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ABSTRAK  

Penelitian ini bertujuan untuk menganalisis peran kepemimpinan digital (digital 

leadership) dalam meningkatkan kapabilitas strategis sumber daya manusia 

(SDM) melalui mekanisme mediasi adopsi kecerdasan buatan (Artificial 

Intelligence/AI adoption) berdasarkan kerangka teori Dynamic Capability 

Theory. Pendekatan kuantitatif digunakan dengan pengumpulan data dari 230 

manajer dan profesional SDM pada organisasi berbasis teknologi di kawasan Asia 

Tenggara. Hasil penelitian menunjukkan bahwa kepemimpinan digital tidak 

berpengaruh langsung secara signifikan terhadap kapabilitas strategis SDM (p = 

0.467), yang berarti visi kepemimpinan saja belum cukup untuk mendorong 

transformasi SDM. Namun, kepemimpinan digital berpengaruh signifikan 

terhadap adopsi AI (p < 0.001), dan adopsi AI berpengaruh signifikan terhadap 

kapabilitas strategis SDM (p < 0.001). Selain itu, hasil mediasi menunjukkan 

bahwa adopsi AI memediasi secara penuh (full mediation) hubungan antara 

kepemimpinan digital dan kapabilitas strategis SDM. Temuan ini memperluas 

perspektif kapabilitas dinamis dengan mengidentifikasi adopsi AI sebagai 

mekanisme kunci yang mengubah visi kepemimpinan menjadi kapabilitas 

strategis organisasi. Secara praktis, organisasi disarankan untuk berinvestasi 

dalam pengembangan kepemimpinan digital dan sistem analitik SDM berbasis AI 

guna meningkatkan kelincahan, pembelajaran, dan daya saing berkelanjutan di era 

digital.  

Kata Kunci: Kepemimpinan Digital, Adopsi AI, Kapabilitas SDM Strategis, 

Kapabilitas Dinamis, Kelincahan Organisasi.   

ABSTRACT 

This study investigates the role of digital leadership in enhancing strategic human 

resource (HR) capabilities through the mediating mechanism of Artificial 

Intelligence (AI) adoption, based on the Dynamic Capability Theory framework. 
Using a quantitative approach, data were collected from 230 managers and HR 

professionals across technology-driven organizations in Southeast Asia. The 
results reveal that digital leadership has no significant direct effect on strategic 

HR capabilities (p = 0.467), indicating that leadership vision alone is insufficient 
to drive HR transformation. However, digital leadership significantly influences 

AI adoption (p < 0.001), and AI adoption has a strong positive effect on strategic 
HR capabilities (p < 0.001). Moreover, the mediation test confirms that AI 

adoption fully mediates the relationship between digital leadership and strategic 
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HR capabilities, highlighting that technological integration transforms leadership 

intent into measurable HR agility and strategic alignment. These findings extend 
the dynamic capability perspective by identifying AI adoption as a key mechanism 

linking leadership vision with organizational renewal. Practically, organizations 
are encouraged to invest in digital leadership development and AI-based HR 

analytics to foster adaptability, learning, and sustained competitiveness in the 
digital era. 

Keywords: Digital Leadership, AI Adoption, Strategic HR Capabilities, Dynamic 

Capability, Organizational Agility. 

 

A. INTRODUCTION  

The rapid advancement of digital technologies has transformed the way organizations 

operate, compete, and manage human resources. Artificial Intelligence (AI) has emerged as 

one of the most disruptive technologies reshaping business models, decision-making processes, 

and workforce management. In this context, organizations are increasingly recognizing that 

digital leadership plays a critical role in guiding digital transformation and fostering the 

strategic integration of AI across functional areas (Hisan & Amri, 2023). However, despite the 

growing awareness of digital transformation imperatives, many organizations still struggle to 

translate leadership vision into measurable strategic HR capabilities that sustain 

competitiveness (Park et al., 2022). 

Existing studies on digital transformation and leadership Fairman et al. (2020) have 

primarily focused on the technological or cultural aspects of digitalization, with limited 

attention to the mechanism through which digital leadership enhances strategic human resource 

(HR) capabilities (Yin et al., 2023). Moreover, while AI adoption has been widely discussed 

in the domains of technology management and innovation, its strategic role as a mediating 

capability that links leadership with HR agility remains underexplored (Faisal et al., 2021). 

This reveals a phenomenon gap, where firms adopt AI tools but fail to leverage them to develop 

dynamic HR competencies such as adaptability, data-driven decision-making, and strategic 

alignment (Alexandro & Basrowi, 2024). 

Perspective of dynamic capability theory according to Kessy et al. (2024), digital 

leadership can be seen as a higher-order capability that enables organizations to sense 

technological opportunities, seize AI-driven innovations, and transform HR functions to 

achieve strategic flexibility (Azzam et al., 2023). Nevertheless, empirical research explaining 

how digital leadership and AI adoption interact to strengthen strategic HR capabilities, 
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especially in emerging economies, remains limited. This gap is particularly relevant for firms 

in Southeast Asia, where digital transformation is accelerating but organizational readiness and 

leadership competencies vary widely (Philip et al., 2023). 

Therefore, this study aims to examine the influence of digital leadership on strategic HR 

capabilities through the mediating role of AI adoption (Srivastava et al., 2023). Specifically, it 

investigates how leadership behaviors that emphasize vision, innovation, and digital literacy 

can drive AI utilization to enhance HR agility and strategic integration. The findings are 

expected to contribute to the literature on dynamic capabilities by identifying AI adoption as a 

pivotal mechanism transforming leadership intent into sustainable organizational capability 

(Mollah et al., 2023). Practically, the study offers insights for managers and HR leaders seeking 

to build data-driven, adaptive, and strategically aligned workforces in the era of digital 

transformation. 

Dynamic Capability Theory (DCT) explains how organizations maintain competitiveness 

in rapidly changing environments by developing the ability to sense, seize, and transform 

opportunities. In this study’s context, digital leadership acts as a higher-order capability that 

guides organizations to sense digital opportunities and lead transformation. AI adoption 

functions as a mediating mechanism that enables firms to seize these opportunities by 

converting leadership vision into intelligent operations (Winarno et al., 2021). Meanwhile, 

strategic HR capabilities represent the transformational outcome, reflecting the organization’s 

capacity to continuously adapt, learn, and realign resources to sustain long-term competitive 

advantage in the digital era (Al Dulaimi & Al-Hindawy, 2023). 

Digital leadership has evolved beyond the traditional view of managing technological 

initiatives; it now represents a strategic renewal capability that integrates technology, people, 

and processes into an adaptive organizational system (Meirinawati et al., 2018). Rather than 

merely reacting to technological turbulence, effective digital leaders actively orchestrate 

change through strategic foresight and continuous learning (Shin et al., 2023). From a dynamic 

capability perspective, digital leadership functions as a meta-capability that enables firms to 

sense emerging technological disruptions, seize new digital opportunities, and transform 

existing business models in alignment with evolving market logics (Ghamrawi & M. Tamim, 

2023). 

That leadership in the digital era extends beyond hierarchical influence; it is a social and 

cognitive infrastructure that binds internal communication, digital culture, and organizational 
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learning into a coherent transformation process (Philip et al., 2023). This leadership approach 

redefines managerial roles from controllers of resources to architects of digital ecosystems, 

fostering collaborative networks and data-driven decision-making (Yin et al., 2023). 

Organizations led by digital-savvy leaders demonstrate a higher capacity to reconfigure 

strategic resources including human capital, digital platforms, and AI tools to sustain 

competitive advantage in volatile environments. Such leaders not only manage technology 

adoption but also shape the organizational mindset toward experimentation, knowledge 

sharing, and evidence-based innovation. Thus, digital leadership acts as a catalyst of dynamic 

capabilities, turning technological uncertainty into a source of strategic learning and renewal 

(Tigre et al., 2025). 

Digital leadership represents a transformational capability that enables organizations to 

navigate technological turbulence through vision, agility, and innovation. As highlighted by 

Hisan & Amri (2023), digital leaders are expected to integrate innovation into the 

organizational fabric, promoting adaptability and performance improvement through creative 

work behaviors. In the same vein, Hussein et al. (2024) emphasize that leadership is a central 

social element in building digital capability development linking internal communication, 

culture, and learning into a coherent system that drives organizational readiness for digital 

transformation. 

Under Dynamic Capability Theory, digital leadership acts as a higher-order capability 

that helps organizations sense, seize, and transform opportunities presented by digital 

technologies. Leaders’ digital mindset and strategic foresight shape the organization’s ability 

to reconfigure resources and processes for sustained competitiveness (Azzam et al., 2023). 

H1: Digital leadership positively influences AI adoption within organizations. 

Artificial Intelligence (AI) has evolved into a strategic enabler of organizational 

transformation, redefining how firms make decisions, manage knowledge, and cultivate 

workforce agility. Beyond its technological sophistication, AI represents a cognitive 

infrastructure that enhances organizational learning, decision accuracy, and adaptability. As 

highlighted by Wuersch et al. (2024), the integration of AI in leadership and management 

practices facilitates real-time analytics, data-driven foresight, and process automation, allowing 

leaders to redirect their focus toward strategic innovation, creativity, and employee 

development (Quaquebeke & Gerpott, 2023). This shift marks a transition from AI as a tool to 

AI as a co-actor, collaboratively shaping leadership and organizational cognition. 
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Artificial Intelligence (AI) is increasingly recognized as a transformative force that 

enhances decision-making, learning, and operational efficiency. According to Appiah et al. 

(2018), AI represents a paradigm shift in technology integration allowing human–machine 

collaboration to augment leadership intelligence and support data-driven management . 

Similarly, Fauzi et al. (2019) predict that AI will gradually transition from a supportive 

managerial tool the new phase toward a co-leader role capable of handling motivational and 

relational functions the new phase. 

From a Dynamic Capability Theory lens, AI adoption strengthens an organization’s 

capacity to sense, seize, and reconfigure resources in response to environmental shifts. Pour et 

al. (2019) demonstrate that AI-driven systems empower leaders to link digital transformation 

initiatives with human performance outcomes, fostering both organizational commitment and 

strategic alignment (Al Dulaimi & Al-Hindawy, 2023). AI thus acts as a translational 

mechanism transforming leadership intent into dynamic routines through continuous learning 

and automated feedback loops. When embedded in HR functions, AI enables predictive 

analytics for workforce planning, personalized learning pathways, and adaptive performance 

evaluations, fostering an ecosystem where human potential is augmented by machine 

intelligence (Kessy et al., 2024). 

Furthermore, AI adoption is not only about technological capability but also about 

organizational renewal. According to (Karakose et al., 2023), AI-enabled platforms drive 

collaborative intelligence, where human creativity and algorithmic precision converge to 

elevate decision quality and operational efficiency. This collaboration contributes to strategic 

HR capability renewal, as AI streamlines talent analytics, supports virtual leadership, and 

enhances employee engagement across digital ecosystems. In this context, AI becomes the 

strategic enabler that connects the visionary aspects of digital leadership with the adaptive 

capabilities of human resources, ensuring that innovation is institutionalized rather than 

episodic (Hassan et al., 2021). 

Empirical findings from recent studies Park et al. (2022) suggest that AI adoption not 

only mediates but also amplifies the transformational effects of leadership. By fostering 

continuous feedback, intelligent automation, and knowledge recombination, AI serves as the 

digital fabric that integrates human capital development with technological agility (Philip et 

al., 2023). Therefore, under the dynamic capability paradigm, AI adoption emerges as a core 

mediating mechanism through which digital leadership translates into enhanced strategic HR 
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capabilities driving sustained organizational competitiveness in the era of intelligent 

transformation (Hanandeh et al., 2023). 

In HR management, AI adoption facilitates analytics-driven decision-making, talent 

development, and personalized employee experiences. Hassan et al. (2021) note that AI-driven 

platforms enhance leaders’ ability to manage dispersed teams, analyze performance data, and 

promote continuous learning. Through this mechanism, AI becomes an operational bridge that 

translates leadership intent into digital capability renewal (Karakose et al., 2023). 

H2: AI adoption mediates the relationship between digital leadership and strategic HR 

capabilities. 

In the era of digital transformation, strategic human resource (HR) capabilities have 

emerged as a central pillar of organizational agility and resilience. These capabilities embody 

the HR function’s ability to synchronize talent management, organizational learning, and data 

analytics with long-term strategic objectives. As noted by Hadi et al. (2024), digital human 

resource capability development fosters an integrated learning ecosystem one that connects 

people, processes, and technologies through communication-based collaboration. Within such 

ecosystems, AI-enabled analytics, digital learning platforms, and virtual collaboration tools 

serve as catalysts for knowledge creation and continuous renewal, reinforcing the 

organization’s ability to adapt and innovate in turbulent environments (Shin et al., 2023). 

From the lens of Dynamic Capability Theory, strategic HR capabilities operate as 

microfoundations that allow organizations to sense new workforce trends, seize technological 

opportunities, and reconfigure talent systems in response to shifting competitive landscapes. 

AI adoption amplifies these processes by embedding intelligence into HR workflows ranging 

from predictive talent analytics and performance forecasting to personalized employee 

development. As a result, HR evolves from an administrative function into a strategic enabler, 

shaping organizational design, culture, and leadership development through evidence-based 

insights and continuous learning loops (Ghamrawi & M. Tamim, 2023). 

Strategic HR capabilities refer to the collective abilities of an organization’s HR function 

to align talent management, learning, and analytics with corporate strategy. (Wuersch et al., 

2024) identify digital human resource capability development as essential for sustaining 

communication-based learning ecosystems within organizations. In this sense, AI-enabled HR 

analytics, e-learning systems, and digital collaboration tools enhance agility, innovation, and 

knowledge sharing key dimensions of dynamic capability. According Singun (2025) further 
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demonstrate that digital leadership enhances employee performance and commitment through 

digital transformation initiatives that promote innovation and adaptability. Hence, strategic HR 

capabilities serve as a critical outcome of the interaction between digital leadership and AI 

adoption, enabling organizations to remain competitive in rapidly evolving environments. 

Furthermore, as demonstrated by Hassan et al. (2021), digital leadership acts as an 

antecedent force that enhances employee engagement, performance, and commitment through 

digital transformation initiatives emphasizing innovation and adaptability. Leaders who 

possess digital acumen can orchestrate technology adoption, empower employees to engage in 

digital upskilling, and cultivate a culture that values experimentation and agile learning. This 

alignment between leadership intent, AI-driven capability building, and HR strategy produces 

a virtuous cycle of digital maturity, where the HR function continuously evolves to meet the 

demands of Industry 5.0 ecosystems characterized by human–machine collaboration and 

sustainable innovation (Pour et al., 2019). 

Empirical evidence from recent studies Hussein et al. (2024) reinforces the view that 

strategic HR capabilities mediate the success of digital transformation by linking technological 

infrastructures with organizational culture and human capital agility. In practice, this means 

that AI-powered HR systems not only streamline operations but also enable strategic foresight, 

allowing organizations to anticipate skill gaps, align workforce capabilities with innovation 

priorities, and sustain competitiveness in rapidly evolving markets. Hence, strategic HR 

capabilities serve as the culminating outcome of the synergistic interaction between digital 

leadership and AI adoption. 

H3: AI adoption positively influences strategic HR capabilities. 

H4: Digital leadership has an indirect positive effect on strategic HR capabilities through AI 

adoption. 

B. RESEARCH METHOD 

Population and Sampling Method 

The population of this study consists of managers and HR professionals working in 

technology-driven and service-oriented organizations in Southeast Asia, where digital 

transformation and AI adoption have been actively implemented. These organizations include 

sectors such as manufacturing, financial technology, telecommunications, and education 

industries that heavily rely on digital platforms and human machine collaboration. 
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A purposive sampling method was used to select respondents who have direct experience 

with digital leadership practices and the application of AI in HR processes (e.g., recruitment 

analytics, talent development, or performance management). The study targeted 250 distributed 

questionnaires, of which 230 valid responses were obtained and analyzed, yielding a response 

rate of 92%. This sample size exceeds the minimum threshold recommended for Structural 

Equation Modeling (SEM) analysis, ensuring adequate statistical power. 

Data Measurement and Instrumentation 

All constructs in this study were measured using a five-point Likert scale (1 = strongly 

disagree to 5 = strongly agree). The measurement items were adapted and refined from 

validated scales in previous research to ensure reliability and contextual relevance. 

Table 1. Measurement Variable 

Variable 
Source of 

Measurement Items 
Indicators 

Digital Leadership 

(DL) 

Adapted from (Sagbas 

et al., 2023) and (Qiao 

et al., 2024) 

There are four indicators of digital 

leadership 

1. creating a digital vision, 

2. engaging the organization, 

3. managing transformation,  

4. building technology leadership 

skills. 

AI Adoption (AIA) Adapted from (Pawar 

& Dhumal, 2024; 

Quaquebeke & 

Gerpott, 2023) 

1. The extent to which a person is 

exposed to AI,  

2. how long they have used AI, 

3. how many AI applications they 

use, 

4. how often they use AI, 

5. the average weekly use of AI, 

6. how much they use AI for 

activities that help simplify work 

in the office. 
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Variable 
Source of 

Measurement Items 
Indicators 

Strategic Human 

Resource Capabilities 

(SHRC) 

Based on (Qiao et al., 

2024; Wuersch et al., 

2024) 

1. Strategic Integration: Integrating 

HR management practices with the 

company's business strategy. 

2. High Commitment: Creating 

employees who are highly 

committed to the organization. 

3. High Quality: Building high-

quality work. 

4. Flexibility: Having the ability to 

adapt to change. 

Source : Articles Journal, 2025 

Reliability and validity were ensured through pilot testing with 30 respondents before the 

main survey. Cronbach’s alpha values for all constructs exceeded 0.70, meeting internal 

consistency standards. Furthermore, Confirmatory Factor Analysis (CFA) was performed to 

establish convergent and discriminant validity. 

Data Collection Procedure 

Data collection was conducted between June and August 2025 using both online surveys 

(via Google Forms and LinkedIn professional groups) and direct distribution through 

organizational HR departments. To ensure ethical compliance, participation was voluntary, and 

respondents were informed about confidentiality and data use solely for academic purposes. 

Each questionnaire consisted of four sections: 

1. demographic information, 

2. digital leadership items, 

3. AI adoption items, and 

4. strategic HR capabilities items. 

After screening for incomplete and inconsistent responses, 230 valid cases were retained 

for subsequent analysis. Before presenting the structural mediation model, the relationship 

among the three core constructs Digital Leadership, AI Adoption, and Strategic HR Capabilities 
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is mathematically illustrated to explain the hypothesized direct and indirect effects tested in this 

study. 

 

Equation  

𝑌𝑖 = 𝛽0 + 𝛽1 𝑋1 + 𝛽2 𝑍𝑖 + 𝑒𝑖  𝛽1, 𝛽2 > 0 

Dimana:  

𝑌𝑖 = Strategic HR Capabilities 

𝑋𝑖 = Digital Leadership 

𝑍𝑖 = Artificial Intellegence Adoption 

e  = error 

 

Data Analysis Tools and Hypothesis Testing 

To test the hypotheses, the study employed Partial Least Squares Structural Equation 

Modeling (PLS-SEM) using SmartPLS 4.0 software. This approach is appropriate for 

exploratory research involving mediation analysis and complex variable relationships. The 

following procedures were conducted: 

1. Measurement Model Evaluation   assessing reliability (Cronbach’s Alpha, Composite 

Reliability), convergent validity (Average Variance Extracted/AVE), and discriminant 

validity (Fornell Larcker and HTMT ratios).  

2. Structural Model Evaluation   testing path coefficients, R², and effect sizes (f²). 

Bootstrapping Procedure (5,000 samples)  to assess the significance of direct and indirect 

effects, particularly the mediating role of AI adoption between digital leadership and 

strategic HR capabilities.  

3. Model Fit and Predictive Relevance (Q²) evaluated to confirm the robustness and 

predictive power of the structural model. 
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C. RESULTS AND DISCUSSION  

Table 2. Descriptive Statistic 

Category Description Frequency (n) Percentage (%) 

Gender Male 126 54.8 

 Female 104 45.2 

Age Under 30 years 34 14.8 

 31–40 years 99 43.0 

 41–50 years 74 32.2 

 Above 50 years 23 10.0 

Education Level Bachelor’s Degree 124 53.9 

 Master’s Degree 88 38.3 

 Doctoral Degree 12 5.2 

 Others / Professional Certificates 6 2.6 

Work Experience Less than 5 years 30 13.0 

 6–10 years 90 39.1 

 11–15 years 62 27.0 

 More than 15 years 48 20.9 

Industry Sector Manufacturing 65 28.3 

 Financial Technology 51 22.2 

 Telecommunication 41 17.8 

 Education 39 17.0 

 Others (Logistics, Healthcare, etc.) 34 14.7 

Organization Size Small (<50 employees) 23 10.0 

 Medium (50–250 employees) 60 26.1 

 Large (>250 employees) 147 63.9 

Position Level Executive / Specialist 96 41.7 

 Manager / Supervisor 134 58.3 

Source: PLS, 2025 
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Demographic information a total of 250 questionnaires were distributed, and 230 valid 

responses were analyzed, representing a 92% response rate. The respondents were managers 

and HR professionals from various technology-driven and service-oriented industries in 

Southeast Asia, including manufacturing (28%), financial technology (22%), 

telecommunication (18%), education (17%), and others such as logistics and healthcare (15%). 

In terms of gender distribution, 126 respondents (55%) were male and 104 respondents (45%) 

were female, reflecting a balanced representation of professionals across organizations. 

Regarding age, the majority of participants were between 31–40 years old (43%), followed by 

those aged 41–50 (32%), under 30 (15%), and above 50 (10%). 

For educational background, most respondents held a bachelor’s degree (54%), followed 

by master’s degree (38%), doctoral degree (5%), and other professional qualifications (3%). In 

terms of work experience, 39% had worked 6–10 years, 27% 11–15 years, 21% more than 15 

years, and 13% less than 5 years. From an organizational perspective, 64% of the respondents 

were from large-scale enterprises (more than 250 employees), 26% from medium-sized 

organizations, and 10% from small enterprises. Most participants held managerial or 

supervisory positions (58%), while 42% worked in specialist or executive-level roles within 

HR, operations, or digital transformation departments. 

 
Picture 1. Full Path Model Partial Least Squares – Structural Equation Modeling (PLS-

SEM) Before 
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Picture 2. Full Path Model Partial Least Squares – Structural Equation Modeling (PLS-

SEM) After 

The first diagram illustrates the Full Path Model of Partial Least Squares–Structural 

Equation Modeling (PLS-SEM) Before modification, where all indicators, including Y2, were 

initially retained under the Strategic Human Resource Capabilities construct. However, the 

loading value of Y2 was found to be below the recommended threshold of 0.70, indicating 

weak contribution to the latent variable. Consequently, indicator Y2 was removed to improve 

the model’s reliability and convergent validity. After re-estimation, the second diagram 

presents the PLS-SEM model After modification, showing improved measurement quality. The 

outer loadings of the remaining indicators (Y1, Y3, Y4) increased, while the R² value of 

Strategic HR Capabilities slightly adjusted from 0.566 to 0.560, and AI Adoption improved 

from 0.572 to 0.582. These results confirm that the model achieved better internal consistency, 

ensuring that each retained indicator strongly reflects its latent construct and the overall model 

meets the validity and reliability criteria. 
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Table 3. Total Effect Path Coefficient 

 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

(X) Digital Leadership -> (Y) 

Strategic Human Resource 

Capabilities 

0.068 0.078 0.093 0.729 0.467 

(X) Digital Leadership -> (Z) 

Artificial Intellegence Adoption 
0.763 0.768 0.024 31.633 0.000 

(Z) Artificial Intellegence 

Adoption -> (Y) Strategic 

Human Resource Capabilities 

0.695 0.686 0.08 8.689 0.000 

(X) Digital Leadership -> (Z) 

Artificial Intellegence Adoption 

-> (Y) Strategic Human 

Resource Capabilities 

0.531 0.528 0.067 7.978 0.000 

Source : PLS, 2025 

Table 3 presents the results of the total effect path coefficients derived from the Structural 

Equation Modeling (SEM) analysis using the PLS approach. The findings show that Digital 

Leadership (X) has an insignificant direct effect on Strategic Human Resource Capabilities (Y), 

as indicated by a path coefficient of 0.068 with a t-statistic of 0.729 and a p-value of 0.467, 

which is above the 0.05 significance threshold. This suggests that digital leadership alone does 

not directly enhance strategic HR capabilities without the mediating effect of other variables. 

However, Digital Leadership (X) shows a strong and significant positive effect on Artificial 

Intelligence (AI) Adoption (Z), with a path coefficient of 0.763, t-statistic of 31.633, and p-

value of 0.000. This indicates that organizations led by digital leaders are more likely to adopt 

AI technologies effectively, demonstrating that leadership plays a crucial role in driving digital 

transformation initiatives. 

Similarly, AI Adoption (Z) has a significant positive effect on Strategic HR Capabilities 

(Y), with a path coefficient of 0.695, t-statistic of 8.689, and p-value of 0.000. This result 

implies that higher levels of AI integration within HR processes strengthen organizational 
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agility, analytical capability, and strategic alignment key dimensions of HR strategic capability. 

Furthermore, the indirect path from Digital Leadership (X) to Strategic HR Capabilities (Y) 

through AI Adoption (Z) is also statistically significant, with a coefficient of 0.531, t-statistic 

of 7.978, and p-value of 0.000. This confirms the mediating role of AI adoption, meaning that 

digital leadership enhances strategic HR capabilities primarily through the adoption and 

effective utilization of AI technologies. 

Overall, these results validate the proposed mediation model, emphasizing that AI 

adoption serves as a crucial dynamic mechanism that converts digital leadership vision into 

enhanced strategic HR capabilities aligning with the Dynamic Capability Theory framework, 

where leadership (sensing), technology adoption (seizing), and HR renewal (transforming) 

jointly contribute to organizational competitiveness in the digital era. The findings from the 

PLS-SEM analysis provide empirical support for the proposed model grounded in Dynamic 

Capability Theory, revealing how digital leadership and AI adoption interact to shape strategic 

human resource (HR) capabilities in technology-driven organizations. 

Digital Leadership on Strategic Human Resource Capabilities 

H1 proposed that digital leadership positively influences strategic HR capabilities. 

However, the result shows an insignificant relationship (β = 0.068, t = 0.729, p = 0.467), 

indicating that digital leadership alone does not directly enhance strategic HR capabilities. This 

suggests that visionary leadership without adequate technological implementation cannot yet 

translate into measurable HR transformation. The result aligns with Mollah et al. (2023), who 

argue that leadership must be accompanied by digital tools and systems to generate tangible 

organizational outcomes. Thus, while digital leadership provides strategic direction, it requires 

technological mediation to create impact on HR systems. 

AI adoption mediates the relationship between digital leadership and strategic HR 

capabilities. 

H2 examined the mediating role of AI adoption in the relationship between digital 

leadership and strategic HR capabilities. The mediation test yielded a significant indirect effect 

(β = 0.531, t = 7.978, p < 0.000), indicating that AI adoption fully mediates this relationship. 

This implies that digital leadership enhances HR strategic capabilities primarily through AI 

integration, which transforms leadership intent into operational agility and analytical HR 

practices. The finding reinforces the argument of Karakose et al. (2023) that AI acts as a 
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strategic bridge connecting leadership innovation with organizational learning and HR 

adaptability. 

AI Adoption on Strategic Human Resource Capabilities 

H3 proposed that AI adoption positively influences strategic HR capabilities. This 

hypothesis is also supported (β = 0.695, t = 8.689, p < 0.000), confirming that the adoption of 

AI technologies strengthens HR’s ability to align talent management, learning systems, and 

analytics with corporate strategies. AI-driven HR systems facilitate predictive analytics, 

enhance employee engagement, and improve decision-making quality, enabling HR to evolve 

from an administrative to a strategic function. These results are aligned with Wuersch et al. 

(2024) and Qiao et al. (2024), who noted that AI-based HR practices drive organizational 

agility and knowledge-based competitiveness. 

H4 posited that digital leadership indirectly affects strategic HR capabilities through AI 

adoption. The significant mediation effect (β = 0.531, p < 0.000) supports this hypothesis, 

demonstrating that digital leadership alone does not directly strengthen HR capabilities (β = 

0.068, p = 0.467), but exerts its influence through the effective adoption of AI technologies. 

This aligns with the Dynamic Capability Theory, where leadership acts as the sensing 

mechanism, AI adoption as the seizing process, and HR capability renewal as the transforming 

outcome. The results echo Hussein et al. (2024) and Mollah et al. (2023), who found that 

dynamic capabilities emerge when leadership and technology integration jointly drive 

organizational adaptability and long-term competitiveness. 

D. CONCLUSION AND SUGGESTIONS  

This study examined the role of digital leadership in enhancing strategic human resource 

capabilities through the mediating mechanism of AI adoption, using the Dynamic Capability 

Theory as its theoretical foundation. The findings reveal that digital leadership significantly 

influences AI adoption, which in turn strengthens strategic HR capabilities by promoting 

agility, analytical competence, and alignment with corporate strategy. However, digital 

leadership alone does not directly affect HR capabilities without the intervention of AI, 

confirming the crucial mediating role of technological integration. 

These results highlight that AI adoption serves as a key dynamic capability that translates 

leadership vision into organizational transformation. Practically, organizations should invest in 

digital leadership development and AI-based HR analytics to enhance adaptability and 
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competitiveness in the digital era. Future research is recommended to expand the model by 

including additional variables such as digital culture, knowledge sharing, or organizational 

learning orientation, and to test the framework across different industries and cultural contexts 

to strengthen its generalizability. 

BIBLIOGRAPHY  

Al Dulaimi, D. K. K., & Al-Hindawy, Z. A. R. (2023). the Role of Distinct Core Capabilities 

in Achieving Organizational Brilliance/an Exploratory Study of the Opinions of a Sample 

of Managers Working in the Iraqi General Company for Cement/Kufa Cement Factory. 

International Journal of Professional Business Review, 8(4), 1–15. 

https://doi.org/10.26668/businessreview/2023.v8i4.975 

Alexandro, R., & Basrowi. (2024). Measuring the effectiveness of smart digital organizations 

on digital technology adoption: An empirical study of educational organizations in 

Indonesia. International Journal of Data and Network Science, 8(1), 139–150. 

https://doi.org/10.5267/j.ijdns.2023.10.009 

Appiah, M. K., Possumah, B. T., Ahmat, N., & Sanusi, N. A. (2018). Applicability of theory 

of constraint in predicting ghanaian SMEs investment decisions. Journal of International 

Studies, 11(2), 202–221. https://doi.org/10.14254/2071-8330.2018/11-2/14 

Azzam, I. A., Alserhan, A. F., Mohammad, Y. T., Shamaileh, N. A., & Al-Hawary, S. I. S. 

(2023). Impact of dynamic capabilities on competitive performance: A moderated-

mediation model of entrepreneurship orientation and digital leadership. International 

Journal of Data and Network Science, 7(4), 1949–1962. 

https://doi.org/10.5267/j.ijdns.2023.6.017 

Fairman, B., Voak, A., Abdullah, H., & Indarjo, A. (2020). Re-skilling vocational education 

and training practitioners in Indonesia. Journal of Physics: Conference Series, 1516(1). 

https://doi.org/10.1088/1742-6596/1516/1/012045 

Faisal, M., Abbas, A., Cai, Y., Ali, A., Shahzad, M. A., Akhtar, S., Raza, M. H., Ajmal, M. A., 

Xia, C., Sattar, S. A., & Batool, Z. (2021). Perceptions, vulnerability and adaptation 

strategies for mitigating climate change effects among small livestock herders in Punjab, 

Pakistan. International Journal of Environmental Research and Public Health, 18(20). 

https://doi.org/10.3390/ijerph182010771 

Fauzi, A., Mulyadi, E., Kustini, K., Santoso, B., & Wardani, N. I. K. (2019). Analysis of 

regional economic potentials in development of superior commodities: A study of 

https://ejurnals.com/ojs/index.php/jmam


Jurnal Metode Akuntansi Modern                                              Vol. 07, No. 1, Tahun 2026 

https://ejurnals.com/ojs/index.php/jmam 

 

106 

Bondowoso district. Humanities and Social Sciences Reviews, 7(1), 164–170. 

https://doi.org/10.18510/hssr.2019.7120 

Ghamrawi, N., & M. Tamim, R. (2023). A typology for digital leadership in higher education: 

the case of a large-scale mobile technology initiative (using tablets). Education and 

Information Technologies, 28(6), 7089–7110. https://doi.org/10.1007/s10639-022-

11483-w 

Hadi, S., Setiawati, L., Kirana, K. C., Lada, S. Bin, & Rahmawati, C. H. T. (2024). The Effect 

of Digital Leadership and Organizational Support on Innovative Work Behavior: The 

Mediating Role of Emotional Intelligence. Quality - Access to Success, 25(199), 74–83. 

https://doi.org/10.47750/QAS/25.199.09 

Hanandeh, A., Altaher, A. M., Halim, M., Rezk, W., Mahfoudh, N., Hammouri, Q., & 

Darawsheh, S. R. (2023). The effects of digital transformation, digital leadership, and 

entrepreneurial motivation on business decision making and business process 

performance: Evidence from greater Amman municipality. International Journal of Data 

and Network Science, 7(2), 575–582. https://doi.org/10.5267/j.ijdns.2023.3.014 

Hassan, N. A., Zailani, S. H. M., & Hasan, H. A. (2021). A meta-analysis of integrated internal 

audit management effectiveness towards business sustainability. Pertanika Journal of 

Social Sciences and Humanities, 29, 233–252. https://doi.org/10.47836/pjssh.29.s2.16 

Hisan, U. K., & Amri, M. M. (2023). Recommendation of precision medicine application in 

Indonesia from multiple perspective: a review. International Journal of Public Health 

Science, 12(1), 225–238. https://doi.org/10.11591/ijphs.v12i1.22010 

Hussein, H., Albadry, O. M., Mathew, V., Al-Romeedy, B. S., Alsetoohy, O., Abou Kamar, 

M., & Khairy, H. A. (2024). Digital Leadership and Sustainable Competitive Advantage: 

Leveraging Green Absorptive Capability and Eco-Innovation in Tourism and Hospitality 

Businesses. Sustainability (Switzerland) , 16(13). https://doi.org/10.3390/su16135371 

Karakose, T., Demirkol, M., Yirci, R., Polat, H., Ozdemir, T. Y., & Tülübaş, T. (2023). A 

Conversation with ChatGPT about Digital Leadership and Technology Integration: 

Comparative Analysis Based on Human–AI Collaboration. Administrative Sciences, 

13(7). https://doi.org/10.3390/admsci13070157 

Kessy, S. S. A., Salema, G. L., & Simwita, Y. (2024). Lean thinking in medical commodities 

supply chains: applicability and success factors for Tanzanian health supply chains. 

https://ejurnals.com/ojs/index.php/jmam


Jurnal Metode Akuntansi Modern                                              Vol. 07, No. 1, Tahun 2026 

https://ejurnals.com/ojs/index.php/jmam 

 

107 

Journal of Humanitarian Logistics and Supply Chain Management, 14(1), 105–117. 

https://doi.org/10.1108/JHLSCM-05-2022-0058 

Meirinawati, Prabawati, I., & Pradana, G. W. (2018). Strategy community development based 

on local resources. Journal of Physics: Conference Series, 953(1). 

https://doi.org/10.1088/1742-6596/953/1/012158 

Mollah, M. A., Choi, J. H., Hwang, S. J., & Shin, J. K. (2023). Explorando un camino hacia el 

desempeño organizacional sostenible de Corea del Sur en la era digital: el efecto del 

liderazgo digital en las capacidades de TI y el aprendizaje organizacional. Sustainability 

(Switzerland), 15(10). 

Park, J., Lee, H., & Kim, H. Y. (2022). Risk Factor Recognition for Automatic Safety 

Management in Construction Sites Using Fast Deep Convolutional Neural Networks. 

Applied Sciences (Switzerland), 12(2). https://doi.org/10.3390/app12020694 

Pawar, S., & Dhumal, V. (2024). The role of technology in transforming leadership 

management practices. Multidisciplinary Reviews, 7(4). 

https://doi.org/10.31893/multirev.2024066 

Philip, J., Gilli, K., & Knappstein, M. (2023). Identifying key leadership competencies for 

digital transformation: evidence from a cross-sectoral Delphi study of global managers. 

Leadership and Organization Development Journal, 44(3), 392–406. 

https://doi.org/10.1108/LODJ-02-2022-0063 

Pour, M. J., Matin, H. Z., Yazdani, H. R., & Zadeh, Z. K. (2019). A comprehensive 

investigation of the critical factors influencing knowledge management strategic 

alignment. Knowledge Management and E-Learning, 11(2), 215–232. 

https://doi.org/10.34105/j.kmel.2019.11.011 

Qiao, G., Li, Y., & Hong, A. (2024). The Strategic Role of Digital Transformation: Leveraging 

Digital Leadership to Enhance Employee Performance and Organizational Commitment 

in the Digital Era. Systems, 12(11). https://doi.org/10.3390/systems12110457 

Quaquebeke, N. Van, & Gerpott, F. H. (2023). The Now, New, and Next of Digital Leadership: 

How Artificial Intelligence (AI) Will Take Over and Change Leadership as We Know It. 

Journal of Leadership and Organizational Studies, 30(3), 265–275. 

https://doi.org/10.1177/15480518231181731 

https://ejurnals.com/ojs/index.php/jmam


Jurnal Metode Akuntansi Modern                                              Vol. 07, No. 1, Tahun 2026 

https://ejurnals.com/ojs/index.php/jmam 

 

108 

Sagbas, M., Oktaysoy, O., Topcuoglu, E., Kaygin, E., & Erdogan, F. A. (2023). El papel 

mediador del comportamiento innovador sobre el efecto de Liderazgo Digital sobre la 

Intención de Intraemprendimiento y Desempeño laboral. Behavioral Sciences, 13(10). 

Shin, J., Mollah, M. A., & Choi, J. (2023). Sostenibilidad y desempeño organizacional en Corea 

del Sur: el efecto del liderazgo digital en la cultura digital y las capacidades digitales de 

los empleados. Sustainability (Switzerland), 15(3). 

Singun, A. J. (2025). Unveiling the barriers to digital transformation in higher education 

institutions: a systematic literature review. In Discover Education (Vol. 4, Issue 1). 

Springer International Publishing. https://doi.org/10.1007/s44217-025-00430-9 

Srivastava, A. P., Yadav, M., Yadav, R., Singh, B., & Dewasiri, N. J. (2023). Exploring digital 

agility and digital transformation leadership: A mixed method study. Journal of Global 

Information Management, 31(8), 1–23. https://doi.org/10.4018/JGIM.332861 

Tigre, F. B., Henriques, P. L., & Curado, C. (2025). The digital leadership emerging construct: 

a multi-method approach. In Management Review Quarterly (Vol. 75, Issue 1). Springer 

International Publishing. https://doi.org/10.1007/s11301-023-00395-9 

Winarno, A., Prasetio, A. P., Dudija, N., Pratami, C. N., & Liu, R. (2021). The impact of 

perceived organizational support on knowledge sharing: A meditation analysis through 

an sem approach. Journal of Eastern European and Central Asian Research, 8(4), 570–

584. https://doi.org/10.15549/jeecar.v8i4.723 

Wuersch, L., Neher, A., Maley, J. F., & Peter, M. K. (2024). Using a Digital Internal 

Communication Strategy for Digital Capability Development. International Journal of 

Strategic Communication, 18(3), 167–188. 

https://doi.org/10.1080/1553118X.2024.2330405 

Yin, T., Lu, Y., Xiong, W., Yu, C., Yin, D., & He, H. (2023). Occupational Risk Factors for 

Physical and Mental Health in Primary Healthcare Providers: A National Cross-Sectional 

Survey from 62 Urban Communities in China. Journal of Multidisciplinary Healthcare, 

16(March), 751–762. https://doi.org/10.2147/JMDH.S401914. 

 

 

 

https://ejurnals.com/ojs/index.php/jmam

