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Abstract

Digital transformation has become essential for all organizations as innovation and digital
technology continue to evolve. This research focuses on the impact of organizational agility
on digital transformation in the government sector, as well as the role of Collaborative
Knowledge Creation (CKC), innovation, and Digital Transformational Leadership (DTL) as
antecedents and factors that influence organizational agility. Quantitative research using the
Structural Equation Model (SEM) method began in 2023. The unit of analysis involved 103
work units in government organizations that focus on the development of science and
technology (S&T). The results of this study show that the role of organizational agility can
improve digital transformation in the government sector, and the role of innovation and DTL
as antecedents and factors, can affect organizational agility. This shows that in driving change
towards digital transformation in organizations, the role of organizational agility is very
important. This research has managerial implications for government organizations, especially
organizational leaders and work unit leaders in building digital transformation. Organizational
leaders must realize that implementing sound management strategies fostering organizational
agility, including designing adaptive policies, cultivating a responsive organizational culture,
and establishing structures that promote collaboration and innovation can facilitate
government organizations digital transformation.
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INTRODUCTION

Digital transformation is a critical
concern for organizations, as advance-
ments in digital innovation and technology
yield countless possibilities for enhancing
existing processes, products, and services
(Baiyere et al., 2018). Organizations adopt
digital transformation by revolutionizing
the way they deliver products and services
through the introduction of a digital culture
(Chierici et al., 2021). The desire to utilize
the potential of digital innovation and
proactively steer clear of the challenges of
digital disruption are motivating numerous
organizations to undertake digital trans-
formation (Frankowska & Rzeczycki,
2020).

When an organization endeavors to
transition from manual processes to a full-
fledged digital platform, a prosperous
leadership  strategy is essential for
influencing and advancing digital trans-
formation in the long run (Sow & Aborbie,
2018). Leaders who possess trans-
formational leadership skills in the digital
context have the capability to communicate
a precise vision of digital transformation,
guide and inspire employees, and motivate
them to adopt and implement digital
change within the organization (Musaigwa
& Kalitanyi, 2024). Digital transfor-
mational leadership (DTL) contributes to
comprehending the pace of technological
advancements and elevating one's aptitude
to manage changes and confront the
obstacles of emerging technologies (Kho et
al., 2020). The primary features that dif-
ferentiate digital leaders from conventional
leaders are their distinct skills, attitudes,
knowledge, and professional experiences
(Marcel et al., 2021). Additionally, digital
transformational leadership (DTL) can
advance the organization's learning orien-
tation, encouraging a greater level of
organizational ambidexterity and resulting
in organizational agility (Ojha et al., 2018).

Organizational agility plays a crucial
role in enhancing digital transformation
because it provides efficient task execution
and creates new job profiles that support
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digitalization (AlNuaimi et al., 2022).
Agile organizations are more adaptable to
technological and business environment
changes, which enables them to plan and
execute digital transformation more
effectively (Li et al., 2021). By utilizing
data analysts, companies can enhance their
flexibility in efficiently utilizing data to
inform strategic decision-making, detect
novel business prospects, and optimize
organizational operations (Ghasemaghaei
etal., 2017).

The relationship between knowledge
creation and organizational agility is
widely acknowledged. Agility refers to the
ability to effectively manage and apply
knowledge to empower organizations
against industry turbulence and market
dynamics (Nissen & Rennenkampff,
2017). The establishment of Collaborative
Knowledge Creation (CKC) is believed to
promote organizational learning orien-
tation, leading to an increased level of
organizational  ambidexterity, thereby
improving organizational agility (Ojha et
al., 2018). Additionally, CKC facilitates
knowledge  collation, sharing, and
integration among organizations, thereby
enhancing their ability to adapt to change
and hence, improve organizational agility
(Suharto, 2024).

Innovative organizations maintain an
agile climate and welcome fresh concepts
that enhance their capacity to identify
market prospects and launch novel
products (Ravichandran, 2018a). They
prioritize organizational agility in navi-
gating uncertainty and foster swift risk-
taking (Cepeda & Pérez, 2019).
Conversely, less innovative organizations
display aversion to risk, lack agility, and
struggle with devising business strategies
effectively (Arsawan et al., 2022).
Innovation plays a critical role in enabling
organizations to swiftly adapt to shifts in
markets, technology, and environmental
demands, thus establishing a robust
foundation for long-term sustainability and
growth of organizational agility (Shahzad
etal., 2017).
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Many leaders in today's organizations
are confronted with significant difficulties
when it comes to bridging the divide
between strategy and execution within the
context of digital transformation. This
challenge often translates to expensive
blunders for the organization (Ly, 2023).
Leaders' implementation of digital
technology literacy can impact their
organizations' ability to undertake digital
transformation (Veiseh et al., 2014;
Khoshlahn & Ardabili, 2016; Sasmoko et
al., 2019; Lei et al., 2020; Akkaya, 2020;
Wanasida et al., 2021; Menon & Suresh,
2021; Tulungen et al., 2022; AlNuaimi et
al., 2022; Ly, 2023; Amaliah & Sawitri,
2023). The adoption of DTL fosters
organizational agility, as it necessitates
leaders to be flexible and receptive to
novel concepts (Lin, 2011; Ojha et al.,
2018; Akkaya, 2020; AlNuaimi et al.,
2022).

Organizational agility can impact the
capacity to create digital transformation
(Baiyere et al., 2018; Nguyen et al., 2020;
AlNuaimi et al., 2022; Ly, 2023; Zhang et
al., 2023; Ibrahimi & Benchekroun, 2023).
Advancing organizational agility calls for
innovation and CKC to examine the
alterations in the operational environment
(Al-Omoush et al., 2020). Innovation plays
a crucial role in enhancing organizational
agility, according to several studies
(Hasoumi et al., 2014; Shahzad et al.,
2017; Ravichandran, 2018; Cepeda &
Arias, 2019; Teece et al., 2019; Arsawan et
al., 2022; Mulyono & Syamsuri, 2023).
Therefore, it is imperative to prioritize
innovation to make organizations more
agile. Exploring organizational changes,
the role of CKC with all stakeholders
serves as a direct and indirect determinant
of organizational agility (Croasdell, 2001;
Borgatti & Cross, 2003; Shoshana et al.,
2010; Lin, 2011; Madhok & Marques,
2014; Al-Omoush et al., 2020; Perdana et
al., 2023).

Previous research has strengthened the
theoretical foundation regarding the role of
organizational agility in digital
transformation in the private sector.
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However, there is limited research on the
impact of organizational agility on digital
transformation in the government sector
(Amaliah & Sawitri, 2023). Government
sector organizations still face numerous
barriers in implementing digital transfor-
mation, such as a lack of administrative
skills, data availability, resource cons-
traints, and limited technological capabi-
lities (Ferraris et al., 2022). Despite facing
these challenges, the implementtation of
digital transformation technology in
government sector organizations yields
numerous benefits, such as increased
transparency and accountability, improved
access to government data, support for
innovation, responsive supply chains, and
enhanced government services (AINuaimi
et al., 2022; Ferraris et al., 2022; Seepma
etal., 2020).

To address this gap, this study inves-
tigates the impact of organizational agility
on digital transformation in the govern-
ment sector, as well as the antecedents,
CKC, innovation, and DTL, which
influence organizational agility.

LITERATURE REVIEW

Digital transformation is a tool to align
an  organization's  culture,  business
processes, and aspects to cater to the
evolving needs of the market (Nasiri et al.,
2020). Advanced technology underpins
planned changes in digital transformation
(Bresciani et al., 2021). Every aspect of
human life can experience changes
resulting from digital technology in digital
transformation (Hai et al., 2021).
Implementation in a digital transformation
strategy is altering the manner in which
digital assets are utilized to attain
organizational objectives (Dewi et al.,,
2022). Digital transformation constitutes
an inventive business framework that
exploits digital technology to enhance
value delivery and augment organizational
adaptivity to environmental changes
(Mangalaraj et al., 2022). Digital trans-
formation refers to an organizational shift
centered around the utilization of cloud
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computing, big data analytics, mobile
communication technologies, and social
media platforms to provide goods and
services (AINuaimi et al., 2022).

Many organizational leaders face
significant challenges in managing the
disparity between strategy and execution
amidst digital transformation, leading to
expensive failures for the organization (Ly,
2023). The capacity of a leader to
implement Digital Transformation Leader-
ship (DTL) is pivotal to influencing digital
transformation (Tulungen et al., 2022;
AlNuaimi et al., 2022; Ly, 2023; Amaliah
& Sawitri, 2023). DTL is the process of
understanding the pace of technological
advancements and enhancing one's ability
to confront changes and meet emerging
challenges (Kho et al., 2020). DTL
implementation enhances organizational
agility since leaders must be adaptable to
innovative concepts and flexible in their
approach (Akkaya, 2020; AlNuaimi et al.,
2022).

Organizations' agility can influence
their ability to achieve digital (Ly, 2023;
Zhang et al, 2023; Ibrahimi &
Benchekroun, 2023). Organizational agility
is the capability to swiftly and innovatively
respond to unforeseen changes in the
business environment, utilizing these
changes as opportunities for growth and
development (AINuaimi et al., 2022,
Mangalaraj et al.,, 2022). Employing
innovation and knowledge sharing capabi-
lities (CKC) can help explore operational
environment changes and achieve
organizational agility (Al-Omoush et al.,
2020). Therefore, innovation plays a
crucial role in enhancing organizational
agility and responsiveness, as supported by
various studies (Teece et al., 2019;
Arsawan et al., 2022; Mulyono &
Syamsuri, 2023). To achieve this goal,
organizations need to adopt innovative
practices and strategies, which can help
them keep up with changing market trends
and customer demands. In examining
organizational change, the role of CKC
with all stakeholders - both directly and
indirectly - ultimately affects
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organizational agility. CKC is a process
whereby  stakeholders  create  new
knowledge through cooperation and joint
creation to develop a better understanding
of the environment, gain insights, and
respond to organizational changes (Al-
Omoush et al., 2020; Zhao et al., 2019).
This has been demonstrated by Madhok &
Marques (2014), Al-Omoush et al., (2020),
and Perdana et al. (2023). However,
research conducted by Arsawan et al.,
(2022) indicates that CKC does not affect
organizational agility. This is due to
differences in the business sector,
organizational characteristics, or
operational contexts that may influence the
relationship between CKC and
organizational agility.

The previous study conducted by Al-
Omoush et al., (2020); AlNuaimi et al.,
(2022); Arsawan et al., (2022); Amaliah &
Sawitri, (2023); Ly, (2023) measured
variables at the level of job classes or
specific positions within the company,
whereas the development of capabilities
and realization of improved organizational
agility begin at the level of individual
business processes across various depart-
ments or units. Therefore, future research
on organizational agility models should be
conducted across various units or sectors
of organizations that are more diverse.

Collaborative  Knowledge Creation
(CKC) and Organizational Agility

The impact of knowledge capital on
organizational agility is widely acknow-
ledged. Organizational agility denotes the
capacity to manage and apply knowledge
efficiently to strengthen firms against
industry instability and market dynamics
(Nissen & Rennenkampff, 2017). To
explore new opportunities in a volatile
market, organizational agility necessitates
the use of market knowledge and colla-
boration (Arsawan et al., 2022).
Collaborative knowledge creation (CKC)
enables organizations to gather, exchange,
and assimilate a variety of knowledge that
can bolster their capacity to adjust and
enhance their organizational agility
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(Subarto, 2024). A study conducted by
Wang & Hu (2020), Al-Omoush et al.
(2020), and Perdana et al. (2023)
demonstrated that CKC has an impact on
organizational agility. Meanwhile, the
research findings of Arsawan et al. (2022)
and Y. Wang & Wang, (2023) indicate that
CKC does not have an impact on
organizational agility. Conversely, research
studies conducted by Croasdell (2001),
Borgatti & Cross (2003), Shoshana et al.
(2010), Madhok & Marques (2014), Al-
Omoush et al. (2020), and Perdana et al.
(2023) have confirmed that CKC involving
all stakeholders is both directly and
indirectly a determining factor for
organizational agility. Consequently, the
following hypothesis can be suggested:
H1. Collaborative Knowledge Creation has
a positive effect on Organizational
Agility.

Innovation and Organizational Agility
Innovative organizations maintain a
receptive  atmosphere  toward novel
concepts that have the potential to shape an
organization's capacity to identify opportu-
nities and create new  products
(Ravichandran, 2018). These organizations
prioritize  organizational  agility in
navigating uncertainty and foster swift
risk-taking (Cepeda & Pérez, 2019).
Conversely, less innovative organizations
tend to shy away from risks, lack agility,
and suffer in terms of business strategy
development (Arsawan et al.,, 2022).
Therefore, innovation impacts organiza-
tional agility by enhancing it, as evidenced
by previous studies conducted by Shahzad
et al. (2017), Ravichandran (2018), Cepeda
& Arias (2019), Teece et al. (2019),
Arsawan et al. (2022), and Mulyono &
Syamsuri (2023). Research by Hasoumi et
al. (2014) displays a significant correlation
between innovation and organizational
agility, emphasizing the importance of
innovation in creating agility. Therefore,
we propose the following hypothesis:
H2.Innovation positively impacts organi-
zational agility.
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Digital Transformational Leadership
(DTL) and Organizational Agility
Transformational leadership facilitates
agility and readiness for potential
opportunities and challenges through
prompt and  suitable action-taking
(AINuaimi et al.,, 2022). Additionally,
digital transformational leadership (DTL)
can elevate organizational ambidexterity
by enhancing learning orientation, thereby
increasing organizational agility (Ojha et
al., 2018). Organizational agility involves
four essential skills:  responsiveness,
flexibility, speed, and competence (Akkaya
& Tabak, 2020). To achieve this,
employees must adjust their actions by
implementing suitable information
systems, precise instructions, and receiving
support from leaders (AlNuaimi et al.,
2022). Digital leaders must possess
intellectual curiosity, be adaptable to new
ideas as well as having a strong desire for
continuous learning (Araujo et al., 2021).
Lin (2011) research reveals a positive and
significant effect of transformational
leadership on organizational agility.
Likewise, AlINuaimi et al. (2022)
demonstrate the positive and significant
impact of DTL on organizational agility.
Accordingly, we propose the hypothesis:
H3. Digital Transformational Leadership
has a positive impact on Organiza-
tional Agility.

Digital Transformational Leadership
(DTL) and Digital Transformation
When an organization endeavors to
transition from manual procedures to a
comprehensive  digital  platform, it
necessitates a proficient leadership strategy
that can have a significant impact in
promoting this type of change in the long
run (Sow & Aborbie, 2018). Leaders who
can implement a digital transformation
mindset are commonly known as "digital
leaders”. These leaders can establish
cooperative network organizations and
identify digital competencies (Frankowska
& Rzeczycki, 2020). Leaders with
transformational leadership in the digital
realm possess the capacity to express a
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precise view of digital transformation,
inspire and steer employees, and encourage
them to accept and execute digital
modifications within the organization
(Musaigwa & Kalitanyi, 2024). Hence,
digital leadership is deemed as a combi-
nation of transformational leadership style
and digital technology (AlINuaimi et al.,
2022).

Existing research indicates that digital
transformational leadership (DTL) impacts
digital transformation capabilities. These
findings have been supported by studies
conducted by Veiseh et al. (2014),
Khoshlahn & Ardabili (2016), Sasmoko et
al. (2019), Lei et al. (2020), Akkaya
(2020), Wanasida et al. (2021), Menon &
Suresh (2021), Tulungen et al. (2022),
AlNuaimi et al. (2022), Ly (2023), and
Amaliah & Sawitri (2023). Assuming from
the statement above, the following
hypothesis is proposed:

H4. Digital Transformational Leadership
has a favorable impact on Digital
Transformation.

Organizational Agility and Digital
Transformation

Organizational  agility  necessitates
proficient knowledge management,
learning  aptitudes, and accelerated
execution of digital transformation in
reaction to fluctuating circumstances

Collaborative
Knowledge
Creation (CKCQC)

Digital
Transformational
Leadership (DTL)

Organizational
Agility

(Baiyere et al., 2018). To maintain
enabling conditions for adaptation in the
business  world, organizations  must
construct a flexible framework with digital
transformation, implementation of inno-
vative approaches, and quality employees
(AlINuaimi et al., 2022). Agile organiza-
tions are better equipped to adapt to
technological and business changes,
enabling effective planning and execution
of digital transformation (Li et al., 2022).
However, digital transformation demands
agile organizations to tackle challenges
that emerge during the change process,
upgrade outdated systems with modern
digital solutions, and establish accurate
data-driven decision-making
(Ghasemaghaei et al., 2017).

Previous research has demonstrated
that organizational agility positively im-
pacts digital transformation (Baiyere et al.,
2018; Nguyen et al., 2020; AlNuaimi et
al., 2022; Ly, 2023; Zhang et al., 2023,
Ibrahimi & Benchekroun, 2023). Based on
the above description, we can propose the
hypothesis:

H5. Organizational Agility has a positive
effect on Digital Transformation.

The conceptual framework can be
shown at Figure 1.

Digital
Transformation

Figure 1. Conceptual Framework
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RESEARCH METHODS

Participants and Procedure

This study was conducted from May to
September 2023, with a sample population
consisting of active civil servants
employed at the National Research and
Innovation Agency. The sample criteria
included individuals serving as Head of
Work Unit under Eselon 1, 11, or 1ll, Head
of Section or Coordinator within the Work
Unit, as well as members of the
Bureaucracy Reform and Agent of Change
Team (AoC). The data collection process
commenced with distributing a pre-test
questionnaire to 50 respondents. This study
employed a quantitative methodology
utilizing the Structural Equation Model
(SEM) technique. Data processing and
analysis were conducted through IBM
SPSS 25 and Lisrel 8.8 software. To
examine reliability —and  validity,
researchers executed a factor analysis with
SPSS 25 during the pre-test stage. In line
with the SEM (Structural Equation Model)
method, the sample size for this research
should be at least five times the number of
questions (Hair et al., 2014). Thus, the
sample size for this study includes 237
individuals, accounting for  backup
respondents to mitigate potential dis-
crepancies in survey completion.

Measures

The study data was collected via an
online survey utilizing the Google Forms
platform. The Likert scale with values
ranging from 1 (strongly disagree) to 5
(strongly agree) was used to quantify
variables and allow respondents to make
specific selections. Measurement of the
Collaborative Knowledge Creation (CKC)
variable comprises 8 statements adopted
from Al-Omoush et al. (2020), while the
innovation variable is composed of 10
statements adopted from Arsawan et al.
(2022). For measuring Digital
Transformational Leadership (DTL), three
variables were adopted from AlNuaimi et
al. (2022) DTL consists of six statements,
the organizational agility variable consists
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of six statements, and the digital trans-
formation variable consists of five
statements. These variables collectively
use 35 statements in total.

Data Analysis

The validity of the factor analysis was
determined based on the Kaiser-Meyer-
Olkin (KMOQO) and Measure of Sampling
Adequacy (MSA) values. Results indicate
that the range of KMO values (0.579 to
0.810) and MSA (0.506 to 0.920) surpasses
the minimum threshold of 0.500, thus
confirming suitability for the analysis.
Moreover, reliability was assessed through
Cronbach's Alpha measurement method.
The values ranged from 0.764 to 0.939,
which is close to 1 and reflects a high level
of reliability (Hair et al., 2014). All 34
questions included operational definitions
of the variables and were part of a pre-test
conducted for this study. The organiza-
tional agility variable consisted of six
questions, though one was removed due to
its inconsistency with the industry and
respondents of this study. Meanwhile, out
of the five questions in the DTL variable,
only four were deemed valid, while all
questions for the other variables were
considered valid. A total of 33 questions
have been deemed suitable for use in this
research survey.

RESULT AND DISCUSSION

Descriptive Statistics and Result

The test results revealed that 103 out of
149 analysis units, representing work units,
were  obtained  from  respondents,
comprising 69.13% of all work units in the
organization. The State Property Manage-
ment and Procurement Bureau, the Direc-
torate of Technology Transfer and Audit
Systems, and the Hydrodynamics Research
Center had the most respondents, each
accounting for 2.11% of the total sample
size. The Work Unit's role is divided
among different teams, with the Head of
the Work Unit representing 27% of the
total research sample, followed by the
members of the Bureaucracy Reform at
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29%, the Agent of Change Team (AoC) at
38%, and the remaining 6% serving as Sub
Coordinators/Coordinators.

Based on the guidelines recommended
by Hair et al. (2014), the measurement’s
construct validity is sufficient and has been
validated as most indicators in each
variable possess a loading factor greater
than 0.500. There are no indicators with a
loading factor below 0.500 (Figure 2). In
addition, the calculation of Construct
Reliability (CR) and Average Variance
Extracted (AVE) meets the overall require-
ments outlined in Hair et al. (2014)
guidelines. These guidelines suggest that
the construct reliability value should attain
an adequate degree of reliability, with a
CR above 0.700 and an AVE value above
0.500. The validity and reliability measure-
ments indicate that the Collaborative
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Based on the fit test analysis, most of
the indicators demonstrated a good fit,
including the P-Value of 0.622, 471
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Table 1. Hypothesis Testing Results

Statement

Path

Hypothesis Hypothesis T-Value P-Value Coefficient Description  R-Square
Collaborative
H1 o 0.495 0.002 0.056 support the 0.301
positive effect on hvoothesis
Organizational yp
Agility
Innovation has a
Hp  Positiveeffecton 4,00 (000 0468  Datasupports -, goq
Organizational the hypothesis
Agility
Digital
Transformational
Leadership has a Data supports
H3 positive effect on 2.460 0.001 0.370 the hypothesis 0.602
Organizational
Agility
Digital
Transformational
. Data does not
Hg Leadershiphasa 5459 0001 0028  supportthe 0.066
positive effect on hvoothesis
Digital yp
Transformation
Organizational
Agility has a
H5 positive effecton  2.828  0.001 0311  Datasupports ., 40
Dici the hypothesis
igital
Transformation
Table 2. Structural Equation Modeling (SEM)
Structural . ECVI Goodness
No Equation R-Square ?ﬂ?ﬁur;';ggicg { F>((3)IZI) Default Sai?r\a/tle d of Fit
Modeling 0 ' Model (GoF)
CKC, INV, DTL 0
1 > 0A 0.661 66.1%
2 OA,DTL-> DT 0.125 12.5% 0.688 2.758 4.754 Good Fit
CKC, INV, DTL, 0
3 OA > DT 0.077 1.7%

Based on the hypothesis testing Table
1, it is evident that all hypotheses have P-
Values below 0.05 (<0.05), indicating that
the research results are statistically
significant. However, in the constructed
research model, only H2, H3, and H5 have
T-Values above 1.96 (>1.96), where the
data supports the constructed hypotheses,
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thus H2, H3, and H5 are accepted.
Conversely, H1 and H4 have T-Values
below 1.96, meaning the data does not
support the hypotheses, and these
hypotheses are rejected. Additionally, the
Path Coefficient values for H2, H3, and H5
are positive, indicating that the effects
arising from the relationships between the
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independent variables are positive. In this
study, organizational agility also cannot
mediate the relationship between DTL and
digital transformation. The R-Square? (R?)
value for H2 is 0.598, indicating that the
influence of innovation on organizational
agility is 59.8%, while the influence of
DTL on organizational agility is 60.2%,
and the influence of organizational agility
on digital transformation is 14.5%.

In the first model equation, Structural
Equations with an R-Square? (R?) value of
0.661 indicate that the variation from
CKC, innovation, and DTL affects
organizational agility by 66.1%. The
second model equation, with an R? value of
0.125, indicates that the variation from
organizational agility and DTL affects
digital transformation by 12.5%. The third
model equation, with an R2 value of 0.077,
indicates that the variation from CKC,
Innovation, and DTL as antecedents of
organizational agility affects digital
transformation by 7.7%. The Parsimonious
Goodness of Fit Index (PGFI) value is
0.688, which is greater than 0.6 (>0.6),
indicating a good model fit. Additionally,
the ECVI Default Model value is lower
than the ECVI Saturated value, leading to
the conclusion that the model is fit (see
Table 2).

Discussion

The study aims to examine the impact
of organizational agility on digital
transformation in the government sector,
including CKC, innovation, and DTL as
antecedents and influencing factors of
organizational  agility.  Collaborative
Knowledge Creation (CKC), innovation,
and Digital Transformational Leadership
(DTL) are independent variables, while
organizational agility and digital transfor-
mation are dependent variables, as shown
in Figures 1 and 2.

Contrary to the expectations of this
study, the role of Collaborative Knowledge
Creation (CKC) did not influence
Organizational Agility (H1). This finding
aligns with research by Arsawan et al.,
(2022) and Y. Wang & Wang, (2023).
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Arsawan et al., (2022) demonstrated that
strong internal competition can hinder
collaboration, as individuals focus more on
competition than on collaboration, ren-
dering CKC ineffective in enhancing
organizational agility. Similarly, Y. Wang
& Wang, (2023) found that CKC processes
can become overly bureaucratic and slow,
impeding the quick response and adap-
tation necessary for organizational agility.
Additionally, Wang’s study indicated that
while knowledge sharing is generally
beneficial, it can sometimes lead to
knowledge hoarding, information overload,
and increased bureaucracy.

These findings resonate with previous
studies showing that CKC does not
significantly impact organizational agility
in the public sector. In governmental
institutions, several factors play crucial
roles. Firstly, high internal competition can
prompt employees to withhold knowledge
for personal gain, inhibiting CKC effect-
tiveness. Secondly, rigid bureaucracy and
complex procedures can lead to infor-
mation bottlenecks and slow decision-
making processes, reducing the organiza-
tion's ability to adapt swiftly to changes.
These negative effects can slow down
decision-making and  diminish  the
organization’s responsiveness. Therefore,
although CKC has the potential to enhance
organizational agility, internal factors such
as competition and bureaucracy in
governmental institutions can severely
hinder its implementation and effective-
ness. Governmental institutions need to
consider strategies to mitigate these
barriers, such as fostering a collaborative
culture and reducing bureaucratic proce-
dures to maximize the benefits of CKC.

Testing additional hypotheses, the
findings indicate that innovation's impact
on organizational agility is positive and
significant (H2). This is consistent with
prior research by Hasoumi et al. (2014),
which highlights a significant connection
between innovation and organizational
agility and underlines the critical role of
innovation in enhancing organizational
agility. Thus, this research aligns with
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previous studies done by Hasoumi et al.
(2014), Ravichandran (2018), Cepeda &
Arias (2019), Teece et al. (2019), Al-
Omoush et al. (2020), and Arsawan et al.
(2022) that investigated the impact of
innovation on organizational agility and its
ability to enhance organizational agility.
Innovative approaches allow organizations
to respond to environmental changes with
greater responsiveness and adaptability.
This increases their explorative
capabilities, enabling them to capture new
opportunities and rapidly adjust to
emerging challenges. Well-implemented
innovation not only leads to small
improvements, but also fosters break-
throughs, inspires new trends, and enables
profound changes in various scientific
fields. Innovation creates not only superior
products or services, but also a dynamic
culture surrounding them over time. For
companies operating in the field of science
and technology, innovation is not just a
strategic option, but a necessity if they
want to survive and flourish in an ever-
changing environment. Thus, companies
that allocate resources to cultivate a robust
culture of innovation will possess a
competitive advantage in maintaining their
nimbleness.

Digital Transformational Leadership
(DTL) positively impacts Organizational
Agility (H3), as supported by Ojha et al.
(2018) perspective. DTL can enhance
organizational learning orientation, resul-
ting in increased organizational ambidex-
terity and improved organizational agility.
This research aligns with previous studies
by Lin (2011) that demonstrated the
positive and significant effect of
transformational leadership on organiza-
tional agility, as well as research by
AlNuaimi et al. (2022), and Ly (2023) that
shows the positive and significant effect of
DTL on organizational agility. DTL
encourages employees and leaders to be
innovative, use technology, and explore
new opportunities. DTL leaders effectively
communicate a transformational vision that
inspires team members to engage actively
in the change process. They foster
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continuous learning throughout the organi-
zation, encourage collaboration across
departments, and eliminate silos that
hinder change. In this way, DTLs help
organizations to achieve a higher level of
ambidexterity, the ability to simultaneously
execute  resource  exploration  and
exploitation, which is key to organizational
agility.

Digital transformational leadership
(DTL) does not have a significant impact
on digital transformation (H4). Research
conducted by Musaigwa & Kalitanyi,
(2024) identified three main factors that
hinder digital transformational leadership
in influencing digital transformation within
organizations. Firstly, resistance to change
within the organizational culture emerges
as a primary barrier. Secondly, techno-
logical infrastructure limitations impede
the organization's ability to adopt digital
innovations. Thirdly, the mismatch bet-
ween the culture and values of the
organization and digital initiatives hinders
the acceptance and implementation of
necessary changes.

In the context of government institu-
tions, the obstacles to implementing digital
transformational leadership are more
complex. Firstly, resistance to change
within the organizational culture is a
significant challenge. Government agen-
cies are often characterized by a stable and
rigid  bureaucratic  culture,  where
procedures and hierarchies have become
integral to day-to-day operations. In such
an environment, efforts towards digital
transformation requiring rapid adaptation
and flexibility may provoke significant
resistance or discomfort among employees
accustomed to established ways of
working. Secondly, limitations in techno-
logy infrastructure present a significant
challenge. Government entities may
encounter budget constraints and complex
procurement processes, making it chal-
lenging to adopt new technologies in an
efficient manner. Additionally, existing
technology infrastructure may not be
adequate to meet the needs of a fast-paced
and dynamic digital transformation.
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Thirdly, a discrepancy between the organi-
zational culture and values and digital
initiatives can create further obstacles. The
traditional values and bureaucratic culture,
which  may prioritize stability and
adherence to certain procedures, may
conflict with the philosophy of digital
transformation, which emphasizes
innovation, flexibility, and responsiveness
to change. Consequently, government
institutions may encounter difficulties in
adopting new practices and technologies
that are necessary to enhance efficiency
and service quality. Therefore, digital
transformation efforts in government
institutions require a carefully considered
strategy, strong commitment from leader-
ship, and collaborative efforts from all
members of the organization to overcome
these barriers and achieve the necessary
changes in this digital era.

Organizational agility has a positive
impact on digital transformation (H5), as
per Li et al. (2022) perspective. Agile
organizations can adapt more easily to
technological advancements and changes
in the business environment. This, in turn,
enables them to plan and carry out digital
transformation more efficiently. Further-
more, the process of digital transformation
has facilitated organizational agility due to
the emergence of novel job roles that
effectively enhance the productivity and
efficiency of task execution (AINuaimi et
al., 2022). In accordance with prior inves-
tigations by Li et al. (2021), AINuaimi et
al. (2022), Ly (2023) and Ibrahimi &
Benchekroun, (2023), this study supports
the notion that digitalization fosters
enhanced operational flexibility and
adaptability. Organizations that possess
nimbleness and agility to respond swiftly
to technological advancements and
business dynamics are better positioned to
capitalize on digital transformation
prospects. Their rapid adaptability allows
them to explore technological innovations
and implement digital solutions with
greater ease. Agile organizations typically
cultivate a culture that embraces change,
fostering creative, collaborative, and
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innovative thinking in response to digital
transformation challenges. Thus, organiza-
tional agility plays a pivotal role in
guaranteeing success and sustainability
against the backdrop of rapid change in an
ever more digitally interconnected business
landscape.

The study's findings indicate that the
government sector's digital transformation
could benefit from improving organiza-
tional agility, which can be influenced by
innovation and DTL as antecedents and
factors. While the impact of CKC on
organizational agility was deemed insig-
nificant by this study, its relationship to
innovation and DTL can account for 66.1%
of the variation observed in organizational
agility. However, DTL's role does not
affect digital transformation. Its role,
together with organizational agility, can
influence and explain 12.5% of the
variation in digital transformation. This
study exemplifies that organizational
agility, which is shaped by innovation and
DTL, provides a solid basis for successful
digital transformation in government
organizations. Organizational agility is
crucial in the midst of the fast-paced and
ever-changing technological landscape, as
government agencies are continually
presented with shifting demands and
requirements. Developing a solid basis of
agility through innovative strategies and
digital transformation leaders allows
government organizations to better adapt to
the rapid changes in this technological era.

It is of paramount importance for
organizations to reinforce the framework
and infrastructure that facilitate colla-
boration and innovation. This may entail
the development of information systems
that facilitate access and exchange of
information, as well as the establishment of
cross-functional teams dedicated to the
management of innovation initiatives.
Furthermore, leaders must assume an
active role in promoting a culture that
supports experimentation and controlled
risk-taking.  Digital ~ Transformational
Leadership (DTL) should encourage
employees to try new things and provide
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space for learning from failures. Finally,
organizations must consider integrating
new technologies, such as artificial
intelligence and data analytics, as tools to
enhance the effectiveness of CKC,
innovation, and digital transformational
leadership. By adopting this holistic
approach, organizations can create an
ecosystem that supports agility and the
adaptive capabilities needed to tackle the
challenges of digital transformation.

CONCLUSION AND RECOMMEN-
DATION

This study confirms the proposed
hypothesis, demonstrating a robust corre-
lation between innovation and variables of
Digital ~ Transformational  Leadership
(DTL) and organizational agility. The
findings further highlight a noteworthy
relationship between variables of organi-
zational agility and digital transformation.
This study demonstrates that organiza-
tional agility can enhance digital transfor-
mation in the government sector, while
innovation and DTL play a role as ante-
cedents and factors that affect organiza-
tional agility. Surprisingly, the study
uncovered results that did not align with
the initial expectations. In this instance, it
is surprising to find that there is no
significant  relationship  between the
Collaborative Knowledge Creation (CKC)
variable and Organizational Agility. This
implies that CKC has a potential role in
developing collaborative knowledge, but
its impact on organizational agility in the
context of this research is apparently
restricted or insignificant. Additionally,
this research revealed that the DTL
variable did not have a noteworthy
correlation with digital transformation.
This outcome may not align with prior
research, as it is anticipated that leadership
concentrated on digital transformation will
have a favorable impact on the digital
transformation endeavors within organiza-
tions. Thus, these results enhance compre-
hension of the intricate relationship among
variables examined within the digital
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transformation framework and underscore
the significance of additional investigation
to comprehend the factors that could
impact these variables in diverse organiza-
tional contexts.

The study has valuable insights for
future research. However, caution should
be exercised when generalizing the
findings to other organizations, as the
study is limited to one government
organization. To enhance the study, future
research can expand to the public sector or
government organizations within a broader
region. This research enables identification
of variations and similarities in the
association among these variables across
multiple organizational contexts, com-
prising the public sector with its unique
characteristics and challenges concerning
digital transformation.

Second, further development of the
model or framework in this study is
necessary to enable testing of different
frameworks by incorporating mediating
variables between organizational agility
and digital transformation. For example,
digital culture, as researched by AlNuaimi
et al. (2022), or digital strategy, as proven
to guide mediating relationships between
organizational  agility and  digital
transformation in sector Amaliah & Sawitri
(2023)., could be added as mediating
variables.

Additional variables for future research
frameworks include organizational culture,
policies, competencies, and leadership
styles. These variables can further deter-
mine organizational agility and digital
transformation. Furthermore, the demogra-
phics of employees should be considered
for further analysis and comparisons. This
study holds significant  managerial
implications for government organizations,
particularly for work unit leaders and
organizational leaders in cultivating digital
transformation.

Firstly, developing a flexible organiza-
tional structure is identified as a crucial
factor in establishing an environment that
supports digital transformation. Organiza-
tional leaders must recognize the signifi-

227



Media Ekonomi dan Manajemen, Volume 39 Issue 2, July 2024, 215-233

cance of an agile and adaptable organiza-
tion in swiftly adapting to evolving
technology and global dynamics for digital
transformation success. It is imperative to
implement management strategies sup-
porting agility, including designing adap-
tive policies, fostering a responsive
organizational culture, and creating colla-
borative and innovative organizational
structures.

Secondly, the findings of this study
underscore the significance of digital trans-
formation driving leaders. Within organi-
zations, leaders must have a profound
comprehension of the obstacles and possi-
bilities that come with digital change. They
ought to be catalysts for change, spurring
and galvanizing staffers to embrace new
technologies, more efficient workflows,
and pertinent innovations. Leaders should
also facilitate open communication,
support collaborative efforts, and create an
environment where employees feel safe to
try new things.

Third, it is crucial to cultivate and
develop DTL (digital transformational
leadership) leaders within government
organizations through investment in human
resources (HR) and a talent management
approach. By managing coaching, educa-
tion, and training effectively, organizations
can create digital leaders that meet the
specific needs of the organization.
Prioritizing the management of key talent
can ensure that individuals with excep-
tional skills and potential fill strategic roles
and responsibilities. Through talent mana-
gement, organizations can also build strong
teams, improve key employee retention,
and prepare future digital leaders.

Fourth, to enhance the role of CKC,
organizations  should establish and
integrate  digital-based CKC, with a
particular emphasis on constructing a
Knowledge Management System. This
System serves as a fundamental
cornerstone to optimize collaborative
procedures for generating and distributing
knowledge in  the digital age.
Organizational leaders should prioritize
investing in technology that maintains
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accessibility, promotes efficient informa-
tion exchange, and integrates knowledge
resources. Digitally collaborative tools and
platforms can facilitate effective communi-
cation among organizational members
while overcoming obstacles such as a lack
of common understanding and barriers to
information sharing. Additionally, it is
imperative to constantly update the mana-
gement of the Knowledge Management
System to align with technological advan-
cements, enabling the organization to
benefit from cutting-edge techniques that
support the role of CKC. This approach
creates an environment for leaders to
promote creativity, collaboration, and
digital knowledge sharing to enhance the
efficiency of CKC as a pivotal aspect of
organizational strategy.

Fifth, this study suggests that investing
in innovative policy development can
significantly enhance organizational agility
and enable digital transformation in
government settings. To this end,
organizational leaders should identify and
implement policies that support digital
research and development, encourage
cross-sector collaborations, and foster an
environment conducive to innovation.
Taking an open approach to new ideas and
forming partnerships with the private
sector, research institutions, and civil
society can establish a platform for
exchanging knowledge and creating
innovative solutions. Furthermore, it is
important to provide sufficient financial
support for innovative projects and
enhance organizations' ability to manage
innovation risks to achieve the beneficial
impact of innovation on digital
transformation and organizational agility.
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