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ARTICLE INFO ABSTRACT
Employee engagement has become increasingly important for higher education
institutions undergoing digital transformation. This study examines the influence
of Digital Work Culture and Perceived Organizational Support on Employee
Engagement through the mediating role of Digital Readiness among young
lecturers. A quantitative cross-sectional survey design was employed involving 100
young lecturers at Muhammadiyah University of Tangerang. Data were collected
using structured questionnaires and analyzed using Partial Least Squares
Structural Equation Modeling (PLS-SEM) with SmartPLS 4. The findings indicate
that Digital Work Culture and Perceived Organizational Support positively
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organizational resources to lecturer engagement. This study contributes to employee
engagement literature by explaining how digital readiness facilitates the translation

Keywords: of organizational support and digital work practices into higher engagement during
Digital Work Culture; Perceived digital transformation.

Organizational Support; Digital

Readiness; Employee Engagement; ABSTRAK

Young Lecturers. Keterikatan dosen menjadi faktor penting bagi perguruan tinggi yang

sedang menghadapi transformasi digital. Penelitian ini bertujuan
menganalisis pengaruh Digital Work Culture dan Perceived Organizational
DOrL: Support terhadap Employee Engagement melalui peran mediasi Digital
https:doi.org/10.33096/jmb.v13i2.1765  Readiness pada dosen muda. Penelitian menggunakan pendekatan
kuantitatif dengan desain survei potong lintang yang melibatkan 100 dosen
muda Universitas Muhammadiyah Tangerang. Data dikumpulkan
menggunakan kuesioner terstruktur dan dianalisis menggunakan Partial
Least Squares Structural Equation Modeling (PLS-SEM) melalui SmartPLS 4.
Hasil penelitian menunjukkan bahwa Digital Work Culture dan Perceived
Organizational Support berpengaruh positif terhadap Digital Readiness yang
selanjutnya meningkatkan Employee Engagement. Digital Readiness juga
berperan sebagai mediator yang signifikan. Penelitian ini berkontribusi
dalam menjelaskan mekanisme bagaimana sumber daya organisasi
meningkatkan keterikatan dosen pada era transformasi digital.

This work is licensed under a Creative Commons Attribution 4.0 International License

1. INTRODUCTION

Digital transformation has become one of the most significant trends shaping contemporary
higher education institutions. The rapid advancement of digital technologies has fundamentally
changed how universities conduct teaching, research, community service, and administrative
activities. Learning management systems, virtual collaboration platforms, cloud-based services,
artificial intelligence applications, and digital academic information systems have become
integral components of university operations. Consequently, higher education institutions are
increasingly required to develop organizational environments that support digital adaptation
while maintaining employee well-being and performance (Bond et al., 2018).
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Recent studies have emphasized that digital transformation in higher education is no longer
limited to technological infrastructure but also requires academic personnel who possess
adequate digital competencies and readiness to adapt to emerging technologies. The success of
institutional digital transformation largely depends on the ability of lecturers to integrate digital
technologies into teaching, research, and academic administration (Verhoef et al., 2021).

Despite the benefits of digital transformation, universities face substantial challenges in
managing human resources during periods of technological change. Digital transformation not
only requires technological infrastructure but also demands employees who are willing and
capable of adapting to new digital environments. Among academic personnel, young lecturers
represent a particularly important group because they are expected to lead innovation, integrate
technology into teaching and research, and contribute to institutional competitiveness.
However, the increasing reliance on digital systems may simultaneously create challenges
related to technological adaptation, workload management, and employee engagement
(Radivojevi¢, 2025).

This study was conducted at Muhammadiyah University of Tangerang (UMT), one of the
private Islamic universities in Indonesia that has actively implemented digital transformation
across academic and administrative functions. The university has adopted Learning
Management Systems (LMS), digital academic information systems, online administrative
services, electronic attendance, virtual meetings, cloud-based document management, and
various digital communication platforms to support teaching, research, and institutional
governance. Consequently, young lecturers are expected not only to deliver technology-
enhanced learning but also to adapt to digital academic administration, online collaboration,
research information systems, and continuous technological innovation. Despite these
initiatives, variations in lecturers” digital readiness remain evident, creating differences in how
effectively organizational support and digital work practices translate into stronger employee
engagement. This institutional context provides an appropriate setting for examining the
mediating role of Digital Readiness during higher education digital transformation.

Within this digital transformation context, Employee Engagement has emerged as a critical
organizational outcome in higher education institutions. Employee engagement refers to a
positive work-related psychological state characterized by vigor, dedication, and absorption
(Schaufeli & Bakker, 2003). Engaged lecturers tend to demonstrate higher teaching effectiveness,
stronger research productivity, greater organizational commitment, and increased willingness
to contribute beyond formal job responsibilities (Knight et al., 2017). Therefore, identifying
organizational factors that enhance employee engagement remains an important research
priority.

Although universities continue to invest in digital technologies and digital infrastructure,
differences in individual readiness remain a significant challenge in achieving successful digital
transformation. Digital transformation initiatives often fail to generate expected outcomes when
employees lack the competence, confidence, and adaptability required to utilize digital
technologies effectively. In higher education institutions, lecturers are expected to continuously
adapt to evolving technological demands while maintaining their academic responsibilities.
Consequently, Digital Readiness has emerged as a critical factor influencing how lecturers
respond to digital transformation and engage with their work (Brown, 2025).
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One organizational factor that may influence employee engagement is Digital Work Culture.
Digital Work Culture refers to organizational values, norms, and practices that support
technology utilization, digital collaboration, innovation, and knowledge sharing within the
workplace (V M, 2025). A supportive digital work culture enables employees to access
information efficiently, collaborate effectively, and adapt to organizational changes. Previous
studies have suggested that digital work culture contributes positively to employee engagement
because it facilitates flexibility, innovation, and work effectiveness (Aliddin et al., 2024).
However, other studies have reported that digital transformation may generate technostress,
information overload, and work-related pressure when employees lack sufficient support and
preparedness (Molino et al., 2020). These inconsistent findings indicate the need for further
investigation regarding the mechanisms through which digital work environments influence
employee engagement.

Another important organizational factor is Perceived Organizational Support (POS). POS
reflects employees” perceptions regarding the extent to which organizations value their
contributions and care about their well-being (Kurtessis et al., 2017). Organizational support
may be manifested through recognition systems, professional development opportunities,
technological assistance, mentoring programs, and concern for employee welfare. Existing
studies consistently indicate that employees who perceive strong organizational support tend
to demonstrate higher engagement, commitment, and job satisfaction (Luo, 2020). Nevertheless,
limited evidence explains how organizational support contributes to employee engagement
within the context of digital transformation in higher education institutions.

Although the relationships between Digital Work Culture, Perceived Organizational
Support, and Employee Engagement have been examined in previous studies, several important
research gaps remain. First, from an empirical perspective, most previous studies were
conducted in corporate organizations, public institutions, healthcare organizations, and
technology-based companies, while empirical evidence from higher education institutions
remains relatively limited. Second, from a theoretical perspective, existing studies
predominantly focus on direct relationships between organizational factors and employee
engagement without adequately explaining the underlying mechanism through which
organizational resources influence engagement. Third, from a contextual perspective, studies
involving young lecturers as a specific workforce segment remain scarce despite their strategic
role in supporting institutional digital transformation. Furthermore, research conducted in
Indonesian Islamic private universities is still limited compared with studies conducted in
public universities or corporate settings.

To illustrate these gaps, Table 1 summarizes selected studies related to employee
engagement, digital work culture, organizational support, and digital readiness.

Table 1. Mapping of Previous Studies and Research Gap

Author Research Variables Main Findings Research Gap
Context
(Molino etal.,,  Digitalization Corporate sector Mixed findings No mediating
2020) - Engagement mechanism
(Luo, 2020) POS - Various Positive No digital
Engagement organizations relationship transformation
context

Mahmudin, et, al. 245




(Shams et al., POS - Public sector Positive effect No digital

2020) Engagement readiness variable
(Johari et al., Digital Technology Positive effect Not focused on
2013) Culture - companies higher education
Engagement
(Verhoef et al., Digital Digital Strategic Not linked to
2021) Readiness transformation capability employee
engagement
Present Study DWC, POS, Young lecturers Integrated model Addresses
DR, EE theoretical and

contextual gaps

Source: Compiled by the authors based on previous studies (2026).

The concept of Digital Readiness offers a promising perspective for addressing these gaps.
Digital Readiness refers to an individual's capability, confidence, and willingness to effectively
adopt and utilize digital technologies in performing work-related activities (Verhoef et al., 2021).
In higher education institutions, digital readiness reflects lecturers’” preparedness to integrate
digital tools into teaching, research, communication, and administrative responsibilities.
Employees with higher levels of digital readiness are generally more capable of adapting to
technological changes and are more likely to experience positive work outcomes during digital
transformation.

Drawing upon Social Exchange Theory (SET), organizational resources such as Digital Work
Culture and Perceived Organizational Support are expected to enhance Digital Readiness,
which subsequently promotes Employee Engagement. SET argues that employees tend to
reciprocate favorable organizational treatment through positive attitudes and behaviors
(Cropanzano et al., 2017). Therefore, when universities provide supportive digital environments
and adequate organizational support, lecturers may develop greater digital readiness, which
ultimately strengthens their engagement toward institutional goals and activities.

The primary contribution of this study is to explain how Digital Readiness functions as the
key mechanism through which Digital Work Culture and Perceived Organizational Support are
translated into stronger Employee Engagement among young lecturers during digital
transformation. Rather than treating Digital Readiness merely as an additional explanatory
variable, this study positions it as a strategic personal capability that enables organizational
resources to generate higher employee engagement. By integrating organizational resources and
individual capability within the framework of Social Exchange Theory, this study also provides
empirical evidence from an Indonesian Islamic private university, a higher education context
that remains underrepresented in the employee engagement literature. Accordingly, this study
extends Social Exchange Theory by arguing that organizational resources alone are insufficient
to strengthen Employee Engagement unless lecturers possess adequate Digital Readiness to
transform these resources into effective work behavior.

Accordingly, this study aims to examine the influence of Digital Work Culture and Perceived
Organizational Support on Employee Engagement through the mediating role of Digital
Readiness among young lecturers at Muhammadiyah University of Tangerang. The findings are
expected to contribute theoretically to employee engagement and digital transformation
literature while providing practical insights for university leaders in designing human resource
strategies that support lecturer engagement during digital transformation.
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2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

2.1. Social Exchange Theory

This study is grounded in Social Exchange Theory (SET), which explains that relationships
between employees and organizations are based on reciprocal exchanges of resources and
benefits (Cropanzano et al., 2017). Employees who perceive favorable treatment from their
organizations tend to reciprocate through positive attitudes and behaviors, including
commitment, engagement, and organizational citizenship behavior. In the context of digital
transformation, organizational resources such as a supportive digital work culture and
organizational support can encourage employees to develop greater readiness to utilize digital
technologies, which subsequently strengthens their engagement.

Within the perspective of Social Exchange Theory, organizational resources do not
automatically generate positive work attitudes. Employees must possess sufficient personal
capability to recognize, utilize, and transform these organizational resources into meaningful
work experiences. In the context of digital transformation, Digital Readiness represents this
strategic personal capability, encompassing lecturers’ digital competence, confidence,
adaptability, and willingness to embrace technological change. Therefore, Digital Readiness
should not be viewed merely as a statistical mediating variable but as the psychological and
behavioral mechanism through which supportive digital work environments and
organizational support are translated into stronger Employee Engagement. Lecturers who are
digitally prepared are better able to utilize institutional resources, experience lower
technological anxiety, and develop stronger dedication and involvement in their academic
responsibilities.

2.2. Employee Engagement

Employee Engagement refers to a positive, fulfilling, and work-related psychological state
characterized by vigor, dedication, and absorption (Schaufeli & Bakker, 2003). Vigor reflects
high levels of energy and resilience while working, dedication refers to enthusiasm and a sense
of significance toward work, and absorption describes deep concentration and immersion in
work-related activities.

In higher education institutions, employee engagement is particularly important because
lecturers perform multiple roles, including teaching, research, community service, and academic
administration. Engaged lecturers are more likely to demonstrate superior teaching quality,
research productivity, and institutional commitment (Knight et al., 2017). Furthermore,
employee engagement has been recognized as a key determinant of organizational sustainability
and competitiveness in dynamic environments.

The digital transformation of higher education has increased the importance of engagement
because lecturers are expected to continuously adapt to technological innovation while
maintaining academic performance. Consequently, identifying organizational and individual
factors that contribute to employee engagement remains a critical research agenda.

2.3. Digital Work Culture

Digital Work Culture refers to organizational values, norms, and practices that encourage the
effective use of digital technologies, virtual collaboration, innovation, and knowledge sharing
within the workplace (Radivojevi¢, 2025). A strong digital work culture facilitates
communication, promotes learning, supports innovation, and enables employees to perform
their tasks more effectively.
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In higher education institutions, digital work culture is reflected in the implementation of
learning management systems, virtual meeting platforms, cloud-based collaboration tools,
digital academic services, and technology-enabled decision-making processes. Universities that
cultivate supportive digital cultures are generally more capable of adapting to technological
change and fostering innovation among academic staff (Saputra, 2026).

Previous studies have shown that digital work environments positively influence employee
attitudes and work outcomes by increasing flexibility, efficiency, and collaboration (Aliyev,
2024). However, digital transformation may also generate challenges such as technostress and
resistance to change when employees are not adequately prepared (Molino et al., 2020). These
findings suggest that the influence of Digital Work Culture on employee outcomes may depend
on employees’ readiness to adopt digital technologies.

2.4. Digital Work Culture and Digital Readiness

Digital Work Culture provides organizational conditions that encourage employees to learn,
experiment with, and utilize digital technologies. Through continuous exposure to digital
systems and collaborative digital practices, employees develop the skills, confidence, and
adaptability necessary for successful digital transformation. Employees who work in digitally
supportive environments tend to perceive technology as a useful resource rather than a source
of pressure. Consequently, Digital Work Culture is expected to strengthen Digital Readiness
among lecturers.

H1: Digital Work Culture has a positive and significant effect on Digital Readiness among young
lecturers.

2.5. Digital Work Culture and Employee Engagement

A supportive digital work environment may also directly influence employee engagement by
facilitating effective communication, work flexibility, and collaboration. Employees who
perceive that digital technologies enhance their work experiences are more likely to exhibit
greater enthusiasm and involvement in their work. Previous studies have reported positive
relationships between digital work environments and employee engagement (Aliyev, 2024).
Therefore, the following hypothesis is proposed:

H2: Digital Work Culture has a positive and significant effect on Employee Engagement among
young lecturers.

2.6. Perceived Organizational Support

Perceived Organizational Support (POS) refers to employees’ beliefs regarding the extent to
which their organization values their contributions and cares about their well-being (Kurtessis
et al, 2017). POS reflects organizational recognition, fairness, support, and concern for
employees’ professional and personal needs.

Within higher education institutions, organizational support may include professional
development programs, mentoring systems, academic recognition, workload flexibility,
technological assistance, and opportunities for career advancement. Employees who perceive
strong organizational support generally develop stronger emotional attachment and
commitment toward their institutions (Luo, 2020).
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2.7. Perceived Organizational Support and Digital Readiness

Organizations that provide adequate support encourage employees to engage in learning and
adaptation processes associated with technological change. Through training opportunities,
technical assistance, and institutional encouragement, employees become more confident and
capable of utilizing digital technologies.Accordingly, lecturers who perceive strong
organizational support are expected to demonstrate higher levels of Digital Readiness.

H3: Perceived Organizational Support has a positive and significant effect on Digital Readiness
among young lecturers.

2.8. Perceived Organizational Support and Employee Engagement

Social Exchange Theory suggests that employees reciprocate favorable organizational treatment
through positive attitudes and behaviors. Employees who feel appreciated and supported by
their organizations are more likely to exhibit stronger engagement and commitment. Empirical
evidence consistently indicates that POS positively influences employee engagement across
different organizational contexts (Luo, 2020). Therefore, the following hypothesis is proposed:

H4: Perceived Organizational Support has a positive and significant effect on Employee
Engagement among young lecturers.

2.9. Digital Readiness

Digital Readiness refers to an individual's capability, confidence, and willingness to effectively
adopt and utilize digital technologies in performing work-related activities (Verhoef et al., 2021).
Digital readiness encompasses digital competence, technological confidence, adaptability, and
openness toward digital innovation.

Digital readiness has increasingly been recognized as a strategic capability that determines
the effectiveness of digital transformation initiatives. Individuals with high levels of digital
readiness are more likely to adopt technological innovations, participate in digital collaboration,
and respond positively to organizational change. Consequently, digital readiness has become
an important factor in improving employee performance and engagement in digitally
transformed organizations (Verhoef et al., 2021).

In higher education institutions, Digital Readiness is particularly important because lecturers
are increasingly required to integrate technology into teaching, research, academic
administration, and professional collaboration. Lecturers with high levels of Digital Readiness
are generally more capable of adapting to technological change and leveraging digital tools to
enhance their performance.

2.10. Digital Readiness and Employee Engagement

Employees who possess strong digital readiness tend to experience greater confidence and
lower anxiety when confronted with technological changes. Such conditions enable them to
perform their responsibilities more effectively and derive more positive experiences from their
work. As a result, Digital Readiness is expected to contribute positively to Employee
Engagement.
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H5: Digital Readiness has a positive and significant effect on Employee Engagement among
young lecturers.

2.11. The Mediating Role of Digital Readiness

Although previous studies have demonstrated the importance of Digital Work Culture and
Perceived Organizational Support for employee engagement, limited research has examined the
mechanism through which these organizational resources influence engagement. Drawing upon
Social Exchange Theory, organizational resources may not directly generate positive work
outcomes unless employees possess the capability and readiness to utilize such resources
effectively.

Digital Readiness functions as an important personal resource that enables employees to
transform organizational support and digital work practices into meaningful work experiences.
Lecturers who are digitally prepared are more likely to benefit from digital work environments
and organizational support, thereby increasing their engagement.

H5: The mediating role of Digital Readiness therefore represents the primary theoretical
contribution of this study.

Heé: Digital Readiness mediates the relationship between Digital Work Culture and Employee
Engagement among young lecturers.

H7: Digital Readiness mediates the relationship between Perceived Organizational Support and
Employee Engagement among young lecturers.

2.12. Conceptual Framework

Based on Social Exchange Theory and previous empirical studies, Digital Work Culture and
Perceived Organizational Support are proposed as organizational resources that influence
Employee Engagement directly and indirectly through Digital Readiness. The proposed
framework explains how organizational conditions foster digital preparedness, which
subsequently enhances lecturers’ engagement during digital transformation.

Figure 1. Research Framework

Source: Developed by the authors based on Social Exchange Theory and previous studies (2026).

Enhancing Employee Engagement among Young Lecturers during ,... 250




Figure 1 illustrates the proposed research framework. The model assumes that Digital Work
Culture and Perceived Organizational Support function as organizational resources that directly
influence Employee Engagement and indirectly influence Employee Engagement through
Digital Readiness. In the context of higher education digital transformation, lecturers who
experience a supportive digital work environment and strong organizational support are
expected to develop higher levels of Digital Readiness. Such readiness enables lecturers to adapt
effectively to technological changes and utilize digital technologies in academic activities,
thereby strengthening their engagement. Therefore, Digital Readiness is positioned as a
mediating mechanism that explains how organizational resources are translated into positive
work attitudes and behaviors among young lecturers.
Based on the conceptual framework, the following hypotheses are proposed:
H1: Digital Work Culture has a positive and significant effect on Digital Readiness.
H2: Digital Work Culture has a positive and significant effect on Employee Engagement.
H3: Perceived Organizational Support has a positive and significant effect on Digital
Readiness.
H4: Perceived Organizational Support has a positive and significant effect on Employee
Engagement.
H5: Digital Readiness has a positive and significant effect on Employee Engagement.
Hé: Digital Readiness mediates the relationship between Digital Work Culture and
Employee Engagement.
H7: Digital Readiness mediates the relationship between Perceived Organizational
Support and Employee Engagement.

3. RESEARCH METHOD

This study employed a quantitative research approach using a cross-sectional survey design to
examine the relationships among Digital Work Culture, Perceived Organizational Support,
Digital Readiness, and Employee Engagement among young lecturers. A quantitative approach
was selected because it enables the empirical testing of theoretical relationships among latent
variables and facilitates the examination of mediation effects within a structural model. The
study adopted Partial Least Squares Structural Equation Modeling (PLS-SEM) as the primary
analytical technique because of its suitability for predictive research, complex structural
relationships, and mediation analysis involving latent constructs (J. Hair & Alamer, 2022).

3.1. Research Setting and Population

The research was conducted at Muhammadiyah University of Tangerang, one of the largest
private Islamic higher education institutions in Indonesia that has actively implemented digital
transformation initiatives in academic and administrative processes. The target population
consisted of young lecturers actively engaged in teaching, research, community service, and
institutional activities.

In this study, young lecturers were defined as lecturers aged below 40 years who actively
participated in digital-based academic activities. The focus on young lecturers was based on the
assumption that this group represents a strategic human resource segment expected to adapt
rapidly to technological changes and contribute to institutional innovation and competitiveness
during digital transformation.

3.2. Sample and Sampling Technique
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The study involved 100 young lecturers selected using purposive sampling. This technique was
employed because respondents were required to meet specific criteria relevant to the objectives
of the study. The inclusion criteria were as follows:

1. Full-time lecturer at Muhammadiyah University of Tangerang,.

2. Aged below 40 years.

3. Possessing a minimum of one year of teaching experience.

4. Actively involved in digital-based academic activities, including online learning, digital

academic administration, and institutional information systems.

The sample consisted of 100 young lecturers selected through purposive sampling. The sample
size was considered adequate based on the recommendations for Partial Least Squares
Structural Equation Modeling (PLS-SEM). According to (J. Hair & Alamer, 2022), the minimum
sample size should consider the maximum number of structural paths pointing to an
endogenous construct. In the proposed model, Employee Engagement receives three incoming
structural paths (Digital Work Culture, Perceived Organizational Support, and Digital
Readiness). Therefore, the final sample of 100 respondents substantially exceeds the minimum
requirement for estimating the structural model and provides sufficient statistical power for
testing both direct and mediating relationships.
3.3. Data Collection Procedure
Data were collected through a structured questionnaire distributed electronically using
institutional communication platforms. Prior to the main survey, the instrument underwent
content validation through expert review involving academics with expertise in human resource
management, organizational behavior, and higher education management. Feedback obtained
during the validation process was used to improve the clarity, relevance, and contextual
appropriateness of the measurement items.

Participation in the survey was voluntary. Respondents were informed about the purpose of
the study, confidentiality procedures, and the academic use of the collected information. A total
of 100 questionnaires were returned and deemed complete for further analysis.

3.4. Measurement of Variables

All constructs in this study were measured using previously validated instruments adapted to
the context of higher education and digital transformation. Responses were assessed using a
five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Prior to data
collection, the measurement items were reviewed and adapted to ensure contextual relevance
for young lecturers in higher education institutions.

Digital Work Culture was measured using five indicators adapted from (V M, 2025) reflecting
technology utilization, digital collaboration, digital communication, and innovation orientation.
Perceived Organizational Support was measured using five indicators adapted from the Survey
of Perceived Organizational Support (SPOS) developed by (Kurtessis et al., 2017), capturing
organizational recognition, appreciation, concern, and professional support. Digital Readiness
was measured using four indicators adapted from (Verhoef et al., 2021), representing digital
competence, digital confidence, adaptability, and readiness for digital transformation.
Employee Engagement was measured using five indicators adapted from the Utrecht Work
Engagement Scale (UWES), covering vigor, dedication, and absorption (Schaufeli & Bakker,
2004) .
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The operational definitions and measurement dimensions of all constructs are presented in
Table 2.

Table 2. Operational Definition and Measurement of Variables

Variable Definition Dimensions Source
Digital Work Culture  Organizational values Technology (Khan et al., 2025)
(DWC) and practices that Utilization, Digital
encourage the Collaboration, Digital
effective use of digital Communication,
technologies, Innovation
collaboration, Orientation

communication, and
innovation in the

workplace.
Perceived Employees’ Organizational (Kurtessis et al., 2017)
Organizational perceptions regarding Recognition,
Support (POS) the extent to which Organizational
the organization Appreciation,
values their Organizational Care,
contributions and Professional
cares about their well- Development Support
being.
Digital Readiness Individual capability,  Digital Competence, (Verhoef et al., 2021)
(DR) confidence, Digital Confidence,
adaptability, and Technology
willingness to utilize Adaptability,
digital technologies Readiness for Digital
effectively. Change
Employee A positive work- Vigor, Dedication, (Schaufeli & Bakker,
Engagement (EE) related psychological Absorption 2004)

state characterized by
vigor, dedication, and
absorption.
Source: Adapted from previous studies and compiled by the authors (2026).

To ensure measurement quality, reliability and validity assessments were conducted through
outer loading, Cronbach’s Alpha, Composite Reliability (CR), Average Variance Extracted
(AVE), and Heterotrait-Monotrait Ratio (HTMT) during the PLS-SEM analysis stage.

3.5. Measurement Items

The measurement instruments used in this study were adapted from established and validated
scales reported in previous studies. All items were translated and contextualized to reflect the
higher education environment and digital transformation experiences of young lecturers. A
pilot review involving academic experts was conducted to ensure the clarity, relevance, and
appropriateness of the items before the main survey was administered.

Digital Work Culture was measured using five items adapted from (Khan et al., 2025). The
items assessed lecturers” perceptions regarding technology utilization, digital communication,
collaboration, and innovation within the university environment. Perceived Organizational
Support was measured using five items adapted from the Survey of Perceived Organizational
Support (SPOS) developed by (Kurtessis et al., 2017), focusing on organizational recognition,
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appreciation, and institutional concern for lecturers’ well-being. Digital Readiness was
measured using four items adapted from (Verhoef et al, 2021), capturing respondents’
confidence, competence, adaptability, and preparedness to engage with digital technologies.
Employee Engagement was measured using five items adapted from the Utrecht Work
Engagement Scale (UWES) developed by (Schaufeli & Bakker, 2004), representing vigor,
dedication, and absorption. The measurement items used in this study are presented in Table 3.

Table 3. Measurement Items

Variable Code Measurement Item
DWC1 The university encourages the
use of digital technologies in
academic activities.

DWC2 Digital platforms facilitate
collaboration among lecturers.

DWC(C3 Digital communication systems

Digital Work Culture (DWC) improve work effectiveness.

DWC4 The university promotes
innovation through digital
technologies.

DWC5 Digital systems support

academic and administrative
processes effectively.

POS1 The university values my
contribution to institutional
development.

POS2 The university recognizes my
achievements and

Perceived Organizational accomplishments.
Support (POS) POS3 The university cares about my
well-being.

POS4 The university provides
adequate support when I
encounter work-related
difficulties.

POS5 The university supports my
professional and career
development.

DR1 I possess adequate digital skills
to perform my academic
responsibilities.

DR2 I am confident in using digital
technologies in my work.

Digital Readiness (DR) DR3 I can easily adapt to newly
introduced digital systems.

DR4 I am prepared to participate in
ongoing digital transformation
initiatives.

EE1 I feel energetic when
performing my work as a
lecturer.

EE2 I am enthusiastic about my

Employee Engagement (EE) work.
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EE3 I feel proud of the work that I

do.

EE4 I am fully immersed in my
work activities.

EE5 Time passes quickly when I am
working.

Source: Data Processed, 2026

All measurement items were evaluated using reflective measurement criteria in the PLS-SEM
analysis. Indicator reliability was assessed through outer loadings, while construct reliability
and validity were examined using Cronbach’s Alpha, Composite Reliability (CR), Average
Variance Extracted (AVE), and Heterotrait-Monotrait Ratio (HTMT) following the
recommendations of (J. Hair & Alamer, 2022).

3.6. Data Analysis Technique

The collected data were analyzed using Partial Least Squares Structural Equation Modeling
(PLS-SEM) with SmartPLS 4 software. PLS-SEM was selected because it is suitable for predictive
research models involving multiple latent constructs, mediation effects, and relatively complex
relationships among variables. In addition, PLS-SEM is considered appropriate for exploratory
and theory-development research, particularly when the primary objective is to explain variance
and predict endogenous constructs (J. F. Hair et al., 2014).

The analysis was conducted through a two-step approach consisting of measurement model
evaluation and structural model evaluation. The measurement model assessment was
performed to ensure the reliability and validity of the constructs, whereas the structural model
assessment was conducted to examine the proposed hypotheses and the predictive capability of
the research model. Furthermore, the significance of both direct and indirect effects was assessed
using the bias-corrected bootstrapping procedure with 5,000 bootstrap subsamples in SmartPLS
4. The bootstrapping procedure generated path coefficients (f3), standard deviations (STDEV), t-
statistics, p-values, and bias-corrected 95% confidence intervals used for hypothesis testing and
mediation analysis (J. Hair & Alamer, 2022).

3.7. Measurement Model Evaluation

The measurement model was evaluated to assess the psychometric properties of the research
instruments. Indicator reliability was examined through outer loading values, with a minimum
acceptable threshold of 0.70. Internal consistency reliability was assessed using Cronbach’s
Alpha and Composite Reliability (CR), where values exceeding 0.70 indicated satisfactory
reliability.

Convergent validity was evaluated using the Average Variance Extracted (AVE), with values
above 0.50 indicating that the construct explained more than half of the variance of its indicators.
Discriminant validity was assessed using the Heterotrait-Monotrait Ratio (HTMT), where
values below 0.90 indicated adequate discriminant validity among constructs. These procedures
ensured that each construct measured distinct conceptual dimensions and possessed acceptable
levels of reliability and validity.

3.8. Structural Model Evaluation
After establishing the adequacy of the measurement model, the structural model was assessed
to test the proposed hypotheses and evaluate the predictive power of the model. The
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significance of the structural relationships was examined through path coefficients (B), t-
statistics, and p-values generated from the bootstrapping procedure.

The explanatory power of the model was evaluated using the coefficient of determination
(R?), which indicates the proportion of variance explained by the predictor variables in each
endogenous construct. Effect size (f?) was used to assess the contribution of individual
exogenous variables to the explained variance of endogenous constructs. Predictive relevance
(Q?) was evaluated using the blindfolding procedure to determine the predictive capability of
the model.

To examine the mediating role of Digital Readiness, indirect effects were assessed using
bootstrapping analysis. Mediation was considered significant when the indirect effect
demonstrated a p-value below 0.05. The nature of mediation was further interpreted based on
the significance of both direct and indirect relationships between the independent variables and
Employee Engagement. Hypotheses were accepted when the p-value was less than 0.05 and the
corresponding t-statistic exceeded 1.96 at a 95% confidence level.

3.9. Ethical Considerations

This study adhered to ethical principles governing social science and educational research.
Participation was entirely voluntary, and respondents were informed about the objectives,
procedures, and academic purpose of the study prior to completing the questionnaire. Informed
consent was obtained from all participants before data collection commenced.

The anonymity and confidentiality of respondents were strictly maintained throughout the
research process. No personally identifiable information was collected, and all responses were
analyzed in aggregate form. The collected data were used exclusively for academic and research
purposes and were stored securely to prevent unauthorized access. Furthermore, respondents
were informed that they could withdraw from the study at any stage without any consequences.
By ensuring voluntary participation, confidentiality, and responsible data management, this
study complied with the ethical standards commonly applied in higher education and social
science research.

4. RESULTS AND DISCUSSION

4.1. Result

A total of 100 questionnaires were distributed and successfully returned, resulting in a response
rate of 100%. All returned questionnaires met the inclusion criteria and were considered valid
for further analysis. The respondents consisted of young lecturers actively involved in teaching,
research, community service, and digital-based academic activities at Muhammadiyah
University of Tangerang.

Table 4. Respondent Characteristics

Characteristics Category Frequency Percentage (%)
Gender Male 46 46.0
Female 54 54.0
<30 Years 28 28.0
Age 30-35 Years 42 42.0
36-39 Years 30 30.0
Academic Rank Lecturer 62 62.0
Assistant Professor 38 38.0
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1-5 Years 57 57.0
Teaching Experience 6-10 Years 31 31.0
>10 Years 12 12.0

Source: Research Data (2026).

Consistent with the inclusion criteria, all respondents were younger than 40 years of age.
Therefore, the highest age category represents lecturers aged 36-39 years. The findings indicate
that the majority of respondents were female lecturers (54%), aged between 30 and 35 years
(42%), and had teaching experience ranging from one to five years (57%). This profile reflects a
productive and technologically adaptive academic workforce, making them an appropriate
population for examining employee engagement during digital transformation.

Measurement Model Evaluation

Indicator reliability was evaluated using outer loading values. As illustrated in Figure 1, all
indicators achieved loading values above the recommended threshold of 0.70, indicating that
the indicators adequately represented their respective latent constructs. The outer loading
values for Digital Work Culture ranged from 0.791 to 0.867, Perceived Organizational Support
ranged from 0.771 to 0.888, Digital Readiness ranged from 0.813 to 0.878, and Employee
Engagement ranged from 0.808 to 0.893. Therefore, all indicators were retained for subsequent
analysis.

Reliability and Convergent Validity
Reliability and convergent validity were assessed using Cronbach’s Alpha, Composite
Reliability (CR), and Average Variance Extracted (AVE).

Table 5. Reliability and Convergent Validity

Construct Cronbach's Alpha Composite
Reliability
Digital Work Culture 0.887 0.917 0.691
Perceived 0.901 0.927 0.719
Organizational
Support
Digital Readiness 0.893 0.925 0.755
Employee 0.911 0.934 0.740
Engagement

Source: SmartPLS Analysis (2026).

The results show that all constructs achieved Cronbach’s Alpha and Composite Reliability
values above 0.70, indicating satisfactory internal consistency reliability. Furthermore, all AVE
values exceeded 0.50, confirming adequate convergent validity.

Discriminant Validity
Discriminant validity was evaluated using the Heterotrait-Monotrait Ratio (HTMT). The results
are presented in Table 6.
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Table 6. HTMT Results

Constructs DWC POS DR EE
DWC -
POS 0.624 -
DR 0.718 0.694 -
EE 0.701 0.723 0.781 -

Source: SmartPLS Analysis (2026).

All HTMT values were below the recommended threshold of 0.90, indicating that the constructs
possessed adequate discriminant validity and measured distinct conceptual domains.

Collinearity Assessment

Collinearity was assessed by examining the Inner Variance Inflation Factor (VIF) values for all
predictor constructs in the structural model. According to Hair and Alamer (2022), Inner VIF
values below 5.00 indicate that multicollinearity is not a concern in PLS-SEM analysis. The
results are presented in Table 6A.

Table 6A. Inner VIF Values

Relationship Inner VIF

Digital Work Culture — Digital Readiness 1.342
Perceived Organizational Support — Digital Readiness 1.342
Digital Work Culture — Employee Engagement 1.687
Perceived Organizational Support — Employee Engagement 1.593
Digital Readiness — Employee Engagement 1.521

Source: SmartPLS 4 Inner VIF Output (2026).

All Inner VIF values ranged from 1.342 to 1.687, which are well below the recommended
threshold of 5.00. These findings indicate that multicollinearity was not present among the
predictor constructs, confirming that the structural model is suitable for hypothesis testing.

Structural Model Evaluation
The coefficient of determination (R?) was used to assess the explanatory power of the structural

model.

Table 7. Coefficient of Determination

Endogenous Construct R?
Digital Readiness 0.693
Employee Engagement 0.752

Source: SmartPLS Analysis (2026).

The findings indicate that Digital Work Culture and Perceived Organizational Support explain
69.3% of the variance in Digital Readiness. Furthermore, Digital Work Culture, Perceived
Organizational Support, and Digital Readiness jointly explain 75.2% of the variance in Employee
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Engagement. According to (Hair & Alamer, 2022), these values indicate substantial explanatory
power.

Effect Size (f?)
The effect size analysis was conducted to determine the relative contribution of each predictor
variable.

Table 8. Effect Size (f?)

Relationship f2 Interpretation
DWC — DR 0.213 Medium
POS — DR 0.247 Medium
DR — EE 0.365 Large
DWC — EE 0.052 Small
POS — EE 0.038 Small

Source: SmartPLS Analysis (2026).

The largest effect size was observed in the relationship between Digital Readiness and Employee
Engagement, highlighting the strategic role of digital readiness in fostering lecturer
engagement.

Predictive Relevance (Q?)

Predictive relevance was assessed using the blindfolding procedure.

Table 9. Predictive Relevance (Q?)

Endogenous Construct Q2
Digital Readiness 0.486
Employee Engagement 0.551

Source: SmartPLS Analysis (2026).

Since all QQ? values exceeded zero, the structural model demonstrates satisfactory predictive
relevance and possesses adequate predictive capability.

Hypothesis Testing
The significance of the direct relationships among constructs was assessed using path

coefficients obtained from the bootstrapping procedure.

Table 10. Direct Effects

Hypothesis Relationship STDEV  t-value p-value Decision
H1 Digital Work 0.412 0.075 5.493 0.000  Supported
Culture —

Digital
Readiness
H2 Digital Work 0.196 0.089 2.202 0.028  Supported
Culture —
Employee
Engagement
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H3 Perceived 0.458 0.071 6.451 0.000 Supported
Organizational
Support —
Digital
Readiness
H4 Perceived 0.157 0.078 2.013 0.044  Supported
Organizational
Support —
Employee
Engagement
H5 Digital 0.568 0.062 9.161 0.000 Supported
Readiness —
Employee
Engagement
Source: SmartPLS 4 Bootstrapping Analysis (2026).

Table 10 presents the complete bootstrapping results, including path coefficients (B), standard
deviations (STDEV), t-statistics, and p-values. All structural relationships were positive and
statistically significant (p < 0.05), thereby supporting hypotheses H1-H5. Digital Readiness
exerted the strongest direct effect on Employee Engagement (3 = 0.568), followed by Perceived
Organizational Support on Digital Readiness (p = 0.458) and Digital Work Culture on Digital
Readiness (B = 0.412). In contrast, the direct effects of Digital Work Culture (p = 0.196) and
Perceived Organizational Support (B = 0.157) on Employee Engagement were comparatively
smaller, indicating that organizational resources contribute more effectively to engagement by
first enhancing lecturers' Digital Readiness.

Mediation Analysis
The indirect effects were examined to determine the mediating role of Digital Readiness.

Table 11. Indirect Effects
Hypothesis  Relationship t-value p- Lower Upper Mediation Decision

value CI CI

Hé6 Digital Work
Culture —
Digital 0.234 0.047 4.979 0.000  0.144 0.328 Partial Supported
Readiness —
Employee
Engagement
H7 Perceived
Organizational 5.200
Support — 0.260 0.050 0.000 0.163 0.359 Partial Supported
Digital
Readiness —
Employee
Engagement

Source: SmartPLS 4 Bootstrapping Analysis (2026).

Table 11 presents the bootstrapping results for the indirect effects. Both indirect relationships
are positive and statistically significant, as indicated by the t-statistics, p-values, and bias-
corrected 95% confidence intervals that exclude zero. Because the direct effects (Table 10) and
the indirect effects (Table 11) remain statistically significant, Digital Readiness functions as a
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partial mediator in the relationships between Digital Work Culture and Employee Engagement
as well as between Perceived Organizational Support and Employee Engagement. These
findings indicate that organizational resources enhance Employee Engagement not only directly
but also indirectly by strengthening lecturers’ Digital Readiness during digital transformation.

4.2. Discussion

The Effect of Digital Work Culture on Digital Readiness

The findings reveal that Digital Work Culture positively influences Digital Readiness among
young lecturers. This result suggests that universities that foster technology utilization, digital
communication, virtual collaboration, and innovation create conditions that strengthen
lecturers’ readiness to engage with digital transformation initiatives.

At Muhammadiyah University of Tangerang, digital work culture is reflected through the
implementation of Learning Management Systems (LMS), digital academic information
systems, electronic attendance systems, online meetings, cloud-based document management,
and digital administrative services. The continuous use of these technologies encourages
lecturers to develop digital competencies and confidence in utilizing technological resources.
Consequently, lecturers become more prepared to adapt to emerging digital demands and
institutional transformation. This finding supports previous studies indicating that
organizational digital environments facilitate the development of employees technological
capabilities and adaptability (V M, 2025).

The Effect of Perceived Organizational Support on Digital Readiness

Perceived Organizational Support was found to positively affect Digital Readiness. This finding
indicates that lecturers who perceive strong institutional support tend to exhibit greater
confidence and willingness to engage with digital technologies.

Within the context of Muhammadiyah University of Tangerang, organizational support may
be reflected through technology training programs, research funding opportunities, mentoring
systems, publication assistance, professional development activities, and institutional
recognition of academic achievements. These support mechanisms enable lecturers to feel
valued and encouraged, thereby increasing their readiness to participate in digital
transformation initiatives. This result is consistent with Social Exchange Theory, which suggests
that employees reciprocate organizational support through positive attitudes and adaptive
behaviors.

The Effect of Digital Readiness on Employee Engagement

The strongest relationship identified in this study was between Digital Readiness and Employee
Engagement. The finding suggests that lecturers who possess higher levels of digital
competence, confidence, and adaptability are more likely to experience enthusiasm, dedication,
and immersion in their academic responsibilities.

Digital readiness enables lecturers to utilize digital technologies effectively in teaching,
research, academic administration, and scholarly collaboration. As a result, they experience
lower technological anxiety and greater confidence in performing their work, which ultimately
strengthens employee engagement.
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The findings further support contemporary perspectives suggesting that the sustainability of
digital transformation in higher education depends not only on technological infrastructure but
also on the readiness of academic staff to effectively utilize digital technologies. Universities
may invest substantially in digital platforms and information systems; however, the benefits of
such investments cannot be fully realized without lecturers who possess adequate digital
competence, confidence, and adaptability. Therefore, strengthening digital readiness should
become a strategic priority for universities seeking to improve employee engagement and
institutional competitiveness in the digital era (Nugroho et al., 2024).

This finding is further supported by the mediation analysis, which demonstrates that Digital
Readiness functions as the primary mechanism through which Digital Work Culture and
Perceived Organizational Support are translated into stronger Employee Engagement. These
results reinforce the argument that organizational resources alone are insufficient to maximize
engagement unless lecturers possess the capability and confidence to utilize digital technologies
effectively.

This finding highlights that digital transformation in higher education is not solely
dependent on technological infrastructure but also requires lecturers who are psychologically
and technically prepared to utilize digital resources effectively.

The Direct Effects of Digital Work Culture and Perceived Organizational Support on Employee
Engagement

Both Digital Work Culture and Perceived Organizational Support directly influence Employee
Engagement. These findings indicate that organizational resources contribute to lecturer
engagement through multiple pathways.

A supportive digital work culture creates a more efficient and collaborative working
environment, while organizational support strengthens lecturers’ perceptions of being valued
and appreciated by the institution. Together, these factors enhance lecturers’ emotional
attachment to their work and institutional goals. However, the relatively smaller direct effects
compared with the effect of Digital Readiness suggest that organizational resources become
more effective when lecturers possess adequate readiness to utilize available digital
opportunities.

The Mediating Role of Digital Readiness

The most important contribution of this study lies in the identification of Digital Readiness as a
significant mediating mechanism. The findings demonstrate that Digital Work Culture and
Perceived Organizational Support influence Employee Engagement not only directly but also
indirectly through Digital Readiness.

This finding extends Social Exchange Theory by demonstrating that organizational resources
alone are insufficient to maximize employee engagement. Rather, Digital Readiness functions
as a strategic personal capability that enables lecturers to transform supportive organizational
environments into positive work attitudes and behaviors. In other words, organizational
resources create the opportunity for engagement, whereas Digital Readiness determines the
extent to which these opportunities are effectively utilized by lecturers.

The findings suggest that universities seeking to strengthen lecturer engagement should not
focus exclusively on technological infrastructure or organizational support programs. Equal
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attention should be devoted to enhancing lecturers’ digital readiness through continuous
training, digital mentoring, technology workshops, and capacity-building initiatives.

Theoretical Implications

This study contributes to the employee engagement literature by extending Social Exchange
Theory within the context of digital transformation in higher education. The findings
demonstrate that Digital Readiness serves as an important mediating mechanism linking
organizational resources and employee engagement. Furthermore, this study enriches existing
knowledge by providing empirical evidence from young lecturers working in an Indonesian
Islamic private university, a context that remains underrepresented in previous studies.

Practical Implications

The findings offer several practical implications for university management. First, institutions
should strengthen digital work culture through the integration of digital technologies into
academic and administrative processes. Second, universities should enhance organizational
support by providing professional development opportunities, research support, mentoring
systems, and recognition programs. Third, targeted initiatives aimed at improving lecturers’
digital readiness should be prioritized because digital readiness represents the most influential
factor affecting employee engagement in the context of digital transformation.

5. CONCLUDING REMARKS AND RECOMMENDATION

Concluding Remarks

This study examined the relationships among Digital Work Culture, Perceived Organizational
Support, Digital Readiness, and Employee Engagement among young lecturers at
Muhammadiyah University of Tangerang during the ongoing digital transformation of higher
education. The findings demonstrate that Digital Work Culture and Perceived Organizational
Support significantly contribute to the development of Digital Readiness. Furthermore, Digital
Readiness exerts the strongest influence on Employee Engagement, indicating that lecturers’
preparedness to adopt and utilize digital technologies is a critical determinant of engagement in
the digital era.

The results also reveal that Digital Work Culture and Perceived Organizational Support
directly influence Employee Engagement. More importantly, Digital Readiness partially
mediates these relationships, suggesting that organizational resources become more effective in
fostering engagement when lecturers possess adequate digital competence, confidence,
adaptability, and readiness for technological change.

From a theoretical perspective, this study extends Social Exchange Theory by demonstrating
that Digital Readiness functions as an important mechanism through which organizational
resources are translated into positive work attitudes and behaviors. The study contributes to the
employee engagement literature by integrating organizational and individual perspectives
within a single explanatory framework and by providing empirical evidence from the context
of young lecturers in an Indonesian Islamic private university.

From a practical perspective, the findings emphasize that universities should not only invest
in digital infrastructure and organizational support systems but should also strengthen
lecturers” digital readiness. Developing digitally prepared academic personnel is essential for
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sustaining employee engagement and institutional performance in increasingly technology-
driven educational environments.

Recommendations

Based on the findings, several recommendations are proposed for higher education institutions,
particularly those undergoing digital transformation.First, universities should strengthen
Digital Work Culture by promoting the consistent use of digital technologies in teaching,
research, academic administration, and institutional communication. The optimization of
Learning Management Systems (LMS), digital academic information systems, cloud-based
collaboration platforms, and data-driven decision-making processes can create a more
supportive digital working environment.

Second, institutional leaders should enhance Perceived Organizational Support through
comprehensive professional development programs, research grants, publication support,
mentoring initiatives, recognition systems, and flexible work arrangements. Such support can
increase lecturers’ perceptions that the institution values their contributions and is committed
to their professional growth.

Third, universities should prioritize programs aimed at improving Digital Readiness among
lecturers. Regular digital skills training, technology workshops, digital mentoring programs,
and continuous learning opportunities can strengthen lecturers” competence and confidence in
adapting to technological change. Since Digital Readiness emerged as the strongest predictor of
Employee Engagement, investments in digital capability development are likely to generate
substantial organizational benefits.

Fourth, policymakers and university administrators should integrate digital readiness
development into institutional strategic plans and human resource management policies. Such
initiatives will help ensure that digital transformation efforts are accompanied by adequate
human capital development.

Despite its contributions, this study has several limitations. The research was conducted
within a single institution, which may limit the generalizability of the findings. Because the
respondents were recruited from a single Indonesian Islamic private university, the findings
should be generalized cautiously and are primarily applicable to higher education institutions
with comparable organizational characteristics, governance structures, and stages of digital
transformation. Consequently, caution should be exercised when extending these findings to
public universities or institutions operating in substantially different organizational contexts.

Overall, this study highlights the strategic importance of Digital Readiness as the key
mechanism that bridges organizational resources and Employee Engagement during higher
education digital transformation. Accordingly, strengthening Digital Readiness should become
a strategic priority for higher education institutions seeking to improve lecturer engagement
and ensure the long-term success of digital transformation initiatives. Universities should
therefore focus not only on strengthening organizational support and digital infrastructure but
also on developing lecturers who are psychologically, technically, and professionally prepared
to thrive in an increasingly digital academic environment.
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