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ABSTRACT

Digital leaders see digitalization as an integral part of business life and put forward digital ideas to combine
information technologies with organizational purposes. Organizations need digital leaders to survive in the digital age. Digital
leaders use the organization's digital assets and develop these assets qualitatively and quantitatively to achieve organizational
goals and successfully drive digital business transformation. Digital leaders have different abilities and perspectives compared
to traditional leaders. In this study, which was carried out in Konya industrial enterprises, it was aimed to determine whether
the digital leadership perceptions of employees vary according to generations and other socio-demographic characteristics. In
the scope of the research questions were asked to 292 participants working in Konya hydraulic, machinery and metal industry
enterprises by questionnaire method. The digital leadership perceptions of its employees were measured with the “Information
Leadership Scale” developed by Arslan and Ulutag (2017). The research data were tested through the SPSS 22 statistical
analysis program. As a result of the analyzes, it was found that the digital leadership perceptions of the employees differed
statistically according to their generation and educational status.
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INTRODUCTION

Digital signals break new ground. Every new event begins with a closure of an era leads to the
beginning of a new era. The inventions emerge sometimes due to a war and sometimes due to a necessity.
The employment of the information in business processes faster and more actively, with the employment
of information technologies densely in order to increase money, time and quality life led to the
emergence of the concept of digital leadership. Capturing and managing the digital leadership has been
the agenda of the businesses of today. As seen in every field, digitalization manifests itself in the

industrial sector. Nowadays, numerous business employ digitalization and digital channels. Since
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digitalization started to become a part of the industrial sector, the most attention-grabbing thing in many
research is that the inter-generational interests will trigger digital leadership and there will be a need for
digital leaders in many sectors in the future. Since the age of technology accelerates day by day, the
beneficiaries of business and businesses will need a skill beyond the administrator. The employment of
information technologies in the developing businesses of today and emerging of new inventions have
become the agenda of businesses. In 2010, Vogelsang expressed the digitalization as the long-term
financial wave or V. Kondratieff Wave which will change the production phases or opportunities (Chew,
2013). The studies conducted on leadership gained importance throughout the history. In these years
which we have been experiencing the age of digitalization, leadership has gained more importance (Dinh
et al., 2014). The rapid change in the definition of leadership reflect the stages in the technological
developments (Kremer, 1993). The businesses need strong digital leaders to provide current
technologies to the business in order to achieve competitive advantage and to enable the effective
employment of this digitalization in businesses.

This study was conducted in order to reveal the differences between the perceptions of the
employees of the industrial businesses and their socio-demographic characteristics and provide
contribution to the literature related to this field.

1. CONCEPTUAL FRAMEWORK
1.1 DIGITAL LEADERSHIP

The expressions of leader and leadership are continuously changing from past to present. The
leadership should be accepted by both business and the society. Digital transformation feed the change
that requires leadership at its roots. Because the leadership is the personality which require the formation
of a new system and bring a new momentum. While the leading role of the game belong to the leaders,
the shareholders of the business also have roles. In order to provide achievement of business in the
occurrence of digital transformation, the leaders should take high responsibilities, synthesize the
information with digital information and reflect the effect of information on the culture of the business.
Leaders are people who motivate both their employees and society and direct them in achieving targets
with their preeminent efforts to orient the business.

Leadership is an important concept in fulfilling the existential consciousness of enterprises
(Yukl, 2009: 26). With its easiest definition, leadership is a skill which may influence the target group
in achieving the goals (Akdemir, et al., 2014: 21). Individuals who have a certain influence in the society
are called leaders while the individuals who find themselves insufficient follow the traces of leaders
whom they trust. Managers can rely on technological experience and local achievements because of
their pasts. However, the situation will gain a different dimension when comes to the leaders who are
necessitated by the current conditions (Simseker and Unsar, 2018: 1031). Scientific research was

conducted and new definitions were developed for the concept of leadership. It changes depending on
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the question of which characteristics of the leaders are questioned, which perspective it is analyzed, and
which perspective of the authority is employed (Hogg and Vaughan, 2014). They are the people who
play a role in the digitalization of businesses (Ozmen, Eris and Siiral Ozer, 2020: 63).

It is claimed that a new era began with digitalization. In the next period, the leaders who reached
the peak in terms of success should have the characteristics such as the ability to use the organizational
networks well, convey their interests and process this information well (Toduk, 2014: 19-25). In a new
century with an effective digital climate, especially in the period of generation Z, there is also a need for
digital leaders who have a clear ideal for change, and managers who are willing for digital leaders which
are needed to create an information (Alan and Koker, 2021: 243). Digital leaders are the people who not
only own the technological competency but also provide digitalization in the culture of business (Celik
Sahin, Avci and Anik, 2020: 272). By means of digital leadership, it is possible to label innovation under
the name of vision by employing technology in an eye-catching way in the management flow to create
the variation team that will ensure the continuity of the business (Ordu and Nayir, 2021: 68-81). There
are differences between the employees with various generations in the businesses as well as the
similarities between them. Those differences should be properly determined by the administrators.
When the administrators and businesses reveal the differences between the employees, we can mention
about the success of the business (Kose et al., 2014: 52). The individuals at the different age groups
during the same time of the period may evaluate the same event in various forms. The reason for
interpreting it in various forms may sometimes result from war, sometimes experience and sometimes
socio-economic developments (Srinivasan, 2012: 50). Unless the different thoughts among the
employees are determined, there will be negative performance between generations in terms of the
values the business owns (Wils et al., 2011: 446). According to the research conducted by various
authors, which years the generations will include (Reeves and Oh, 2008: 296). In the conducted study,
the American Census Bureau was based. The American Census Bureau defined the generations so far.
1929-1939 the Age of Depression, 1939-1945 the Age of War, 1945-1965 Baby Boomers Age, 1965-
1977 X Age, 1977-1994 Y Age, 1994-2003 Millennium Age, 2003 and later periods were defined as the
Z age (Tekin and Akgemci, 2016: 23). As a result of the conducted research, the interests and behaviors
change depending on the year they were born or their generation. The most striking issue in numerous
research is that the interests between the generations trigger the digital transformation and digital leaders
will be needed in various sectors in the future.

2. METHOD

This part of the study includes the objective of the study, its model and sampling, data collection

tools, universe and sampling and the analysis of the data.
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2.1. The Obijective and Sampling of the Research

The study was conducted in order to determine their perceptions of digital leadership according
to the characteristics of the employees in the industrial business of hydraulic, machinery and metal in
Konya. In the study, the comparative model was employed as the research model. The comparative
model is the research model which analyzes the differences of variants depending on the variants (Cilan
& Kuzu, 2013). With this purpose, the questionnaire form was given to the 400 employees working in
the region, the incomplete and improperly filled surveys were eliminated and then 292 questionnaire
forms were evaluated. The characteristics of the employees in the sampling were given in Table 1.

Table 1. The Demographic Characteristics of the Participants

Variables Frequency %
Gender Woman 23 8

Male 269 92

Baby B. 4 1

Generation X 49 17

Generation Generation Y 131 45

Millennium 43 15

Generation Z 66 22

Civil Married 235 80

Situation Single 57 20

. Elementary-Middle school 134 46

Eg:ﬁ:“on Associate-Bachelor's 147 50
MSc 11th 4

in business less than 3 years 187 64

Operation time 3 -7 years /6 26

8 years or more 29 10

Status Worker 244 84

Executive 48 16

Of the participants of the research, 23 are female while 269 are male. When the age range of the
participants of the research were considered, it was found the highest participation was from the Y age
(131 people). 235 of the participants are married and 57 of them are single. When their education level
is considered, the highest participation had undergraduate and graduate levels (147 employees). When
the working periods of the employees in the business is considered, 187 employees have been actively
working in the business for less than 3 years and 29 employees have been working for 8 or more years.
48 participants are at the position of management.

2.2. Data Collection Period

The questionnaire form employed in the study includes two sections. In the first section, the
participants were asked to answer the questions about their gender, marital status, education, generation
according to the years they were born, their status and working time in business.

In the second section, the Information Leadership Scale developed by Ulutas and Arslan (2017)

which includes 18 statement was employed. The codes of the answers of the employees between the
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generations mean as follows; 1) | Definitely Disagree, 2) | Disagree, 3) | Partly Agree, 4) | Agree and
5) | Definitely Agree.

In the study, Cronbach's alpha coefficient was examined in order to measure the reliability of
the Information Leadership Scale before starting the analysis of the data. Cronbach's alpha coefficient
of the scale was found to be 0,97. According to this result, the scale used in the research is a highly
reliable scale.

2.3. The analysis of the data

Before starting the analysis of the data, the normality analysis was performed in order to
determine analysis methods (parametric-nonparametric) to be employed. Since the value of skewness
of the Information Leadership Scale was found (,498) and the kurtosis values were between (1,060) -
1,5 and +1,5), it was assumed that the data was distributed normally (Tabachnick and Fidell, 2013). For
that reason, parametric tests were employed in the analysis of the data. After the normality analysis, the
guestion whether the average scores obtained according to the responses of the participants to the
Information Leadership Scale differed according to their generation, gender, marital status, educational
level, their status, and the period of their employment was analyzed through t test and Anova tests. In
the analysis of the data, the SPSS program (version 22) was employed.

3. FINDINGS

In this part of the research, there are tables of their interpretations showing the differentiation
between the perceptions of the digital leadership and their demographic characteristics according to the
responses of the participants.

3.1. The Difference Test According to Demographic Variants

The question whether the responses of the participants to the expressions in the scale differ
according to their demographic characteristics were tested with t test in the variants with two categories
and one-way Anova test was employed for the variants with more than two categories.

The results of t-test which show whether the perceptions of the participants related to digital
leadership differ or not were given in Table 2.

Table 2. The Evaluation of Leadership According to Gender

Married Single

Factors (N=235) (N=57) t P
Ave. Std. Dev. Ave. Std. Dev.

Digital Leadership 2,18 1,26 2,77 1,19 3,177 ,002

When the table is analyzed, it is found that there is a statistical significance between their

perception of digital leadership according to their gender (p=,003, t= 3,569). The results of the t-test
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which shows whether the marital status of the participants about their perceptions of digital leadership

differs were given in Table 3.

Table 3. The Evaluation of the Digital Leadership According to Marital Status

Female Male
Factors (N=23) (N=269) t p
Ave. Std. Dev. Ave. Std. Dev.
Digital Leadership 3,04 1,02 2,23 1,27 3,569 ,003

When Table 3 is analyzed, it is found that there is a statistical significance between the
perceptions of the employees related to their digital leadership according to their marital status (p=0,002,
t=3,177). The perceptions of digital leadership are higher among the single employees than the married
ones.

The results of the Anova test which show whether their perceptions of participants for digital
leadership differs according to the generation were given in Table 4.

Table 4. Digital Leadership Evaluation by Generations

Baby BOOMers  oneration X Generationy ~ Miennial Generation Z
Generation NS52 (N=131) Generation (N=66)
Factors (N=3) (N=43) P F
Std. Std. Std. Std. Std.
Ave, Deviation Ave. Deviation Ave. Deviation Ave. Deviation Ave. Deviation
Digital 4 ¢ 302 121 256 114 253 133 1 0 000 35,708

Leadership:

When Table 4 is examined, it is observed that there is a statistically significant difference
between the perceptions of digital leadership of employees according to generations (p=0.000, F=
35.708). According to Table, it is seen that there is a statistically significant difference in employees'
perceptions of digital leadership according to generations. As a result of the post-hoc (Scheffe) analysis
conducted to determine from which group the digital leadership perception difference of the participants
originated, the digital leadership perceptions of the employees in Generation X (3.02) are statistically
significantly higher than the digital leadership perceptions of the employees in Generation Y (2.56) and
the digital leadership perceptions of the employees in Generation Z (1).

The results of the Anova test, which shows whether the digital leadership perceptions of the
participants differ according to their education years, are given in Table 5.

Table 5. Evaluation of Digital Leadership According to Educational Status

Associate degree and

Primary School Master's Degree

_ undergraduate _
Factors (N=134) (N =147) (N=11) p F
Std. Std. Std.
Ave. Deviation Ave. Deviation Ave. Deviation
Digital 5 25 1,19 1,86 1.197 200 137 000 19.444
Leadership:
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It is seen that there is a significant difference in the digital leadership perceptions of the
employees according to their educational status pursuant to the Anova test (p<0.05). Digital leadership
perceptions of those with a master's degree (2.90), digital leadership perceptions of primary school
graduates (2.72) and associate degree and undergraduate degree graduates (1.86) are higher than digital
leadership perceptions. Digital leadership perceptions of employees with a master’s degree are higher
than other education degrees (p=0.000, F= 19.444).

The results of the t-test showing whether the participants' perceptions of digital leadership differ
according to their working status are given in Table 6.

Table 6. Evaluation of Digital Leadership According to Whether He/She Is an
Administrator or Not

Employed Administrator t
Factors (N=244) (N=48) p
Ave Std'. . Ave Std'. .
' Deviation ' Deviation
Digital 2.22 1,25 2,68 1,32 2,333 020
Leadership:

In Table 6, there is no statistically significant difference in employees’ perceptions of digital
leadership according to their working status (p=, 020, t=2,333).

The results of the Anova test, which shows whether the digital leadership perceptions of the
participants differ according to their working time in the business, are given in Table 7.

Table 7. Digital Leadership According to Working Time in the Business

Less than 3 Years Between 3-7 Years 8 and more.
(N=187) (N=76) (N=29)
Factors Ave Std. v Std. o St F
' Deviation ' Deviation ' Deviation
Digital 1,93 1.134 2,85 1,22 317 1,33 000 25222
Leadership

According to Table 7, a statistically significant difference was found between the working hours
of the employees in the business and their perceptions of digital leadership. As a result of the post-hoc
(Scheffe) analysis conducted to determine the group from which the digital leadership perception
difference of the participants originated, the digital leadership perceptions of the employees working in
the business for 8 years or more (3.17), the digital leadership perceptions of the employees working in
the business for 3-7 years (1.93) and the digital leadership perceptions of the employees working in the
business for 3-7 years (2.85) and the digital leadership perceptions of the employees working for less

than 3 years (1.93) are statistically and significantly higher.
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CONCLUSION AND EVALUATION

Digital technologies have rapidly begun to lead businesses to adopt them. Successes and failures
in the digitalization process have brought a new resound to the literature. The phenomenon of
digitalization is no longer optional. It has become an absolute necessity for use by businesses. Leaders
who are busy to adapt the practices in the workflow to the digital will choose the right application
method to achieve strategic goals.

Talents that can present these aspects of life by discovering different aspects of employees'
individual strengths are the people who completely change the vision of the business. The leader strives
to ensure that the vision he/she sets for the business is in line with the values of the employees and takes
care to express this with their social understanding.

In this study, it is aimed to investigate the differences in the digital leadership perceptions of
employees in Konya industrial businesses between generations and some socio-demographic variables
due to the rapid transition of digitalization to our lives. For this purpose, statistical analyzes were made.
According to the results of the Anova test, it was determined that there was a difference between digital
leadership perceptions and generations and socio-demographic variables. Scheffe test was performed to
determine between which groups the difference was.

According to the research, it is observed that there is a statistically significant difference
between employees' perceptions of digital leadership according to their gender. There is a statistically
significant difference between digital leadership according to the gender of the employees. Women had
higher digital leadership perceptions than men. It has been determined that the feelings of digital
leadership in women are more open.

There was a difference in employees' perceptions of digital leadership according to marital
status. Digital leadership perceptions of single employees were higher than married employees. Married
employees do not perceive digital leadership as high as single employees.

It was observed that there was a statistically significant difference between the employees'
perceptions of digital leadership according to generations. As a result of the post-hoc (Scheffe) analysis
conducted to determine the group from which the difference in the digital leadership perceptions of the
participants originated, it was determined that the digital leadership perceptions of the employees in
Generation X were statistically higher than the digital leadership perceptions of the employees in
Generation Y and the digital leadership perceptions of the employees in Generation Z. It can be said that
the digital leadership perceptions of the generation X employees are higher than the other generations.

It was observed that there was a significant difference in the digital leadership perceptions of
the employees according to their educational status according to the Anova test. The digital leadership
perceptions of those with a master's degree were higher than the perceptions of primary school graduates

and associate/undergraduate graduates. Employees with a master’s degree have higher digital leadership
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perceptions than other educational diplomas. The lowest leadership perception was seen in
associate/undergraduate employees.

There was a statistically significant difference in the perceptions of digital leadership according
to the working status of the employees. Digital leadership perceptions of the employees in the
managerial position were higher than the other employees.

According to Table 7, a statistically significant difference was found between the working hours
of the employees in the business and their perceptions of digital leadership. Digital leadership
perceptions of employees working for 8 years, and more were statistically significantly higher than those
of employees working for 3-7 years and those of employees working for less than 3 years. As the
working time in the enterprise increases, the perception of digital leadership in the business increases.

When the literature was examined, it was observed that academic studies on digital leadership,
which emerged as a new value, were incomplete. Studies on digital leadership and other concepts
brought about by digitalization should be increased. The relationship between digital leadership and
digital transformation can be examined.
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