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ARTICLE INFO ABSTRACT
Keywords: In the age of the digital revolution, businesses are working to become more sustainable. Specif-
Digital leadership ically, when management settings change—which is closely tied to competitive perform-

Digital culture

Affective commitment
Strategic agility
Competitive performance

ance—leadership is evolving into digital leadership. Drawing on the resource-based view (RBV)
theory, this study focused on finding the interconnection between digital leadership (DL) and
competitive performance (CP), as well as the mediating roles of affective commitment (AC) and
digital culture (DC), including the moderating effects of strategic agility (SA).To find the results of
the investigation, a total 233 sample data points were gathered from employees working in
manufacturing and service organizations. The research hypotheses were tested using path anal-
ysis with the AMOS-24 program. The findings indicated that DL had no direct impact on CP.
While digital culture has no mediation effect but affective commitment has a full mediation effect
on the relationship between DL and CP, it also found that SA hasn’t played any reinforcing role in
the connection between DL and CP. This study contributes to the literature on affective
commitment by stressing the role of digital leaders, DC, and AC in predicting long-term CP. In
addition, this study adds value to the existing literature on dynamic capabilities and RBV theory
by providing evidence for the role of DL in CP. As leadership leads, dynamic capabilities can play
a crucial role in managing changing culture, affective commitment, and strategic thinking for CP
in Bangladesh.

1. Introduction

After the COVID-19 pandemic, the business strategies and procedures are changing as a result of recent emergence of advance
technology and digital transformation [1]. These modifications are pressurizing businesses to update their resources in order to persist
competitive advantages. Also, scholars respond in time to explore and recognize determinants that justify organizational needs [2].
Additionally, the rise of artificial intelligence (AI), blockchain technology, big data, edge computing, cloud computing, and 5G are
examples of how digital technology is growing and causing a new wave of industrial and economic upheaval that is drastically altering
organizational management [3]. Therefore, globally minded nations invest significant financial resources in digital transformation.
According to estimates, the Asia Pacific Region alone received over USD 380 billion in funding for digital transformation in 2019, and
this amount is rising daily. The USD 1.2 trillion investments in digital transformation from 2020 to 2023 are expected to digitalize
more than 65 % of the GDP of the Asia Pacific region [4]. Even though DL benefits businesses, a survey found that 60 % of Germans are
afraid of the effects of digitalization because of robots in the workplace [5]. Executives need to have a vision for digitalization since
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automated systems (robots) are used in smart industries in Bangladesh and artificial intelligence (AI) (Chat GPT, Bard, etc.) is booming
in every business [6].

Digital leadership, which involves utilizing digital technologies and creating an environment conducive to innovation, is essential
for modern enterprises. This transition is especially important in emerging economies like Bangladesh, where companies face specific
challenges such as limited technology infrastructure, resource restrictions, and a quickly changing market environment. Digital
leadership is defined as a leader’s capacity to integrate digital technologies into business processes and develop an organizational
change toward digital competence across the firm [7]. It requires creating a culture of ongoing learning, supporting innovation, and
developing a strategic strategy for digital transformation. Good digital leaders encourage their workers to use digital tools, which
increases the flexibility and competitive advantage of the company. The development of a digital culture is an essential part of DL [8].
The organizational culture that fosters decisions based on data, digital innovation, and collaborative work settings is known as "digital
culture." It lays the groundwork for digital activities and plays critical to the effective implementation of digital plans [9]. A strong
digital culture makes sure that everyone in the organizations is align with the objectives of the digital transformation, which makes
transitions easier and increases productivity all around. Likewise, a digital culture tailored to university characteristics is another
essential factor in inducing a well-structured system and high-quality educational environment for university and students.

Furthermore, affective commitment, or employees’ emotional attachment and identification with their firm, is important in the
digital transformation path. Employees with personal dedication are more likely to support and actively participate in digital activities
[10]. This dedication can be promoted through a positive digital culture and inspirational DL, resulting in increased engagement and
contribution to CP. Researchers tried to build the philosophical foundations of leadership, whereas professionals tended to absorb and
implement leadership paradigms that resulted in increased organizational success. Leadership has captured the interest of scholars in
the field of organizational behavior. The development of DL involves the integration of digital skills and leadership to optimize the
advantages of digital technology and boost organizational performance. Strategic agility refers to a firm’s ability to make significant
promises while remaining agile enough to adapt to changing circumstances and disruptions. The organization’s processes, activities,
structures, culture, qualities, abilities, and relationships are structured to maintain flexibility in response to new developments [11]. In
Bangladesh, where organizations face particular obstacles, understanding the connection between DL, DC, AC, and SA is critical for
attaining long-term competitive success. Digital leaders may significantly increase organizational performance by cultivating a strong
digital culture and increasing AC. Furthermore, SA can amplify the beneficial benefits of DL.

Furthermore, previous research suggested that DL influences could be used for key variables [12] and this study aims to find their
role in CP. Al-Husban et al. [1] also suggested that the moderating function of SA or investigating the influence of DL on CP. On the
other hand, the study showed the role of digital culture as a mediator between DL and organizational performance [13,14] but there is
still a lack of research on the condition of competitive advantage from a developing country perspective. Building on this background,
the study aims to fill up a literature gap by assessing the impact of DL on CP via the mediation effect of digital culture and affective
commitment, as well as the moderating role of SA. Through this investigation, the research seeks to provide a comprehensive un-
derstanding of how DL can be leveraged to enhance CP, offering valuable insights for business leaders and policymakers in Bangladesh.
This investigation will also contribute to the development of complex knowledge about the roles of culture and affective commitment
in CP. In addition, culture encompasses the essential values, beliefs, and norms that align with strategic goals, foster innovation and
agility, engage employees, and promote knowledge sharing. While AC shows the patterns of teamwork and collaboration, increased
effort and productivity, adaptability, and resilience to stay competitive. Apart from this, the application of this examination to the
industrial and service sectors—which are crucial to the economies of developing nations and play a major role in attracting foreign
capital and promoting economic growth—represents a real contribution that policymakers can rely on in support of Bangladesh’s goal
of sustainable development?

Organizations in the twenty-first century face significant challenges in terms of environmental sustainability, scientific and
technological research and development, and economic and social transformation, particularly competitiveness and reform. Digital
leaders are vital to the firm; consequently, they address challenging issues while assisting employees in reaching their goals and
improving morale. To explore the impact of DL on CP, they affect all aspects of the business, including organizational development,
culture, atmosphere, and employee identification. As a result, experts from different times have diverse conceptions of what qualities
of executives support company growth. This study, wants to examine the connection between DL and CP through uncovering the
mediating function of DC and AC. The specific research questions and objectives are as follows:

RQ1. What impact does DL have on employees’ competitive performance for sustainability?
RQ2. What is the role of digital culture and affective commitment in the relationship between DL and competitive performance?
RQ3. What moderating impact does strategic agility play in the relationship between DL and competitive performance?

This study’s unique contribution is to present a complete analysis of the validity of DL on CP. The research paper is organized as
follows: Part 1 familiarizes the study context and purposes; Part 2 defines the theoretical context, literate review, and hypothesis; Part
3 includes methodology; Part 4 results, Part 5 discussions and conclusion, implications and future research.

2. Literature review and hypothesis

2.1. Theoretical backgrounds

To conduct the investigation, this research focused on the dynamic capabilities [15-17] theory and RBV theory. Actually dynamic
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capabilities theory has been widely used in challenging fields and for the purpose of resolving problems in the current workplace [15,
17,18]. Here, digital leaders’ dynamic capabilities to integrate culture, strategy, and AC can enhance resources. The critical role of DL
is evolving, as is the impact of employees’ digital skill based capacity on organizational performance in Bangladesh, as leadership
continues to expand along with the validation of the RBV. Competitive performance benefits greatly from DL. In particular, our model
looked at the beneficial role that AC support and digital culture play as intermediaries between CP and DL in Bangladesh’s sustainable
development. The RBV was criticized, and in their critique, strategic agility scholars introduced three meta-capabilities: resource
fluidity, collective commitment, and strategic sensitivity. These three capabilities must be attained simultaneously for an organization
to be classified as strategically agile, and they provide clear guidelines for structuring thinking and implementation [19]. Table 1
shows the theoretical foundations for this study.

2.2. Digital leadership and competitive performance

Digital leadership is characterized as the combination of leadership skills and digital capabilities necessary to utilize the benefits of
digital technology and improve business performance [8]. DL is built on merging leadership competencies with digital competencies to
influence and encourage followers to achieve the organization’s strategic goals [1]. Digital technology has a crucial role in pushing
changes in numerous industries, resulting in two most prominent impacts: a broader exploration of potential and the efficacy and
efficiency of cost spending [24]. When new skill sets are required to successful leading sustainability of firms in a changing digital
world, therefore it has a positive impact. Better business performance follows from having a strong digital leader who contributes to
improving the digital business strategy. Executives in businesses with a digital past are also more inclined to promote digital trans-
formation throughout the organization, boosting productivity and accomplishing long-term objectives [3]. The previous study suc-
cessfully proved that DL has a positive impact on innovation performance [13], open innovation [25], digital innovation [26],
sustainable performance [27], and organizational performance [6]. However, none of the previous studies identified the effect of DL on
CP in the context of IT sectors (see Table 2). Strategic alliances between manufacturers and suppliers can improve understanding of
each other’s needs and enhance customer service. Supplier integration can assist organizations in preparing for timely production by
communicating information about demand, manufacturing time, and inventory obsolescence [28]. Organizations that promote
learning, adaptation, and information sharing are better positioned to meet the challenges and opportunities posed by 4IR. Thus, this
study assumed the subsequent hypothesis:

H1. There is a positive connection between DL and competitive performance.

2.3. Mediation effect of digital culture

Recently, scholars have studied and acknowledged the concerns surrounding DC as an integrated aspect of the organization in the
era of modern technologies [21]. DL involves trusting people to engage in decision-making, sticking to their views, and promoting fair
conversation to achieve goals. Employees who have some influence on decision-making with leaders tend to have higher levels of trust
[37], which enhances performance. A previous study showed that DL is associated with organizational performance. Along with this,
leaders’ behavior and attitudes towards digitalization and organizational management shape organizational culture. Leader’s role,
behavior, and attitude affect the employee’s emotions and ultimately their performance. Digital leadership involves trusting people to
engage in decision-making, sticking to their views, and promoting fair conversation to achieve goals. A previous study showed that DL
is associated with organizational performance. Along with this, leaders’ behavior and attitudes towards digitalization and organiza-
tional management shape organizational culture. Leader’s role, behavior, and attitude affect the employees’ emotions and ultimately
their performance. As per the discussion, there was a favorable correlation between a leader’s style and their team members’
dedication.

In the digital context, organizational culture is incorporated into organizational life, which refers to a shared set of values, con-
ceptions, and beliefs regarding how business activities are organized in the digital sphere. Digital culture affects how employees
behave when using technology in the workplace [38]. This culture may encompass adjustable and sustainable dexterity that welcome
failure when evolving digital talent, as well as flexible and agile working techniques, digital mindset that highlights digital processes in
new firms [3]. Additionally, DC impacts the behavioral shifts that result from the use of technology in an organization [39]. This
culture might include flexible and agile working styles, a focus on data, adaptive and sustainable skill sets that welcome failure as part
of the learning process for digital talents, and a mindset in startups that prioritizes digital processes, which ultimately affect CP for the

Table 1

Theoretical grounds.
Variables Theory Used Reference
Digital leadership Dynamic capabilities Theory [20]
Digital Culture Resource Based View (RBV) [3,21]
Affective Commitment Resource Based View (RBV) [22]
Strategic Agility Paradox Theory [11]

The Dynamic Capability Theory [23]

Competitive Performance Resource Based View (RBV) [2]

Source: Author’s compilation
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were collected

dimensions are positively associated with digital

Table 2
Summary of the literature review.
Relationships Sampling Research Area Findings Reference
(s)

DL to Competitive Quantitative sample of 248 Jordan Through the lens of innovation capabilities, the current [11
performance gathered showed that relationship between organizational

performance and DL exits.

DL to Competitive Based on 103 quantitative Central Java, Indonesia  The findings of this study infer that used by all parties [29]
performance respondents involved to increase employee performance and preserve a

sustainable competitive edge.

DL and organizational ~ Quantitative data collect ICT industry in The findings infers an organization’s readiness for digital [21]
culture from 227 SMEs Pakistan. innovation may be predicted primarily by its digital

organizational culture and skills.

DL to DC and For the study 149 South Korea The association between DL and OP can be explained by the  [3]
Competitive quantitative sample country’s DC and digital competencies of the employees.
performance collected from the employees

DC as mediation Analyzed 102 new ventures Germany, Berlin DC mediates amid digital strategy and digital products/ [30]

using SEM process innovation

DC to employee Collected 306 quantitative Telecom industry of DC did not positively effect on employees performance [31]
performance data form employees Jakarta and Bandung,

Indonesia

DL to affective A total 46 samples gathered North Jakarta This study looked at digital transformational leadership has ~ [32]
commitment form marketing team insignificant effect on AC.

Affective commitment  Total 212 quantitative data Portugal The results show that AC increase individuals performance [33]
to performance collected employees

Affective commitment  Total 476 data quantitative Turkish health care The results showed AC mediates between transformational [34]
as mediation collected from employees professional leadership and individual preformation performance

SA as moderator Total 233 data quantitative IT firms in Amman, Results showed that SA did not moderate between [35]

from Jordan technological innovation capabilities and firm performance

SA as moderator Total 122 quantitative data SMEs in Saudi The results showed that SA Entrepreneurship Orientation [36]

transformation within SMEs and that SA positively
moderates

Source: Previous Literature

organizations. Previous research has used culture as a mediator between DL and organizational culture in Korean settings [6], between
digital strategy and digitalization in new ventures [40], and between digital social responsibility and digital education in China [41].
However, mediation of DC in between DL and CP in developing countries is still missing. Therefore, it can be predicted that DC
mediates the relationship between DL and organizational performance. Based on premises, this study proposes the following
hypothesis:

H2. Digital culture positively mediates the relationship between digital leadership and competitive performance. That is:

H2a. There is a positive relationship between DL and DC.

H2b. There is a positive relationship between DC and CP.

2.4. Mediation effect of affective commitment

On the other hand, employees with AC are actively involved in the organization, providing new ideas and inventive solutions, and
continuously increasing performance [29]. Affective commitment is positively impacted by transformational leadership [37]. Addi-
tionally, by boosting self-confidence, transformational leaders inspired staff members to prioritize the needs of the organization over
their own, thereby increasing their AC. Affective commitment is also critical for developing long-term orientation and cooperative
behavior in organizations. Workers who experienced higher levels of organizational support at work were more likely to exhibit AC to
the company, and this AC would ultimately result in improved and higher performance [29]. Past studies noted that AC served as a link
between transformative leadership and work performance. Affective commitment is a person’s willingness to devote allegiance to the
organization. Employees’ emotional commitment demonstrates that the organization’s service fits their demands, leading to improved
job performance and loyalty [37].

In the realm of organizational behavior, it is a noteworthy variable with the ability to precisely forecast the effect on worker
performance [42]. As a result of AC changing workers behavior in forms of psychological attitudes and inherent values, organizational
success, employee performance, and citizenship behavior are the main ways that AC impacts an organization [42,43]. Affective
commitment serves as a driver, increasing numerous competencies that benefit employees and, as a result, promoting employee
performance, which, in turn, promotes employee performance. It is also critical for developing long-term orientation and cooperative
behavior in organizations and emotional attachment to the organization is related to AC, as evidenced by the identification of em-
ployees who are extremely loyal to the organization [29]. Numerous previous studies have successfully demonstrated the mediating
role of AC in various contexts, including corporate social responsibility and job satisfaction [44], organizational justice and job
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performance in French SMEs [45], and work-life balance and employee performance in Korea [46]. But still, affective job commitment
hasn’t been applied empirically between DL and CP in developing country settings, which inspired us to apply it through this research
approach. As a result, the following hypothesis was proposed:

H3. Affective commitment positively mediates the relationship between digital leadership and competitive performance. That is:
H3a. There is a positive relationship between digital leadership and affective commitment

H3b. There is a positive relationship between affective commitment and competitive performance.

2.5. Strategic agility as a moderator

Strategic agility refers to a firm’s ability to make significant promises while remaining agile enough to adapt to changing cir-
cumstances and disruptions. The organization’s processes, activities, structures, culture, qualities, abilities, and relationships are
structured to maintain flexibility in response to new developments [11]. In today’s fast-paced and changing business environment,
project effectiveness depends critically on agility [47]. The notion of SA encompasses a multitude of fundamental competencies, such
as accountability, aptitude, flexibility, and swiftness [48]. One of the agile association’s aims is to satisfy consumers and represen-
tatives. The phrase agility refers to three major practices: covering and exploring previous information, reviewing current actions, and
anticipating the future. According to this, companies must maintain a system of preparing and embracing a powerful scenario for
appropriate decision-making [47,49]. Strategic agility is the capacity of an organization to recognize shifts in the business environ-
ment, including opportunities and dangers, and to react quickly by repurposing resources, procedures, and tactics. A thorough analysis
of the SA literature demonstrates that agility can help an organization gain a competitive edge in the market by enabling it to succeed
in a highly competitive environment through competencies, responsiveness, flexibility, and speed. Strategic agility denotes to a
company’s ability to continuously modify and adapt a core business’s strategic direction in order to generate value for the company
[23]. The previous study primarily deployed SA as a predictor variable. Several studies have utilized SA as a moderator between
technological innovation capabilities and firm performance in Jordan’s IT sectors [35]; and between B2B ecommerce adoption in the
SME and manufacturing industries in Malaysia [50]. However, there is a limited body of research applying SA to the relationship
between DL and CP. Based on the research discussion and motives, the following hypothesis is proposed:

H4. Strategic agility moderates the effect of digital leadership on affective commitment.
3. Research methodology

In the era of the Sustainable Development Goals (SDG), both digital professionals and DC contribute to CP. Fig. 1 displays the
proposed paradigm for measuring the impact of DL on CP. Furthermore, research illustrates how DC and AC mediate and SA moderate
the relationship between DL and CP.

3.1. Sampling and data collection

To conduct this study, this research has gathered information from different manufacturing, non-manufacturing, service and
technology related workers information included in the survey through online system (see Appendix A). This study conveniently
selected personnel as a purposive sampling methods who were enthusiastic to participate in the current inquiry. To collect data, re-
searchers scheduled to the target respondents, IT employees who are working in different organizations. Most of the cases reached at
the offices of the IT workers, informed them about the research and requested to complete either an offline or online questionnaire. In
most cases, we collected the questionnaires either the following day or at a time convenient of the respondents. Additionally, we sent
an email to the IT workers inviting them to participate in this survey. In this way to collect the data, we have used both online and
offline questionnaire methods through a 5-point Likert scale, ranging from 1 to 5. Respondents completed these as research samples,
indicating their level of agreement with certain topics and providing response choices that ranged from strongly disagree to strongly
agree. A total of 500 pieces of questionnaires were sent to the respondents, and around 250 (50 %) were returned. After data cleaning,
233 remained for the final analysis. The sample includes respondents of various genders, ages, education levels, and job experiences.

H4

Strategic Agility
/ Digital Culture
H2b
H2

H2a

Digital HI
Leadership

H3a H3 H3b

\ Affective
Commitment

Fig. 1. Research model.

Competitive
Performance
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Female respondents made up 33.9 % of the poll, and male respondents made up 66.1 %. Of those that answered, 56.2 % were 26-29
years old, and the lowest respondent of. 4 % was 34-37 years old. About 47.6 % of survey respondents had postgraduate degrees, and
2.1 % of the lowest respondents had PhD degrees. Most of the respondents, 12.6 %, have 1-5 years of job experience (Table 3).

3.2. Measurement of items

In this study, all the constructs proposed are based on previous literature reviews. To measure DL, this study utilized a ques-
tionnaire from a previous study [3,51] that included six items. Then, to measure the DC, this study considered five items used by Duerr
et al. [52]. Next, to measure AC, this study has chosen eight items from Khalili and Asmawi [53]. Lastly, to measure the CP of the
organizations, this study has taken eight items [2]. Finally, to calculate SA, this research has selected eight items from Subhi Idris and
Al-Rubaie [54]. All the items of the research question used to measure the 5-point Likert scale range from 1 = strongly disagree to 5 =
strongly agree.

3.3. Tools and techniques and unit of analysis

To conduct this research, we gathered secondary data from the previous study and primary empirical data from the employees in
Bangladesh. Before conducting the survey, we conducted a pilot study with five questions to determine the questionnaire’s incon-
sistency. After that, the researchers collected 20 data and conducted a validity test using Cronbach’s alpha. All the variable results,
which showed a value greater than 0.5, suggested that the preliminary data possessed sufficient validity for the study. A total of 250
samples were retuned, and after cleaning, 233 were used for the analysis. This analysis included descriptive statistics, multi-
collinearity, the common methods variance test, correlation, reliability, and validity, all tested with SPSS 23 software. Then, to
measure the model fit indices, the measurement model and structural model fit were calculated through AMOS 24. Finally, the hy-
pothesis of the structural model was also calculated through the use of AMOS.

3.4. Common method bias test

With a KMO rating of 0.912, our data is considered excellent for factor analysis. This high level of sampling adequacy implies that
the other variables in the dataset predict each variable accurately and reliably. Bartlett’s test (p < .001) found strong correlations
between variables, suggesting factor analysis is suitable. The test confirms that the correlation matrix is not an identity matrix, which
indicates that the variables are sufficiently interconnected to give relevant factors.

To address common method variance (CMV), we employed both procedural and statistical methods. Our procedural methods
included using questions from reputable sources; conducting pilot-tests on targeted samples; and using two different scales to
encourage objective responses. As for statistical methods, Harman’s single-factor test, common latent factor test, and correlation
technique were employed. The first component explained 37.97 % of the variation, below the 50 % threshold indicated by Harman’s
single-factor test [55]. On the other hand, in Table 4, the variance inflation factor (VIF) value for the results showed that all the values
were fewer than 10, which indicates there is no multicollinearity problem for the data.

4. Results
4.1. Measurement model

The proposed model was examined using AMOS and SPSS. The study inspected data reliability, discriminant validity, and
confirmatory factor analysis (CFA) [6]. To define validity, the researchers conducted confirmatory factor analyses (see Fig. 2).

Table 3
Respondents’ demographic profile.
Demographic (Total = 233) Categories Frequency Percent (%)
1. Gender: Female 79 33.9
Male 154 66.1
2. Age 22-25 Years 73 31.3
26-29 Years 131 56.2
30-33 Years 28 12.0
34-37 Years 1 0.4
3. Level of education Up to HSC 7 3.0
Graduates 110 47.2
Postgraduate 111 47.6
PhD 5 2.1
4. Experience Less than 1 Years 58 24.9
1-5 Years 126 54.1
6-10 Years 43 18.4
11-15 years 6 2.6

Source: Authors’ calculation
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Table 4

Descriptive statistics and collinearity statistics.
Variables Mean Std. Deviation Skewness Kurtosis Collinearity Statistics

Statistic Statistic Statistic Std. Error Statistic Std. Error Tolerance VIF

1.Digital leadership 4.486 0.482 0.046 0.159 0.046 0.318 0.701 1.408
2.Digital Culture 4.477 0.421 0.047 0.159 0.047 0.318 0.647 1.321
3.Affective Commitment 4.442 0.542 -1.325 0.159 —1.325 0.318 0.594 1.544
4.Strategic Agility 4.322 0.571 —2.871 0.159 —2.871 0.318 0.981 1.011
5.Competive Performance 4.424 0.515 —0.959 0.159 —0.959 0.318 0.963 1.408

Cronbach’s alpha was used to assess the scales’ reliability and internal consistency; it exceeded 0.70. Using the recommended indices,
the findings revealed that )(2 = 284.44, Xz/df =1.29, GFI = 0.904. AGFI = 0.879, RMR = 0.013, RMSEA = 0.036, CFI = 0.984, TLI =
0.984, and IFI = 0.984 and PClose = 0.982. When the AGFI values surpass 0.8, they are suitable for further analysis [56]. Similar also
found in case of structural equation model analysis (See Table 5)

4.2. Reliability and validity analysis

Table 6 shows the convergent validity and reliability where Cronbach’s alpha values higher than 0.70 and CR values are greater
than 0.70, and AVE (average variance extracted) is greater than 0.50 [57] indicating an acceptable range. Furthermore, investigations
of convergent validity, entire the constructs’ standardized factor loadings are significant (p < .001) and regression estimations are
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Table 5

Model fit indices.
Model fit indices Cut-off benchmarks Measurement model Value Structured Model Value
(X2) <3.5t00 284.444 284.162
x?%/d More than 1.0 and less than 3.00 1.299 1.722
GFI >0.900 0.904 0.895
AGFI >0.800 0.879 0.866
RMR >0.900 0.130 0.025
RMSEA <0.06 0.036 0.056
CFI >0.900 0.984 0.969
TLI >0.900 0.981 0.965
IFI >0.900 0.984 0.970
PCLOSE >0.050 0.982 0.188

Note(s): RMR = Root Mean Square Residual; GFI: Goodness-of-fit index, AGFI: Adjusted goodness-of-fit; RMSEA = Root mean square error of
approximation; CFI = Comparative fit index; TFI = Tucker Lewis index; IFI = Incremental fit Index.
Source: Authors’ calculation

ranges from 0.907 to 0.956 for DL, 0.684 to 0.942 for DC, 0.623to 0.838 for AC, 0.645 to 0.798 for SA, and 0.742 to 0.765 for CP. It is
implied that the model has convergent validity given the construct reliability results and strong factor loadings [56].

Table 7 shows correlation matrix with discriminant validity. Employee experience and position are positively related to organi-
zational size. DL correlates positively with digital culture (r = 0.372, p < .01) and affective commitment (r = 0.463, p < .01). The study
found a positive correlation between DL and CP (r = 0.511, p < .01), but no significant relationship was found for SA with DC, AC, and
CP.

4.3. Results of hypotheses

To test the study hypotheses, we developed path model (see Fig. 3) with AMOS version 24. This study utilized a bootstrapping
method to look at the moderating and mediating influence of the hypotheses [58]. Previously, this method was used by Baron and
Kenny [59] though which was severely critiqued [60]. There were 5000 bootstrap samples with 95 % bias-corrected confidence in-
tervals. Based on the lower and higher confidence interval limits, we decide whether to accept or reject the indirect influence

Table 6
Convergent validity of the constructs.
Variables and Items Loadings p- value CR AVE MSsV Cronbach’s ()
Digital Leadership 0.977 0.878 0.317 0.979
DL1 0.924 a
DL2 0.907 a
DL3 0.941 a
DL4 0.949 a
DL5 0.956 a
DL6 0.945 a
Digital Culture 0.878 0.595 0.310 0.877
DC1 0.684 a
DC2 0.709 a
DC3 0.719 a
DC4 0.775 a
DC5 0.942
Affective commitment 0.877 0.591 0.461 0.873
AC1 0.838 a
AC3 0.778 a
AC4 0.623 a
AC6 0.757 a
AC8 0.829 a
Strategic agility 0.775 0.536 0.019 0.770
ST1 0.744 a
ST5 0.798 a
ST8 0.645 a
Competitive performance 0.840 0.567 0.461 0.839
CP2 0.765 a
CP4 0.759 a
CP7 0.745 a
CP8 0.742 a
Note.
4 p <.001.

Source: Authors’ calculation
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Table 7
Discriminant validity.
Variables 1 2 3 4 5
1. Digital leadership (0.937)
2. Digital Culture 0.372%* (0.953)
3. Affective Commitment 0.517** 0.463** (0.771)
4. Strategic Agility 0.047 0.102 0.061 (0.732)
5. Competitive Performance 0.511** 0.340%* 0.580%* 0.042 (0.769)

Note(s): Correlation is significant at the 0.01 level (2-tailed). Value in the bracket bolded is the square root of AVE refers to the discriminant validity.
Source: Authors’ calculation

hypothesis.

Results showed that DL positively affects competitive performance (f = —0.239, p > .05), therefore H1 is not supported (see
Table 8). Then results show that DL affects DC ( = 0.372, p < .05), but DC does not affect CP (8 = 0.054, p > .05). Along with this, the
DL to DC to CP pathways are not significant (f = 0.020, p > .05). This infers that DC do not have any mediation effect between DL and
CP. Therefore, hypothesis H2 is not supported. On the other hand, the outcomes show that DL affects AC (# = 0.517, p < .05) and AC
positively affects CP ( = 0.410, p < .05). It was also found that the DL to AC to CP pathways are also significant (3 = 0.210, p < .05).
Therefore, AC fully mediates the relationship between DL and CP, inferring H3 is supported. Finally, the interaction effect of SA
haven’t strengthens the link between DL and CP (§ = 0.872, p > .05). This means H4 is not supported and SA has a no moderating effect
in this study.

5. Discussion

This paper’s primary goal was to investigate the effects of DL on Bangladeshi various companies’ CP by using AC, DC, and SA as
moderators. Firstly, this study conducted an empirical test utilizing DL as the independent variable and DC and AC as the mediator
variable based on the suggestions of previous study by Erhan et al. [51]. Apart from this, the work fundamentally contributes to the
research recommendations for the future: DL as a predictor variable and DC and AC as mediation factors [1]. They also suggested that
the dependent variable is CP and the moderating role of SA. Results showed that the relationship between DL and competitive ad-
vantages is insignificant, which is opposite to the results found in an Indonesian study [29]. The reason behind that AC has full
mediation in between DL and CP. Secondly, the results showed that DL has a significant effect on DC. It infers digital leaders’ dynamism
can affect DC [3,21]. Thirdly, results also proved that DC is insignificantly associated with organizational CP. This is not supported by
the El Sawy et al. [39] study on how DC influences behavioral shifts, and Kurtz [38] mentioned technology and reshaping the
workplace. In the context of developing countries, DC failed to significantly mediate between DL and CP, and a strong DC within the
organization may lead to improved competitive performance. On the other hand, AC fully mediates the relationship between DL and
CP, suggesting that in the Bangladeshi context, people place more value on affective commentary than on DC. Fourthly, AC has a
considerable favorable effect on CP. This suggests that emotionally committed personnel contribute to their organization’s CP. Pre-
vious studies have shown that transformational leadership is positively supportive of AC [37]. Indirectly, digital leaders also support
boosting employees’ self-confidence, motivating staff members to prioritize the needs for organizational development, and gaining
competitive advantages. Fifthly, AC is positively associated with CP, such as enhancing ROI, increasing sales, increasing the efficiency
of the delivery cycle, increasing customer satisfaction, and so on. The previous study also proved that AC increases individual
employee performance (Ribeiro, Gomes et al., 2018). This suggests that DL improves CP by instilling AC in employees, and AC is a key
mediator in the relationship between DL and CP.

Lastly, SA did not modify the link between DL and CP (See Fig. 4). This shows that an organization’s inability to quickly adapt to

Digital <—@

Culture

Digital
Leadership

Competitive
Performance

Affective
Commitment

Strategic
Agility

Interaction

Fig. 3. Path model showing standardized coefficients.
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Table 8

Testing of the hypotheses.
Hypothesis Pathways Direct Effect Indirect Effect Interaction Effect 95 % CI P-Value Decisions
H1 DL — CP —0.239 (-0.794, 0.309) 0.500 NS
H2 DL-DC—CP 0.020 (-0.018, 0.063) 0.361 NS
H2a DL — DC 0.372 (0.441, 0.586) 0.000 S
H2b DC — CP 0.054 (-0.051, 0.173) 0.407 NS
H3 DL—-AC—CP 0.210 (0.110, 0.321) 0.000 S
H3a DL —» AC 0.517 (441, 0.586) 0.001 S
H3b AC - CP 0.410 (0.228, 0.561) 0.001 S
H4 DL x SA— CP 0.872 (-0.039, 1.75) 0.112 NS

Note(s): DL = Digital leadership; DC = Digital culture; AC = Affective commitment; CP = Competitive performance; S/NS = Supported/Not
supported.
Source: Authors’ calculation

change increases the favorable impact of DL on CP, different results depicted by Satar et al. [36]. This suggests that executives may
increase their companies’ competitive advantage if they employ digital tools and strategies properly. Other studies showed that SA did
not moderate the relationship between technological innovation and firm performance [35]. Finally, overall, the study model indicates
that DL is critical for enhancing CP, particularly when combined with a strong high emotional commitment. This emphasizes the need
for developing a digitally aware leadership style, establishing a flexible and supportive company culture, and implementing agile
strategy methods.

5.1. Theoretical contributions

This study added to our theoretical understanding of the dynamic capabilities of DL for enhancing resources like culture, AC, and
CP. Therefore, this study contributes to RBV theory, where DL serves as the independent variable in this study. The dependent variable
is Bangladesh’s CP in sustainable development, whereas the mediating variables are DC and AC support from the organizations. In the
previous study, it was found that leaders play a dynamic role in enhancing resources. This research is aligned with the previous study
theory (see Table 1). For instance, in an extensive investigation, our findings can also benefit by providing valuable insights for or-
ganizations and management. Executives and managers who are finding it challenging to produce and integrate digital technology into
their business practices would benefit practically from this study. Therefore, theoretical assumptions and empirical evidence from our
study demonstrated how DL significantly enhances competitive advantages through AC.

5.2. Practical implications

Digital leaders are always focused on the competitive environment in order to achieve sustainable development goals and increase
performance. Consequently, this investigation will help Bangladesh put the results into reality and reap the benefits of greater product
and service innovation, as well as the sustainable development goal. The current study is representative, and more stable research is
needed to establish an unambiguous connection between the parameters under investigation. However, it is important to note that this
study focuses on managers and gives actual evidence on the influence of DL on the organization’s CP. This study emphasizes the
practical usefulness of DL in promoting long-term organizational performance in Bangladesh, which may be applicable in other
countries. It also emphasizes the practical importance of DL in promoting long-term organizational performance in Bangladesh, which
may be applicable in other countries. This study shows the practical usefulness of DL in enhancing long-term organizational success in
Bangladesh, and it might be applied in other nations. Lastly, Bangladesh is an impoverished nation; frequent technological advances

—— Low Strategic Agility

- - - Hight Strategic Agility

Competitive Performance

Low Digital Leadership ~ High Digital Leadership

Fig. 4. Moderation analysis.
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may cause a reluctance to embrace novel technology as it emerges. As a result, technological firms should attempt to adopt new
technologies that are easily adaptive to the ongoing process. Apart from this, the government may grant subsidies or tax incentives for
adopting novel innovations in business. Finally, managers must focus on enhancing culture and take care of AC for the purpose of
achieving sustainable competitive performance.

5.3. Limitations and future research directions

This research is not out of its limitations. Firstly, as the study used the cross-sectional data collecting from employees ranged from
22 to 37 years of age through convenient sampling technique, we could not ignore its potential response biasness. Hence, in the future,
it would be worthwhile if longitudinal studies were conducted. Secondly, in the future, other than the covered variables, new variables
such as innovation mindset, Al, and social media could be focused on. Furthermore, additional studies should look into whether
organizational skills and financial help are linked to improved DL skills. Furthermore, while this study was conducted in general
organizations, the outcomes may alter if the organization is technology-driven. Thirdly, this study, along with additional study, could
be conducted to determine the impact on CP and attachment to government assistance for digital environment expansion and
deployment. Finally, multicultural and cross-country comparative studies would be beneficial for better understanding the cultural
effect on the outcomes.

5.4. Conclusion

In recent years, there has been an increased emphasis on determining how DL affects CP. This research investigates the relationship
between DL and CP in Bangladesh, particularly the mediation of DC and AC and the moderation effect of SA on sustainable devel-
opment. Many studies have been undertaken using different frameworks to investigate DL, long-term performance, DC, and employee
support for digital leaders [21,61]. The study’s conclusions suggest that, in Bangladesh’s pursuit of sustainable development, DL
enhances CP through commitment. Additionally, emotional commitment is also significantly mediating factors in Bangladesh’s
organizational sustainable development and CP. The results of our study showed that implementing DL tactics enhances CP over the
long run when pursuing sustainable growth. Moreover, in the digital age, implementing DL in smart organizations improves perfor-
mance overall. Businesses need to promote DL, develop a DC that encourages digital activities, and advance digital technologies in the
age of digital transformation. Therefore, organizations exhibit a good awareness of current information and a high degree of proac-
tivity in implementing technical innovations. Ultimately, these findings suggest that in the contexts of developing countries, AC
continues to receive more attention than digital culture.
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Appendix A. Questionnaire

Variables Questionnaires Reference

Digital Leadership DL1: A digital leader raises awareness of the employees of the organization about the risks of the information technologies. [3,51]

DL2: A digital leader raises awareness of the employees about the technologies that can be used to improve the
organizational processes.

DL3: A digital leader determines required ethical behaviors for information implementations with all the stakeholders.
DL4: A digital leader plays an informative role to reduce the resistance towards innovations brought by information
technologies.

DL5: A digital leader shares own experiences about technological opportunities that will increase the contributions to the
colleagues for the structure of the learning organization

DL6: In order to increase participation in the corporate vision, a digital leader guides the employees of the institution
regarding the technological tools that can be used

Digital Culture DC1: We openly discuss failures with all team members. [52]

DC2: Decisions are based on the opinion of the whole team, not on a single person only.

DC3: We work in cross-functional teams (combining people from IT, marketing, finance, etc.).
DC4: In our company, we avoid strong hierarchies in project work.

DC5: Every team member brings in ideas and suggestions for digital products and services

Affective AC1: I would be very happy to spend the rest of my career with this organization [53]

Strategic agility ST

Competitive CP

Commitment AC2: I enjoy discussing my organization with people outside it.
AC3: I really feel as if this organization’s problems are my own.
AC4: 1 think that I could easily become as attached to another organization as I am to this one.
ACS: I feel like ’part of the family’ at my organization.
AC6: I feel "emotionally attached’ to this organization.
AC?7: This organization has a great deal of personal meaning to me.
ACS8: I feel a strong sense of belonging to my organization.
: Our company responds to changes in aggregate consumer demand. [54]
ST2: Our company customizes a product or service to suit an individual customer.
ST3: Our company reacts to new product or service launches by competitors.
ST4: Our company introduces new pricing schedules in response to changes in competitors’ prices.
ST5: Our company expands into new regional or international markets.
ST6: Our company change (expand or reduce) the variety of products/services available for sale.
ST7: Our company adopts new technologies to produce better, faster and cheaper products and services.
ST8: Our company switches suppliers to avail of lower costs, better quality or improved delivery times
: Return on investment (ROI). [2]
Performance CP2: Profits as a percentage of sales.
CP3: Decreasing product or service delivery cycle times.
CP4: Rapid response to market demand.
CP5: Rapid confirmation of customer orders.
CP6: Increasing customer satisfaction.
CP7: Increasing profit growth rates and growing market shares.
CP8: Reducing operating costs.

o

=

—_
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