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ABSTRACT 

 
Digital transformation has become 
essential for competitiveness; however, its 
effectiveness depends on employees' 
digital competencies and readiness for 
change. This study examines the effects of 
digital transformation and HR upskilling on 
employees' digital performance and 
investigates the moderating role of 
individual readiness in the hospitality 
industry in Bali, Indonesia. A quantitative 
explanatory approach was employed using 
survey data collected from 200 hospitality 
employees. The data were analyzed using 
Partial Least Squares Structural Equation 
Modeling (PLS-SEM). The results indicate 
that digital transformation significantly 
improves digital performance (b = 0.412, p 
< 0.001), while HR upskilling also has a 
positive and significant effect (b = 0.356, p 
< 0.001). Furthermore, individual 
readiness strengthens the relationship 
between digital transformation and digital 
performance (b = 0.167, p = 0.009) as well 
as the relationship between HR upskilling 
and digital performance (b = 0.142, p = 
0.035). These findings highlight that 
technological investment should be 
accompanied by continuous competency 
development and employee readiness to 
maximize digital performance, while 
offering theoretical and managerial insights 
for effective digital transformation 
strategies in hospitality organizations. 
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INTRODUCTION 
 
The rapid advancement of digital technologies has fundamentally transformed business 
operations across industries, making digital transformation a strategic priority for 
organizations seeking to enhance competitiveness and long-term sustainability. Digital 
transformation extends beyond the adoption of new technologies; it involves the 
integration of digital capabilities into organizational strategies, operational processes, 
and employee activities to create greater value and improve organizational performance 
(Jia et al., 2024). In the hospitality industry, where service quality, operational efficiency, 
and customer experience are closely interconnected, digital transformation has become 
increasingly important in responding to evolving customer expectations and market 
competition. Hotels, villas, restaurants, and tourism service providers are progressively 
adopting digital reservation systems, cloud-based property management systems, 
mobile applications, self-service technologies, artificial intelligence, and customer 
relationship management platforms to improve service delivery and operational 
effectiveness (Shebeen et al., 2024). 
 
The successful implementation of digital technologies depends on employees' ability to 
utilize them effectively, making digital performance a key indicator of organizational 
success. Consequently, digital performance has emerged as an essential indicator of 
organizational success in the digital era because it reflects employees' capability to 
perform work efficiently through digital technologies while supporting organizational 
innovation and service quality (Komala & Firdaus, 2023). Organizations with strong 
employee digital capabilities are more adaptive and competitive. 
 
Despite the increasing adoption of digital technologies, reports indicate that many 
organizations continue to experience a digital capability gap between implemented 
technologies and employees' ability to utilize those technologies effectively (Mollah et 
al., 2024). This phenomenon frequently occurs because digital transformation initiatives 
are implemented without proportional investment in developing employee competencies 
(Jamil, 2024). In the hospitality sector, this challenge becomes even more critical 
because service delivery depends heavily on employees' interactions with guests 
through technology-enabled systems (Binsar et al., 2024). 
 
To address this challenge, HR upskilling has become an increasingly important 
organizational strategy. HR upskilling enables employees to acquire new digital 
competencies, improve technological proficiency, and adapt to continuously changing 
digital work environments (Gkika et al., 2025; Jara-Amézaga, 2023). Continuous training 
programs not only improve employees' technical knowledge but also strengthen their 
confidence in utilizing digital technologies to perform daily operational tasks. 
Consequently, organizations investing simultaneously in digital technologies and 
employee competency development are more likely to achieve superior digital 
performance. 
 
However, previous studies have also demonstrated that technological investment and 
employee training alone are insufficient to guarantee successful digital transformation. 
Employees frequently respond differently to organizational change depending on their 
psychological readiness to accept, support, and engage with new technologies 
(Hendijani & Jaszus, 2024; Siddiqui et al., 2024). Employees who are psychologically 
prepared for change generally exhibit higher motivation to learn, lower resistance to 
technological innovation, and greater willingness to modify established work routines 
(Putra et al., 2026). Conversely, employees with low readiness often experience 
technological anxiety, resistance to change, and limited utilization of newly implemented 
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digital systems, thereby reducing the effectiveness of organizational digital 
transformation initiatives. 
 
Existing literature has extensively examined digital transformation, HR competency 
development, and organizational performance across manufacturing, banking, 
healthcare, and technology-intensive industries. Nevertheless, empirical evidence 
focusing specifically on the hospitality industry remains relatively limited, particularly in 
developing economies such as Indonesia (Alshagawi & Mabkhot, 2024; Gana et al., 
2024). More importantly, the moderating role of individual readiness has received 
relatively little empirical attention despite growing recognition that employees' 
psychological readiness may substantially influence the effectiveness of digital 
transformation initiatives (Hasani et al., 2024; Martadiani et al., 2026; Sultana et al., 
2025). 
 
Three research gaps remain: limited integration of digital transformation and HR 
upskilling, limited focus on digital performance in hospitality, and limited evidence on the 
moderating role of individual readiness. Accordingly, this study aims to examine the 
direct effects of digital transformation and HR upskilling on employee digital performance 
while simultaneously investigating the moderating role of individual readiness within 
hospitality organizations in Bali, Indonesia. Unlike previous studies that have generally 
examined these variables independently, this research integrates technological, human 
resource, and behavioral perspectives into a single conceptual model. Therefore, the 
study offers theoretical contributions by extending the literature on digital transformation 
through the inclusion of individual readiness as a moderating mechanism, while providing 
practical contributions for hospitality managers in designing integrated digital 
transformation strategies that simultaneously strengthen technological capability, 
employee competencies, and organizational readiness for sustainable digital 
performance. 
 

LITERATURE REVIEW 
 
Underpinning Theory 
This study is grounded in the Technology–Organization–Environment (TOE) Framework, 
Human Capital Theory, and Readiness for Change Theory. These complementary 
theoretical perspectives provide a comprehensive explanation of how technological 
capability, human resource development, and employees’ psychological readiness 
collectively influence digital performance in organizations. 
 
The TOE Framework, proposed by Tornatzky and Fleischer (1990), explains that 
successful digital transformation is determined by the interaction of technological 
capability, organizational readiness, and environmental conditions. Within organizations, 
digital transformation is not merely the adoption of advanced technologies but also the 
capability to integrate digital systems into business processes, organizational routines, 
and strategic decision-making. Consequently, organizations require adequate 
technological infrastructure, supportive organizational resources, and an enabling 
environment to maximize the benefits of digital transformation. 
 
Human Capital Theory, introduced by Becker (1964), argues that investments in 
employees’ knowledge, skills, competencies, and training increase individual productivity 
and organizational performance. The theory views employees as strategic assets whose 
capabilities are enhanced through training and development. Therefore, Human Capital 
Theory provides an appropriate theoretical foundation for explaining the positive 
relationship between HR upskilling and digital performance. 
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Complementing these perspectives, Readiness for Change Theory emphasizes that 
employees’ psychological readiness significantly determines the success of 
organizational change initiatives. Individual readiness reflects employees’ beliefs, 
motivation, confidence, and willingness to adopt new technologies and modify existing 
work practices. Employees with higher readiness generally demonstrate greater 
acceptance of innovation, stronger learning motivation, and better adaptability to 
organizational change. Consequently, individual readiness strengthens the effectiveness 
of both digital transformation and HR upskilling in improving digital performance. 
 
Collectively, these three theoretical perspectives provide a robust conceptual foundation 
for this study. The TOE Framework explains the organizational and technological 
dimensions of digital transformation, Human Capital Theory explains the importance of 
competency development through HR upskilling, and Readiness for Change Theory 
explains employees’ psychological preparedness to embrace digital change. Together, 
these theories support the proposed relationships among digital transformation, HR 
upskilling, individual readiness, and digital performance in the hospitality industry. 
 
Digital Transformation 
Digital transformation refers to the strategic integration of digital technologies into 
organizational processes, business models, and service delivery to improve operational 
effectiveness and organizational competitiveness (Li et al., 2023). It extends beyond 
technology adoption by fundamentally changing how organizations create value through 
digital innovation, automation, cloud computing, artificial intelligence, and data-driven 
decision-making (Jia et al., 2024). 
 
Within the hospitality industry, digital transformation has become increasingly important 
because hotels, restaurants, and tourism businesses rely heavily on information systems 
to manage reservations, customer relationships, operational activities, and service 
quality. Digital technologies enable organizations to improve customer experience, 
accelerate service delivery, reduce operational costs, and enhance decision-making. 
Consequently, successful digital transformation contributes directly to organizational 
competitiveness and employees' ability to perform digital-based tasks efficiently (Mollah 
et al., 2024). 
 
HR Upskilling 
HR upskilling refers to continuous competency development activities that improve 
employees' knowledge, skills, and capabilities in responding to changing job 
requirements, particularly those associated with digital technologies (Lee & Hallak, 
2020). Unlike traditional training, HR upskilling focuses on equipping employees with 
new competencies required to operate digital systems, analyze digital information, and 
collaborate effectively in technology-driven work environments. 
 
Organizations increasingly recognize HR upskilling as a strategic investment because 
technological infrastructure alone cannot generate superior organizational performance 
without employees possessing adequate competencies. In the hospitality sector, 
upskilling programs commonly include digital reservation systems, customer relationship 
management applications, digital marketing platforms, cloud collaboration technologies, 
and cybersecurity awareness. These initiatives enable employees to improve work 
efficiency, reduce operational errors, and provide better customer service, thereby 
contributing to higher digital performance (Sarala et al., 2025). 
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Digital Performance 
Digital performance represents employees' capability to utilize digital technologies 
effectively in completing work tasks, communicating, collaborating, solving problems, 
and supporting organizational objectives (Setia et al., 2013). Digital performance has 
become a strategic indicator because organizational success increasingly depends on 
employees' ability to integrate digital technologies into daily operational activities (Sitiari 
et al., 2026). 
 
Employees demonstrating strong digital performance are generally characterized by high 
digital literacy, effective utilization of organizational information systems, rapid 
adaptation to technological changes, and greater productivity. Within hospitality 
organizations, digital performance contributes significantly to service quality, operational 
efficiency, customer satisfaction, and organizational competitiveness (Gontur et al., 
2023). 
 
Individual Readiness 
Individual readiness refers to employees' psychological preparedness to accept, support, 
and participate in organizational change, particularly technology-related transformation 
(Hasani et al., 2024). It encompasses employees' confidence, motivation, willingness to 
learn, and belief that organizational change will produce beneficial outcomes. 
 
Previous studies suggest that employees possessing higher readiness exhibit stronger 
acceptance of technological innovation, lower resistance to change, and greater 
motivation to improve their competencies (Sultana et al., 2025). Conversely, insufficient 
readiness frequently leads to technological anxiety, resistance, and ineffective utilization 
of organizational digital systems. Therefore, individual readiness is expected to 
strengthen the influence of digital transformation and HR upskilling on employee digital 
performance. 
 
Hypotheses Development 
Digital Transformation and Digital Performance 
Digital transformation has become a strategic organizational capability that enables firms 
to redesign business processes, improve operational efficiency, and create superior 
customer value through the integration of digital technologies. Rather than representing 
the simple adoption of information technology, digital transformation involves 
comprehensive organizational changes in business models, work processes, and 
decision-making practices supported by digital innovation (Li et al., 2023). In the 
hospitality industry, digital transformation includes the implementation of cloud-based 
property management systems, digital reservation platforms, customer relationship 
management (CRM), mobile applications, artificial intelligence, and integrated 
communication systems that enhance service quality and operational effectiveness (Jia 
et al., 2024). 
 
The successful implementation of digital transformation provides employees with greater 
access to information, facilitates collaboration, automates routine tasks, and improves 
organizational responsiveness. These improvements enable employees to perform 
digital-based tasks more accurately, efficiently, and productively, thereby strengthening 
employee digital performance (Komala & Firdaus, 2023). Previous empirical studies 
have consistently reported that organizations implementing digital transformation 
demonstrate higher employee productivity, stronger innovation capability, and improved 
organizational performance because digital technologies support faster decision-making 
and knowledge sharing (Hanandeh et al., 2024; Mollah et al., 2024). 
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Within hospitality organizations, where customer service quality largely depends on 
employees' ability to utilize digital systems, digital transformation is expected to play an 
even more critical role. Employees who are supported by integrated digital technologies 
can deliver faster services, improve communication with guests, reduce operational 
errors, and enhance overall service experiences. Therefore, digital transformation is 
expected to positively influence employee digital performance. 
 
H1: Digital transformation has a positive and significant effect on employee digital 
performance. 
 
HR Upskilling and Digital Performance 
Human resource upskilling refers to continuous organizational efforts to enhance 
employees' knowledge, technical competencies, and digital capabilities to meet evolving 
job requirements. As digital technologies continue to transform organizational 
operations, employees are expected to acquire new competencies that enable them to 
operate digital systems effectively and adapt to rapidly changing technological 
environments (Lee & Hallak, 2020). HR upskilling, therefore, becomes an essential 
organizational strategy to ensure that technological investments generate optimal 
organizational benefits. 
 
Previous studies have demonstrated that training programs focusing on digital 
competencies improve employees' confidence, technological proficiency, problem-
solving ability, and work efficiency (Sarala et al., 2025). Employees who continuously 
participate in digital competency development programs are generally more capable of 
utilizing organizational information systems, digital communication platforms, and 
technology-based operational applications. Consequently, organizations investing in 
employee competency development tend to experience higher digital capability and 
superior organizational performance (Gkika et al., 2025). 
 
Within the hospitality industry, HR upskilling includes training related to digital reservation 
systems, customer relationship management applications, digital marketing platforms, 
cloud-based collaboration systems, and data security practices. These competencies 
enable employees to provide faster services, improve operational accuracy, and respond 
more effectively to customers' needs. Accordingly, HR upskilling is expected to improve 
employee digital performance. 
 
H2: HR upskilling has a positive and significant effect on employee digital performance. 
 
Individual Readiness as a Moderator of Digital Transformation and Digital 
Performance 
Although digital transformation provides organizations with advanced technological 
capabilities, its effectiveness ultimately depends on employees' willingness and 
readiness to adopt technological change. Readiness for Change Theory suggests that 
employees possessing higher psychological readiness demonstrate stronger 
acceptance of innovation, greater learning motivation, and lower resistance to 
organizational change (Hasani et al., 2024). Consequently, technological investments 
are more likely to produce positive outcomes when employees are psychologically 
prepared to utilize newly implemented systems. 
 
Employees with high levels of individual readiness tend to perceive digital transformation 
as an opportunity for personal development rather than a threat to existing work 
practices. They are more willing to learn new technologies, experiment with digital 
applications, and integrate digital systems into their daily work activities. Conversely, 
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employees with lower readiness frequently experience uncertainty, technological 
anxiety, and resistance that reduce the effectiveness of digital transformation initiatives 
(Sultana et al., 2025). 
 
Therefore, individual readiness is expected to strengthen the positive influence of digital 
transformation on employee digital performance because psychologically prepared 
employees can maximize the benefits provided by organizational digital technologies. 
 
H3: Individual readiness positively moderates the effect of digital transformation on digital 
performance. 
 
Individual Readiness as a Moderator of HR Upskilling and Digital Performance 
The effectiveness of HR upskilling programs also depends on employees' readiness to 
learn, accept feedback, and continuously develop their competencies. Employees who 
demonstrate higher readiness generally possess stronger intrinsic motivation to 
participate in training activities, apply newly acquired knowledge, and improve their work 
performance. Consequently, training programs are expected to produce greater 
improvements in digital performance among employees with higher readiness. 
 
Previous studies have suggested that psychological readiness facilitates learning 
effectiveness because employees become more actively engaged in competency 
development activities and are more willing to apply new knowledge in workplace 
settings (Hasani et al., 2024; Sultana et al., 2025). In contrast, employees with low 
readiness may participate in training programs without fully adopting newly acquired 
competencies into their daily work practices. As a result, organizational investments in 
HR upskilling may not generate optimal performance improvements. 
 
Within hospitality organizations, where continuous adaptation to technological innovation 
is essential for maintaining service quality, employees' readiness becomes an important 
condition determining the effectiveness of competency development programs. 
Therefore, individual readiness is expected to strengthen the positive relationship 
between HR upskilling and employee digital performance. 
 
H4: Individual readiness positively moderates the effect of HR upskilling on digital 
performance. 
 
Conceptual Framework 
Based on the TOE Framework and Readiness for Change Theory, this study proposes 
a conceptual framework to explain the relationships among digital transformation, HR 
upskilling, individual readiness, and employee digital performance in the hospitality 
industry. The framework assumes that organizational digital performance is influenced 
by both technological capability and human resource capability. Digital transformation 
represents the organization's technological capability to integrate digital technologies 
into business operations, while HR upskilling reflects organizational efforts to 
continuously develop employees' digital competencies. Both variables are expected to 
directly improve employee digital performance by enabling employees to utilize digital 
technologies more effectively in performing their daily tasks. 
 
In addition to these direct relationships, this study incorporates individual readiness as a 
moderating variable. Individual readiness reflects employees' psychological 
preparedness, confidence, motivation, and willingness to accept and implement 
technological changes within the organization. Employees with higher levels of readiness 
are expected to maximize the benefits of digital transformation and HR upskilling 
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programs because they are more willing to adopt new technologies, continuously 
develop their competencies, and integrate digital systems into their work activities. 
Consequently, individual readiness is expected to strengthen the positive influence of 
digital transformation and HR upskilling on employee digital performance. 
 
Accordingly, the proposed conceptual framework consists of two exogenous variables, 
namely digital transformation and HR upskilling, one endogenous variable, namely digital 
performance, and one moderating variable, namely individual readiness. The direct 
relationships are represented by H1 and H2, while the moderating effects of individual 
readiness are represented by H3 and H4. Figure 1 illustrates the proposed conceptual 
framework of this study. 
 
Figure 1. Research Concept Framework 

 
 
Figure 1 presents the proposed conceptual framework in which Digital Transformation 
and HR Upskilling directly influence Digital Performance, while Individual Readiness 
moderates both relationships. 
 

RESEARCH METHOD 
 
Research Design 
This study employed a quantitative research approach using an explanatory research 
design to examine the causal relationships among digital transformation, HR upskilling, 
individual readiness, and employee digital performance in the hospitality industry. An 
explanatory approach was considered appropriate because the primary objective of this 
study was to test the proposed hypotheses and examine the moderating effect of 
individual readiness on the relationships between digital transformation, HR upskilling, 
and digital performance. Data were collected through a cross-sectional survey using a 
structured questionnaire administered to employees working in hospitality organizations 
in Bali. The questionnaire consisted of closed-ended questions measured using a five-
point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The constructs 
and measurement indicators were adapted from previously validated studies and 
modified to fit the context of the hospitality industry. 
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Population and Sample 
The population of this study comprised employees working in hotels, villas, restaurants, 
and other hospitality organizations operating in Bali that had implemented digital 
technologies in their daily business operations. Since not all members of the population 
met the objectives of this research, purposive sampling was employed as the sampling 
technique. Respondents were selected based on several criteria, including being 
permanent or contract employees, having worked in the organization for at least six 
months, actively utilizing digital technologies or digital information systems in their daily 
work, and having participated in organizational digital training or HR upskilling programs. 
A total of 200 respondents were considered adequate because the proposed PLS-SEM 
model contains four latent constructs and one moderating effect, with fewer than 30 
indicators. According to Hair et al. (2021), such a model requires approximately 150–200 
observations to achieve sufficient statistical power (power > 0.80) and stable parameter 
estimation. Therefore, the sample of 200 respondents is appropriate for estimating both 
the direct and moderating relationships proposed in this study. 
 
Data Collection 
Primary data were collected using a structured questionnaire distributed both online 
through Google Forms and offline to employees working in hospitality organizations 
across Bali. Before large-scale distribution, the questionnaire was reviewed to ensure 
content validity and clarity of measurement items. The questionnaire consisted of four 
constructs: Digital Transformation, HR Upskilling, Individual Readiness, and Digital 
Performance. Each construct was measured using multiple indicators adapted from 
previous studies and evaluated using a five-point Likert scale ranging from strongly 
disagree to strongly agree. 
 
Variable Measurement 
Digital Transformation was measured using indicators reflecting the extent of digital 
technology implementation, digital system integration, accessibility of digital information, 
and organizational digital support adopted from Lazzeretti et al. (2025), Li et al. (2023), 
and Mollah et al. (2024). HR Upskilling was measured through indicators assessing the 
frequency of digital training, effectiveness of training programs, relevance of acquired 
competencies, and improvement of employees' digital skills following training based on 
Gkika et al. (2025), Lee & Hallak (2020), and Sarala et al. (2025). Individual Readiness 
was measured using indicators representing employees' confidence in organizational 
change, psychological readiness, willingness to learn digital technologies, and 
acceptance of new working methods, adapted from Hasani et al. (2024) and Sultana et 
al. (2025). Digital Performance was measured using indicators related to employees' 
capability to utilize digital technologies, perform technology-based tasks efficiently, 
collaborate through digital platforms, and improve work effectiveness following Gontur et 
al. (2023), Mushi (2024), and Setia et al. (2013). 
 
Data Analysis Techniques 
The collected data were analyzed using Partial Least Squares Structural Equation 
Modeling (PLS-SEM) with SmartPLS software because this analytical technique is 
appropriate for simultaneously examining multiple relationships among latent variables 
and assessing moderating effects. The analysis began with descriptive statistics to 
summarize respondents' demographic characteristics and describe the distribution of 
responses for each research variable. Subsequently, the measurement model (outer 
model) was evaluated by examining indicator reliability, convergent validity, discriminant 
validity, and internal consistency reliability through loading factors, Average Variance 
Extracted (AVE), Composite Reliability (CR), Cronbach's Alpha, the Heterotrait–
Monotrait Ratio (HTMT), and the Fornell–Larcker criterion. 
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After confirming that the measurement model satisfied the recommended validity and 
reliability thresholds, the structural model (inner model) was evaluated. The structural 
analysis examined the direct effects of Digital Transformation and HR Upskilling on 
Digital Performance, as well as the moderating effects of Individual Readiness. 
Hypothesis testing was conducted using the bootstrapping procedure by evaluating path 
coefficients (β), t-statistics, and p-values. In addition, the explanatory power and 
predictive capability of the proposed model were assessed through the coefficient of 
determination (R²), predictive relevance (Q²), effect size (f²), and the Standardized Root 
Mean Square Residual (SRMR). The moderating role of Individual Readiness was 
analyzed using the interaction-term approach implemented in SmartPLS to determine 
whether psychological readiness strengthened the relationships between Digital 
Transformation, HR Upskilling, and Digital Performance. 
 

RESULTS 
 
Respondents’ Demographic Profile 
A total of 200 employees working in hotels, villas, restaurants, and other hospitality 
organizations in Bali participated in this study. The respondents represented 
organizations that had implemented digital technologies in their daily operations. Most 
respondents had more than one year of work experience and regularly utilized digital 
systems in carrying out operational activities. The demographic profile of respondents is 
presented in Table 1. 
 
Table 1. Respondents' Demographic Profile 

Item Characteristics Frequency (n) Percentage (%) 

Gender 
Male 118 59 

Female 82 41 

Age 

20–30 years 74 37 

31–40 years 88 44 

>40 years 38 19 

Education 

Diploma 63 31.5 

Bachelor 115 57.5 

Master 22 11 

Working 
Experience 

6–12 months 31 15.5 

1–3 years 97 48.5 

>3 years 72 36 

 
Table 1 shows that the majority of respondents were male (59%), aged between 31 and 
40 years (44%), held a bachelor's degree (57.5%), and had between one and three years 
of working experience (48.5%). These characteristics indicate that most respondents 
possessed adequate experience and digital exposure to evaluate digital transformation 
and HR upskilling practices within their organizations. 
 
Measurement Model (Outer Model) 
Table 2. Convergent Validity and Reliability 

Construct Loading AVE CR Cronbach Alpha 

Digital Transformation 0.744–0.891 0.682 0.914 0.883 

HR Upskilling 0.735–0.902 0.694 0.920 0.891 

Individual Readiness 0.751–0.914 0.718 0.927 0.903 

Digital Performance 0.762–0.908 0.704 0.923 0.896 
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Table 2 shows that all indicator loadings exceeded the recommended threshold of 0.70, 
indicating satisfactory indicator reliability. Furthermore, the AVE values were greater 
than 0.50, confirming convergent validity. CR and Cronbach's Alpha values were also 
above 0.70 for all constructs, demonstrating strong internal consistency reliability. 
 
Model Strength 
Table 3. Discriminant Validity (HTMT) 

Construct DT UPS IR DP 

DT —    

UPS 0.643 —   

IR 0.511 0.573 —  

DP 0.688 0.671 0.584 — 

 
Table 3 shows that all HTMT values were below the recommended threshold of 0.85, 
indicating satisfactory discriminant validity. Therefore, each construct is empirically 
distinct from the others and measures different conceptual domains. 
 
Table 4. Fornell–Larcker Criterion 

Construct DT UPS IR DP 

DT 0.826 
   

UPS 0.643 0.833 
  

IR 0.511 0.573 0.847 
 

DP 0.688 0.671 0.584 0.839 

 
Table 4 shows that the square root of the AVE for each construct is greater than its 
correlations with other constructs, thereby satisfying the Fornell–Larcker criterion and 
further confirming discriminant validity. 
 
Structural Model 
Table 5. Model Strength 

Variable Value 

R² Digital Performance 0.647 

Q² 0.452 

SRMR 0.064 

 
Table 5 shows that the coefficient of determination (R²) for Digital Performance is 0.647, 
indicating that Digital Transformation, HR Upskilling, and Individual Readiness jointly 
explain 64.7% of the variance in Digital Performance. Moreover, the Q² value of 0.452 
confirms that the structural model possesses satisfactory predictive relevance, while the 
SRMR value of 0.064 indicates an acceptable model fit. 
 
Table 6. Hypothesis Testing 

Hypothesis and Analysis Path Coefficient (β) t-statistics p-values Decision 

H1 DT → DP 0.412 6.287 0.000 Supported 

H2 UPS → DP 0.356 5.144 0.000 Supported 

H3 DT × IR → DP 0.167 2.621 0.009 Supported 

H4 UPS × IR → DP 0.142 2.115 0.035 Supported 

 
Table 6 shows that all proposed hypotheses are supported. Digital Transformation has 
a positive and significant effect on Digital Performance (β = 0.412, p < 0.001), supporting 
H1. HR Upskilling also positively influences Digital Performance (β = 0.356, p < 0.001), 
supporting H2. Furthermore, Individual Readiness significantly moderates the 
relationship between Digital Transformation and Digital Performance (β = 0.167, p = 
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0.009), as well as the relationship between HR Upskilling and Digital Performance (β = 
0.142, p = 0.035). These findings indicate that employees' psychological readiness 
strengthens the effectiveness of digital transformation and competency development 
initiatives in improving digital performance. 
 

DISCUSSION 
 
The Effect of Digital Transformation on Digital Performance 
The results indicate that digital transformation has a positive and significant effect on 
employee digital performance (β = 0.412, p < 0.001). Therefore, H1 is supported. These 
findings suggest that the implementation of digital technologies enables employees to 
perform their work more efficiently, accurately, and collaboratively through integrated 
digital systems. Digital transformation facilitates faster information exchange, 
streamlines operational processes, and improves communication among employees, 
ultimately enhancing digital performance within hospitality organizations. 
 
These findings are consistent with the TOE Framework, which emphasizes that 
technological capability serves as a critical organizational resource for improving 
operational effectiveness. By integrating digital technologies into daily business 
operations, organizations provide employees with the necessary infrastructure to 
perform digital-based tasks more productively. 
 
The findings are also consistent with previous studies conducted by Jia et al. (2024), 
Lazzeretti et al. (2025), Li et al. (2023), and Mollah et al. (2024), which reported that 
digital transformation significantly enhances employee productivity and organizational 
performance. Within the hospitality industry, digital reservation systems, customer 
relationship management platforms, and integrated operational technologies improve 
service quality while increasing employees' digital capabilities. Therefore, organizations 
should continuously invest in digital transformation initiatives to strengthen employee 
digital performance and maintain a sustainable competitive advantage. 
 
The Effect of HR Upskilling on Digital Performance 
The empirical findings demonstrate that HR upskilling positively and significantly 
influences employee digital performance (β = 0.356, p < 0.001). Therefore, H2 is 
supported. This result indicates that continuous competency development enables 
employees to acquire the digital knowledge and technical skills necessary to utilize 
organizational technologies effectively. Employees who regularly participate in digital 
training programs become more competent in operating digital systems and adapting to 
technological changes. 
 
From the perspective of Human Capital Theory, investments in employee competency 
development increase organizational capability because employees become more 
productive and capable of responding to technological innovation. Consequently, HR 
upskilling represents a strategic organizational investment that supports successful 
digital transformation. 
 
These findings corroborate previous studies by Gkika et al. (2025), Lee & Hallak (2020), 
and Sarala et al. (2025), which concluded that competency development significantly 
improves employees' digital capability and work performance. In hospitality 
organizations, continuous digital training contributes to better customer service, higher 
operational efficiency, and improved organizational competitiveness. 
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The Moderating Role of Individual Readiness on the Relationship between Digital 
Transformation and Digital Performance 
The findings reveal that individual readiness significantly strengthens the positive 
relationship between digital transformation and employee digital performance (β = 0.167, 
p = 0.009). Therefore, H3 is supported. This finding suggests that employees who 
possess higher levels of psychological readiness are more capable of maximizing the 
benefits of organizational digital transformation. They are more willing to adopt new 
technologies, modify existing work practices, and continuously improve their digital 
competencies. 
 
Readiness for Change Theory argues that employees' beliefs, confidence, and 
motivation determine the effectiveness of organizational change initiatives. Even when 
organizations invest substantially in digital technologies, the expected performance 
improvements may not be fully realized if employees are reluctant to embrace 
technological change. 
 
These findings are consistent with Hasani et al. (2024), Sitiari et al. (2026), and Sultana 
et al. (2025), who found that psychological readiness significantly enhances employees' 
acceptance of innovation and organizational change. Within the hospitality industry, 
employees who demonstrate higher readiness are more likely to utilize digital reservation 
systems, customer relationship management platforms, and operational technologies 
effectively, thereby maximizing digital performance. 
 
The Moderating Role of Individual Readiness on the Relationship between HR 
Upskilling and Digital Performance 
The results further demonstrate that individual readiness positively moderates the 
relationship between HR upskilling and digital performance (β = 0.142, p = 0.035). 
Therefore, H4 is supported. This finding indicates that employees with greater readiness 
derive more benefits from competency development programs because they are more 
motivated to learn, apply newly acquired knowledge, and continuously improve their 
digital capabilities. 
 
Psychologically prepared employees tend to actively engage in organizational training 
programs, resulting in more effective knowledge transfer and stronger behavioral 
changes following competency development activities. Consequently, HR upskilling 
generates greater improvements in digital performance when employees demonstrate 
high readiness for organizational change. 
 
These findings support previous research by Hasani et al. (2024) and Sultana et al. 
(2025), which emphasized that readiness enhances employees' learning effectiveness 
and technology adoption. Therefore, hospitality organizations should integrate 
competency development initiatives with organizational change management strategies 
that strengthen employees' psychological readiness, ensuring that investments in HR 
upskilling produce sustainable improvements in digital performance. 
 
Research Implications 
Theoretical Implications 
This study contributes to the literature on digital transformation by demonstrating that 
digital transformation and HR upskilling are complementary organizational capabilities 
that jointly improve employee digital performance. While previous studies have generally 
examined these variables independently, this research integrates both constructs within 
a single conceptual framework and confirms their simultaneous contribution to digital 
performance in the hospitality industry. Another important theoretical contribution is the 
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incorporation of Individual Readiness as a moderating variable. The findings 
demonstrate that employees' psychological readiness strengthens the effectiveness of 
both digital transformation and HR upskilling initiatives. This result extends the TOE 
Framework by emphasizing that technological capability alone is insufficient to generate 
superior organizational outcomes without employees' readiness to adopt organizational 
change. 
 
Furthermore, this study enriches Readiness for Change Theory by providing empirical 
evidence that employees' willingness, confidence, and motivation to embrace 
technological innovation significantly determine the effectiveness of digital 
transformation programs. Consequently, the study offers a more comprehensive 
explanation of digital performance by integrating technological, organizational, and 
behavioral perspectives within a single research model. 
 
Practical Implications 
The findings provide several practical implications for managers in hospitality 
organizations. First, organizations should continue investing in digital transformation 
initiatives by implementing integrated digital technologies that support operational 
efficiency, customer service, and internal communication. Such investments should not 
be viewed solely as technological improvements but as strategic resources that enhance 
employees' digital performance. 
 
Second, hospitality organizations should establish continuous HR upskilling programs 
that focus on developing digital competencies. Regular training related to digital 
reservation systems, customer relationship management platforms, cloud-based 
collaboration tools, and digital problem-solving skills will enable employees to utilize 
digital technologies more effectively and adapt to rapidly changing business 
environments. 
 
Third, managers should recognize that the success of digital transformation depends not 
only on technological investment but also on employees' psychological readiness. 
Organizations are therefore encouraged to implement structured change management 
strategies, including transparent communication, coaching, mentoring, employee 
involvement, and readiness assessment programs before introducing new digital 
technologies. 
 
Finally, hospitality organizations should integrate digital transformation strategies with 
human resource development policies. By simultaneously strengthening technological 
infrastructure, employee competencies, and psychological readiness, organizations will 
be better positioned to improve digital performance, service quality, operational 
efficiency, and long-term organizational competitiveness. 
 

CONCLUSION 
 
The results of this study show that digital transformation and upskilling of human 
resources are two very important factors in improving the digital performance of 
employees in the hospitality industry in Bali. Digital transformation has been proven to 
be able to improve workflows, accelerate access to information, and strengthen 
operational efficiency through the use of integrated digital systems. Similarly, HR 
upskilling contributes significantly to improving employees' digital literacy, technical 
skills, and adaptability to new technologies. The study also confirms that individual 
readiness for change plays a strong moderating role in both relationships. Employees 
who have a high level of readiness show a more positive response to technology and 
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training, so that they are able to optimize the use of digital systems in their daily work. 
On the other hand, employees with low readiness show more limited achievement, even 
though the organization has undergone technology development and training. These 
findings confirm that the success of digitalization in the hospitality sector does not only 
rely on the application of technology and training, but also on the psychological readiness 
of employees to accept change. Therefore, organizations need to balance digital 
investment with HR development strategies and change management so that digital 
performance can improve optimally and sustainably. 
 
LIMITATION 
This study has several limitations that should be considered when interpreting the 
findings. First, the study employed a cross-sectional research design, which captures 
respondents' perceptions at a single point in time. Consequently, causal relationships 
among the research variables should be interpreted with caution. Future studies are 
encouraged to adopt longitudinal research designs to better understand the dynamic 
effects of digital transformation and HR upskilling on employee digital performance over 
time. 
 
Second, this research was conducted exclusively within the hospitality industry in Bali. 
Although the hospitality sector represents an appropriate context for investigating digital 
transformation, the findings may not be fully generalizable to other industries or 
geographical regions. Future research is therefore recommended to examine different 
industrial sectors and broader geographical contexts to improve the generalizability of 
the findings. 
 
Third, this study focused on digital transformation, HR upskilling, individual readiness, 
and digital performance. Other organizational and individual factors, such as digital 
leadership, organizational culture, innovation capability, digital mindset, organizational 
learning, and technology acceptance, were not incorporated into the research model. 
Future studies may include these variables to develop a more comprehensive 
understanding of employee digital performance in the digital era. 
 
ACKNOWLEDGMENT 
The authors would like to express their sincere appreciation to all employees working in 
hotels, villas, restaurants, and other hospitality organizations in Bali who voluntarily 
participated in this study by completing the research questionnaire. The authors also 
gratefully acknowledge the valuable support provided by the participating organizations 
during the data collection process. Finally, the authors appreciate the constructive 
comments and suggestions provided by the reviewers and editors, which have 
significantly improved the quality of this manuscript. 
 
DECLARATION OF CONFLICTING INTERESTS 
The authors declare that there are no conflicts of interest regarding the publication of this 
article. The research was conducted independently, and the authors have no financial, 
professional, or personal relationships that could have influenced the research design, 
data collection, analysis, interpretation of the findings, or the preparation of this 
manuscript. 
 

REFERENCES 
 
Alshagawi, M., & Mabkhot, H. (2024). The impact of strategic entrepreneurship, 

entrepreneurial marketing, and entrepreneurship values on small and medium 

https://www.ejournal.aibpmjournals.com/index.php/IJABIM


 
 
International Journal of Applied Business & International Management (IJABIM) 
Vol. 11 No. 2, pp. 495-513, August, 2026 
E-ISSN: 2621-2862 P-ISSN: 2614-7432 
https://www.ejournal.aibpmjournals.com/index.php/IJABIM 
 

510 
 
 

enterprises' performance: Evidence from Saudi Arabia. Cogent Business & 
Management, 11(1), 2316947. https://doi.org/10.1080/23311975.2024.2316947 

Becker, G. S. (1964). Human Capital: A Theoretical and Empirical Analysis, With Special 
Reference to Education. National Bureau of Economic Research. 

Binsar, F., Mursitama, T. N., Hamsal, M., & Rahim, C. W. (2024). Determinants of digital 
adoption capability for service performance in Indonesian hospitals: A conceptual 
model. Journal of Systems and Management Sciences, 14(2), 188–213. 
https://doi.org/10.33168/JSMS.2024.0212 

Gana, F., Lay, E., Dethan, F. M., & Foeh, R. (2024). Service digitalization innovation 
model as development strategy and policy at Bank NTT Indonesia. Journal of 
Infrastructure, Policy and Development, 8(8), 3053. 
https://doi.org/10.24294/jipd.v8i8.3053 

Gkika, E. C., & Kargas, A. (2025). Unveiling digital maturity: Key drivers of digital 
transformation in the Greek business ecosystem. Administrative Sciences, 15(3), 
96. https://doi.org/10.3390/admsci15030096 

Gontur, S., Seyi, A. O., Bakshak, Y. S., & Awoena, F. D. (2023). Do digital marketing 
impact business performance? Emerging views from managers and owners of 
micro, small and medium-scale enterprises in Nigeria. Journal of Business & 
Management, 1(3), 206–224. https://doi.org/10.47747/jbm.v1i3.1143 

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., Danks, N. P., & Ray, S. (2021). 
Partial Least Squares Structural Equation Modeling (PLS-SEM) Using R: A 
Workbook. Springer Nature. 

Hanandeh, A., Haddad, E., Najdawi, S., & Kilani, Q. (2024). The impact of digital 
marketing, social media, and digital transformation on the development of digital 
leadership abilities and the enhancement of employee performance: A case study 
of the Amman Stock Exchange. International Journal of Data and Network 
Science, 8(3), 1915–1928. https://doi.org/10.5267/j.ijdns.2024.1.021 

Hasani, T., Rezania, D., & Mohammadi, M. (2024). Towards a framework for successful 
metaverse adoption in small and medium-sized enterprises: An exploratory 
study. International Journal of Engineering Business Management, 16, 1–34. 
https://doi.org/10.1177/18479790241257118 

Hendijani, R. B., & Jaszus, K. (2024). The rise of virtual food tourism experiences: 
Integrating diffusion of innovation theory and self-determination theory. Tourism 
and Hospitality Management, 30(2), 249–258. 
https://doi.org/10.20867/thm.30.2.8 

Jamil, M. I. M. (2024). A discourse of the underlying concepts of digital transformation 
for MSMEs. In Digital Technologies in Modeling and Management: Insights in 
Education and Industry (pp. 1–20). IGI Global. https://doi.org/10.4018/978-1-
6684-9576-6.ch001 

Jara-Amézaga, C. (2023). The impact of YouTube in tourism destinations: A 
methodological proposal to qualitatively measure image positioning—Case: 
Saudi Arabia. Sustainability, 15(13), 9879. https://doi.org/10.3390/su15139879 

Jia, Y., Cui, L., Su, J., Wu, L., Akter, S., & Kumar, A. (2024). Digital servitization in digital 
enterprise: Leveraging digital platform capabilities to unlock data value. 
International Journal of Production Economics, 278, 109434. 
https://doi.org/10.1016/j.ijpe.2024.109434 

Komala, A. R., & Firdaus, D. W. (2023). Improving the quality of financial statements and 
the survival of MSMEs through the digital economy: The case of Indonesia and 
Malaysia. Journal of Eastern European and Central Asian Research, 10(5), 752–
763. https://doi.org/10.15549/jeecar.v10i5.1435 

Lazzeretti, L., Oliva, S., Innocenti, N., & Capone, F. (2025). Rethinking culture and 
creativity in the digital transformation. European Planning Studies,  33(5), 671–
679. https://doi.org/10.1080/09654313.2022.2052018 

https://www.ejournal.aibpmjournals.com/index.php/IJABIM
https://doi.org/10.1080/23311975.2024.2316947
https://doi.org/10.33168/JSMS.2024.0212
https://doi.org/10.24294/jipd.v8i8.3053
https://doi.org/10.3390/admsci15030096
https://doi.org/10.47747/jbm.v1i3.1143
https://doi.org/10.5267/j.ijdns.2024.1.021
https://doi.org/10.1177/18479790241257118
https://doi.org/10.20867/thm.30.2.8
https://doi.org/10.4018/978-1-6684-9576-6.ch001
https://doi.org/10.4018/978-1-6684-9576-6.ch001
https://doi.org/10.3390/su15139879
https://doi.org/10.1016/j.ijpe.2024.109434
https://doi.org/10.15549/jeecar.v10i5.1435
https://doi.org/10.1080/09654313.2022.2052018


 
 
International Journal of Applied Business & International Management (IJABIM) 
Vol. 11 No. 2, pp. 495-513, August, 2026 
E-ISSN: 2621-2862 P-ISSN: 2614-7432 
https://www.ejournal.aibpmjournals.com/index.php/IJABIM 
 

511 
 
 

Lee, C., & Hallak, R. (2020). Investigating the effects of offline and online social capital 
on tourism SME performance: A mixed-methods study of New Zealand 
entrepreneurs. Tourism Management, 80, 104128. 
https://doi.org/10.1016/j.tourman.2020.104128 

Li, J., Zhang, G., Ned, J. P., & Sui, L. (2023). How does digital finance affect green 
technology innovation in the polluting industry? Based on the serial two-mediator 
model of financing constraints and research and development (R&D) 
investments. Environmental Science and Pollution Research, 30(29), 74141–
74152. https://doi.org/10.1007/s11356-023-27593-y. 

Martadiani, A. A. M., Setini, M., Asih, D., & Wiradarma, M. P. S. (2026). Moderating role 
of Tri Hita Karana on work systems, engagement, and turnover intention in Bali 
hospitals. International Journal of Applied Business & International Management, 
11(1), 86–102. https://doi.org/10.32535/ijabim.v11i1.4348 

Mollah, M. A., Amin, M. B., Debnath, G. C., Hosain, M. S., Rahaman, M. A., & Abdullah, 
M. (2024). Nexus among digital leadership, digital transformation, and digital 
innovation for sustainable financial performance: Revealing the influence of 
environmental dynamism. Sustainability, 16(18), 8023. 
https://doi.org/10.3390/su16188023 

Mushi, H. M. (2024). Digital marketing strategies and SMEs performance in Tanzania: 
insights, impact, and implications. Cogent Business and Management, 11(1), 
2415533. https://doi.org/10.1080/23311975.2024.2415533 

Putra, I. B. U., Setini, M., Udayana, I. B. N., Soelton, M., & Sarmento, O. I. R. (2026). 
Artificial intelligence in HRM: Threat or opportunity for employee engagement? 
Asia Pacific Journal of Management and Education, 9(1), 39–56. 
https://doi.org/10.32535/apjme.v9i1.4346 

Sarala, R. M., Post, C., Doh, J., & Muzio, D. (2025). Advancing research on the future of 
work in the age of artificial intelligence (AI). Journal of Management 
Studies, 62(5), 1863–1884. https://doi.org/10.1111/joms.13195 

Setia, P., Venkatesh, V., & Joglekar, S. (2013). Leveraging digital technologies: How 
information quality leads to localized capabilities and customer service 
performance. MIS Quarterly: Management Information Systems, 37(2), 565–590. 
https://doi.org/10.25300/MISQ/2013/37.2.11 

Shebeen, T. M., Shanthi, R., & Mathiyarasan, M. (2024). Navigating industry 4.0: Skill 
development strategies for empowering MSMEs in the digital age. In Anticipating 
Future Business Trends: Navigating Artificial Intelligence Innovations: Volume 
2 (pp. 453-462). Springer Nature Switzerland. https://doi.org/10.1007/978-3-031-
63402-4_38 

Siddiqui, F., Yusheng, K., Ravina-Ripoll, R., & Aden, A. S. (2024). Dynamic firm 
performance: Entrepreneurship, knowledge, social media, customer relationship 
management, environment. South African Journal of Business 
Management, 55(1), 4346. https://doi.org/10.4102/sajbm.v55i1.4346 

Sitiari, N. W., Setini, M., Ningsih, A. P., & Yuda, C. K. (2026). Integrating Tri Hita Karana 
into entrepreneurial orientation for business sustainability in Balinese MSMEs. 
International Journal of Applied Business & International Management, 11(1), 
62–85. https://doi.org/10.32535/ijabim.v11i1.4521 

Sultana, R., Alam, M. Z., & Hasan, N. (2025). Understanding the emerging success 
factors gap of accounting information systems in developing countries – A 
systematic literature review. Journal of Accounting Literature. 
https://doi.org/10.1108/JAL-05-2024-0086 

Tornatzky, L. G., & Fleischer, M. (1990). The Processes of Technological Innovation. 
Lexington Books. 

 

https://www.ejournal.aibpmjournals.com/index.php/IJABIM
https://doi.org/10.1016/j.tourman.2020.104128
https://doi.org/10.1007/s11356-023-27593-y
https://doi.org/10.32535/ijabim.v11i1.4348
https://doi.org/10.3390/su16188023
https://doi.org/10.1080/23311975.2024.2415533
https://doi.org/10.32535/apjme.v9i1.4346
https://doi.org/10.1111/joms.13195
https://doi.org/10.25300/MISQ/2013/37.2.11
https://doi.org/10.1007/978-3-031-63402-4_38
https://doi.org/10.1007/978-3-031-63402-4_38
https://doi.org/10.4102/sajbm.v55i1.4346
https://doi.org/10.32535/ijabim.v11i1.4521
https://doi.org/10.1108/JAL-05-2024-0086


 
 
International Journal of Applied Business & International Management (IJABIM) 
Vol. 11 No. 2, pp. 495-513, August, 2026 
E-ISSN: 2621-2862 P-ISSN: 2614-7432 
https://www.ejournal.aibpmjournals.com/index.php/IJABIM 
 

512 
 
 

ABOUT THE AUTHOR(S) 
 
1st Author 
Gede Suardana is a lecturer and researcher affiliated with the Department of Marketing 
Management, Faculty of Economics, Universitas Panji Sakti, Singaraja, Bali, Indonesia. 
He completed his undergraduate and master's education in Management with a 
specialization in Marketing Management. His research interests focus on digital 
marketing, digital transformation, entrepreneurship, business sustainability, hospitality 
management, and small and medium-sized enterprise (SME) development. Currently, 
he is actively engaged in teaching, research, and community service activities, 
particularly in the areas of business development, digital innovation, and sustainable 
organizational performance. 
Email: gede.suardana@unipas.ac.id 
ORCID ID: https://orcid.org/0009-0009-3292-9061 
 
2nd Author 
Made Setini is a lecturer and researcher affiliated with the Management Study Program, 
Faculty of Economics and Business, Universitas Warmadewa, Bali, Indonesia. She 
earned her bachelor's degree in Information Systems, a master's degree in 
Management, and a doctoral degree in Management. Her research interests include 
strategic marketing, digital marketing, entrepreneurship, innovation, artificial intelligence, 
organizational behavior, business sustainability, and SME development. She has 
published extensively in reputable international journals, including Scopus-indexed 
journals, particularly in the fields of digital transformation, knowledge sharing, social 
capital, open innovation, marketing performance, green marketing, consumer behavior, 
and human resource management. She actively participates in international research 
collaborations and community engagement programs supporting business innovation 
and sustainable development. 
Email: setini@warmadewa.ac.id 
ORCID ID: https://orcid.org/0000-0001-5041-5835 
 
3rd Author 
Sukmawati is a lecturer and researcher in the field of Management. She obtained her 
bachelor's and master's degrees in Management and completed her doctoral degree in 
Management. Her research interests include human resource management, 
organizational behavior, organizational commitment, organizational culture, job 
satisfaction, employee performance, knowledge management, public sector 
management, and strategic management. She has published numerous scholarly 
articles in reputable national and international journals, including Scopus-indexed 
journals, with research focusing on organizational performance, competency 
development, leadership, employee engagement, and public administration. In addition 
to her academic publications, she actively participates in collaborative research and 
community engagement programs that support organizational development, human 
resource capacity building, and sustainable institutional performance. 
Email: sukmawatiumi09@gmail.com 
 
4th Author 
Ahmad Soleh is a lecturer and researcher in the field of Economics and Management. 
He completed his undergraduate education in Economics and subsequently obtained his 
master's and doctoral degrees in Economics and Management. His research interests 
include regional economic development, human resource management, public sector 
management, digital marketing, financial management, organizational performance, and 
sustainable business development. He has published numerous scholarly articles in 

https://www.ejournal.aibpmjournals.com/index.php/IJABIM
mailto:gede.suardana@unipas.ac.id
https://orcid.org/0009-0009-3292-9061
mailto:setini@warmadewa.ac.id
https://orcid.org/0000-0001-5041-5835
mailto:sukmawatiumi09@gmail.com


 
 
International Journal of Applied Business & International Management (IJABIM) 
Vol. 11 No. 2, pp. 495-513, August, 2026 
E-ISSN: 2621-2862 P-ISSN: 2614-7432 
https://www.ejournal.aibpmjournals.com/index.php/IJABIM 
 

513 
 
 

reputable national and international journals, particularly in the areas of economic 
growth, public finance, organizational performance, digital business, marketing, and 
human resource management. In addition to his academic publications, he actively 
participates in research collaborations and community engagement programs focusing 
on regional economic development, business digitalization, financial literacy, and 
organizational capacity building. His current research emphasizes digital transformation, 
sustainable organizational performance, and public sector governance. 
Email: ahmadsoleh@unived.ac.id 
 
5th Author 
I Dewa Nyoman Arta Jiwa is a lecturer and researcher affiliated with the Department of 
Management, Faculty of Economics, Universitas Panji Sakti, Singaraja, Bali, Indonesia. 
He obtained his bachelor's and master's degrees in Management with a specialization in 
Marketing Management. His research interests focus on relationship marketing, strategic 
marketing, entrepreneurship, business sustainability, green innovation, marketing 
performance, customer loyalty, small and medium-sized enterprise (SME) development, 
and village-owned enterprises (BUMDes). He has published numerous scholarly articles 
in national and international journals, particularly in the areas of marketing strategy, 
organizational performance, innovation, relationship marketing, and sustainable 
business development. In addition to his academic publications, he actively participates 
in community service and collaborative research programs that promote 
entrepreneurship, SME empowerment, and sustainable local economic development in 
Bali. 
Email: idnarta0874@gmail.com 

https://www.ejournal.aibpmjournals.com/index.php/IJABIM
mailto:ahmadsoleh@unived.ac.id
mailto:idnarta0874@gmail.com

