2020; Wang et al., 2022). Digital leadership involves not only the use
of digital tools and information technologies but also the alignment of organizational strategies with digital
needs and the enhancement of organizational innovative capabilities. In other words, the digital era has
brought about significant changes in how businesses operate and innovate. One critical aspect that has
emerged is the role of digital leadership in shaping organizational culture towards promoting innovation.
The concept of digital leadership encompasses leaders' abilities to harness and utilize digital technologies
to drive organizational success (Ruel et al., 2020). This concept includes strategies in the digital realm and
understanding how to align leadership approaches with the digital business environment (Fahmi & Krisna,
2021; Mihardjo & Sasmoko, 2020).

Organizational culture, as a fundamental element in any organization, plays a crucial role in
determining how innovative strategies are adopted and implemented. Research has shown that
organizational cultures that emphasize innovation, risk-taking, and result orientation can improve
employee performance and contribute to overall organizational success (Jaenudin et al., 2020). This
highlights the importance of organizational culture in supporting innovative efforts and implementing
digital strategies at the organizational level. Organizational culture acts as a mediating factor influencing
how leadership styles impact innovation within organizations (Khan et al., 2020; Xenikou, 2017).
Alignment between leadership, culture, and innovative behavior is vital for driving organizational
performance and competitiveness (Amtu et al., 2021). Studies have shown that a strong organizational
culture characterized by features such as innovation, risk-taking, and result orientation can improve
employee performance and contribute to overall success (Jaenudin et al., 2020).

In this regard, transformational leadership, in particular, has been highlighted as an effective factor
in promoting a culture of innovation (Xenikou, 2017). Additionally, the ability of digital leaders to use
technologies to develop innovative business models and facilitate organizational learning helps create
organizational cultures that foster innovation (Mihardjo & Sasmoko, 2020; Muniroh et al., 2022). This
underscores the importance of aligning leadership, organizational culture, and innovative capabilities in
today's competitive landscape. Therefore, this research aims to gain a deeper understanding of how digital
leadership influences the formation of organizational cultures that promote innovation and help
organizations achieve continuous improvement and sustainable growth in the digital age.

Leadership, especially in the digital realm, is closely related to organizational culture, as
emphasized in various studies (Abdullah et al., 2013; Khan et al., 2020; Xenikou, 2017). The internal
culture of an organization plays a vital role in mediating the relationship between leadership values and
innovative work behavior (Khan et al., 2020). Moreover, the interaction of leadership styles,
organizational culture, and innovative behavior is a topic that has been explored, emphasizing the
importance of leadership in promoting innovation and creativity within the organizational environment
(Xenikou, 2017). Specifically, transformational leadership has been identified as a key driver of an
innovative culture (Lokaj & Sadrija, 2020; Xenikou, 2017). The relationship between leadership, culture,
and innovation becomes more pronounced in the digital realm, where digital leadership plays a significant
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rol “‘amfim{‘/wing business model innovation and organizational learning (Mihardjo & Sasmoko, 2020).
Transforming into a digital organization requires strategic alignment of culture, leadership, and capability
to thrive in the digital landscape (Saputra & Saputra, 2020). Digital leadership impacts not only business
models but also shapes employee performance through innovation and learning (Muniroh et al., 2022).

Hence, the research problem of this study is to examine the impact of digital leadership on
organizational culture and how it facilitates the creation of an innovative environment. Based on previous
studies, the relationship between leadership, organizational culture, and innovation has been extensively
examined, showing that leadership styles can influence organizational culture, and in turn, organizational
culture can enhance or limit innovation within the organization (Khan et al., 2020; Xenikou, 2017).
Therefore, this study investigates the impact of digital leadership on organizational culture and its role in
promoting innovation and achieving positive changes in organizations.

Methods and Materials

This study is qualitative, where data were collected through interviews and analyzed using content
analysis. Participants in this research were selected from managers and employees working in leading
organizations in the digital field. The sample was chosen purposefully based on specific criteria such as
experience in the digital field and roles in innovative processes within the organization. Ethical
considerations such as informed consent, privacy, and data security of participants were carefully observed
throughout the study. Before the interviews, participants were informed about the research objectives and
how the collected information would be used, and written consent forms were signed.

This research uses semi-structured interviews as the primary data collection tool. The interviews
aimed to gain a deeper understanding of the role of digital leadership in shaping innovative organizational
culture. The interviews were designed based on semi-structured guidelines, allowing the main research
topics to be explored during the conversation while providing space for open-ended questions and a deeper
understanding of participants' experiences. The main interview topics included participants' perceptions
of the role of digital leadership, their experiences with innovative processes in the organization, and the
impact of these factors on organizational culture.

Data from the interviews were analyzed using content analysis, enabling the identification,
analysis, and interpretation of patterns and themes within the textual data. All interviews were recorded
and then precisely transcribed to ensure a meticulous and thorough data analysis.

Findings

In this study, there were 19 participants, including 11 men (58%) and 8 women (42%). Participants
were of different age groups; 4 (21%) were under 30 years old, 7 (37%) were between 30 and 40 years
old, and 8 (42%) were over 40 years old. Regarding work experience in the digital field, participants were
divided into three categories: 6 (32%) with less than 5 years of experience, 7 (37%) with 5 to 10 years of
experience, and 6 (32%) with more than 10 years of experience.

A
E-ISSN: 3041-8585


https://portal.issn.org/resource/ISSN/3041-8585

Table 1

Final Findings from Qualitative Data Analysis

Main Theme Sub-Theme Concepts (Open Codes)

Role of Digital Facilitating Digital Digital tools, communication platforms, webinars, social networks, email,

Leadership Communication chat rooms, video conferencing
Promoting  Innovation Workshops, creativity sessions, design thinking, risk-taking, innovation
Culture encouragement, innovative strategies, innovation opportunities
Supporting Skill  Online training courses, mentorship, specialized seminars, tech
Development workshops, online classes, personal development programs, coaching
Enhancing Data-Driven Data analysis, decision support systems, analytics dashboards, big data
Decision-Making processing, business intelligence, key performance indicators
Developing Thought  Publishing articles, conference speeches, blogging, book writing, podcasts,
Leadership professional networking

Impact of Innovative Communication and Roundtables, joint meetings, group projects, knowledge sharing,

Organizational Culture

Collaboration
Organizational
Flexibility
Enhancing Creativity

interactive sessions, co-working spaces, cross-functional teams

Remote work policies, flexible work hours, change management, virtual
teamwork, modular workspaces, change readiness

Open innovation, collective brainstorming, innovation events, think tanks,

hackathons, creativity workshops, ideation processes

New digital tools, effective communication strategies, constructive
feedback, multiple communication channels, immediate feedback systems,
interpersonal communication skills

Process automation, project management tools, scheduling techniques,
project time reduction methods, process optimization, online collaboration
tools

Open workspace, appreciation culture, employee welfare programs, mental
health initiatives, stress management, work-life balance, motivational
work environments

Green strategies, reducing environmental impact, energy and resource
improvement, corporate social responsibility, social initiatives, local
community support, organizational resilience

Positive Changes in the
Organization

Improving
Communication

Increasing Productivity

Creating a Positive Work
Environment

Enhancing
Organizational
Sustainability

This research identified three main themes reflecting the critical role of digital leadership and its
impact on innovative organizational culture and positive changes within the organization. Below, these
themes and the concepts associated with each are explained:

Role of Digital Leadership: Digital leaders play a significant role in transforming organizations by
facilitating digital communication and promoting an innovation culture. Interviewees emphasized the
importance of digital tools such as "communication platforms™ and "webinars™ in strengthening
organizational communications. One executive manager stated, "Using digital platforms allowed us to
maintain effective communication with our teams during challenging times such as remote work."

Impact of Innovative Organizational Culture: An innovative culture in organizations contributes
to creating a positive environment through strengthened communication and collaboration, organizational
flexibility, and enhanced creativity. Participants mentioned "group projects” and "joint meetings™ as key
factors in promoting collaboration. One employee shared, "Innovation culture in our organization is
reinforced through think tanks and internal hackathons where everyone can freely present their ideas."

Positive Changes in the Organization: Digital leadership leads to positive organizational changes
by improving communication, increasing productivity, and creating a positive work environment. New
digital tools like "project management tools™ and "process automation™ were identified as crucial factors
in increasing productivity. One technology manager stated, "Using process automation, we could reduce
project execution times and significantly increase our teams' productivity.”
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Discussion and Conclusion

This research examined the impact of digital leadership on innovative organizational culture and
creating positive changes within organizations. The results showed that digital leadership plays a crucial
role in promoting innovative organizational cultures and facilitating innovation and improving
organizational performance. Additionally, organizational culture was identified as a mediating factor in
the relationship between digital leadership and organizational innovation.

Three main themes were identified in this study: the role of digital leadership, the impact of
innovative organizational culture, and positive changes in the organization. Each of these main themes
includes several sub-themes and associated concepts that have been explored in detail. These themes and
concepts indicate the interaction between digital leadership, organizational culture, and innovation and
reflect how they influence each other.

The first theme, the role of digital leadership, includes sub-themes such as facilitating digital
communication, promoting an innovation culture, supporting skill development, enhancing data-driven
decision-making, and developing thought leadership. In this theme, concepts such as the use of digital
communication platforms, conducting workshops for innovation, personal development courses, using
data for strategic decision-making, and encouraging knowledge dissemination through writing and
speeches were examined.

The second theme, the impact of innovative organizational culture, addresses communication and
collaboration, organizational flexibility, and enhancing creativity. In this theme, concepts such as
roundtables for interaction, remote work policies for flexibility, and initiatives for enhancing creativity
such as hackathons and think tanks were examined.

The third theme, positive changes in the organization, focuses on improving communication,
increasing productivity, and creating a positive work environment. This section analyzes the use of new
digital tools for effective communication, process automation for increasing productivity, and appreciation
culture as methods for creating a positive work environment. These themes show how digital leadership
and organizational culture can enhance innovation and improve organizational performance.

The results of this research highlight the crucial role of digital leadership in promoting an
innovative organizational culture and creating positive changes within the organization. These findings
are consistent with the study by Ruel et al. (2020), which states that digital leadership plays a key role in
digital business strategies and organizational learning (Ruel et al., 2020). Furthermore, the emphasis on
the mediating role of organizational culture between leadership and innovation aligns with the findings of
Abdullah et al. (2013) and Khan et al. (2020), who identify organizational culture as a vital factor in
determining the success of organizational innovation (Abdullah et al., 2013; Khan et al., 2020). Given the
impact of digital leadership on organizational culture, our findings also emphasize the importance of
leadership strategies in promoting an innovative culture. These results align with the study by Lokaj and
Sadrija (2020), which shows that leadership styles can influence organizational culture and, in turn,
facilitate innovation (Lokaj & Sadrija, 2020). Additionally, the emphasis on transformational leadership
as a driver of an innovative culture matches the theories of Xenikou (2017), which introduce this
leadership style as an important factor in promoting internal innovation (Xenikou, 2017). The importance
of transforming into a digital organization and the role of aligning culture, leadership, and capabilities in
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this context are in line with the findings of Saputra and Saputra (2020), which emphasize the importance
of transitioning to a digital organization through aligning these elements (Saputra & Saputra, 2020). This
indicates the importance of digital leadership in facilitating the structural and cultural changes necessary
for success in the digital age.

Overall, the findings of this research show that digital leadership and an innovative organizational
culture are vital elements for organizational growth and advancement in the modern world. These findings
align with previous research and indicate how organizations can achieve success by implementing digital
leadership strategies and promoting innovative cultures. These results emphasize the importance of
integrating organizational culture with digital leadership to enhance innovation and improve
organizational performance, providing a path for future research in this area.

The limitations of this research include focusing on semi-structured interviews with a limited
number of participants, which may not reflect all aspects of digital leadership and organizational culture
in all industries. Additionally, the research was conducted within a specific geographical scope, which
may not be generalizable to other regions. Future research suggestions include examining the relationship
between digital leadership and innovative organizational culture across various industries using larger and
more diverse samples. Future studies can explore the effects of other environmental and organizational
factors that influence this relationship. Practically, it is suggested that organizations prioritize developing
digital leadership strategies and creating innovative cultures. Leaders should invest in training and
developing employees' digital skills and create an environment where creativity and innovation are
encouraged and supported. This will not only help improve organizational performance but also enable
organizations to maintain a sustainable competitive advantage in today's complex and competitive
environment.
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