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INTRODUCTION

Abstract

The primary purpose of this research was to investigate and contribute empirical evidence on the relationships
between digital leadership style, emotional intelligence, employee digital capability, and innovative behavior.
The study aimed to fill existing gaps in the literature by proposing a comprehensive model and exploring the
mediating roles of emotional intelligence and employee digital capability in the relationship between digital
leadership and employee innovative behavior. A quantitative research design was employed, with a sample size
of 203 employees drawn from various industries in Albania. The sample size was determined using the rule of
thumb for regression analysis. A random sampling technique ensured representativeness, and data were col-
lected through an online questionnaire. Statistical analysis was conducted using the Statistical Package for the
Social Sciences (SPSS), encompassing descriptive, inferential, and mediation analyses. This methodology facil-
itated a robust examination of the proposed relationships. The findings of this study revealed significant and
positive relationships between digital leadership style and employee innovative behavior. Moreover, emotional
intelligence was identified as a mediator in this relationship, emphasizing the importance of a positive emotional
climate. Additionally, employee digital capability emerged as a mediator, highlighting the significance of tech-
nological proficiency. These findings contribute to our understanding of the interconnected dynamics within
organizations in the digital age. This research contributes both theoretically and practically to the existing body
of knowledge. Theoretically, it adds empirical evidence to the evolving discourse on leadership and innovation
in the digital era, addressing gaps in the literature. The proposed comprehensive model, considering the me-
diating roles of emotional intelligence and employee digital capability, offers a nuanced understanding of the
multifaceted dynamics within organizations. Practically, this study provides insights for organizational leaders
and policymakers, informing strategies for cultivating innovation in the ever-changing digital landscape. The
findings can guide leadership development programs, training initiatives, and administrative policies aimed at
creating environments that foster innovation.

© 2023 The Author(s). Published by TAF Publishing.

research aims to contribute to this evolving discourse by

In the contemporary digital era, organizations are navigat-
ing an unprecedented wave of technological advancements
that are reshaping the landscape of leadership and inno-
vation. The increasing prevalence of digital technologies
has led to a paradigm shift in the way leaders operate,
necessitating a deeper understanding of the relationships
between digital leadership style, emotional intelligence,
employee digital capability, and innovative behavior. This
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investigating the intricate dynamics within organizations
and exploring how digital leadership practices influence the
innovative behavior of employees as organizations strive
to remain competitive in an ever-changing digital land-
scape, unraveling the complexities of these relationships
becomes imperative for effective leadership strategies and
the cultivation of innovation-ready workforces (Behie et
al,, 2023)—the empirical landscape underscores the trans-
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formative impact of digital technologies on organizational
structures and leadership paradigms. The digitization
of business processes has given rise to a new breed of
leaders, digital leaders, who leverage technology to navi-
gate complexities and foster innovation (Lyu, 2023). Con-
currently, emotional intelligence is recognized as a critical
competency influencing interpersonal dynamics within the
workplace (Kuday & Erdogan, 2023). This research seeks
to bridge these concepts, examining how emotional intel-
ligence mediates the relationship between digital leader-
ship style and employee innovative behavior. Additionally,
this study explores the mediating role of employee digital
capability, acknowledging the significance of technological
proficiency in the digital age (Alant & Bakare, 2021).

The variables central to this study digital leadership style,
emotional intelligence, employee digital capability, and in-
novative behavior are informed by a rich body of literature.
Digital leadership style encompasses the ability to leverage
technology effectively and navigate the complexities of the
digital landscape (Ardnega, Montesinos, & del Val Nuifiez,
2023). Studies have highlighted its positive influence on
organizational outcomes, including innovation (Miao, Yu,
Bozionelos, & Bozionelos, 2023). Emotional intelligence,
defined as the ability to perceive, understand, and manage
emotions, is posited to mediate the impact of leadership
on employee outcomes (Dehnavi et al., 2022). Research
suggests that emotionally intelligent leaders foster positive
emotional climates, influencing employee behaviors such
as creativity and innovation. Employee digital capability,
encompassing the skills needed to navigate digital tools, is
integral in the context of digital leadership (Afrianty, Ar-
tatanaya, & Burgess, 2022)—the literature emphasizes the
role of digital capability in shaping innovative behavior and
organizational adaptability.

Prior research has yielded valuable insights into the inter-
play between digital leadership, emotional intelligence, em-
ployee digital capability, and innovation. Xia et al. (2023)
assert that digital leaders create agile and innovative orga-
nizational cultures by embracing and integrating technol-
ogy. Nuiiez, Garcia, and Abbas (2023) highlight the me-
diating role of emotional intelligence, emphasizing its im-
pact on creating positive emotional climates conducive to
innovation. A study by Gongalves, Bergquist, Alinge, and
Bunk (2022) emphasizes the importance of digital capabil-
ity in shaping innovation within organizations. However,
while these studies provide foundational knowledge, the
relationships between these variables remain complex and
warrant further investigation. Despite the existing body of
literature, notable gaps persist in our understanding of the
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relationships between digital leadership, emotional intel-
ligence, employee digital capability, and innovative behav-
ior. Existing research often focuses on individual com-
ponents in isolation, overlooking the interconnectedness of
these variables within the context of the digital workplace.
This study addresses these gaps by proposing a comprehen-
sive model that considers the mediating roles of emotional
intelligence and employee digital capability in the relation-
ship between digital leadership and employee innovative
behavior. By bridging these gaps, this research aims to pro-
vide a more holistic understanding of the multifaceted dy-
namics within organizations in the digital age.

The primary aim of this research is to investigate and con-
tribute empirical evidence on the relationships between
digital leadership style, emotional intelligence, employee
digital capability, and innovative behavior. Specifically, this
study aims to test the hypotheses that posit a significant and
positive relationship between digital leadership style and
employee innovative behavior, with emotional intelligence
and employee digital capability mediating these relation-
ships. By exploring these dynamics, the research seeks to
enhance our theoretical understanding of leadership and
innovation in the digital age, providing practical insights for
organizations striving to thrive in the rapidly evolving digi-
tal landscape. The significance of this research lies in its po-
tential to inform leadership practices and strategies for cul-
tivating innovation in contemporary organizations. As dig-
italization continues to reshape industries, understanding
how digital leadership influences emotional intelligence,
digital capability, and innovative behavior becomes critical
for organizational success. The findings of this study can
guide leadership development programs, training initia-
tives, and organizational policies aimed at creating environ-
ments that foster innovation. Moreover, the research con-
tributes to the academic discourse on leadership and inno-
vation, adding empirical evidence to the evolving theoreti-
cal frameworks in the field. By addressing the identified
research gaps, this study endeavors to provide valuable in-
sights that are both theoretically robust and practically rele-
vant for organizations navigating the complexities of the
digital era.

LITERATURE REVIEW

Theoretical Background

Transformational Leadership Theory is a leadership style
characterized by its emphasis on inspiring and motivat-
ing followers to achieve extraordinary outcomes and un-
lock their full potential (Siangchokyoo, Klinger, & Cam-
pion, 2020). In the context of organizational change and
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the challenges posed by the digital era, this theory com-
prises several key components. Firstly, idealized influence
involves leaders acting as role models, earning trust and
respect by setting high standards of moral and ethical con-
duct. Inspirational motivation entails leaders inspiring
and motivating followers through a compelling vision of
the future, fostering commitment and purpose. Intellec-
tual stimulation encourages creativity and critical thinking,
challenging the status quo and promoting an environment
conducive to innovation (Shafi, Zoya, Lei, Song, & Sarker,
2020). Individualized consideration demonstrates genuine
concern for individual needs, providing support and men-
torship to facilitate personal and professional growth. In
the realm of the impact of digital leadership on employee
innovative behavior, Transformational Leadership theory
is highly relevant (Rabiul & Yean, 2021). It aligns with
fostering a culture of innovation by encouraging creativ-
ity, supporting idea exploration and generation, inspiring
idea championing and implementation, and contributing to
the development of a digital-ready organizational culture
(Verma, Kumar, Yalcin, & Daim, 2023). This theory provides
a valuable framework for understanding how leadership
behaviors influence and enhance employee innovative be-
havior in the dynamic landscape of the digital age.

Digital Leadership Style and Employee Innovative Be-
havior

The literature on the impact of digital leadership style on
employee innovative behavior reveals a growing interest in
understanding how leadership in the digital era influences
organizational outcomes. Digital leadership is character-
ized by the ability of leaders to leverage technology, foster a
culture of adaptability, and navigate the complexities of the
digital landscape (K61, Wakkee, & van der Sijde, 2021). This
leadership style is seen as essential for organizations seek-
ing to thrive in an environment marked by rapid techno-
logical advancements and increased connectivity: several
studies have highlighted the positive relationship between
digital leadership and employee innovative behavior. For
instance, Faulks, Song, Waiganjo, Obrenovic, and Godinic
(2021) found thatleaders who embrace digital technologies
and integrate them into their leadership practices create an
environment conducive to idea exploration. Digital leaders
are adeptat encouraging employees to seek novel solutions,
experiment with new approaches, and explore unconven-
tional ideas. This aligns with the notion that digital leader-
ship fosters a climate of innovation, in which risk-taking is
encouraged and learning from failure is valued (Tagscherer
& Carbon, 2023) in addition to idea exploration, the impact
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of digital leadership extends to other stages of the inno-
vation process. Research by Suwignjo, Gunarta, Wessiani,
Prasetyo, and Yuwana (2022) suggests that digital leaders
play a crucial role in stimulating idea generation among em-
ployees, by promoting open communication channels and
providing platforms for collaborative idea generation, dig-
ital leaders contribute to a dynamic idea exchange within
the organization. This finding underscores the multifaceted
nature of digital leadership, highlighting its influence not
only on the individual behavior of employees but also on
collective creative processes. Furthermore, the literature
emphasizes the importance of digital leadership in cham-
pioning and implementing innovative ideas. A study by
Faulks et al. (2021) posits that digital leaders are effective
advocates for innovative initiatives, leveraging their digital
acumen to communicate the strategic importance of novel
ideas to various stakeholders. Moreover, digital leaders are
instrumental in driving the implementation of innovative
solutions by aligning organizational resources, creating a
supportive infrastructure, and ensuring that digital capa-
bilities are leveraged to bring ideas to fruition (Joshi, Ben-
itez, Huygh, Ruiz, & De Haes, 2022). While the positive as-
sociation between digital leadership and employee innova-
tive behavior is evident, recent research has started to ex-
plore the underlying mechanisms that mediate this rela-
tionship. One such mechanism is emotional intelligence,
which refers to the ability to understand and manage one's
emotions and the emotions of others (Jang, Elfenbein, &
Porath, 2023). Emotional intelligence is posited to medi-
ate the impact of digital leadership on employee innova-
tive behavior by influencing the way leaders foster a pos-
itive and supportive climate for creativity and risk-taking
(Yang, Weng, Li, & Wu, 2022). Moreover, the literature
highlights the mediating role of employee digital capability
in the relationship between digital leadership and innova-
tive behavior. Employee digital capability encompasses the
skills and competencies required to effectively use digital
technologies (Chatterjee, Chaudhuri, Vrontis, & Giovando,
2023). Leaders who nurture and enhance the digital capa-
bilities of their workforce contribute to a more technologi-
cally proficient and innovative organizational culture.

H1: There is a significant and positive relationship between
digital leadership style and employee innovative behavior.

Emotional Intelligence as a Mediator

The mediating role of emotional intelligence in the rela-
tionship between digital leadership style and employee in-
novative behavior has garnered substantial attention in
contemporary organizational research. Digital leadership,
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characterized by the ability to navigate and harness digital
technologies effectively, has been identified as a key factor
in fostering innovation within organizations (Biju, Wanat,
El-Desoky, Vu, & Varkey, 2023). Concurrently, emotional
intelligence, defined as the capacity to perceive, under-
stand, and regulate emotions, is recognized as a critical
competency influencing interpersonal dynamics and indi-
vidual behavior in the workplace. Recent studies suggest
that emotional intelligence serves as a mediating mech-
anism that facilitates the translation of digital leadership
into enhanced employee innovative behavior. One aspect
of emotional intelligence that plays a crucial role in this
context is leaders' ability to create a positive emotional cli-
mate within the organization (Ruble, Cole, Weiss, Clayton, &
Weiss, 2022). Digital leaders, by virtue of their proficiency
in leveraging technology, are well-positioned to establish
collaborative and inclusive digital environments, fostering
a sense of psychological safety that is conducive to crea-
tivity and innovation (Schiuma, Schettini, & Santarsiero,
2021). Moreover, the mediation role of emotional intel-
ligence becomes evident in the way digital leaders han-
dle interpersonal relationships. The capacity to recog-
nize and manage one's emotions, as well as the emotions
of others, enhances the leader's effectiveness in inspiring
and motivating employees toward innovative endeavors
(Coronado-Maldonado & Benitez-Marquez, 2023). Emo-
tional intelligence enables digital leaders to empathize with
the challenges employees may face during the innovation
process, leading to a more supportive and adaptive leader-
ship style that encourages risk-taking and experimentation
(Kuday & Erdogan, 2023). Research findings also suggest
that emotional intelligence acts as a bridge between the
strategic vision of digital leaders and the manifestation of
innovative behavior among employees. Digital leaders with
high emotional intelligence are adept at communicating a
compelling vision for the future, inspiring a shared sense
of purpose and commitment among team members (Arif,
Johnston, Lane, & Beatson, 2023). This emotional reso-
nance, in turn, is linked to increased engagement in inno-
vative activities as employees align their efforts with the
broader goals set forth by digitally savvy leaders. However,
it is essential to recognize the nuanced nature of the rela-
tionship between emotional intelligence and innovative
behavior within the digital leadership context. While emo-
tional intelligence can amplify the positive effects of digi-
tal leadership on innovation; it may not entirely mitigate
the challenges associated with organizational change and
technological adoption (Chatterjee, Chaudhuri, Vrontis, &
Jabeen, 2022). Thus, the mediating role of emotional intel-
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ligence should be considered within the broader organiza-
tional context, acknowledging the interplay of various fac-
tors influencing innovation outcomes.

H2: Emotional intelligence mediates the relationship
between digital leadership style and employee innovative
behavior.

Employee Digital Capability as a Mediator

The mediating role of employee digital capability in the rela-
tionship between digital leadership style and employee in-
novative behavior represents a critical area of investigation
within the context of the contemporary digitalized work-
place. Digital leadership, characterized by the adept use
and integration of technology in leadership practices, has
been acknowledged as a pivotal factor influencing organiza-
tional innovation (Chatterjee et al,, 2023). Simultaneously,
employee digital capability, encompassing the skills and
competencies necessary to navigate and utilize digital tech-
nologies effectively, plays a crucial role in shaping how
individuals and teams engage with innovative processes
(Margherita, 2022). Scholarly research indicates that dig-
ital leaders, through their proficiency in leveraging tech-
nology, contribute to the development and enhancement of
employee digital capabilities. Leaders who embrace digital
leadership styles are instrumental in creating a technolog-
ically enabled organizational culture, fostering a climate in
which employees feel empowered and equipped to leverage
digital tools for innovative purposes (Afrianty et al., 2022).
This alignment between digital leadership and employee
digital capability sets the stage for a more dynamic and tech-
nologically adaptive workforce. Moreover, employee digi-
tal capability emerges as a mediating factor in the relation-
ship between digital leadership and different dimensions
of employee innovative behavior. In the initial stages of
idea exploration, digital leaders who promote and support
the development of digital capabilities among their teams
provide the foundation for employees to explore novel ideas
and solutions using digital tools (Saputra, Sasanti, Alamsjah,
& Sadeli, 2022). This integration of digital capabilities not
only facilitates idea generation but also enhances the overall
agility and adaptability of the workforce. In the subsequent
stages of the innovation process, such as idea championing
and implementation, employee digital capability continues
to mediate the impact of digital leadership. The ability
to back innovative ideas and implement them successfully
often requires a workforce with the necessary digital skills
to execute and adapt to technological changes (Joshi et al,,
2022). Digital leaders who prioritize the enhancement of
employee digital capability contribute to a more agile and
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innovation-ready workforce, capable of translating creative
concepts into tangible outcomes. However, it is essential
to recognize that the relationship between digital leader-
ship, employee digital capability, and innovative behavior is
not unidirectional. Employee digital capability may also in-
fluence the effectiveness of digital leadership by shaping the
receptivity of individuals to digital initiatives and their abil-
ity to align with the organizational vision (Yee, Al Mamun,
Xueyun, Hussain, & Yang, 2023). This reciprocal relation-
ship highlights the dynamic interplay between leadership
practices and the digital readiness of the workforce.

H3: Employee digital capability mediates the relationship
between digital leadership style and employee innovative
behavior.

Based on the above literature and discussion, we developed
the following conceptual framework, as shown in Figure 1

Emotional
Intelligence

Idea Exploration

Idea Generation

Employee
Innovative
Behavior

Digital
Leadership Style

Idea
Championing

Idea

Employee .
Implementation

Digital
Capability

FIGURE 1. Conceptual framework

METHODOLOGY

A quantitative research design was employed to investigate
the relationships between digital leadership style, emo-
tional intelligence, employee digital capability, and inno-
vative behavior. This approach facilitated the collection of
numerical data, allowing for statistical analysis and test-
ing of hypotheses. The population for this study consists of
employees across various industries in Albania, reflecting
the diverse workforce impacted by digital leadership prac-
tices. The sample size was determined using the rule of
thumb for regression analysis, which recommends a min-
imum of 10 observations per predictor variable. With a
conceptual framework involving four main variables, a sam-
ple size of 203 was deemed adequate for robust statistical
analysis. A random sampling technique was employed to
ensure that each member of the population had an equal
chance of being included in the sample. This approach
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aimed to enhance the generalizability of the findings to the
broader population of employees in Albania. Data were
collected through an online questionnaire, considering the
widespread use of digital communication channels and the
convenience it offers to participants. The questionnaire in-
cluded structured items corresponding to the study vari-
ables, allowing for systematic data collection. The measures
employed in this study encompass validated scales to assess
key constructs. The digital leadership style is measured
using 6 items scale adapted from the work of (Shin, Mol-
lah, & Choi, 2023). Employee innovative behavior was mea-
sured using 10-items, scales from (Erhan, Uzunbacak, & Ay-
din, 2022; Jam, Khan, Zaidi, & Muzaffar, 2011). Emotional
intelligence was measured using 5-items scales from (Law,
Wong, & Song, 2004). The 16-items scales from Shin et al.
(2023) were adopted to measure employee digital capabil-
ity. Statistical analysis was conducted using the Statistical
Package for the Social Sciences (SPSS). Descriptive statistics
were employed to summarize the demographic character-
istics of the sample. To test the hypotheses and explore the
relationships between variables, inferential statistics such
as correlation analysis and regression analysis were con-
ducted using SPSS. Mediation analysis was employed to ex-
amine the mediating roles of emotional intelligence and em-
ployee digital capability in the relationship between digital
leadership style and employee innovative behavior.

RESULTS

Table 1 presents descriptive statistics for four key variables:
digital leadership skills, employee innovative work behav-
ior, employee digital capability, and emotional intelligence.
The data, based on a sample of 203 participants, reveal the
range (Min to Max), mean, standard deviation, skewness,
and kurtosis for each variable. Digital leadership skills ex-
hibita mean of 4.19 with a standard deviation of 0.841, indi-
cating a relatively high level of competence. Employee inno-
vative work behavior is characterized by a mean of 4.11 and
alower standard deviation of 0.616, suggesting a more con-
centrated distribution. Employee digital capability shows
a mean of 3.90 and a slightly negatively skewed distribu-
tion (-0.715). Emotional intelligence demonstrates a mean
of 4.00 with a moderate standard deviation of 0.693. These
statistics provide a comprehensive overview of the central
tendency, variability, and distributional characteristics of
the measured variables in the study.
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TABLE 1. Descriptive statistics
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N Mini Maxi Mean Std. Deviation Skewness Kurtosis
Digital Leadership Skills 203 1 5 419 0.841 -1.364 1.947
Employee Innovative Work Behavior 203 1 5 411 0.616 -0.877 1.075
Employee Digital Capability 203 1 5 390 0.798 -0.715 0.526
Emotional Intelligence 203 1 5 4.00 0.693 -0.702 0.434

Table 2 presents the correlation matrix among the vari-
ables. The matrix reveals significant positive correlations
between digital leadership skills and innovative work be-
havior (r = 0.711, p < 0.01), indicating a strong associa-
tion. Similarly, a positive correlation is observed between
digital leadership skills and employee digital capability (r
= 0.450, p < 0.01), suggesting a link between the two.
Moreover, strong positive correlations are found between

TABLE 2. Correlation matrix

innovative work behavior and emotional intelligence (r =
0.773, p < 0.01) and between employee digital capability
and emotional intelligence (r = 0.740, p < 0.01), emphasiz-
ing the interconnectedness of these variables. These find-
ings underscore the importance of considering these rela-
tionships in the context of organizational dynamics and sug-
gest potential areas for further investigation.

DLS EIWB  DIEC El
Digital Leadership Skills 1
Employee Innovative Work Behavior .711** 1
Employee Digital Capability A450%*  744* 1
Emotional Intelligence S565%F [ 773% 740 1

** Correlation is significant at the 0.01 level (2-tailed).

Table 3 displays the computed Cronbach's alpha coefficients
for the measured variables in the study. Digital leadership
skills exhibit a high internal consistency with a Cronbach's
alpha of 0.915, indicating a solid reliability of the scale in as-
sessing this construct. Similarly, Employee innovative work
behavior demonstrates robust internal reliability with a
Cronbach's alpha of 0.865, suggesting the consistency of
responses across items measuring innovative work behav-
ior. Employee digital capability also shows a commendable
level of internal consistency, as reflected by a Cronbach's al-

TABLE 3. Cronbach's alpha

pha of 0.888. This suggests a reliable measurement of em-
ployee digital capability through the employed scale. Ad-
ditionally, Emotional intelligence records the highest Cron-
bach's alpha among the variables, standing at 0.939, sig-
naling excellent internal consistency and reliability for the
scale measuring emotional intelligence. These high Cron-
bach's alpha coefficients across all variables provide con-
fidence in the reliability of the measurement instruments
and support the validity of the data collected for each con-
struct.

Variable

Cronbach's Alpha

Digital Leadership Skills

Employee Innovative Work Behavior

Employee Digital Capability
Emotional Intelligence

0.915
0.865
0.888
0.939

Table 4 shows the results of the Confirmatory Factor Anal-
ysis (CFA) for the variables, providing insight into the rela-
tionships between latent constructs and their respective in-
dicators. Digital leadership skills are indicated by items
DLS1 to DLS6, each showing substantial factor loadings
ranging from 0.697 to 0.75, indicating a solid association
between the observed variables and the underlying con-

ISSN: 2414-309X
DOI:https://doi.org/10.20474 /jabs-9.2.1

struct. Similarly, employee innovative work behavior ex-
hibits robust factor loadings (ranging from 0.564 to 0.756)
across indicators EIWB1 to EIWB10, reflecting a reliable
measurement of innovative work behavior. Employee dig-
ital capability demonstrates strong factor loadings (rang-
ing from 0.723 to 0.805) for indicators EDC1 to EDC5, con-
firming a solid representation of employee digital capabil-
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ity. Emotional intelligence is captured by items EI1 to EI16,
each displaying significant factor loadings, ranging from
0.585 to 0.805, indicating a reliable and valid measurement
of emotional intelligence. These findings provide support
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for the the construct validity of the measurement model,
reinforcing the relationships between latent constructs and
their respective indicators.

TABLE 4. Confirmatory factor analysis

Variable

Digital Leadership Skills

Employee Innovative Work Behavior

Employee Digital Capability

Emotional Intelligence

Indicator Loading
DLS1 0.733
DLS2 0.697
DLS3 0.699
DLS4 0.701
DLS5 0.75
DLS6 0.724
EIWB1 0.656
EIWB2 0.642
EIWB3 0.564
EIWB4 0.692
EIWB5 0.628
EIWB6 0.75
EIWB7 0.681
EIWB8 0.755
EIWB9 0.756
EIWB10  0.737
EDC1 0.726
EDC2 0.795
EDC3 0.766
EDC4 0.805
EDC5 0.723
Ell 0.691
EI2 0.729
EI3 0.728
El4 0.805
EI5 0.748
El6 0.778
EI7 0.617
EI8 0.585
EI9 0.771
EI10 0.632
EI11 0.775
EI12 0.656
EI13 0.717
El14 0.718
EI15 0.651
EI16 0.784

Table 5 presents the R-square statistics for three key vari-
ables in the study, shedding light on the proportion of vari-
ance in each variable explained by their respective indica-
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substantial R-square of 0.506, indicating that over 50% of
the variability in innovative work behavior is accounted for
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by the employed indicators. This suggests that the selected
items effectively capture and explain a significant portion
of the variance within the construct of employee innovative
work behavior. Similarly, emotional intelligence displays
an R-square of 0.320, signifying that 32% of the variability
in emotional intelligence is explained by the set of indica-
tors used. This underscores the reliability and explanatory
power of the selected items in measuring emotional intel-
ligence. In contrast, employee digital capability exhibits a
lower R-square of 0.203, implying that approximately 20%

TABLE 5. R-square statistics

2023

of the variability in employee digital capability is explained
by the chosen indicators. While this suggests a moderate
level of explanatory power, it also indicates that there may
be other factors contributing to the variability in employee
digital capability that are not accounted for by the current
set of indicators. These R-square statistics offer valuable in-
sights into the adequacy of the measurement model for each
variable and provide guidance for potential refinements in
future research or instrument development.

Variable

R Square

Employee Innovative Work Behavior
Employee Digital Capability

Emotional Intelligence

0.506
0.203
0.320

Table 6 shows the results of the regression analysis, specifi-
cally examining the relationship between digital leadership
skills and employee innovative work behavior. The path
coefficient (beta) for the digital leadership skills and em-
ployee innovative work behavior relationship is 0.521, indi-
cating a positive and significant influence of digital leader-
ship skills on employee innovative work behavior—the
standard error of 0.036 suggests a relatively precise esti-
mation of the path coefficient. The t-value of 14.345 is well

of 0.000 indicates that the observed relationship is highly
significant at conventional significance levels. In practical
terms, this suggests that for every one-unit increase in dig-
ital leadership skills, there is a 0.521-unit increase in em-
ployee innovative work behavior. These findings provide
robust empirical support for the positive impact of digi-
tal leadership skills on fostering innovative work behavior
among employees, underscoring the managerial implica-
tions of nurturing such skills within organizational leader-

above the critical threshold, further confirming the statisti- ship.
cal significance of the relationship. Additionally, the p-value
TABLE 6. Regression analysis
Path Relation Beta  Std. Error t-Value p-Values
DLS->EIWB  0.521 0.036 14.345 0.000

Table 7 unveils the outcomes of the mediation analysis,
delving into the mediating roles of emotional intelligence
and employee digital capability in the relationship between
digital leadership skills and employee innovative work
behavior. In the first mediation path, the beta coefficient
stands at 0.440, indicating a significant positive indirect ef-
fect of digital leadership skills on employee innovative work
behavior through the mediating influence of emotional in-
telligence. The associated standard error of 0.052 suggests
areasonably precise estimation of the mediation effect. The
t-value of 7.146 is well above the critical threshold, and
the p-value of 0.000 attests to the statistical significance of
this mediated relationship. This implies that part of the in-
fluence of digital leadership skills on innovative work be-
havior is channeled through the enhancement of emotional
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intelligence. Similarly, in the second mediation path, the
beta coefficient is 0.225, signifying a significant positive in-
direct effect of digital leadership skills on employee innova-
tive work behavior through the mediating role of employee
digital capability.

The standard error of 0.040 indicates a precise estimation,
and the t-value of 9.719, along with a p-value of 0.000,
underscores the statistical significance of this mediated
relationship. These results suggest that digital leadership
skills impact innovative work behavior not only directly
but also indirectly through the sequential influence of emo-
tional intelligence and employee digital capability, high-
lighting the intricate pathways through which leadership
practices contribute to fostering innovation within the or-
ganizational context.
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TABLE 7. Mediation analysis
Path Relation Beta  Std. Error t-Value p-Values
DLS -> EI -> EIWB 0.440 0.052 7.146 0.000
DLS ->EDC->EIWB 0.225 0.040 9.719 0.000
DISCUSSION ity. As organizations navigate the rapidly changing digi-

In modern rapidly evolving technological and digital en-
vironment, leadership behaviors have a crucial impact on
how organizations operate, especially when it comes to fos-
tering innovation. This discussion explores the complex
connections suggested in the study's hypotheses, with the
goal of understanding the various ways in which digital
leadership style affects employee innovative behavior. In
the digital age, it is crucial for enterprises to comprehend
the mediating functions of emotional intelligence and em-
ployee digital capacity in order to develop effective leader-
ship strategies. This study tries to analyze and explain
the theoretical foundations and empirical facts that sup-
port the hypotheses of the research. It provides vital in-
sights into the current discussion on leadership in today's
dynamic and technology work settings. H1 proposes a sig-
nificant and positive relationship between digital leader-
ship style and employee innovative behavior. The justifica-
tion for this hypothesis lies in the evolving nature of leader-
ship in the digital age. Sapta, Sudja, Landra, and Rustiarini
(2021) argue that digital leadership involves leveraging
technology to create agile and innovative organizational
cultures. Leaders who embrace a digital leadership style
are more likely to foster an environment that encourages
creativity, experimentation, and a forward-thinking ap-
proach (Ardnega et al., 2023). Therefore, it is reasonable to
expect that a positive correlation exists between the degree
of digital leadership within an organization and the inno-
vative behavior of its employees. Moreover, the literature
suggests that digital leaders play a pivotal role in shaping
the minds and behaviors of their teams. Leaders who ef-
fectively use digital technologies set an example for em-
ployees, demonstrating the importance of staying abreast
of technological advancements and integrating them into
work processes (Khalid, Abdul Hamid, Raza, Promsivapal-
lop, & Valeri, 2023). This influence extends to promoting
a culture where employees feel empowered to explore new
ideas and contribute to the innovation process. The positive
relationship between digital leadership and employee inno-
vative behavior is, therefore, grounded in the leadership's
ability to instill a forward-thinking and tech-savvy mindset
across the organization. Additionally, digital leadership's
positive impact on employee innovative behavior can be
understood through the lens of organizational adaptabil-
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tal landscape, leaders who exhibit a digital leadership style
are better equipped to guide their teams through techno-
logical transformations (AlNuaimi, Singh, Ren, Budhwar, &
Vorobyev, 2022). This adaptability extends to fostering a
climate that embraces change, encouraging employees to
proactively engage in innovative activities to meet the chal-
lenges and opportunities presented by the digital environ-
ment.

H2 posits that emotional intelligence mediates the relation-
ship between digital leadership style and employee inno-
vative behavior. This hypothesis is grounded in the under-
standing that emotional intelligence plays a crucial role in
shaping interpersonal dynamics and influencing individual
behavior within the workplace (Ali, Qaseem, & Ali, 2019).
Digital leaders, who are proficient in leveraging technol-
ogy, are expected to integrate emotional intelligence into
their leadership practice, creating a positive and supportive
environment conducive to innovation. Empirical evidence
suggests that emotionally intelligent leaders are adept at
fostering a climate of trust, collaboration, and open com-
munication (Cherukunnath & Singh, 2022).
mate is essential for cultivating innovative behavior as em-
ployees feel psychologically safe to express ideas, take risks,

Such a cli-

and engage in creative problem-solving (Shariq, Mukhtar,
& Anwar, 2019). Therefore, it is reasonable to posit that
emotional intelligence acts as a mediator in the relation-
ship between digital leadership style and employee innova-
tive behavior by influencing the emotional climate within
the organization. Furthermore, emotional intelligence is
linked to the leader's ability to inspire and motivate their
team members. Leaders who exhibit emotional intelligence
are more likely to communicate a compelling vision for
the future, creating a shared sense of purpose among em-
ployees (Kumar & Martin, 2023). In the context of dig-
ital leadership, this visionary communication is essential
for aligning the workforce with organizational goals, espe-
cially as they pertain to innovative initiatives. Therefore,
emotional intelligence becomes a crucial factor in mediat-
ing the impact of digital leadership on inspiring and moti-
vating employees towards innovative behaviors. Moreover,
digital leaders with high emotional intelligence are bet-
ter equipped to handle the emotional aspects of organiza-
tional change and the challenges associated with technolog-
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ical advancements (Fernandez-Martinez, Sutil-Rodriguez,
& Liébana-Presa, 2023). As digital transformations become
increasingly prevalent, leaders need to navigate the emo-
tional landscape of their teams to ensure a smooth transi-
tion and maintain a positive outlook towards innovation.
H3 proposes that employee digital capability mediates the
relationship between digital leadership style and employee
innovative behavior. This hypothesis is grounded in the
understanding that, in the digital age, the competence and
proficiency of employees in utilizing digital tools and tech-
nologies play a crucial role in influencing their innovative
behavior (Elshaer & Sobaih, 2022). Digital leaders are ex-
pected to cultivate a digitally capable workforce, creating an
environment where employees are empowered to leverage
technology for innovative purposes. The literature suggests
that digital leaders contribute significantly to the develop-
ment of employee digital capabilities by fostering a culture
that values and prioritizes technological proficiency (Kor
et al, 2021). By integrating digital tools into leadership
practices, digital leaders set an example for employees and
create expectations for a technologically adept workforce.
This alignment between digital leadership style and em-
ployee digital capability forms the basis for the proposed
mediation effect. Moreover, the positive impact of digital
leadership on employee innovative behavior is contingent
upon the digital capabilities of the workforce. As organiza-
tions strive for digital transformation, leaders who actively
promote and enhance the digital skills of their employees
contribute to a more adaptable and innovation-ready work-
force (Chatterjee et al., 2022; Sultana & Islam, 2015). Em-
ployees with enhanced digital capabilities are better posi-
tioned to engage in idea exploration, generation, champi-
oning, and implementation, contributing to the overall in-
novative behavior of the organization. Furthermore, the
mediation effect of employee digital capability is evident
in its role in facilitating the implementation of innovative
ideas. Digital leaders who prioritize the development of
digital capabilities create a workforce that is not only crea-
tive but also proficient in translating ideas into actionable
outcomes through the effective use of digital tools (Saputra
etal, 2022). Thisalignment between digital leadership, em-
ployee digital capability, and the implementation of innova-
tive ideas substantiates the proposed mediation effect.

CONCLUSION

In conclusion, this study has explored the intricate dy-
namics of digital leadership style and its impact on em-
ployee innovative behavior, considering the mediating roles
of emotional intelligence and employee digital capability.
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The findings of this research contribute valuable insights
to the evolving landscape of organizational leadership in
the digital age. Digital leadership emerges as a signifi-
cant catalyst for fostering innovative behavior among em-
ployees, influencing their ability to explore, generate, cham-
pion, and implement ideas. The mediating effects of emo-
tional intelligence underscore the importance of cultivat-
ing a positive emotional climate, while the mediating role
of employee digital capability highlights the critical link
between leadership practices and the technological profi-
ciency of the workforce. As organizations strive for digi-
tal transformation, understanding these relationships be-
comes paramount for effective leadership strategies and the
cultivation of innovative cultures within the rapidly chang-
ing digital landscape. These findings offer practical impli-
cations for organizations seeking to optimize their leader-
ship practices and empower their workforce to thrive in an
era marked by technological advancements and a continual
need for innovation.

Implications

Theoretical implications:

The study's findings contribute significantly to the theoreti-
cal landscape of digital leadership and organizational in-
novation. The demonstrated positive relationship between
digital leadership style and employee innovative behavior
validates the growing importance of digital leadership in to-
day's dynamic work environment. This substantiates exist-
ing theories by providing empirical evidence of how leaders
who effectively leverage technology foster a culture of inno-
vation within their organizations. This study also expands
current digital leadership frameworks by introducing emo-
tional intelligence and employee digital capability as me-
diating factors, offering a more nuanced understanding of
the complex dynamics at play. On a practical level, orga-
nizations can leverage these theoretical insights to inform
their leadership development initiatives. This study sug-
gests that cultivating digital leadership skills, emotional in-
telligence, and employee digital capability should be prior-
itized in such programs. This aligns with the evolving de-
mands of the digital era, where leaders need a multifaceted
skill set to drive innovation effectively. By integrating these
insights into leadership development practices, organiza-
tions can better prepare their leaders for the challenges and
opportunities presented by the digital landscape. Further-
more, the study's practical implications extend to human re-
source practices. Organizations aspiring to foster a culture
of innovation can strategically recruit, select, and train indi-
viduals with digital leadership attributes and a commitment
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to enhancing digital capabilities. This strategic approach
ensures that the workforce aligns with the organization's
goals for digital transformation, creating a synergy between
leadership and employee skills. This study underscores the
importance of organizational culture and climate in driving
innovation. Leaders can use these insights to foster a pos-
itive emotional climate, encouraging employees to feel em-
powered and supported in contributing innovative ideas.
This aligns with the understanding that a conducive orga-
nizational culture is a key enabler of innovation. Organi-
zations can use this knowledge to refine their cultural ini-
tiatives and ensure that innovation is embedded in the fab-
ric of the workplace. Additionally, this study emphasizes
the significance of technological proficiency in translating
digital leadership into tangible outcomes. Organizations
are encouraged to invest in training programs and tech-
nological infrastructure to enhance the digital capabilities
of their workforce. This investment not only aligns with
the study's findings but also positions organizations for
increased adaptability and competitiveness in the rapidly
evolving digital landscape.

Limitations and Future Directions

The present study carries certain limitations that merit
consideration. Firstly, the findings may lack generalizabil-
ity beyond the specific industry or organizational context
under investigation. Generalizing the results to diverse sec-
tors or organizational structures should be approached cau-
tiously, and future research could explore the hypotheses
across different industries to ascertain the broader appli-
cability of the identified relationships—a second limita-
tion pertains to the cross-sectional design employed in this
study. While the exploration of mediating roles provides
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