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ABSTRACT

This research aims to test a concept of individual dexterity in improving individual performance for
the digital workplace. Individual dexterity is the ability of individuals to explore fingers and other
senses when in contact with information technology devices (finger dexterity) and exploit the idea
or ideas to complete the work independently (manual dexterity). One hundred fifty respondents who
work in creative industries and using information technology-based communication tools to finish
their daily job were involved in this research. Data were collected using a questionnaire and analyzed
using SmartPLS. The results show that individual dexterity is able to predict the performance of
individuals who work in a digital environment. In addition, psychological empowering leadership
and individual readiness to change play a role as significant triggers to the formation of individual
dexterity which then increases individual performance.
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1. INTRODUCTION

One of the changes that must be addressed by organization nowadays is technological advances which
may affect employee performance. The resources owned by companies such as capital, methods,
and machines could not provide optimum results if not supported by workforce that have optimum
performance. In this century, the digital workforce dominate the structure body of organization. We
termed the digital workforce as a generation who grow in the ease of access to digital information
and even has been used as one of the primary needs. According to Prensky (2001), there is two types
of human relationship to technology which are digital native and digital immigrant. Digital native is
persons (especially children and teenagers), which since its inception has been exposed with incessant
technological developments, such as the development of computers, the internet, animation and so on
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associated with the technology. While digital immigrant is people (especially old) who during their
lives of children and teenagers took place before the development of the computer. Digital native
and digital immigrant can have a digital fluency competency that should be used to manipulate the
data, creatively represent information, solve problems, and design new products or change ways of
working (Colbert & Yee, 2016).

Digital fluency is expected has an impact on the employees’ ability to compete and collaborate
within the digital workforce. The digital workforce has developed a lot of competence in the course
of their interactions with technology, they may feel comfortable with the technology-based instruction
(Kraiger & Ford, 2006), provide low-cost solutions and can be replicated to help employees develop
the skills they need. In addition to bringing a high level of digital fluency to the workplace, workers
can respond with good digital motivational strategies similar to those used in the virtual world.

Rapid changes in external environment such as new technologies and the growing number of
competitors in the world economy, causing the short product life cycle and rising tensions between
exploration and exploitation (Malhotra & Hinings, 2015). Due to the rapid changes in the external
environment, organizations face difficulties with long-term survival. Solis-Molina, Hernandez-
Espallardo, and Rodriguez-Orejuela (2018), argued that the organization has its ambidexterity. Much
of the research on organizational ambidexterity showed that organizations that managed to create
a balance between exploration and exploitation are performed better in the short and long term.
Organizations that successfully combine both activities can be called as “ambidextrous organizational”
(Benschop, Leenders, Doorewaard, & Brink, 2013). In fact, a combination of both activities resulting
in a struggle organizational ambidexterity (Reyt & Wiesenfeld, 2015). The reason is that both of
those capabilities need more scarce resources. Hence, some times employees have to make a choice
between the two. However, Patel, Messersmith, and Lepak (2013) show that ambidexterity is not only
achieved at the organizational level but can also at the individual level. Factors that affect ambidexterity
at an individual level provides insights and new methods on how to develop ambidexterity into the
organization. In this way, they are expected to adapt to the changing environment and technology
will be more successful in the short and long term period. Organizational ambidexterity is a concept
that is applied at the organizational level, however, this concept needs to be lowered to an individual
level which can be termed as individual dexterity.

Organizational ambidexterity is an organization’s ability to do two jobs at once (O’Reilly
& Tushman, 2013). Junni, Sarala, Taras, and Tarba (2013) explained that the combination of
both components will produce a better performance than using only one component. Moreover,
organizational ambidexterity is the ability of an organization to simultaneously pursue exploration
and exploitation of innovation (O’Reilly & Tushman, 2013). Exploitation activities related to aspects
such as improving the efficiency, implementation, and execution, while exploration activities intended
to modify existing models, experiments and radically affect organizational routines (March, 1991).
Research by (Chao, Kadivas, & Gaimon, 2009; An-Qiang, Wen-Jiang, & Xia, 2018) declared a
synergism between exploration and exploitation of the unit that will release the unused potential of
both so that the achievement of individual units will improve individual performance.

Dexterity is the harmony and adaptation ability to develop contextual terms. Contextually,
ambidexterity behavior is the capacity to simultaneously show the alignment and adaptability across
all business units. When the contextual level has been reached, every individual in one unit can
provide value in their own functional area, but at the same time, each individual alerts to changes in
the environment tasks, and act according to circumstances.

Information technology advancement will facilitate activities organization that can improve
performance. The goal of organizational changes is placing human at the central element, away from
the factor of method, social, organization and purpose. But there are two important aspects to improve
employee performance, such as internal-external aspects of employee and working methods (Jansen,
Simsek, & Cao, 2012). An internal-external aspect of employees includes a relationship with leaders,
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department, organizational commitment, job satisfaction, and organizational culture. IT developments
have the ability to prosecute individuals both soft skills and hard skills in order to achieve optimal
performance. These capabilities along with the necessity to use IT tools and utilization of effective
social media usage through the development and usage of IT.

Studies by Jansen et al., (2012) mentioned that individual performance is significantly determined
by the level of ambidexterity. Ambidexterity is an integrated phenomenon at the organization level,
however, personal characteristics and individual work context will lead to the link between agility
behavior and performance (Smith & Tushman, 2005). Exploitation and exploration activities should
have integrated into lower hierarchical levels (top-down), so that workers, line managers up to top
managers must have in order to improve the performance of individual ambidexterity (Birkinshaw &
Gibson, 2004). Sustainability in the organizational ambidexterity can be realized with a bottom-up
approach, or better known as contextual dexterity. Contextual dexterity includes a series of process
activities that encourage and motivate individual members of the organization in making a decision,
by means of creative and innovative in their daily work specification (Chang, Yang, Martin, Chi, &
Tsai-Lin, 2016), so individual dexterity affects individual performance.

In addition, contextual dexterity will be strengthened if leaders show high behavioral and
psychological empowerment, individuals also have a readiness to change related to the information
technology revolution, so it is expected will increase individual performance. Since, there is still lack
of research that discuss the relationship between individual dexterity and individual performance, this
research aims to develop and test a concept of individual dexterity as a result from the existence of
psychological empowering leadership and individual readiness to change which in turn will individual
performance in digital workplace.

2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

2.1. Psychological Empowering Leadership

Psychological empowering leadership is an implementation process conditions allowing a leader
to share power with employees significantly by interpreting the work of employees, providing
decision-making autonomy of the larger, expressing confidence in the ability of employees to
resolve bottlenecks in performance (Zhang & Bartol, 2010). It conceptualized as a psychological
state or set of cognition. Firth, Chen, Kirkman, and Kim (2014) defined psychological empowerment
as a process of increasing the feeling of success on employees itself through the identification
of conditions that foster powerlessness and move with informal techniques that provide success
information. Thomas and Velthouse (1990) argue that psychological empowering leadership
defined as a psychological state that is manifested in four cognitive meaning, competence, self-
determination and impact. In particular, it means involves a feeling that one’s work is important
personally. Joint fourth this in mind, the individual wants and feels capable of forming a role in
their work, meaning a high level (Margaryan, Littlejohn & Vojt, 2011). According to Thomas
and Velthouse (1990), it is resulting in commitment increase, involvement, and concentration.
Competence refers to the confidence or belief by individuals that they have the expertise and skills
needed to achieve their goals (Rogiest, Segers, & Witteloostuijn, 2018; Zhang & Bartol, 2010).
High levels of competence resulted in increased confidence which in turn leads to businesses and
a higher persistence in the face of adversity (Thomas & Velthouse, 1990). Determination of the
career itself refers to the sense of control, autonomy, and freedom of choice to fulfill tasks that are
reasonable and done in an appropriate manner (Oldham & Fried, 2016). Determining the level of
his own career had a positive effect on an individual’s belief that they have the ability to affect the
working environment and the results of its work. Individuals have a greater ability to recognize
opportunities and are more motivated (Klerk, 2016).
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2.2. Individual Readiness to Change

Ho, Kong, Lee, and Dubreuil (2018) explained that in order to be sustained, the organization needs
to change and acts through its members. A successful change will survive only if people change
behavior dynamically in their work. They also found many change efforts fail because leaders often
underestimate the changes central role played by individuals in the process of change. To support this
idea, previous research has empirically demonstrated that individual is not a passive recipient of the
organizational changes, but they are actors who actively interpret and respond to what is happening in
their environment. Furthermore, some recent researches also showed that employees’ attitudes toward
organizational change affect their behavior support towards change. Thus, it can be concluded that
people who have a positive attitude toward organizational change is more likely change their behavior
and fight for change initiatives (eg; Malhotra & Hinings, 2015; Rogiest et al., 2018; Bouckenooghe
& Devos, 2008; Shin, Taylor, & Seo, 2010)

Individual readiness to change is defined as the extent to which a person believes that a change
was needed and that he has the capacity for such changes. When assessing readiness to change,
previous research studies tend to only focus on one aspect, such as perception of personal benefit
from changes (Bouckenooghe & Devos, 2008), or evaluation of the organization’s capacity to make
a successful change (Battilana, Dimitriadis, & Gargiulo, 2012). Given the importance of readiness
for change, we still need more research investigating how to prepare an organization and carried out
actions that effectively captures the nature of readiness for change.

In addition, Choi (2011) argued that individual readiness for organizational change is the belief
that changes are necessary and will probably succeed. Moreover, Bargeron, Lehn, and Smith (2015)
also emphasizes the trust of employees to benefit from these changes. However, researchers agree
that individual readiness for organizational change involves evaluation of individual capacity and
organizations to make a successful change, the need for a change and benefits that can be obtained
from the organization and its members change (Holt, Armenakis, Harris, & Field, 2007).

More recently, through the study of scale development, An et al., (2018) more clearly define this
concept as multifaceted construction with four dimensions: individuals trust to specific changes in
efficacy, suitability of change, change management support, and personal benefits of such changes.
Individual readiness for organizational change lies in the concept of individual level. Individuals in
the same unit may have a similar readiness for organizational change. However, we cannot assume
similarities readiness among people at any level in an organization.

H1: Psychological empowering leadership relates positively to the individual’s readiness to change.

2.3. Individual Dexterity

Individual dexterity can be conceptualized as the combination of individual exploration and
exploitation (Mom, et al., 2009). The basic concept is a fusion of between exploitation and exploration
at the individual level. In addition, ambidexterity can be seen as a relationship between exploration
and exploitation and how the organization responses changes in business management conflict
today. Ambidexterity can happen at the organizational level, and also at the individual level (Chang
et al., 2016; Keitzman et al., 2013) define individual dexterity as “the ability of individuals to adjust
the level of cognitive flexibly in a dynamic context with the right shift between exploration and
exploitation”. Thus, individual dexterity involved in how individuals can balance between exploratory
and exploitative tasks in the context of their daily work.

Research by Ardito, Benson, Petruzzelli, and Gregori (2018) concluded that ambidexterity often
occurs in relation to technological innovation. They expand the definition into two basic dimensions:
(1) an exploratory innovation shows activity intended to enter the market of new products, and (2)
exploitative dimensions of innovation activity being done to improve existing market position. There
are four basic types of ambidexterity that facilitate the implementation of marketing strategies which
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are structural ambidexterity, contextual ambidexterity, punctuated ambidexterity and peripatric
ambidexterity (Revilla & Rodriguez-Prado, 2018).

Additionally, contextual dexterity is a process or a system that encourages people to split time
between activities. Therefore, contextual dexterity allows individual to dynamically and flexibly decide
how to divide their time between activities of exploratory and exploitation (Gibson & Brikinshaw,
2004). Individual efforts in pursuit of exploratory and exploitation can be exhibited at the organizational
level. This paper emphasizes on the development of information technology applications that require
individuals to have a balance between exploration and exploitation in the context of finger capability
and manual capability.

Individual dexterity can be created from internal support and external support. Internal support
such as motive to change and readiness to change are main support, while psychological support from
leader also believed as a trigger for individual dexterity. Psychological empowering leadership is a
leader who empowers members through the process of increasing feelings of personal goals member
(employee). This can be measured by increasing the meaning of work, encouraging participation in
decision-making. This psychological confidence will express high performance, autonomy and gives
the determination of his own career in the future. By empowering psychologically, an individual
will try to determine how to finish their work independently. This independence makes individual
dexterity grows.

H2: Psychological empowering leadership relates positively to individual dexterity.

2.4. Individual Performance

Changes in technology make the interdependence between job enrichment, expansion of employment,
employee satisfaction and employee performance. Job enrichment and job expansion make employees
feel that they belong to the organization and thus improves performance. Employee performance or
individual performance is defined as individual behavior, attitude and motivation to achieve the goal.
According to Shin et al., (2010), there are factors that cause the increased performance of employees
during work which is working independently, organizational support, training, and organizational
justice within. Individual performance is defined as any behavior or act that is relevant to the purpose
of the organization. Individuals who have a readiness for change is likely to have individual high
dexterity, which will ultimately improve their performance. If this is associated with the ability to work
explorative and exploitative, individuals who are ready to change will demonstrate higher performance.

H3: Individual Readiness to change relates positively to the individual dexterity (finger dexterity
and manual dexterity).

H4: Individual dexterity (finger dexterity and manual dexterity) relates positively to individual
performance.

The empirical model simply conveys that individual performance can be stimulated through
psychological empowering leadership, individual readiness to change and individual dexterity. It can
be pictorially described in Figure 1.

3. METHOD
3.1. Data

With regard to the research background, data is suitable to be collected from individual developers
of software applications designer in Indonesia since they are part of the worker in creative industry
which require high IT skills in their daily work. However, we are not able to determine the total
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Figure 1. Research Model
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number of its population. Fraley and Vazire (2014) recommended that if the population is not known,
the sample size is at least five times the number of questionnaire items.

We distributed our questionnaire to 320 respondents from snowballing effects in such a
community. The questionnaire is also completed with a letter that requests them who acquire the
topic of this study to complete the questionnaire. By the end, after four months, 150 respondents
involved in this study (response rate is 46.87%). The questionnaire contains several items that
address psychological empowering leadership, individual readiness to change, individual dexterity
and individual performance.

3.2. Measures

The following definition of each variable along with indicators are presented in Table 1. The scale
of response is ranging from 1 (strongly disagree) — 5 (strongly agree).

3.3. Data Analysis

We use PLS 3.2.0 software as suggested by Ringle, et al. (2018). PLS is used for the purpose of
prediction, test model fit and able to test theory (Hair et. al., 2017). SEM analysis has five stages as
follows (Latan, 2013).

3.3.1. Models Specification

Activities in this step are to develop a model based on theoretical studies to support research on issues
that were examined. Furthermore, the model defines a conceptual construct that will be examined
and determine its dimensions. Any relationship hypothesized direction must be clear and build from
well-founded theory.

3.3.2. Model Identification

This stage is an important stage in SEM, if the model can not be identified, it will be cannot be
estimated or calculated. It is important for researchers conducted this stage to determine whether the
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Table 1 Variables and Indicators

Variable Indicators

1. Creating pleasure situation to get meaning work

2. Encourage psychological participation in decision-
Psychological Empowering Leadership is a leader who making

empowers members through the process of increasing the 3. Expressing psychological confidence in the high
feeling of successful performance (Zhang & Bartol, 2010) | performance

4. Give autonomy

5. Encourage self-determination for their own career.

. Response to change

. Challenge to change

. Benefits of change

. Encouragement to change

Individual readiness to change is defined as a pioneer
of behavioral cognitive against rejection or support of
business change (Arizqi & Fachrunnisa, 2016)

FESROSIN S R

1. Coordinating ten fingers
2. Coordinating both hands
Individual dexterity is the individual’s ability to 3. Coordinating IT applications
incorporate new ideas and harness the power of 4. Using senses
information technology to complete several jobs at one 5. Finishing several different jobs in one time
time (Mom et al., 2009). 6. Using several IT applications in one time
7. Coordinating IT devices to finish work
8. Teamwork capability
Individual performance is the behavior, actions, attitudes, 1. Meet the deadline
. R . . 2. Meet the targets
and motivation of individuals in accordance with the -
L o . 3. Use resources efficiently
objectives of the organization (Shin et al., 2010) .
4. Work in a team

model has a unique value or not. This identification by calculating the degrees of freedom and the
value of degrees of freedom must be positive.

3.3.3. Model Estimation

Once the data is collected then models are estimated. Generally, the estimation method used is the
maximum likelihood (ML).

3.3.4. Models Evaluation

Activities in this step are evaluation and interpretation of analytical results. This stage aims to evaluate
the overall model. This process begins with data normality test subsequently followed by testing the
measurement model to analyze the factors confirmation to test the validity and reliability of latent
variables, followed by testing the structural models, as well as the last judge overalls, fit the model
by referring to the goodness of fit (GoF).

3.3.5. Models Modifications

This activity with regard to the evaluation and interpretation of the model. If the value of the model
GoF does not fit, it is necessary to modify models.

4. RESULT AND DISCUSSION

4.1. Descriptive Analysis

This study uses a sample of 150 respondents. Demographics of respondents in this study include;
gender, age, education, tenure, and type of work which provided in Table 2.
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Table 2. Demographics of Respondents

Total Percentage
Number of samples 150 100%
Gender
Male 106 70.67
Female 44 29.33
Age
<30 yrs 75 50
30-50 yrs 55 36.67
> 50 yrs 20 13:33
Education
High School 24 16
Diploma 34 22.67
Bachelor 76 50.67
Master 16 10.67
Work
IT staff 39 26
Non IT Staff 12 8
Non-private 5 3.33
Private employees 7 4.67
Network technician 10 6.67
Entrepreneur 8 5:33
Programmers 7 4.67
Administration staff 14 9:33
Others 48 32
Tenure
<5 yrs 38 25.33
1-5 yrs 69 46
> 10 yrs 43 28.67

In table 1, we can observe that respondents are 106 male (70.67 percent) and 44 are female (29.33
percent). Most of the respondents aged less than 30 years (50 percent), 55 respondents in the range
30-50 years old, and only 20 respondents (13.33 percent) were aged over 50 years. The educational
background of the respondents notes that 50.67 percent of respondents graduated from a degree
program, 22.67 percent hold diploma program (22.67 percent), and 24 respondents (16 percent) are
graduate from high school, only 16 respondents hold master degree program (10.67 percent).

4.2. Hypothesis Testing

A variance based PLS approach is preferable for covariance-based methods since PLS imposes less
strict restrictions on sample size distribution (Chin et al. 2003). PLS is defined as an SEM technique in
which measurement models and the theoretical structural models are simultaneously assessed (Chin,
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1998). In addition, an equal method can be used to resolve multicolinearity problems in multivariate
regression analysis. Although prediction of measurement and structural parameters simultaneously
happens, PLS measurement using confirmatory factor analysis models, estimate the structural model
of a test of the path associations among the hypotheses.

4.3. Measurement Model

The initial stage before test measurement models test is to estimate the model (Figure 2). Evaluation of
measurement models is used to test internal consistency (Cronbach alpha and composite reliability);
convergent validity (indicator reliability and AVE); and discriminant validity (Fornell-Larcker, Cross
Loading, and HTMT). The test results of the measurement model of Table 2 shows that the model is
valid and reliable. Reliability indicator shows the value of all indicator loading factor of more than
0.70 and AVE values above 0.50. Internal consistency reliability demonstrates the value of Cronbach
alpha and composite reliability of more than 0.70. To test the discriminant validity, Fornell-Larcker
researchers used a matrix and HTMT (heterotrait-monotrait ratio of correlations) as suggested by
(Henseler, Ringle, & Sarstedt, 2016). In Fornell-Larcer matrix (Table 4), the value of the square
root of AVE (diagonal) greater than all the values, and the value of HTMT (Table 3) is less than 1.
Hence, it can be concluded that the discriminant validity of the measurement models was confirmed.

4.4. Evaluation Model

The evaluation results of PLS models Encryption run 1, the outer loading all indicators are more
than 0.70, showing that all indicators are valid, then there is no indicator that needs to be eliminated.

4.5. Structural Evaluation Model

Results of the coefficient of determination in Table 5 shows the R-square values of all variables >
0.5. (Hair et al., 2017) recommends that R-square 0.75, 0,50 and 0,25 shows that the model’s ability
to predict is (strong, moderate and weak). It can be concluded, individual dexterity, psychological
empowering leadership and individual readiness to change has a strong capability (0.641; 0.776 and
0.718) in predicting individual performance.

Figure 2. Estimation Model
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Table 3. Measurement evaluation model

. Internal Consistency Discriminant
Latent Conisivitity Reliability Validity
Variable Indicators
. Composite Cronbach
Loadings AVE Reliability Alpha HTMT
>0.70 >0.50 >0.70 >0.70 <1
ID_I 0.782
ID-2 0.901
ID_3 0.924
ID_4 0.865
1D 0.766 0.963 0.956 YES
ID_5 0.767
ID_6 0.890
ID_7 0.950
ID_8 0.907
1P_1 0.857
IP_2 0.924
1P 0.80. 0.942 0.918 YES
IP_3 0.896
IP_4 0.906
PEL_1 0.898
PEL_2 0.753
PEL PEL_3 0.845 0.723 0.929 0.903 YES
PEL_4 0.873
PEL_5 0.875
RTC_1 0.873
RTC 2 0912
RTC 0.799 0.941 0.916 YES
RTC_3 0.934
RTC 4 0.854
Table 4. Fornell-larcker criterion
ID P PEL RTC
Individual Dexterity (ID) 0.875
Individual Performance 0.881 0.896
Psychological Empowering Leadership 0.718 0.802 0.850
(PEL)
Individual Readiness to Change (RTC) 0.797 0.880 0.847 0.894

4.6. Predictive Relevance (Q-Square)

The previous cross-validation test hypotheses communality and redundancy indices estimate the
quality of the structural model. It means that the CV communality global ensures that the quality
of the structural model fit the indices are positive for all the blocks, considering the measurement

10
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Table 5. Coefficient of determination (R-square)

R Square Adjusted R Square
Individual Dexterity 0.641 0.636
Psychological Empowering Leadership (PEL) 0.776 0.775
Individual Readiness to Change 0.718 0.716

models as a whole. In addition, a metric to evaluate the quality of each structural equation is offered
by CV redundancy index. This index should be positive for all endogenous constructs (Tenenhaus et
al., 2008). This study provides the models of equal and suitable predictive validity since all the latent
variables have values for cross-validation (CV) redundancy and commonality. Table 6 and Figure 4

shows the value of the Q-square all dependent variables more than 0.

The next step after analyzing the quality of the structural equation is to examine the relations
between all constructs. According to Chin (1998), bootstrapping (500 sub-samples) generates standard
errors and t-values. Figure 5 shows the results of the structural model analysis, showing the path
coefficients along with reviews their significance levels. Beta and t-value (sign) for each hypothesis

is shown in Table 7.

Table 6. Quality of structural equation

Variable CV commonality CV redundancy
Individual Dexterity 0662 0452
Individual Performance 0616 0584
Psychological Empowering Leadership 0554
Individual Readiness to Change 0610 0537

1
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Figure 4. Predictive Relevance (Q-square)
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Figure 5. Structural model
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0.6444(6.000)°=

Individual
Performance

Individual

0.710(1.370)=*== Dexteritv

.B48718.537)*

Individual
Readiness to
Change

H1 assesses a positive impact from the psychological empowering leadership on individual
readiness to change. Diamantopoulos and Siguaw (2000) categorize path coefficients that are
under 0.30 as causing moderate (effects), from 0.30 to 0.60 as strong, and up to 0.60 as very strong.
Consequently, psychological empowering leadership establishes a strong, positive, significant
effect on individual readiness to change (path coefficient = 0.876, p <0.001). The higher level of
psychological empowering leadership will affect individual readiness to change and also affect
individual dexterity. Hypothesis 2 test results show that psychological empowering leadership has a
positive and significant effect on individual dexterity (path coefficient = 0710, p < 0001). Therefore,
H2 also admits empirical support from the data.

12
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Table 7. Structural testing models

Path Beta T-Value (Sign)
PEL — RTC 0876 27 938 etk
PEL — ID 0710 1370 #%*
RTC - ID 0840 18 937 okt
ID - IP 0644 6000

***p <0.001

PEL: Psychological Empowering Leadership
ID: Individual Dexterity

RTC: Individual Readiness to Change

IP: Individual Performance

Figure 6. Research models (standardized solution)

Psychological
Empowering
Leadership

individual
Dexterity

individual

Individual
Performance

Readiness to
Change

The result of testing H3 and H4 also admit empirical support from the data. Individual readiness
to change has a positive and significant relationship in individual dexterity (path coefficient =
0.840, p <0.001) while individual dexterity has a positive and significant relationship on individual
performance (path coefficient 0.644, p <0.001). In conclusion, all effects of the H1, H2, H3, and H4
are very strong, positive and significant (path coefficient 0.876, 0.710, 0.840, and 0.644).

In order to observe the role of individual dexterity in relationship between psychological
empowering leadership and individual performance, also between individual readiness to change
and individual performance, we employee the mediated testing.

First, the direct model is examined to investigate whether psychological empowering leadership
and individual readiness to change would have significant direct effects on individual performance.
Figure 7 shows the results. In the direct model of relationships between Psychological Empowering
Leadership and Individual Performance, the results indicate a positive effect of Psychological
Empowering Leadership on individual performance (path coeff = 0.158, t-value = 2.093, p-values =
0.037). In addition, Individual Readiness to Change also has a positive significant effect on individual
performance (coeff path = 0.301, t-value = 2.936, p-values = 0.003).

If all these conditions are satisfied and the effect of the independent variable becomes non
significant in the presence of the mediator, then the effect of the independent variable is said to be
“completely” or “fully” mediated by the mediator. If all these conditions are satisfied while the effect
of the independent variable remains significant in the presence of the mediator, then the effect of the
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Figure 7. Research model (Direct and Indirect Effect)
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Figure 8. Bootstrapping Model

independent variable is said to be “partially” mediated. If some of these conditions are not satisfied,

then there is no mediation (Baron and Kenny, 1986).
According to the results provided in table 8, it can be concluded as follows:

1. Condition (1) is supported, Psychological Empowering Leadership has significant effect to

Individual Performance (path coeff = 0.534, t-value = 4.479, p values=0.000).

2. Condition (2) is not supported, Psychological Empowering Leaadership has no significant effect

to Individual Dexterity (path coeff = -0.019, t-value = 0.102, p values=0.855).

3. Condition (3) is supported, Individual dexterity has significant effect to Individual Performance

(path coeff = 0.525, t-value = 7,647, p values=0.000.
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Path Path coef Std Error T values P values Decision
PEL — IP 0.158 0.076 2.093 0.037 Accepted
IRC - IP 0.401 0.103 2.936 0.003 Accepted
PEL — ID -0.019 0.102 0.183 0.855 Rejected

To examine condition (4), the results for the direct model (table 8, figure 6) were compared with
those for the mediation model (table 9). With the inclusion of individual dexterity in the direct
model, the effect of psychological empowering leadership on individual performance decreased
from 0.534 to -0.010 and remained significant.

Hence, since condition (3) is not satisfied, the individual dexterity does not mediate the relationship
between psychological empowering leadership and individual performance.

Additionally, in order to test the role of Individual Dexterity in mediating the relationship between

Individual Readiness to Change and Individual Performance, we analyze the condition according to
Baron and Kenny, 1986 as follows:

Condition (1) is supported, Individual readiness to change has significant effect to individual
performance (path coeff = 0.30; t-value = 2.936, p values = 0.003);

Condition (2) is also supported, individual readiness to change has significant effect to individual
performance (path coeff = 0.765; t-value = 6.911; p values = 0.000)

Condition (3) is supported, individual dexterity has significant effect to individual performance
(path coeff = 0.525, t-value = 7.647, p values = 0.000).

To examine condition (4), the results for the direct model (table 8, figure 6) were compared with
those for the mediation model (table 9). With the inclusion of individual dexterity in the direct
model, the effect of individual readiness to change on individual performance decreased from
0.401 to 0.301 and remained significant.

The indirect effect of IRC on IP through ID is positive and significant (path coef= 0.401, t-value=
5.366 and p-values= 0.000) at p< 0.001 as well as interval confidence was different from zero
(0.566, 0.858) and VAF higher than 20% and lower than 80% (Individual Dexterity has partial
mediation effect between Individual Readiness to Change to Individual Performance). Hence,
it can be concluded that individual dexterity takes role as mediating variable in relationship
between individual readiness to change and individual performance.

Another finding is that based on table 8, the indirect effect of Psychological Empowering

Leadership on Individual Dexterity through Individual Readiness to Change is positive and significant

Table 9. Mediation Effect Analysis

Path Path coef Std Error T values P values Decision
ID - IP 0.525 0.525 7.647 0.000 Accepted
IRC - IP 0.401 0.075 5.366 0.000 Accepted
IRC — ID 0.765 0.111 6911 0.000 Accepted
PEL — IP 0.534 0.119 4.479 0.000 Accepted
PEL — ID -0.019 0.102 0.183 0.855 Rejected
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Table 10. Mediation Analysis in PLS-SEM

Specific Indirect Effect Total Effect Methods
Mediation Effect Coptidencs VAF
Eah t-value p-value Eath t-value | p-value Intervals Bootstrapping
Coef Coef
PEL—ID—-IP -0.010 0.177 0.860 0.692 6.899 0.000 0.111 0.824 -1.412 No mediation
Partial
PEL—IRC—IP 0.233 2.684 0.008 0.692 6.899 0.000 0.407 0.824 33.645 .
Mediation
Partial
IRC—ID—IP 0.301 5.366 0.000 0.703 6.978 0.000 0.566 0.858 57.148 .
Mediation
PEL—IRC—ID 0.592 5.188 0.000 0.573 4.629 0.000 0.764 0.744 103.24 | Full Mediation
Partial
PEL—IRC—ID—IP 0.311 4.523 0.000 0.692 6.899 0.000 0.453 0.824 44.87 L
Mediation

For a mediating effect, the relationships between variables should satisfy all of the following conditions (Baron and Kenny, 1986):
(1) independent variables have significant effects on the dependent variable;

(2) independent variables have significant effects on the mediator;

(3) the mediator has a significant effect on the dependent variable; and

(4) the effects of independent variables on the dependent variable diminish after the effects of the mediator are controlled for

(path coef= 0.592, t-value= 5.188 and p-values= 0.000) at p< 0.001 as well as interval confidence
was different from zero (0.764, 0.744) and VAF higher than 80%. Hence, it can be concluded
that individual readiness to change mediates the relationship between Psychological Empowering
Leadership to Individual Dexterity. VAF (Variance Accounted for) is to calculate the ratio of the
indirect effect to total effect (Nitzl, Roldan, & Capeda, 2017). VAF determines the extent to which
the process of mediation explains the variance of the dependent variable.

In addition, the indirect effect of Psychological Empowering Leadership on Individual Dexterity
through Individual Readiness to Change and Individual Dexterity is positive and significant (path
coef= 0.311, t-value= 4.523 and p-values= 0.000) at p< 0.001 as well as interval confidence was
different from zero (0.453, 0.824) and VAF higher than 20% and lower than 80%. Hence Individual
Readiness to Change and Individual Dexterity have a partial mediation effect on the relationship
between Psychological Empowering Leadership and Individual Performance.

5. DISCUSSION AND CONCLUSION

Research on the best way to plan and implement organizational factors that affect individual
performance who works in the digital workplace era is growing. This needs theoretical development
and practical lens for firms. Among factors discussed in extant literature, individual dexterity defines
as an individual capacity for exploration and exploitation ideas to resolve organizational tasks (Gibson
& Brikinshaw, 2004). This study shows that, in information technology-based organizations, an
individual dexterity among members should also be established in order to create the conditions
for the adequate capability of using IT application through psychological empowering leadership
(Morabito, 2010). Competitive advantages based on individual capability in finger dexterity and
manual dexterity as well as develop IT application is needed to improve individual performance. It
means that individual dexterity usually seem like a dynamic capability, by focusing on the situation
where the employee has continuous reconfiguration through using IT tools and application.

The first objective of this paper is to analyze the broaden specific of an individual capability type
—individual dexterity — means an essential element to gain further innovation for digital-based firms.
The results ensure that the existence of this kind of capability — combining features of finger dexterity
and manual dexterity - along with elements psychological empowering leadership is antecedent to
individual performance. First, the results of the study show individual dexterity improves individual
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performance. These initiatives mainly regard experimentation through internal R&D and shifts in
current technological trajectories (Gupta, Smith, & Shalley, 2006).

The results also provide that psychological empowering leadership and individual readiness
to change, have significant relations toward individual dexterity. Again, the mixture between
psychological empowering leadership and individual readiness to change is an effective way of
promoting individual dexterity to do with incremental change via the exploitation and exploration
ideas in term of IT hard skill and softskill. Psychological empowering leadership features such as
creating leisure situation, motivate the employee to take the decision and organizes by themselves
also contribute to the development of individual dexterity. Therefore, a greater tendency of leaders
toward psychological empowering practices for organizational functioning and performance to consider
efforts devoted the development and support the exploration-exploitation practices.

The second objective has analyzed the effect of individual readiness to change on individual
dexterity. As the anticipation, a combination of readiness and support on changes gives positive
relationships with individual dexterity. Traditionally, research demonstrates that this readiness have
relation with individual capabilities as new or existing combined capabilities on using I'T application
can contribute to either finger dexterity or manual dexterity.

The third objective of this study has contributed to the organizational ambidexterity literature by
showing that individual dexterity mediates the relationship between individual readiness to change and
individual performance. Moreover, individual readiness to changes mediates the relationship between
psychological empowering leadership and individual dexterity. As the hypotheses proposed, when a
firm has a greater tendency toward psychologically oriented leadership, this firm develops and supports
a larger volume of pleasure situation, the innovative engagement which then give positive effect to
its individual readiness to change which then improve individual dexterity. The main point of this
finding is that I'T application-based organizations should have the capability to combine the practices
oriented toward exploration skill (finger dexterity) and exploitation skill (manual dexterity), also
psychological empowering leadership to maintain such employees’ performance. The organizations
should have the capability to flexibly change the stress on these elements in accordance with the
situation demands (Klein et al., 2017). Therefore, developing an environment that encourages the
use of both exploration and exploitation practices — through psychological empowering and change
orientation — is an essential condition for leaders to improve an individual capacity.

An additional contribution of this paper is to investigate the relationship theories among individual
dexterity, leadership, change management and individual performance through an extensive literature
review, and anticipate some effects among these constructs. Indeed, the call for additional research
on how individual dexterity can influence individual level processes and perform such work quality
and work quantity is explained by this study.

However, this research has the following aspects of limitations. First, the research design of this
study used cross-sectional, and the research design is incapable of ensuring the causal relationships set
out in the hypotheses, even the results are consistent with theoretical reasoning. For further researcher
could solve this issue by applying a longitudinal design. Second, the study analyzes individual dexterity
such as finger dexterity and manual dexterity. Nevertheless, approaches that are more specific may
be needed to take full advantage of each process so as to obtain distinct results (e.g., environment
and time stage) (Rosing et al., 2017). Hence, when a firm requires creativity and experimentation to
confront scenarios of radical change, other dexterity is probably most fitting. In this regard, future
studies could try to analyze another type of individual dexterity with different environmental or
temporal settings. Third, self-report data is used by this study. It may suffer from the effects of general
method variance. Future research could be useful from independently achieving and using objective
measures of performance. Fourth, the t-test to verify that non-response bias is applied in this study.
The low response rate from respondents shows a potential limitation. Future research could focus on a
wider range of high information technology industries in order to validate the results and increase the
sample size of the study. Fifth, the respondents are Indonesian companies which have potential cultural
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limitations. Therefore, different cultural contexts — countries or geographical areas can be targeted
by future research — in order to validate the results for a wider spectrum of cultures and geographies.
In conclusion, this paper shows the effect of psychological empowering leadership and
readiness to change on individual dexterity for further performance. The empirical evidence has
important implications for managers and marks progress in the research of the moderating effects of
organizational factors in the relationship between individual dexterity and performance.
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