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ABSTRACT

This research investigates the effects of Transformational and Digital Leadership on Organizational
Performance, mediated by Employee Engagement and moderated by Emotional Intelligence. A sample of
275 employees from PT Angkasa Pura II's maintenance division in Tangerang was surveyed using
purposive sampling and online questionnaires, analyzed with PLS-SEM. Results indicate that both
leadership styles enhance Employee Engagement. Unlike transformative leadership, digital leadership has
an immediate effect on how well a company performs. Organizational performance is significantly
influenced by employee engagement, which acts as a mediator. While leadership styles are unaffected by
emotional intelligence, employee engagement does have an effect on organizational performance. In
order to increase organizational performance and create employee engagement, this research highlights
the significance of both forms of leadership.
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INTRODUCTION

The degree to which an organization's aims and objectives are met determines the level of performance of
that organization.(Supramaniam & Singaravelloo, 2021). Achieving optimal organizational performance is
highly dependent on various factors, one of which is employee engagement which has become the center
of attention for human resource personnel because it can be the main driver of the success of
organizational goals. (Milhem et al., 2019). Employees who are engaged with their work are able to pay
more attention to work and initiatives that benefit the organization. (Lakshmi Narayanamma et al,,
2022).. To achieve this level of engagement, a leadership style that inspires and motivates employees is
required. (Singh, 2019). One way in which transformational leaders inspire their teams to work together
is providing a clear vision and helps internalize organizational goals and understand the value of their
contribution in achieving that vision. (Jiatong et al., 2022).. Also, as more and more companies rely on
digital tools to accomplish their objectives, leadership styles have changed to accommodate these new
realities.According to Odeh et al. (2021)The term "digital leadership" has recently entered the lexicon to
describe the practice of leading an organization's digital efforts to accomplish its long-term objectives.
Motivated, engaged, and high-performing workers are more likely to be the result of effective digital
leadership practices including employing technology, boosting digital collaboration, and cultivating a
digital culture(Hernitasari & Andrias, 2022).

Different schools of thought have proposed different ways in which transformational leadership could
influence organizational performance. According to one school of thought, transformational leadership is
a method of leading that inspires followers to put the group's needs before their own by boosting their
self-esteem and motivating them to go above and beyond(Jiatong et al, 2022).. Furthermore,
transformational leadership may increase employee engagement in reaching business objectives and
goals while producing outstanding outcomes. According to Syah & Isa (2021)The dynamic between
supervisors and their subordinates might cause this to happenln another study, Khan et al.
(2020)examined the four tenets of transformative leadership: idealized influence, compelling inspiration,
stimulating thought, and personalized care. The evidence shows that transformative leadership affects
performance via intrinsic motivation.Furthermore, Abolnasser et al. (2023)shown that transformational
leaders greatly aid in achieving ambitious work objectives, keeping people engaged in their work, and
sustaining high performance levels within the business.
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Li et al.(2024)maintain that digital leadership has the potential to greatly improve employee engagement.
In order to stay up with the ever-changing business landscape, businesses have been slowly but surely
adopting modern technology in many parts of their work since the fourth industrial revolution and the
innovation that came with it. This is particularly true when it comes to management. New ideas in
management science are emerging at the same time as this transition to meet the needs of digital
businesses. To accomplish the organization's long-term objectives in a fast-paced, ever-changing world,
digital leaders use a strategy that combines transformational leadership with technical
advancements(Odeh Al-Husban et al,, 2021)..

The relationship between transformative leadership and employee engagement is strengthened by
leaders' emotional intelligence. according to the research of Milhem et al. (2019). It also plays a mediating
function when models are compared, and the impact size is minimal. Likewise in the analysis Khan et al.
(2021)The connection between transformative leadership and employee engagement is said to be
substantially strengthened by emotional intelligence. According to Supramaniam & Singaravelloo,
(2021)Incorporating indicators and measurements of emotional intelligence into the domains of
organizational development, workforce planning, learning and development, and recruitment can greatly
enhance the emotional intelligence of public servants, who have a positive impact on organizational
performance.

Technology, employee engagement, and transformational leadership were the primary foci of earlier
studies conducted by Khan et al. (2021) and Milhem et al. (2019).Milhem et al. (2019)looked at how these
factors related to a group of IT and tech industry workers, whereas Milhem et al. (2019) investigated how
transformational leadership, EQ, and engagement in the workplace relate to one another.Khan et al.
(2021) tested it with the population of the private bank sector. Then Odeh Al-Husban et al. (2021) tested
the effect of Digital leadership on Organizational performance with a population in industrial companies.
Several studies have looked at how digital leadership impacts organizational performance on its own,
very few have done so in conjunction with transformational leadership (e.g., Milhem et al., 2019; Khan et
al,, 2021; Odeh Al-Husbanet al. ., 2021)., with employee engagement and emotional intelligence serving as
mediators and moderators, respectively. So, our research intends to bridge that knowledge gap by
investigating this intricate connection in a single, all-encompassing study.

The purpose of this research is to analyze the maintenance division of PT Angkasa Pura II through the
lens of organizational performance, employee engagement, and emotional intelligence. The study will also
look at how digital and transformational leadership styles affect this connection. Leadership that can
adapt and innovate is essential in today's complicated corporate climate, where new technologies emerge
on a regular basis(Ratajczak, 2022). Two leadership styles that have the potential to overcome these
difficulties are digital leadership and transformational leadership(Al-Husseini et al., 2021; Odeh Al-
Husban et al.,, 2021). Leadership and organizational success are closely related, and emotional intelligence
plays a significant role in reinforcing this link(Khan et al., 2021). Leaders in the modern day need to know
how to get their teams to perform to their maximum capacity, and this research should provide some
light on the matter (Milhem et al., 2019). We hope our research will contribute to management science
and help contemporary managers understand how to effectively lead teams in the digital era.

LITERATURE REVIEW

Transformational Leadership

Transformational leadership is a leadership philosophy in which the leader of the company works with
different teams to classify the necessary changes, create a vision to lead the changes with the help of
inspiration and implementation of changes together with members who are dedicated to the team (Rr
2020). Transformative leaders motivate their followers to focus on the organization's goals; Engaged
workers boost organizational performance, which in turn helps the company achieve its
objectives(Yusnita & Kamaludin, 2022).. According to the theory of transformational leadership,
outstanding leaders may change the lives of their followers in remarkable ways. By shifting their
followers' priorities from self-interest to group welfare, these leaders transform their followers' needs,
attitudes, and preferences. (Lai et al., 2020). (Lai et al,, 2020). Transformational leadership can play an
important role in organizational performance. Transformational leadership keeps people motivated
(Moradi Korejan & Shahbazi, 2016).. Meanwhile, according to Kili¢ & Uludag (2021)Transformational
leadership is a sustainable and exemplary form of leadership, this leadership frees members to provide
ideas and allows members to see problems from different perspectives, so that it can help adapt to
environmental changes, and improve the effectiveness of human resource management in public
institutions and service institutions. Singh (2019)claims that leaders who use transformational
leadership styles may inspire their people to drastically change their way of living. A transformative
leader is someone who is full of life, energy, and passion. Not only are these leaders involved and care
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about the process, but they also want everyone in the group to succeed. When a leader demonstrates
transformational leadership qualities, they inspire and encourage their followers to work together
toward a shared objective.

Digital Leadership

The goal of digital leadership is to help organizations undergo digital transformation. It lets businesses
digitalize their workplace and culture of learning. To keep an organization competitive and viable in the
modern day, this is an essential part of the literature(Ratajczak, 2022).. Wang et al. (2022)Define digital
leadership as the ability to inspire and motivate people to achieve their full potential via the effective
communication of digital capabilities.Imran et al. (2020)established a framework for digital leadership
that includes five core competencies: digital vision, digital knowledge, empowerment, rapid failure
learning, and varied team management. Additionally, they broadened the scope of study on digital
leadership qualities by considering them in connection to both leadership and the leader-follower
dynamic. Two key concepts in digital leadership are enthusiasm and enthusiasm. First, De Waal et al.
(2016)Combining transformational leadership with digital technology, digital leadership is the capacity to
recognize and capitalize on possibilities to generate value via the responsible, efficient, and effective use
of digital technologies. Second, Mihardjo et al. (2019)Leaders who are proficient in digital technology and
who successfully integrate digital culture into their leadership style are referred to as digital leaders.

Emotional Intelligence

The capacity to understand and manage one's own emotions, as well as those of others, is known as
emotional intelligence. Durgas and Papoutsi (2018). One of the hallmarks of emotionally intelligent
individuals is their capacity to recognize and effectively address their own and others' emotional states
(Cobb & Mayer, 2000). Those high in emotional intelligence are aware of their own and other people's
emotional states and may utilize this information to their advantage when making decisions. The capacity
to understand and control one's own and other people's emotional states in everyday situations and
social interactions is another perspective on emotional intelligence.(Nurzaman & Amalia, 2022)..
Specifically, (Mayer et al., 2003)proposes that EQ is comprised of four competency dimensions: (1)
perceiving emotions in visuals, sounds, and faces; (2) incorporating emotional data into one's reasoning;
(3) comprehending emotional data; and (4) regulating emotions for one's own and others' growth.

Employee Engagement

Saks (2006)defines employee engagement as an individual's level of investment in their work as a whole,
including their thoughts, feelings, and actions in relation to their job duties.Sun & Bunchapattanasakda
(2019)refers to Employee Engagement as the three-pronged attitude of workers toward staying with the
organization and putting in long hours: First, "say" means that workers are enthusiastic about their jobs,
coworkers, and the company as a whole. Second, "stay" means that workers are committed to becoming
long-term members of the company rather than viewing their current position as a stepping stone to
something better. Third, "strive" means that workers are prepared to put in additional time and effort to
ensure the company's success. An organization's ability to adapt to and thrive in today's dynamic and
competitive business climate depends on its level of employee engagement.(Widyaningrum & Amalia,
2023).

Another definition of employee engagement is a highly developed emotional state characterized by
positive energy and participation.(Bakker, 2011). (Wilmar B Schaufeli et al., 2002)Characterized by
passion, devotion, absorption, and affective-cognitive circumstances that are more widespread and not
limited to particular persons, events, or behavioral patterns, employee engagement is a good and
gratifying mental state linked to work.

Organizational Performance

One way to look at organizational performance is as the sum of its parts: how well it uses its resources
and turns those resources into outputs that both meet its goals and are useful to its customers.(Hamann &
Schiemann, 2021).. A leader's capacity to foster an environment where employees are willing to help one
another and work together as a team determines the organization's success(Confu, 2020). For team
efforts to provide optimal results in solving pressing challenges, team members must be emotionally
invested and empathic with one another. When a program or project comes to a close, organizational
performance is determined as the degree to which the objectives set forth by the organization were
met(Tulungen et al., 2022).. The end result of all of an organization's hard work and the resources, both
physical and mental, that go into making that organization successful is its performance(Obeidat, 2016).
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RELATIONSHIP BETWEEN VARIABLES

Relationship between Transformational Leadership and Employee Engagement

Song et al. (2022) argue that Transformational leadership has an influence on employee engagement.
Leaders who can maintain relationships, be friendly, provide support and admiration for employees by
increasing and influencing employee engagement levels and well-being. Their leadership characteristics
are very important. Leaders who are supportive, build good friendships, Workers are more inclined to
stay and be invested in their job if they are valued and respected. According to Singh (2019), a positive
relationship exists between transformative leadership and workforce engagement. Leaders with
charisma and transformative skills may inspire their teams to greater heights and help them reach their
full potential.Abolnasser et al. (2023)further contend that the level of involvement among workers is
greatly affected by transformative leadership. Leaders who exhibit transformational traits greatly aid in
inspiring their teams to give their best to their work, meet ambitious objectives, and sustain peak
performance.

Following from the above statement, the following is the research hypothesis:

H1: Transformational leadership has a positive impact on employee engagement

The Relationship Between Digital Leadership and Employee Engagement

It is believed that businesses fare better when they embrace digital leadership. As more and more
businesses incorporate digital tools into their operations, traditional methods of leadership have had to
change to keep up. Particularly, leaders are more likely to have engaged, motivated, and high-performing
staff if they display successful digital leadership behaviors including harnessing technology, supporting
digital collaboration, and establishing a digital culture.(Hernitasari & Andrias, 2022).. Digital leadership
has a positive, direct, and simultaneously significant impact on engagement. (Li et al.,, 2024). A positive
leadership attitude towards digital technology combined with leadership skills becomes a work resource
for employees. This strengthens the resources that employees have in facing the growing demands of
work as a consequence of the digital transformation carried out by the Company. (Saputra etal., 2022).
Based on the above statement, the research hypothesis is as follows:

H2 : Digital leadership has a positive impact on employee engagement

Relationship between Transformational Leadership and Organizational Performance

Kilig & Uludag, (2021) argue that Transformational leadership improves employee performance and
Organizational Performance, this is done by initiating discussions and improving the behavior of
organizational members. As the leaders of their companies, managers have the power to boost their
companies' success by honing their managing abilities. Managers can increase productivity and guarantee
corporate success by displaying traits of transformational leadership. Achieving organizational objectives
is facilitated by leaders who exhibit transformational leadership, which allows them to make a positive
impression on their followers. The ability for organizational change and the success of the firm are
positively and significantly affected by transformational leadership, according to study by Le & Le (2021).
By positively impacting how employees view their direct supervisors and leaders, transformational
leadership can be put into practice. This style of leadership emphasizes treating employees as valuable
resources, developing emotional connections with them, motivating them to achieve higher values, being
the driving force behind the organization, and seeking out new ways to grow. In order to foster
organizational performance for sustainable growth and the development of corporate change skills,
transformational leaders may greatly improve the environment.Khan et al. (2020)found that taking into
account the four aspects of transformational leadership—idealized influence, inspiring motivation,
intellectual stimulation, and personalized concern—may impact performance.

Following from the above statement, the following is the research hypothesis:

H3 : Transformational leadership has a positive impact on Organizational Performance

The Relationship Between Digital Leadership and Organizational Performance

Research results Odeh Al-Husban et al. (2021)indicates that digital leadership improves the efficiency of
organizations. Success after success is possible when leaders with technology talents work together in the
area of organizational leadership with a focus on global vision, constructive teamwork, and in-depth
understanding. Furthermore, digital leadership has the potential to enhance organizational efficacy and
efficiency via the use of digital innovations to inspire team members and maximize available resources.
According to Tulungen et al. (2022), Leadership in the digital realm has a huge effect on both
organizational success and digital competence. Leaders need to be nimble enough to respond to emerging
technology uses in order to overcome the difficulties posed by technological advancement. Digital
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leadership is crucial in the quest to strengthen organizational resilience and enhance performance.
Leadership with digital proficiency is in high demand in today's age of globalization.

Based on the above statement, the research hypothesis is as follows:

H4 : Digital leadership has a positive impact on Organizational Performance

Relationship between Employee Engagement and Organizational Performance

Shrestha (2019)favored a diverse workforce and found that employee engagement improved
organizational performance. Among other things, invested workers are able to read social signs and
decide how to best hone their social skills to help the company reach its objectives. The results of this
research indicate that a robust relationship exists between engaged employees and successful
organizations. In order to achieve organizational success, managers and HR professionals must
understand the importance of employee engagement and strive to cultivate a more committed
staff.Akanpaadgi & Binpimbu (2021)validated the correlation between engaged employees and improved
business results. Also, we want to learn how employee engagement relates to organizational success and
what variables impact employee engagement in the workplace. Employee involvement positively affects
organizational performance, as demonstrated by demographic data and factor analysis.

Based on the above statement, the research hypothesis is as follows:

H5 : Employee engagement has a positive impact on Organizational Performance

The Relationship Between Transformational Leadership and Organizational Performance
Mediated by Employee Engagement

Jiatong et al. (2022)determined that the connection between transformative leadership, emotional
investment in the organization, and organizational performance is mediated by employee engagement.
The favorable impact of transformative leadership on employee performance, which in turn improves
organizational performance, is fully mediated by employee engagement (Hee et al., 2018). In research
Park et al. (2022)demonstrates that, via the intermediary of employee engagement, transformational
leadership is the primary force that motivates organizational commitment and job performance. In order
to foster employee engagement, organizations must provide a secure and supportive work environment.
Based on the above statement, the research hypothesis is as follows:

H6 : Employee engagement can mediate the relationship between transformational leadership and
organizational performance.

The Relationship Between Digital Leadership and Organizational Performance Mediated by
Employee Engagement

Test results Jennifer & Asri (2022)performed as expected, demonstrating a favorable relationship
between leadership and performance via the medium of employee engagement.Alafeshat & Aboud
(2019)The findings show that employee engagement moderates the relationship between servant
leadership and organizational performance. Employee engagement is a critical component of the servant
leadership-organizational success link. While Yusnita & Kamaludin (2022)found that transformative
leadership had a favorable and large influence on organizational performance, with employee
engagement mediating this effect to a lesser extent. A quick, positive, and large impact on employee
engagement is the result of leadership in the digital age.(Hernitasari & Andrias, 2022). Akanpaadgi &
Binpimbu (2021)memvalidasi korelasi yang menguntungkan antara karyawan yang terlibat dan bisnis
yang produktif.

Berdasarkan pernyataan di atas, berikut adalah hipotesis penelitian:

H7: Employee engagement can mediate the relationship between Digital leadership and Organizational
Performance.

The relationship between Transformational Leadership and Digital Leadership on Organizational
Performance moderated by Emotional Intelligence

Reaching one's emotional maturity level is just as important as having well-defined goals and objectives
when it comes to performing at one's best.(Thapa & Parimoo, 2022).. A manager may improve the
company's output by making use of emotional intelligence. Executives and supervisors should be
emotionally intelligent and aware of their employees' needs.Desai & Srivastava (2017)leadership and
emotional intelligence are two factors that may be used to predict how well a company will do. Analysis
Srivastava (2015)results in an inverse correlation between EQ and business success. People high in
emotional intelligence are able to control their own emotions and, without a doubt, read and
appropriately respond to the emotions of others around them.Mona et al. (2020)said that high-quality
leadership, with the backing of a positive company culture, leads to high-quality organizational
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performance, which in turn benefits from the incorporation of Emotional Intelligence.Gérgens-Ekermans
& Roux (2021)taken note of the correlation between emotional intelligence and transformational
leadership, the beneficial effect this style of leadership has on team morale and production, and so on.
According to studies, different levels of emotional intelligence impact three out of the four pillars of
transformational leadership. There is a robust positive correlation between EQ and trust level, according
to Ugoani et al. (2015). One of the most important factors in a leader's success, according to this research,
is their emotional intelligence. Ugoani et al. (2015) also showed that leaders' emotional intelligence is
crucial for leaders to accomplish their goals and has a substantial influence on their team members. One
of the cornerstones of Emotional Intelligence-based transformational leadership is openness. Successful
leaders have mastered emotional intelligence, which allows them to manage not just their own emotions
but also those of their team members. This, in turn, leads to organizational brilliance. According to Desai
& Srivastava (2017)EQ acts as a moderator between leadership style and organizational performance,
mediating it in a favorable way.

Based on the above statement, the research hypothesis is as follows:

H8 : Emotional intelligence can moderate the relationship between transformational leadership and
organizational performance.

H9 : Emotional intelligence can moderate the relationship between Digital leadership and Organizational
performance.

The Relationship Between Employee Engagement and Organizational Performance Moderated by
Emotional Intelligence

Employees with high levels of emotional intelligence are more marketable to potential employers, and
they are better able to work together in a trustworthy environment to achieve the organization's goals.
Employee success in the workplace is directly correlated to their emotional intelligence; a high EQ
indicates superior performance, while a low EQ leads to mediocrity at best(Thapa & Parimoo, 2022)..
Organizational success in the modern workplace is highly dependent on factors such as employee
happiness and emotional connection. Based on their research, Zehir et al. (2017) found that EQ mediates
the relationship between engaged employees and their quality of work. According to the research,
emotional intelligence (EI) mediates the relationship between engaged employees and a company's
financial performance.

Following from the above statement, the following is the research hypothesis:

H10 : Emotional intelligence can moderate the relationship between employee engagement and
organizational performance.

RESEARCH METHOD

Measurement

Using a Google Forms survey, this project collects data quantitatively. On a Likert scale, where 1 is a
strong disagreement and 5 is a strong agreement, we quantify all of the factors. Strongly disagree (STS),
disagree (TS), neutral (N), agree (S), and strongly agree (SS) are the five possible answers on this Likert
scale. Following the four tenets of transformational leadership outlined by Lee et al. (2022), we selected
eight questions to assess idealistic impact, inspirational drive, intellectual stimulation, and individualized
attention. The 14-question digital leadership measuring tool is based on the work of Wang et al. (2022)
and measures traits including creativity, curiosity, deep knowledge, global vision, and teamwork. The
Emotional Intelligence Scale, adapted from Lee et al. (2022), has six items covering the following topics:
recognizing emotions, making effective use of emotions, and self-management of emotions. Measurement
of Employee Engagement variables adopted from Schaufeli & Bakker (2004) consisting of Vigor,
Dedication and Absorption includes 17 questions. Measurement of Organizational Performance variables
adopted from (Tseng & Lee, 2014) and (Chakraborty & Biswas, 2020) consists of Effective performance of
the firm and Non-financial performance includes 7 questions. Total variable measurements amounted to
52 questions.

Data Analysis Method

The data for this study was gathered using a quantitative approach, namely a Google Form survey.
Independent, dependent, moderating, and mediating factors are all part of this study's data set. Since the
quantity of indicators used for measuring all of these variables is not balanced or proportionate, When
testing hypotheses, the Partial Least Squares-Structural Equations Modeling (PLS-SEM) method is used.
Prior to hypothesis testing, Cronbach's Alpha should be used to check the validity and reliability. With the
use of Smart-PLS, we will evaluate hypotheses, validity, and reliability.
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Population and Sample

Employing purposive sampling methods, this study's population consisted of individuals employed by
businesses in Tangerang's PT Angkasa Pura Il maintenance division. By using the Partial Least Squares-
Structural Equations Modeling (PLS-SEM) technique, you may get a sample size that is 100-200 people,
or five times the number of questions in your questionnaire.(Fan et al, 2016). This study has 52
questionnaire questions and the number of respondents required is at least 260 employees.

RESULTS AND DISCUSSIONS

This study uses Smart-PLS software to examine the relationship of five wvariables, namely
Transformational Leadership, Digital Leadership, Emotional Intelligence, Employee Engagement and
Organizational Performance. Research respondents are employees who work for the maintenance
division of PT Angkasa Pura II in Tangerang, totaling 275 people with the majority of respondents being
male (77.1%), age range 24-34 years (60%) S1 education (62.9%), tenure more than 10 years (40%).
Validity and reliability tests conducted using Smart-PLS 3.0 software and the Cronbach's Alpha technique.
Before moving on to reliability and validity testing, it is necessary to measure convergent validity, which
is the validity of each indicator variable according to the outer loading value, provided that the loading
factor value is more than 0.70(Hair, 2017). The results of processing questionnaire data show that 8 out
of 8 Transformational Leadership statements, 14 out of 14 Digital Leadership statements, 6 out of 6
Emotional Intelligence statements, 17 out of 17 Employee Engagement statements and 7 out of 7
Organizational Performance statements are valid.

The discriminant validity test is distinct from other variables, and this has been done for every latent
model notion. To determine discriminant validity, After calculating the AVE for each construct, we check
how well it correlates with the other constructs in the same model. The minimum value for this
comparison is 0.5, and the maximum value is 0.85, according to Monotrait-Heteromethod correlations
(HTMT). According to Fornell-Larcker, we can also use a construct AVE root value greater than the
correlation between constructs to reach this measurement (Hair, 2017). It was stated by Hair in 2017.
You may see the results of the discriminant validity test on all variables in appendix 5.

The reliability test is carried out to evaluate whether the indicators used in the study form consistent
variables and are good constructs in forming a variable.

The R Square test strives to provide a summary of the extent to which the exogenous factors impact the
endogenous variables, and the computed results reveal that the R Squared value is an external variable.
Hypothesis testing determines, roughly speaking, whether the relationship between the variables is
moving in a positive or negative direction based on the value of the path coefficient. The research
hypothesis may be accepted if the t-test is more than 1.96 and the p-values are less than 0.05, as stated by
Hair (2017). One may derive a great deal about the relationship between the dependent and independent
variables from the T-statistic result. If the perceptual strength (T test) is more than 1.967 (=tinv (0.05.50)
t-table of significance 5%), then there is a substantial influence. Additionally, the results of the p-value
analysis show that if the p-value for each variable is less than 0.05, the null hypothesis is accepted.

DISCUSSION

This study's results support the premise that transformational leadership has a favorable and substantial
effect on employee engagement in the maintenance division of PT Angkasa Pura II. Laziness was the
defining characteristic of the 24-34 year old demographic that filled out this poll. After more than a
decade in the workforce, the majority of them have bachelor's degrees. Previous research by Milhem et al.
(2019) also showed that this kind of leadership significantly affects employee engagement, therefore our
results corroborate theirs. Transformational leadership is proven to increase employee engagement
through providing a clear vision and assistance in internalizing organizational goals and understanding
the value of their contribution in achieving that vision. In PT Angkasa Pura II maintenance division, the
effective implementation of Transformational leadership is able to provide the inspiration and motivation
needed to increase Employee engagement in a dynamic and high-tech work environment. In addition,
with the majority of employees having more than 10 years of service, it shows that the experience and
maturity of employees allow them to respond positively to a leadership style that empowers and values
their contributions.

The second hypothesis's findings demonstrate that digital leadership significantly and positively affects
employee engagement. Prior studies conducted byLi et al. (2024) and Hernitasari & Andrias (2022)
support this finding by showing that leaders who implement Digital leadership are able to utilize
technology to improve communication, collaboration, and innovation in the workplace, which ultimately
increases employee engagement. The majority of respondents, who were male (77.1%) aged between 24-
34 years old (60%), with an undergraduate education level (62.9%), and more than 10 years of service
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(40%), showed a high level of comfort and ability in using technology. Leaders who exhibit high curiosity
towards new technologies and have in-depth knowledge of technology are shown to increase employees'
energy and full engagement in their work. These findings corroborate that Digital leadership is effective
in increasing Employee engagement at PT Angkasa Pura Il maintenance division.

The final hypothesis test found no statistically significant relationship between transformational
leadership and organizational performance. The results of this research run counter to the consensus that
transformative leadership improves business results. The benefits of transformational leadership on
organizational performance were studied by Khan et al. (2020) and Kilic & Uludag (2021). The
researchers found that it increases morale and clarifies purpose. However, this study does not find that
transformational leadership significantly affects organizational performance. Men with bachelor's
degrees and over ten years of experience made up the bulk of the study's respondents. Their ages range
from twenty-four to thirty-four. These demographic factors suggest that although employees responded
positively to the transformational leadership style in terms of engagement, its direct influence on
Organizational Performance was not observed. One possible explanation is that, rather than immediately
enhancing organizational performance, transformational leadership works better at boosting employee
engagement and motivation. For transformational leadership to make a big difference in organizational
performance, it may need some help from other powerful elements. Also, this research only looked at
transformational leadership for a short period of time, so its impacts could be more noticeable in the long
run. In line with these results, Masa'deh et al. (2016) found that transformational leadership has a greater
influence on organizational performance via mediating mechanisms like employee engagement than it
does directly.

This study's findings support the fourth hypothesis, which states that digital leadership significantly and
positively affects organizational performance. Previous findings by Odeh Al-Husban et al. (2021) and
Tulungen et al. (2022) support these findings by showing that leaders who implement Digital leadership
are able to increase organizational effectiveness and efficiency by utilizing technology to motivate
members and optimize resources. Employees who are comfortable and capable of using technology show
that leaders who encourage technology adoption and innovation can improve organizational
performance. Leaders who have a global vision, encourage digital collaboration, and leverage in-depth
knowledge of technology have proven to be effective in improving organizational productivity and
competitiveness. Effective digital leadership encourages the use of technology to support business
processes and improve overall organizational performance, such as increased productivity, operational
efficiency, and competitiveness in the market.

The fifth hypothesis test found that there is a positive and statistically significant relationship between
employee engagement and organizational performance. Previous research by Shrestha (2019) and
Akanpaadgi & Binpimbu (2021)back up these results by demonstrating the strong correlation between
engaged employees and improved organizational performance. An organization's performance is
positively affected when its workers are engaged. This is because engaged individuals are more driven,
productive, and dedicated to the organization's objectives. Men with bachelor's degrees and over ten
years of work experience make up the bulk of the study's respondents. The participants' ages range from
twenty-four to thirty-four. Higher levels of employee engagement and productivity are a direct result of
employees' extensive job experience and strong educational backgrounds. Engaged workers are more
likely to go above and beyond, show more initiative, and concentrate intently on accomplishing company
objectives. They also have a better grasp on the significance of efficient resource management, which
helps cut down on waste and boosts productivity. In addition, employee engagement improves customer
satisfaction through better and more responsive service, which enhances the company's reputation and
attracts more customers. These findings are consistent with research showing that employee engagement
contributes to the achievement of company targets, efficient use of resources, and increased customer
satisfaction, thereby driving overall organizational performance.

We observed that employee engagement significantly moderates the relationship between transformative
leadership and organizational performance (H6 test results). Results from studies by Jiatong et al. (2022)
and Hee et al. (2018) corroborate these observations, demonstrating that organizations' performance is
enhanced when leaders practice transformational leadership and therefore boost employee engagement.
The majority of respondents in this study were males aged between 24-34 years old with an
undergraduate education level and more than 10 years of service. These demographic factors suggest that
younger and highly educated employees are more responsive to transformational leadership styles that
increase their engagement. Transformational leadership inspires and motivates employees, encourages
creativity, and individualized attention, which directly increases employee engagement in their work.
Engaged employees are more focused on achieving organizational goals and strive to exceed expectations,
thus improving overall organizational performance. Employee engagement plays a key role in bridging
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the influence of Transformational leadership on Organizational performance. Employee engagement
ensures that the vision and inspiration provided by transformational leaders are translated into actions
and behaviors that improve productivity and operational efficiency. By increasing employee engagement,
Transformational leadership can improve the achievement of company targets, efficient use of resources,
and customer satisfaction, which ultimately contributes to better organizational performance.

Employee engagement is a key mediator between digital leadership and organizational success, according
to the findings of the seventh hypothesis. Research by Hernitasari & Andrias (2022)backs up this
discovery by demonstrating how digital leadership may boost corporate performance by boosting
employee engagement. Digital leadership that promotes employee engagement is more effective with
younger and more educated workers, according to the study's demographics. An increase in employee
engagement in their job is a direct result of digital leadership's use of technology to boost workplace
communication, collaboration, and creativity. Previous research has shown that digital leadership is more
successful when it is mediated via employee engagement rather than having a direct impact on
organizational performance. This conclusion is consistent with that logic. The connection between digital
leadership's impact on organizational success and employee engagement is crucial. When digital leaders
bring new technology and ideas to the table, highly engaged employees make sure they're put to good use
in day-to-day operations, which in turn boosts efficiency and productivity. Digital leadership may boost
organizational performance by enhancing staff engagement, which in turn helps meet business aims,
makes better use of resources, and increases customer happiness.

Organizational performance is positively impacted by transformational leadership, and emotional
intelligence plays no moderating role in this connection. This study's findings contradict the hypothesis
that transformational leadership bolstered by emotional intelligence will boost organizational
performance. Research by Gorgens-Ekermans & Roux (2021) and Ugoani et al. (2015) suggests that
emotional intelligence—the ability to identify and manage one's own emotions—could enhance the
constructive effect of transformational leadership on organizational performance. However, in both
individual and organizational settings, emotional intelligence's moderating effects may be different.
Singaravelloo and Supramaniam (2021). Males with bachelor's degrees and over a decade of experience
made up the bulk of the responders; yet, their level of emotional intelligence may be adequate to mitigate
the impact of transformational leadership, despite their education and experience. Emotional intelligence
cannot be developed overnight; it calls for dedication, rigorous instruction, and the encouragement of a
supportive company culture (Gilar-Corbi et al., 2019). Sy et al. (2006) found that EQ does not reliably
regulate the leadership-performance connection across contexts. Consequently, although emotional
intelligence is acknowledged as a key factor, it does not have a substantial impact on this connection
within the framework of this research.

The ninth hypothesis test found that there is no correlation between digital leadership and organizational
performance that is regulated by emotional intelligence. This study's results run counter to the idea that
digital leadership with added emotional intelligence will boost business results. However, the degree to
which emotional intelligence mediates the relationship between digital leadership and organizational
success may vary across different contexts, both within and outside of organizations, according to
research conducted by Supramaniam and Singaravelloo (2021). The demographics of the workforce
imply that, despite adequate training and experience, workers may lack the emotional intelligence to
further mitigate the impact of digital leadership on company output. Time, intense training, the correct
work environment, and a supportive culture are all necessary for developing emotional intelligence.
According to these results, emotional intelligence (EQ) is a moderator of leadership effectiveness, but it
needs a nurturing atmosphere and a formal program to be truly effective. Even though emotional
intelligence is a known aspect in leadership, this research found that it had no meaningful impact on the
link between digital leadership and organizational success.

Employee engagement and organizational performance are both influenced by emotional intelligence, but
to a lesser extent. Emotional intelligence is thought to boost organizational performance via employee
engagement, but this research found the opposite to be true. Emotional intelligence actually reduces the
impact of employee engagement on organizational performance. Studies that have been conducted
Supramaniam & Singaravelloo (2021) found that emotional intelligence contributes positively to
organizational performance, but its effect as a moderator may vary depending on the organizational and
individual context. Employee demographic factors in this study suggest that although employees have
sufficient educational background and experience, The beneficial impacts of employee engagement on
organizational performance may be hindered if their emotional intelligence skills are not fully developed.
Having a high level of emotional intelligence may make people more empathetic and understanding,
which in turn weakens the link between employee engagement and organizational performance.(Miao et
al,, 2018)which can sometimes reduce focus on performance and productivity goals (Pérez-Fuentes et al.,
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2018). Pérez-Fuentes et al. (2019) and focus more on interpersonal relationships and emotion
management than on achieving performance targets. They may tend to avoid confrontation and adjust to
their colleagues' emotions, which can reduce the pressure to achieve high results. In addition, employees
become overly tolerant of low performance or unproductive behavior, as they are more understanding
and forgiving of their colleagues' emotional situations. These results suggest that when it comes to
leadership and employee engagement, emotional intelligence is crucial. Although it may moderate the link
between employee engagement and organizational success, it may not be sufficient in the absence of a
nurturing atmosphere and a systematic program to cultivate emotional intelligence. This study's results
suggest that emotional intelligence may reduce the association between engagement and organizational
performance, despite its well-established importance in leadership and employee engagement.

MANAGERIAL IMPLICATIONS

Organizational leaders and managers should give serious thought to a number of significant management
implications raised by this research. Employee engagement has been positively impacted by
transformational leadership, but leaders still need to hone this approach to better communicate a
compelling vision and cater to each employee's unique needs. It is critical for managers to provide
ongoing training on digital innovation and technology adoption to enhance digital leadership, as this has a
substantial impact on employee engagement and organizational success. The establishment of a work
environment that appreciates and supports workers via welfare programs, work flexibility, and skill
development should also remain a major goal in order to improve employee engagement. Emotional
intelligence was strong, but it had no discernible effect on the correlation between digital leadership and
organizations' bottom lines. Therefore, managers need to manage Emotional intelligence carefully to
ensure excessive empathy and understanding does not detract from focusing on performance and
productivity goals. Furthermore, periodic evaluation and feedback from employees is essential to refine
development programs and strategies implemented, ensuring organizations can adjust their strategies to
remain relevant and effective in supporting organizational performance. By applying these managerial
implications, organizations can improve employee engagement and overall organizational performance,
providing practical guidance for leaders and managers in designing effective strategies and policies to
achieve organizational goals.

LIMITATION

It is important to take into account the study's limitations. To start, the findings may not apply to other
sectors or organizations since this research only looked at PT Angkasa Pura II's maintenance division. To
add to that, the data is only gathered at one moment in time since the study is cross-sectional. This makes
it harder to draw conclusions about the nature of the interactions between the variables over the long
run. Thirdly, there is a possibility of societal prejudice or respondent bias in the data obtained since it is
based on self-report from respondents. Furthermore, corporate policy, economic circumstances, and
organizational culture are additional potential confounding factors that were not taken into account in
this study when analyzing the correlation between leadership, employee engagement, and organizational
performance.

To overcome these limitations, future studies may consider the following points. First, conduct similar
research across different types of industries and organizations to increase the generalizability of the
results. Second, using a longitudinal design to examine the long-term causal relationship between the
variables studied. Third, In order to minimize respondent bias, it is recommended to supplement self-
report data with other measuring techniques such as observation or in-depth interviews. Further
research may look at how factors including company culture traits, management practices, and employee
mediate or moderate the connection between leadership, employee engagement, and organizational
performance. To further understand the interplay of these factors, it may be helpful to combine
qualitative and quantitative research. Therefore, the elements that impact organizational performance
within the framework of leadership and employee engagement may be further understood via future
research.

CONCLUSION

Tests of hypotheses in this research found a number of important connections between digital leadership,
engagement among employees, emotional intelligence, organizational success, and transformational
leadership. To start, transformational leadership has a favorable and substantial effect on employee
engagement. According to these numbers, when encourage leaders and inspire their staff, the latter
become more involved in their work. While this may be true, the data shows that transformative
leadership boosts productivity in the workplace is few. Employee engagement is one of the mediators
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between transformational leadership and organizational success, suggesting that other elements play a
mediating role. Digital leadership has a favorable and substantial effect on organizational performance
and employee engagement. Better organizational performance and higher levels of employee engagement
are outcomes for leaders who are adequate at embracing and making good use of technology. There is
strong evidence that shows how employee engagement impacts organizational performance for the
better. Organizational performance is enhanced when people are engaged and motivated, since they
exhibit increased productivity.

Researchers found that employee engagement moderated the connection between digital leadership and
organizational success as well as transformational leadership and organizational performance. This
demonstrates how important it is for employees to be involved in order to link leadership's influence to
the success of the firm. Emotional intelligence is important, but it doesn't always mediate. The
relationship between digital leadership and organizational success, as well as transformational leadership
and organizational performance, is unaffected by emotional intelligence. The relationship between
engaged employees and productive businesses is moderated (although marginally) by emotional
intelligence. It seems that having a high level of emotional intelligence might cause one to be too
sympathetic and understanding, which in turn can make it harder to concentrate on getting things done.
Overall, this study shows that Transformational leadership and Digital leadership can increase Employee
engagement and Organizational performance, but their influence is often mediated by Employee
engagement. Emotional intelligence requires appropriate development and support to effectively act as a
moderator in these relationships. These findings provide important insights for the development of
leadership strategies and employee development programs in organizations to achieve better
performance.
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Orgamzational Performance 0,939 0,930
Table 2. R Square Results
Cronbach's Alpha Composite reliability
Employee Engagement 0615 0613
Organizational Performance 0,650 0,641
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Hypoptesis Pal:.h . T = Description
Coefficient statistics Nalues
Transformational
leadership has a Trata
Hi1i positive impact on 0.527 6,020 0,000 supports the
employves hypothesis
engagement
Digital
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engagerment
Transformational
leadership has a Drata does
s positive impact on 0.125 1.512 0,063 not support
Orgamzational the hypothesis
Performance
Digital Data
H4 leadershaip has a 0.196 2.679 0,004 supports the
positive impact on hypothesis
. Path T P e
Hypoptesis Coefficient | statistics Walues Description
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Performancs
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engagement has a Diata
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mediate the
relationship Diata
Ha betreen O 190 4 143 L] supports the
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leadership ard
organizaticnal
performance.
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engamernent can
mediate the Data
— relationship 0,103 2741 0,003
' between Diigital supports the
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leadership and ¥p
Organizational
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Emoticnal
mitelligence can
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HE betreen O.07s o773 0,220 mot support
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leadership ard
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mitelligence can
m-::-de::rate . the Drata does
o relationship . 0,116 1,163 0,123 not support
between Dhigital the hypothesis
leadership and ¥P
Organizational
performance.
Emoticnal
mLEd]ngen.ce.- ﬁ Data
H10 mocerats -0,256 3,645 0,000 | supports the
relationship h .
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between employes
engaoenyent arnd

185

Steven Aristya Pratama et al 170-186




Journal of Computational Analysis and Applications VOL. 33,NO. 2, 2024

Emotional
Intellegence

Transformasional
Leadership

Employee
Engagement

Digital leadership

A
Figure 1. Initial Research Model

: " u "

55958538

e - " w - "

Figure 2.PLS-SEM Output Display Hypothesis Test

186 Steven Aristya Pratama et al 170-186



