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Abstract. Digital transformation in the financial sector requires organizations to
develop adaptive leadership while simultaneously improving employee digital
fluency. This study aims to analyze the influence of digital leadership on employee
performance, both directly and through digital fluency as a mediating variable, at the
Bank Indonesia Representative Office in South Kalimantan Province. This study uses a
quantitative approach with an explanatory design. Data were collected through a
survey of 133 employees selected using a simple random sampling technique and
analyzed using Partial Least Squares-Structural Equation Modeling (PLS-SEM) using
SmartPLS 4. The results show that digital leadership has a positive and significant
effect on digital fluency (6 = 0.996; p < 0.001), while digital fluency has a positive and
significant effect on employee performance (68 = 0.860; p < 0.001). However, digital
leadership does not have a significant direct effect on employee performance (6 =
0.138; p = 0.505). The indirect effect test showed that digital fluency significantly
mediated the effect of digital leadership on employee performance (8 = 0.857; p <
0.001). This finding confirms the occurrence of full mediation, indicating that digital
leadership can improve performance if it is able to build employee capabilities in
adapting to technology, critically analyzing information, collaborating in digital
environments, creating technology-based solutions, and maintaining digital security.
Practically, organizations need to prioritize the development of digital fluency
through continuous training, mentoring, and the establishment of a supportive
digital work ecosystem so that the leadership's digital vision can be effectively
translated into improved employee performance.

Keywords: Digital Fluency; Digital Leadership; Digital Transformation; Employee
Performance; Mediation.
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1. Introduction

The global economy is undergoing a fundamental transformation from conventional
industrial models to a digital ecosystem driven by data and artificial intelligence. Industry
4.0 has integrated the physical, digital, and biological worlds through exponential
technologies such as loT, big data analytics, and autonomous systems.(Oktareza et al.,
2024;Tjandrawinata, 2016)This revolution has had a significant impact on the economic
structure, driving digitalization and creating new demands on the workforce, while also
causing unemployment due to the digital competency gap.(Fadhil & Yanti, 2025; Sunarya,
2023). The discourse is gradually shifting towards Industry 5.0, which emphasizes human-
centricity, sustainability, and resilience rather than pure automation.(Rokhimah et al.,
2024;Darvish & Handayani, 2022)This paradigm views technology as a strategic partner that
creates synergy between the cognitive capabilities of machines and human creativity and
empathy.(Hayati & Astutik, 2023)Indonesia has embraced this transformation through
initiatives such as Making Indonesia 4.0, recognizing the need to integrate both Industry 4.0
and Society 5.0 into the national blueprint.(Rahma, 2020).

The COVID-19 pandemic has drastically accelerated organizations' digital transformation,
forcing companies to adopt technologies in a matter of months that were previously
planned for vyears.(Graciella, 2021;Maulana, 2021). Digital transformation creates
opportunities for operational efficiency and global market access, but face challenges such
as resistance to change and digital skills shortages(Asrul et al., 2025;Marpaung et al.,
2024)0rganizations that previously viewed digitalization as a long-term agenda or merely an
administrative tool are suddenly faced with a reality where technology has become the sole
instrument for maintaining business continuity. This emergency situation has forced
companies to adopt various digital collaboration platforms, cloud-based systems, and
remote work protocols without proper infrastructure preparation or comprehensive risk
mitigation. As a result, a significant gap has emerged between the availability of
technological devices and the mental readiness and competency of human resources. This
phenomenon creates a gap between technology availability and human resource readiness,
resulting in a reactive "forced digitalization."(Graciella, 2021), where employees are
required to master various digital devices instantly amidst the psychological pressures of the
pandemic, which ultimately often leads to operational inefficiencies and failure to achieve
the maximum potential of the technology that has been invested.
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The global banking and financial sector is currently at the epicenter of a digital disruption
storm, making it one of the industries experiencing the most fundamental structural change.
The global banking sector is undergoing a fundamental digital transformation due to the
disruption of financial technology (fintech) and the emergence of neo-banks offering
"anytime, anywhere, and any device" services.(Takdirmin et al., 2025; Ardianto et al.,
2024)In Indonesia, fintech transaction volume reached more than Rp 800 trillion, with a 42%
increase in users.(Takdirmin et al., 2025)Fintech has transformed the financial industry
landscape through innovations in digital payments, peer-to-peer lending, blockchain, and
artificial intelligence.(Mangkona et al., 2023;Tsakila et al., 2024). This transformation creates
pressure for conventional banks to undertake comprehensive modernization, not only
clerical automation but also a big data management paradigm for predictive analysis and
data-driven decision making.(Ronggo et al., 2022;(Ngamal & Perjaka, 2021). Despite
increasing financial inclusion and operational efficiency(Jange et al., 2024), the main
challenges include adaptive regulations, cyber security, and public financial
literacy.(Marginingsih, 2019;Tsakila et al., 2024)In this context, digitalization is no longer
simply the automation of clerical administrative processes or the transfer of services to
mobile applications, but rather a paradigm shift in big data management. An organization's
ability to process big data in real-time becomes a strategic asset for predictive analysis of
market behavior, credit risk mitigation, and more precise, data-driven monetary policy
decisions. Therefore, failure to adopt technological fluency in this sector risks not only a
decline in competitiveness but also the institution's relevance in the ever-changing digital
economy ecosystem.

As the highest monetary authority in the country, Bank Indonesia (Bl) holds a crucial
mandate to maintain the stability of the Rupiah, the effectiveness of monetary policy, and
the reliability of the payment system amidst the massive onslaught of global digitalization.
This role positions Bank Indonesia not merely as a regulator, but as the backbone of the
national digital economy ecosystem. Through the vision outlined in the 2025 Indonesian
Payment System Blueprint (BSPI), Bank Indonesia has established a progressive policy
direction to integrate the digital economy and finance end-to-end. Bank Indonesia (BI) acts
as the central monetary authority responsible for the stability of the Rupiah, the
effectiveness of monetary policy, and the reliability of the payment system.(Lestari et al.,
2025)The primary focus of this policy is to ensure that digitalization not only benefits
specific sectors but is also inclusive for all levels of society. However, a major operational
challenge arises, where the implementation of digital policies formulated at the central level
must be precisely synchronized with Regional Representative Offices (KPw). This
synchronization requires exceptionally high levels of infrastructure readiness and system
integrity to avoid cyber risks and systemic failures.

2. Research Methods
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This study employed a quantitative approach with an explanatory survey method. This
design was chosen because the primary objective of the study was to explain causal
relationships and test established hypotheses regarding how Digital Leadership influences
performance through mediating variables. Technically, this study employed path analysis to
examine the direct and indirect influences between variables within the digital work
ecosystem at Bank Indonesia, South Kalimantan.

3. Results and Discussion
3.1. Status and Position

A new chapter in the history of Bank Indonesia as an independent Central Bank in carrying
out its duties and authorities began when a new law, namely Law Number 23 of 1999
concerning Bank Indonesia as amended several times, most recently by Law Number 4 of
2023 concerning the Development and Strengthening of the Financial Sector. This law
provides status and position as an independent state institution in carrying out its duties
and authorities, free from interference from the Government and/or other parties, except
for matters expressly regulated in this law.

Bank Indonesia has full autonomy in formulating and implementing all its duties and
authorities as stipulated in the law. External parties are not permitted to interfere in the
implementation of Bank Indonesia's duties, and Bank Indonesia is also obliged to reject or
ignore any form of intervention from any party. This special status and position are
necessary so that Bank Indonesia can carry out its role and function as a monetary authority
more effectively and efficiently. Bank Indonesia's status as both a public legal entity and a
civil legal entity is stipulated by law. As a public legal entity, Bank Indonesia has the
authority to establish legal regulations that implement the laws that bind the entire public
in accordance with its duties and authorities. As a civil legal entity, Bank Indonesia can act
for and on its own behalf both inside and outside the court.

a. Vision and Mission
1. Vision
To become a leading digital central bank with strong governance that makes a real

contribution to the national economy and is the best among emerging market countries for
an Advanced Indonesia.
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2. Mission
a. Achieving stability in the value of the rupiah through the effective determination and

implementation of monetary policy and Bank Indonesia's policy mix in a sustainable,
consistent and transparent manner in order to support sustainable economic growth;

Maintaining the stability of the payment system through the establishment of policies,
regulations, licensing, implementation, supervision of the payment system, and
management of the rupiah, including facilitating the acceleration of the digital economy
and finance in order to support sustainable economic growth;

Participate in maintaining the stability of the financial system through the determination
and implementation of macroprudential policies in order to support sustainable
economic growth;

Contribute to supporting macroeconomic stability and sustainable economic growth
through synergy between Bank Indonesia's policy mix with the central and regional
governments, relevant authorities or institutions, and/or other strategic partners, as
well as international cooperation;

Contribute to increasing financial market deepening through regulation, supervision,
and development of money markets and foreign exchange markets, including their
infrastructure, to strengthen the effectiveness of Bank Indonesia policies and support
national economic financing;

Contribute to increasing economic-financial inclusion and sustainable finance, both
conventionally and based on sharia principles, as well as consumer protection through
the formulation of policies and implementation of Bank Indonesia's work programs; and

Realizing a digital-based central bank in policies and institutions, which prioritizes a good
and professional Bank Indonesia Policy and Institutional Governance System, through
organizational and resource management.

b. Goals and Tasks

In its capacity as the central bank, Bank Indonesia aims to achieve rupiah stability, maintain
payment system stability, and contribute to financial system stability in order to support
sustainable economic growth. The first aspect is reflected in the development of the
inflation rate, while the second is reflected in the development of the rupiah exchange rate
against other currencies. The formulation of this single objective is intended to clarify the
targets Bank Indonesia must achieve and the boundaries of its responsibilities. Thus, the
achievement of Bank Indonesia's objectives will be easily measurable.
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Figure Three Main Pillars Bank Indonesia

To achieve this goal, Bank Indonesia is supported by three pillars, representing its three
areas of responsibility. These three areas of responsibility need to be integrated so that the
goal of achieving and maintaining rupiah stability can be achieved effectively and efficiently.
The following are Bank Indonesia's duties and functions, outlined in a diagram containing
the three pillars:

3.2. Research result
a. Respondent Characteristics

This Respondent Characteristics study presents a comprehensive analysis of the
demographic profiles and professional characteristics of 133 employees at the Bank
Indonesia South Kalimantan Regional Representative Office (KPwBI Kalsel). This data
collection aims to provide an objective overview of the Human Resources (HR) mapping that
underpins the implementation of central bank duties at the regional level.

b. Gender Distribution

Of the total 133 respondents, the majority were male employees, amounting to 72 people
(54.14%), while female employees numbered 61 people (45.86%).

Table Gender Distribution

Demographic & Professional Variables Category Frequency (n) Percentage (%)
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Gender Man 72 54.14%
Woman 61 45.86%

Source: Processed Data

This composition reflects a relatively ideal gender balance within the South Kalimantan
Representative Office of Bank Indonesia (KPwBI). Although the banking sector and
operational cash management often require some physical mobility (such as mobile cash
operations in 3T areas and Rupiah distribution), the relatively high proportion of female
employees demonstrates the institution's commitment to the principles of gender equality
(diversity and inclusion) and open career opportunities without gender bias.

c. Age Group Structure

The proportion of respondents' age groups shows a very dynamic demographic structure:

Table Age Group Structure

Demographic & Category Frequency (n) Percentage (%)
Professional Variables

Age < 30Year 38 28.57%
31-40Year 52 39.10%
41-50Year 29 21.80%
>50 Years 14 10.53%

Source: Processed Data
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The young to mid-productive age group (31-40 years old) is the dominant group. Combined
with the younger age group (<30 years old), 67.67% of employees are under 40 (Millennials
and Gen Z). This indicates an internal demographic dividend, where the South Kalimantan
KPwBI workforce is dominated by individuals with high technological adaptability, energy,
and readiness to embrace the central bank's digital transformation (such as the acceleration
of QRIS, BI-FAST, and CBDC).

c. Last Level of Education

The respondents' educational background reflects a very high standard of intellectual
gualification:

Table Last Level of Education

Demographic & Category Frequency (n) Percentage (%)

Professional Variables

Level of education Diploma (D3) 8 6.02%
Bachelor degree) 91 68.42%
Masters (S2) 32 24.06%
Doctorate (S3) 2 1.50%

Source: Processed Data

Bachelor's degree (S1) education level dominates employee qualifications (68.42%A notable
feature is the high proportion of postgraduate graduates (Master's and Doctoral) at 25.56%
(more than a quarter of the total staff). This higher education qualification aligns with Bank
Indonesia's demands as a knowledge-based institution that relies on in-depth
macroeconomic analysis, regional monetary policy research, and complex payment system
oversight.
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d. Years of service

Employee work experience is distributed into four categories of length of service:

Table Years of service

Demographic & Category Frequency (n) Percentage (%)
Professional Variables

Years of service <5Year 35 26.32%
6-10Year 44 33.08%
11-15Year 31 23.31%
>15Year 23 17.29%

Source: Processed Data

The 6-10 year tenure category comprised the largest group (33.08), followed by employees
with less than 5 years of tenure (26.32). This indicates that most employees are in the mid-
career stage of their careers. Solid work experience, combined with the presence of 17.29
senior employees (>15 years), creates a healthy knowledge transfer and mentorship
mechanism to maintain institutional continuity.

e. Position / Position Level

The hierarchy map and the level of respondents' positions are divided pyramidally:

Table Position / Position Level

Demographic & Category Frequency (n) Percentage (%)
Professional Variables

633




MAGISTER MANAJEMEN-UNISSULA

i

Vol.3 No.3 September (2026) : 7 h Role of Digital Leadershib ...zMuhamn;ad Faridh)
Position Level Executive Staff / Assistant 68 51.13%

Supervisor / Specialist 41 30.83%

Managerial / Functional 24 18.05%

Leader

Source: Processed Data

The distribution of job levels shows a proportional span of control. The executive level forms
the majority (51.13) as the driving force behind daily operational execution. The
supervisor/specialist level (30.83) acts as a bridge between tactical and technical analysis,
while the managerial function (18.05) holds strategic control and decision-making.

3.3. Descriptive Analysis Results

Descriptive statistical data processing is carried out by calculating the absolute frequency
(n), percentage proportion (%), and the average value (mean /x) for each questionnaire

statement item.

1. Percentage of Respondents' Frequency:

% — (%) x 100%

with N= 133 Respondents.

2. Average Score (Mean) of Indicator:

g XX (AxD+(fx2)+ (fsx3) + (fi x4) + (f x 5)
N N
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Wherefl’ for fs, fas 1 states the frequency of respondents' answers on a Likert Scale of
1 (Strongly Disagree) to 5 (Strongly Agree).

3. Likert Mean Interval Categorization

Determining the class category interval limits uses the following criteria interval range
formula:

Skor Maksimal — Skor Minimal B 5—-1
Jumlah Kategori 5

Panjang Interval Class = = 0,80

Based
on the interval length of 0.80, the interpretation criteria for the mean value (X) are
determined as follows:

— — : Very Low / Very Poor
: Low / Bad
: Sufficient / Moderate

— - : High / Good

4,21 E X {—-:‘ 53”“ : Very High / Very Good

a. Digital Leadership Variables
The Digital Leadership variable measures employee perceptions of leadership capacity in

guiding a digital vision, optimizing technology tools, and managing virtual teams in an
integrated manner. This variable is measured using eight indicators.

Table Digital Leadership Frequency and Average Distribution Table

Statement

Indicator STS TS N S SS Mean Category
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Predicting future | 4 22 68 38 4.04 Tall
technology trends

Long-term view of

technology 0 3 18 71 41 4.13 Tall
integration

Understanding the

optimization = of | 5 20 65 42 4.07 Tall
divisional digital

tools

Directing team

technology 0 2 15 69 47 4.21 Very high
utilization

Global digital

regulatory policy | 1 6 25 63 38 3.98 Tall
adjustments

Maintaining

productivity amidst | O 4 21 70 38 4.07 Tall
uncertainty

Managing &

motivating  virtual | O 3 19 66 45 4.15 Tall
teams

Cross-functional

digital media | O 2 16 67 48 4.21 Very high
collaboration

OVERALL AVERAGE OF VARIABLES (X) 4.11 Tall

Source: Processed Data

In aggregate, the average score for the Digital Leadership variable was 4.11, falling into the
High category. This indicates that the digital leadership style at the South Kalimantan
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Representative Office of Bank Indonesia (KPwBI) has been perceived positively and
effectively by the majority of employees. Indicators X4 (Directing the use of technology) and
X8 (Digital cross-functional collaboration) scored the highest at 4.21 (Very High). These
results indicate that the leadership at the South Kalimantan KPwBI actively encourages the
use of technology in daily tasks and successfully facilitates digital coordination between
divisions. Indicator X5 (Adjusting global digital regulatory policies) achieved the lowest
average score of 3.98 (High). While still considered good, this figure indicates that
harmonizing leadership directives with the rapid pace of change in international cyber
finance regulations requires more explicit strategic communication at the operational level.

b. Digital Fluency Variable
The Digital Fluency variable measures employees' intuitive skills, data processing

capabilities, digital solution creativity, and cybersecurity awareness. This variable is
measured using 10 indicators.

Table Frequency Distribution and Mean Table Digital Fluency

Statement Indicator STS TS N S SS Mean Category
Quickly learn — new | 2 12 65 54 4.29 Very high
digital platforms

System transition does

not reduce | 1 5 20 68 39 4.05 Tall
performance

Filtering & grouping | 2 15 72 44 4.19 Tall
information

Distinguishing  valid | 1 14 70 48 424 Very high
data vs digital noise

Create new, value- |, 3 18 67 45 4.16 Tall
added ways of working ’
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Innovative problem
solving with digital | O 4 22 64 43 4.10 Tall

devices

Professional
communication ethics | 0 0 8 58 67 4.44 Very high
in cyberspace

Digital media targeted

- 0 1 11 64 57 4.33 Very high
communication
Keep your work
password/account 0 0 6 51 76 4.53 Very high
confidential
Recognizing potential
cyber dangers | O 2 13 61 57 4.30 Very high
(phishing)
OVERALL AVERAGE OF VARIABLES (M) 4.26 Very high

Source: Processed Data

The average Digital Fluency variable, at 4.26, falls into the Very High category. This indicates
that employees' digital skills extend beyond basic technical skills (digital literacy) to a level of
intuitive  proficiency (fluency). Indicator M17 (Maintaining account/password
confidentiality) achieved the highest score of 4.53, followed by M15 (Cybercommunication
Ethics) at 4.44. This high average demonstrates the success of a strong cybersecurity
compliance culture and information ethics standards within Bank Indonesia. Indicator M10
(System transition does not degrade performance) had the lowest score of 4.05 (High). This
indicates a learning curve lag during the introduction of a new system or platform, where
some employees still need time to adjust to prevent productivity fluctuations.

c. Employee Performance Variables
The Employee Performance variable measures the effectiveness of work results, accuracy,

timeliness, process efficiency, adaptability, and proactive innovation of employees. This
variable is measured through eight indicators.
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Table Table of Frequency Distribution and Average Employee Performance

Statement Indicator STS TS N S SS Mean Category
Accurate work results 0 1 13 69 50 426 Very high
& meet high standards ’ yhie
Output aligned with
Bl's strategic | O 0 10 63 60 4.38 Very high
objectives
Complete the task on
time 0 2 12 66 53 4.28 Very high
Prioritize daily tasks
well 0 1 14 67 51 4.26 Very high
Cutting  bureaucracy
via digital systems 0 3 17 65 48 4.19 Tall
Utilizing  technology
saves time

0 1 11 61 60 4.35 Very high
Adapting to
technological 0 2 15 68 48 4.22 Very high
disruption
Proactively  improve
old work processes 0 4 20 64 45 4.13 Tall
OVERALL AVERAGE OF VARIABLES (Y) 4.26 Very high

Source: Processed Data
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The overall average Employee Performance variable reached 4.26 (Very High). This value
reflects the high operational effectiveness of KPwBI South Kalimantan employees in carrying
out tasks of managing regional economic stability and implementing monetary
policy/payment systems. Indicator Y20 (Output aligned with Bl's strategic objectives)
obtained the highest average of 4.38, followed by Y24 (Utilization of technology to save
time/energy) at 4.35. This proves the high strategic alignment of employees, where the use
of digital instruments contributes directly to daily work efficiency. Indicator Y26 (Proactively
improving old work processes) had the lowest average score of 4.13 (High). This finding
indicates that independent work process improvement initiatives (bottom-up innovation)
still need to be stimulated so that employees do not simply follow standard procedures, but
actively improve workflow efficiency.

4. Conclusion

Based on the results of data analysis, hypothesis testing using Partial Least Squares
Structural Equation Modeling (PLS-SEM) through SmartPLS 4 software, as well as descriptive
statistical analysis of 133 respondents of Bank Indonesia Representative Office (KPwBI)
employees in South Kalimantan Province, conclusions can be drawn in accordance with the
four problem formulations proposed in this study:

1. Digital Leadership does not have a significant direct impact on Employee Performance at
the Bank Indonesia Representative Office in South Kalimantan Province. This proves that
the leader's digital vision, direction, and leadership style do not directly boost the daily
performance of employees in the field if they are not transformed into increased
technical capacity and digital skills of the employees themselves.

2. Digital leadership has a positive and highly significant impact on employee digital fluency
at the Bank Indonesia Representative Office in South Kalimantan Province. These
findings indicate that visionary, digitally savvy, adaptive leaders who facilitate digital
collaboration play a significant role in developing and shaping employee intuitive skills
(fluency) and cyber awareness.

3. Digital Fluency is proven to significantly mediate the influence of Digital Leadership on
Employee Performance, because the indirect influence is significant while the direct
influence is insignificant, then the Digital Fluency variable plays a Perfect Mediation role
(Full Mediation). Substantively, digital leadership in the central bank environment works
absolutely through the intermediary of employee digital skills; New digital leadership
will only be converted into real performance if it succeeds in producing digitally fluent
human resources.
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