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ABSTRACT 
To overcome the difficulty and unprecedented suspensions due to the COVID-19 pandemic, every 
organization is required to consider strategic steps to sustain, one of which is by implementing digital 
transformation and developing leadership capability. This study aims to determine the impact of digital 
transformation and leadership capability in maintaining the organization, particularly in distance education. 
This study used questionnaires distributed to 402 students to obtain their opinions on digital transformation, 
leadership capability, and organizational resilience in Universitas Terbuka, a founder of distance education 
institutions in Indonesia. Data were analyzed using descriptive and Higher-Order Structural Equation 
Modeling analysis. Based on the modelling, it is shown that the modelling had a good value of the Goodness 
of Fit Indicator through a standardized loading factor (SLF) more than the tolerable loading factor limit 
(>0.50). The Variance Extracted (VE) and Construct Reliability (CR) values also showed that the questions 
on every indicator used in this study were sufficiently measurable and reliable. The results of hypothesis 
testing indicated that there was a positive and significant impact of digital transformation and leadership 
capability on the organizational resilience of Universitas Terbuka. 

Keywords:	 Digital transformation, distance education institution, leadership capability, organizational 
resiliency, higher-order SEM.

INTRODUCTION 
The COVID-19 pandemic caused severe and unprecedented disruption, considered one of humanity’s 
tragedies. This pandemic has had an impact on almost all aspects of life, including education. The necessity 
to conduct the Covid-19 health protocol, including minimizing outdoor activities, has become a new 
habit represented in a new governmental regulation to conduct every activity through digital media/online 
networks during the pandemic. 

Turkish Online Journal of Distance Education-TOJDE April 2024 ISSN 1302-6488 Volume: 25 Number: 2 Article: 7



117

The COVID-19 pandemic causes organizations to be able to think of strategic steps to sustain in the middle of 
this uncertain condition. The resilience of an organization becomes an absolute matter to achieve. Resilience 
is derived from the words resilience and resilient which in Latin means rise back or jump back (Williams 
et al., 2017) Organizational resilience refers to capability of a firm to effectively absorb, develop situation-
specific responses, and ultimately engage in transformative activities to take advantage of disruptive shocks 
that have the potential to threaten the sustainability of organization (Williams et al., 2017). According to 
Corrales-Estrada et al (2021); Mokline & ben Abdallah (2021); Sahebjamnia et al., (2018) , organizational 
resilience is defined as the dynamic capability to respond during times of disruption and crisis, especially in 
the face of COVID-19 pandemic, organizations need to strengthen its resilience by engaging stakeholders, 
promoting virtual work, and encouraging customer communication.
According to Velu et al., (2019), digitalization is an effective way for organizations to achieve organizational 
resilience. The demand to shift to digital media for the sustainability of processes/activities during the 
pandemic is increasing Hadiono et al (2020). In other words, the pandemic can be interpreted as the door 
to the transformation of conventional education into digital education. The shift in using teaching media 
and learning resources toward digitalization makes all education stakeholders willing to change and leave 
their comfort zone. With the global impact of the pandemic, increasing efficiency, social coordination, 
and resource allocation as the constituent factors of digitalization are variables that significantly influence 
organizational recovery.
Universities as institutions of higher education are also required to be responsive to this phenomenon by 
constantly innovating so that the learning process can be conducted effectively. When the situation changes 
to a situation that focuses more on the use of digital technology, digital transformation is an inevitable 
phenomenon.
Digital transformation, in general, can be interpreted as a radical process that occurs in organizations by 
utilizing technology, human resources, and processes that cause the performance of the organization to 
change drastically (Boulton, 2021). Digital transformation is a process in which the digital world merges 
with the physical world (Yoo et al., 2010). The main objective of carrying out digital transformation relates 
to the digital readiness of the organization to ensure that the organization is ready to enter the digital world 
and is ready to change as needed (Osmundsen et al., 2018).
The digital transformation of an organization involves integrating internal and external resources through 
information technology, computing, communication, and connectivity to reshape the vision of the 
organization, strategy, organizational structure, processes, capabilities, and culture to adapt to the ever-
changing digital world (Vial, 2019). Digital transformation relies on the capabilities and digital technology 
to create or change business processes, operational processes, and customer experiences to create new 
values (Morakanyane et al., 2017). Rogers (2016) conveyed that besides technology-related issues, digital 
transformation is also related to a strategy in which leadership or managers must be able to find ways to 
create an innovation and a new business model and can also optimize customer needs and experience. In line 
with this opinion, Weller et al (2013) also stated that digital transformation allows organizations to sustain 
themselves in an era of rapid change; however, this transformation still requires strategic direction from the 
leader.
On the other hand, leadership is the executive power that enables the organization to sustain itself (Lisdiono 
et al., 2022). Stakeholder leadership is an important component of a strategic management framework that 
can drive organizational resilience (Schoemaker et al., 2018). Leaders assist organizations in adapting to their 
environment by directing, guiding, and supporting their subordinates (Taylor et al., 2014). Based on a study 
conducted by Shin & Park (2021), it is stated that leadership creates superior resilience performance. Strong 
leadership is required to execute organizational strategies that promote resilience by rapidly changing entire 
organizational systems and adaptability.
Dynamic and strategic leadership capabilities are required to be able to cooperate to help organizations 
sustain the increasingly volatile, complex, and uncertain business environment. According to Khan et al 
(2019) and Lee et al (2013), leaders should view risk and uncertainty as natural business elements and 
should prepare for all possible future scenarios aggressively and pre-emptively. With a capable leader, the 
organization is able to overcome further risks and challenges. 
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Research related to the digital transformation indicators in Universitas Terbuka has been carried out by 
Khurniawan et al., (2022). Based on this research, it was found that strategy and institutional governance, 
curriculum and delivery methods, assessment, staff support and professional development, and infrastructure 
and resources are indicators of digital transformation that digital transformation is appropriate to measure 
the digital transformation at the Open University. Therefore, the author aims to develop that research by 
applying those indicators to examine the impacts of digital transformation and leadership on the resilience 
of Universitas Terbuka.

LITERATURE REVIEW 
Organizational Resilience

Resilience is derived from the words resilience and resilient which in Latin means rise back or jump back 
(Williams et al., 2017). According to Holling (1973), resilience can also be understood as a measure of 
the persistence of a system and adaptability to changes or disturbances while still maintaining the same 
relationship between population or state variables. Organizational resilience refers to the capability of a firm 
to effectively absorb, develop situation-specific responses, and ultimately engage in transformative activities 
to take advantage of disruptive shocks that have the potential to threaten the sustainability of organization 
(Williams et al., 2017). In relation to organizational resilience as a dynamic capability to respond during 
suspensions and crises, especially in the face of this COVID-19 pandemic, organizations are required to 
strengthen their resilience by engaging stakeholders, promoting virtual work, and encouraging customer 
communication (Corrales-Estrada et al., 2021; Mokline & ben Abdallah, 2021; Sahebjamnia et al., 2018).
There are three characteristics of organizational resilience: perception, integration and coordination, and 
reorganization (Williams et al., 2017). Based on the perceptual characteristics, it is found that organizational 
resilience is the capability of the organization to adapt to environmental changes; while companies with higher 
organizational resilience are good at finding early warning signals in a crisis. While based on integration and 
coordination, organizational resilience can increase the flexibility of the organization to mobilize internal and 
external resources to overcome external crises. On the other hand, based on reorganization, organizational 
resilience allows the organization to reconfigure its resources and capabilities and complete the necessary 
internal and external transformations.
The characteristics of a resilient organization firstly can be defined as capable of creating and customizing 
structures. With these characteristics, an organization can perform a precise and timely decision-making 
process that allows it to operate independently with physical, and digital operating systems. Secondly, a 
resilient organization can be characterized to be able to ensure security. With security assurance, resilience 
can be achieved to continuously manage and reduce possible risks during change. Thirdly, emotional-effect 
management is also a characteristic of a resilient organization. Experiencing constant transformation and 
change is a factor in producing elevated levels of anxiety, stress, and overwork in teams. Therefore, it can 
reflect the commitment to leadership-level management and ensure the health and stability of the employees 
of the organization by advocating for organizational resilience. Fourthly, promoting a diverse and empowered 
workforce is also a representation of the characteristics of a resilient organization. In this manner, a resilient 
organization has the power to build a well-connected, collaborative, and creative workforce that works 
together to develop competitiveness and prosperity. Lastly, a strong organization can be characterized by 
consistently learning, evolving, and growing. By investing in physical and digital infrastructure, a strong 
organization can be more adaptable and flexible in the long term.
Organizational resilience has two perspectives which are operational resilience and strategic resilience 
(Lengnick-Hall et al., 2011). Operational resilience focuses on overcoming crises and bouncing back to 
previous conditions which are often associated with interpretive and adaptive action capabilities and are also 
called passive resilience (Somers, 2009). On the other hand, active resilience or strategic resilience can be 
defined as the capability to quickly transform threats into opportunities then identify unique opportunities 
and act effectively when they compete (Valikangas & Georges L. Romme, 2012).
Hall & Winn (2010) applied the concept of resilience to education, particularly in open education, arguing 
that resilience develops engagement, education, empowerment, and encouragement. In terms of higher 



119

education practice, resilience is a representation of leveraging technology to change practice and maintain 
the fundamental function and identity that existing practice represents. As a sustainable college, it must have 
the capacity to accommodate students, staff, and wider society to develop resilience since technology offers 
reach, usability, accessibility, and timely feedback; these are the keys to developing the resilience for higher 
education.
According to Walker et al., (2004), resilience can be categorized into four aspects: latitude, resistance, 
precariousness, and panarchy. Latitude can be defined as the maximum amount the system can change 
before it loses its ability to recover. Jones et al., (2009) summarized based on three main factors: distance 
or open learning, resources, and systematic support. Resistance can be defined as the ease or difficulty of 
changing the system. Precariousness relates to how close the current state of the system is to the threshold 
and how panarchy deals with the influence of external forces at low and high scales. For example, external 
oppressive politics, invasions, market shifts, or global climate change can trigger local shocks and regime 
shifts.
The rapid development of digital technologies, such as artificial intelligence, big data, cloud computing, 
blockchain, and the industrial internet, shifts the traditional economy into a digital and intelligent economy 
that becomes an important mechanism for organizations to achieve breakthrough innovation and sustainable 
development (Vial, 2019). Digital transformation has become an important pathway for organizations to 
increase organizational resilience and has been widely researched, both by academic and business practices 
(Zhang et al., 2021). Especially in the era of the COVID-19 pandemic, based on the International Data 
Company Survey, it is estimated that direct investment in digital transformation will exceed USD 6.8 trillion 
from 2020 to 2023.

Digital Transformation 
Digital transformation, in general, can be interpreted as a radical process that occurs in organizations by 
utilizing technology, human resources, and business processes that cause the business performance of the 
organization to change drastically (Boulton, 2021). According to Yoo et al., (2010), digital transformation is 
a process in which the digital world merges with the physical world. Digital transformation is an evolutionary 
process that relies on capabilities and digital technology to create or change business processes, operational 
processes, and customer experiences to create new value (Morakanyane et al., 2017). The main purpose of 
realizing digital transformation by an organization is related to the digital readiness of the organization. In 
other words, the organization is required to ensure its readiness to enter and adapt to the digital world as 
demanded (Osmundsen et al., 2018).
Digital transformation is not only about how an organization implements a digital technology, but also 
about how to combine strategy with today’s technology. Rogers (2016) implied that digital transformation is 
basically about both technology and strategy; therefore, it can also be said that leadership or managers must 
be able to find ways to utilize and use them to create an innovation and to create a new business model, 
and can also optimize customer needs and experience. Some fields that have made this transformation 
such as education with its e-learning, business with e-business, banking with e-banking, government with 
e-government, and many others, aim to increase the efficiency and effectiveness of work and complementary 
files by using a database.
Digital transformation is obtained from the use of a combination of digital innovations that result in changes to 
the structure, values, processes, positions, or ecosystems within the organization and its external environment 
(Hinings et al., 2018). This process is seen as forcing organizations to cope with change and uncertainty 
shocks (Scholz et al., 2020). The digital transformation of an organization involves integrating internal 
and external resources through information technology, computing, communication, and connectivity to 
reshape the vision of the organization, strategy, structure, processes, capabilities, and culture to adapt to the 
fast-changing digital world (Vial, 2019). Digital transformation can be used to change the way organizations 
create value, exchange value, and interact directly with consumers (Yadav & Pavlou, 2014). The impacts that 
can be seen when digital transformation occurs according to Schwarzmuller et al., (2018) are a) Teleworking 
and b) employee substitution.
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Leadership 
Leadership is the executive power that enables the organization to sustain itself (Lisdiono et al., 2022). 
Leaders are the first line to initiate an idea among other stakeholders (Fiksel et al., 2015). Stakeholder 
leadership is an important component of a strategic management framework that can drive organizational 
resilience (Schoemaker et al., 2018).
Leaders assist organizations in adapting to their environment by directing, guiding, supporting, and providing 
support to their subordinates (Taylor et al., 2014). A study conducted by Shin & Park, (2021) addressed that 
leadership creates superior resilience performance. Strong leadership is required to execute organizational 
strategies that promote resilience by simultaneously changing entire organizational systems and adapting to 
change. In addition to leadership, dynamic and strategic leadership capabilities are also required to be able to 
cooperate in assisting organizational sustainability against business challenges, complexity, and uncertainties. 
According to Khan et al., (2019) and  Lee et al., (2013), leaders should view risk and uncertainty as natural 
business elements and should prepare for all possible further scenarios aggressively and pre-emptively. With 
a capable leader, the organization is believed capable of facing the crisis while maintaining its sustainability.
An effective leader is represented as a leader who uses an integrated transformational and transactional 
leadership style (Bass, 1985). A leader is required to implement strategic resilience to anticipate and prevent 
crises and continue to make changes with or without crises. Leadership capabilities can assist in ensuring the 
resilience of the organization (Lisdiono et al., 2022). According to Lengnick-Hall et al., (2011) and Morales 
et al., (2019), organizational resilience depends on a strong leadership style that encourages a united and 
interdependent team to work together. Leaders must be able to detect challenging situations during difficult 
times as early as possible. They define and decide their performance, coordinate vertically and horizontally, 
and provide understanding and guidance to the team with clear and effective communication; at the same 
time, they create, develop and increase the resilience of the team.
A leader is required to possess at least 3 (three) leadership abilities: (1) technical ability, (2) social ability, 
and (3) conceptual ability. Technical ability is the ability of the leader to use the knowledge, methods, and 
equipment needed to execute certain tasks that are obtained through education, experience, and training. 
Theoretically, a leader must have the abilities as described; however, it is seen that the facts and data from 
the research show that the recruitment of officials to be appointed to a certain position or job does not meet 
the education, experience, and training standards possessed by the relevant position and job. This condition 
is caused by the fact that the leader who is authorized to select talents to occupy a position or job does not 
recruit talents based on the job requirements but based on personal interests (likes and dislikes) although the 
appointed talents do not have the capacity for the position or job.
Social ability is an ability possessed by a leader to supervise which includes an understanding of motivation 
and the application of effective leadership. This kind of ability requires a separate understanding by each 
leader in encouraging subordinates. Conceptual ability is the ability of a leader to understand the complexity 
of the organization. This ability is also used in adapting the field of work of the work unit into the entire 
operational field of the organization. Therefore, every leader must fully understand the movements of their 
respective work units in executing their main tasks and functions.

METHOD
The data used in this study were categorized into two types of data: secondary data and primary data. 
Secondary data were obtained by reviewing literature studies such as literature and references related to other 
sources outside the organization that could support the research. Primary data were obtained by distributing 
online questionnaires to students of Universitas Terbuka.

Participants 
The sample of this study were 402 participants from 5 faculties of Universitas Terbuka: Faculty of Economics (FE); 
Faculty of Law, Social and Political Sciences (FLSP); Faculty of Teacher Training and Education (FTTE); Faculty 
of Science and Technology (FST), and Post-graduate Program (PP). All participants were chosen based on their 
active status in the Open University randomly. The participants then were asked to fill out the questionnaire.
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Instrument and Procedures
The instrument consists of 57 questions of which 11 questions were related to respondent characteristics 
and the other 46 questions were to measure digital transformation (X1) and leadership capability (X2) 
variables, as exogenous latent variables, and organizational resilience (X3), as endogenous latent variables. 
Additionally, every question had four options to choose from: 1) completely disagree, 2) disagree, 3) agree, 
and 4) completely agree.
The research was conducted in several stages, starting with formulating research problems, selecting research 
objectives, finding reference sources, determining variables, forming research models, collecting data, 
analyzing data, formulating research results, and recommending research through managerial implications.

Data Analysis  
The data analysis technique used is descriptive analysis and structural equation modeling (SEM) analysis. 
Descriptive analysis was used to determine the characteristics of the students as the research respondents. 
Meanwhile, higher order SEM analysis was used to examine the effect of digital transformation that was in 
a higher level of abstraction including several subcomponents and the effect of organizational leadership on 
organizational resilience as proposed in the model as shown below.

Figure 1. Model the relationship between digital transformation and digital capabilities on organizational 
resilience

FINDINGS 
Descriptive Analysis
This study involved 401 students from 5 faculties: 35.57% from FTTE, 33.08% from FLSP, 25.87% from 
FE, 4.23% from FST, and 1.24% from PP taken from 31 provinces in Indonesia as shown in Table 1. Based 
on gender, most respondents were female respondents of 64.68%, and only 35.32% were male students. 
The age range of respondents was quite diverse. Respondents were dominated by students aged >26 years of 
66.92%, followed by students aged 23-24 years of 22.14%.
Respondents who were student representatives from semester 1 to semester 15 where most of the respondents 
were students in semester 15. There was 1 of 4 students who was a respondent as a semester-15 student. 
Then followed by students in semester 8, which was around 15 %. On the other hand, about 2 out of 3 
students were students who study while working, with the majority of private employees (60.38%), civil 
servants (11.64%), self-employed (5.66%), and others (22.32%). On average, these employed respondents 
had worked for 4-6 years (31.45%), >10 years (26.42%), and 1-3 years (23.90%).
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Table 1. Descriptive Statistics of Respondents

Variables Category Number Percentage (%)

Faculty FE

FLSP

FTTE

FST

PP

104

133

143

17

5

25.87%

33.08%

35.57%

4.23%

1.24%
Gender Male

Female

142

260

35.32%

64.68%
Age <19 Years Old

19-22 Years Old

23-26 Years Old

>26 Years Old

3

41

89

269

0.75%

10.20%

22.14%

66.92%

Semester 1

2

3

4

5

6

7

8

9

10

11

13

14

15

5

30

40

19

9

24

38

63

33

7

1

10

26

97

1.24%

7.46%

9.95%

4.73%

2.24%

5.97%

9.45%

15.67%

8.21%

1.74%

0.25%

2.49%

6.47%

24.13%

Occupational Status Unemployed

Employed

84

318

20.90%

79.10%
Types of Occupation Unemployed

Others

Civil Servant

Private Employee

Self-employed

83

72

37

192

18

20.65%

17.91%

9.20%

47.76%

4.48%

Higher-order SEM Analysis
The analysis used in this study was Structural Equation Modeling (SEM). According to Ferdinand (2002), 
SEM is a type of multivariate analysis in social science that can simultaneously test complex research 
models and analyze variables that cannot be directly measured. SEM analysis allows researchers to analyze 
the relationship between many independent variables with one or more dependent variables. SEM allows 
the pattern of attachment and causality to become one pattern. SEM also allows analysis between several 
dependent and independent variables directly.
According to Ghozali & Latan (2012), SEM can be defined as a combination of two separate statistical 
methods which are factor analysis developed in psychology and psychometry and simultaneous equation 
modeling developed in econometrics. SEM can also be seen as a second-generation multivariate analysis 
technique that combines factor analysis and path analysis to enable researchers to simultaneously test and 
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estimate causal relationships between multiple exogenous and endogenous variables with multiple indicators. 
In addition, SEM is appropriate for researchers to confirm the research model and empirical evidence in the 
field with research results supported by a detailed explanation of the forming variables and the relationship 
of one variable to other variables.
Overall Model Fit Test is conducted by analyzing the goodness of fit indicators shown in Table 3. RMSEA is 
an index that can be used to compensate for chi-square statistics in large samples (Baumgartner & Homburg, 
1996).The RMSEA value indicates the expected goodness of fit when the model is estimated in the population 
(Hair et al., 2010). RMSEA value that is smaller than or equal to 0.08 is a condition for acceptance of the 
model which shows the criteria for good fit; it can be said that the model is based on the degree of freedom 
(Browne & Cudeck, 1993). Based on the calculation results, the RMSEA value was 0.08, which means that 
the model was acceptable and had the good fit category. Likewise, RMR was 0.025 which means the model 
was a good fit as well. Based on the ​obtained values, it can be concluded that the entire model built had the 
appropriate value (goodness of fit statistics) and the structural model had met the specified criteria so that 
the model built could explain empirical information based on the data collected.
GFI (Goodness of Fit Index) is a non-statistical measure that has a range of values between 0 (poor fit) to 
1.00 (good fit). A high value in this index indicates the model is a better fit. Based on the results of the 
analysis, the GFI value was 0.71; therefore, the model in this study was categorized in the almost good fit 
rating. AGFI (Adjusted Goodness of Fit Index) shows the recommended level of acceptance if it has a value 
equal to or greater than 0.90 (Hair et al., 2010). GFI and AGFI are criteria that consider the weighted 
proportion of variance in a sample covariance matrix (Ferdinand, 2002). A value of 0.95 can be interpreted 
as a good level. Based on the calculation results, the AGFI value was 0.68, which means the model could be 
accepted at a good level and was categorized in the almost good fit rating.

Table 2. Result of Overall Model Fit Testing

Goodness of Fit Indicators Cut-off-
Value

Test 
Result Fit Rating

Root Mean Residual (RMR) ≤ 0.1 0.025 Good fit

Root Mean Square Error of Approximation (RMSEA) ≤ 0.08 0.08 Good fit

Normed Fit Index (NFI) ≥ 0.90 0.93 Good fit

Non Normed Fit Index (TLI or NNFI) ≥ 0.90 0.95 Good Fit

Comparative Fit Index (CFI) ≥ 0.90 0.95 Good fit

Incremental Fit Index (IFI) ≥ 0.90 0.95 Good fit

Relative Fit Index (RFI) ≥ 0.90 0.93 Good fit

Goodness of Fit Index (GFI) ≥ 0.90 0.71 Almost Good fit

Adjusted Goodness of Fit Index (AGFI) ≥ 0.90 0.68 Almost Good fit

Measurement Model Fit Test with validity and reliability tests. Validity concerns the level of accuracy achieved 
by an indicator of an assessment (Ferdinand, 2002). An indicator variable is said to be valid when it has a 
Standardized Loading Factor (SLF) value that is more than the tolerable limit of the loading factor or 0.50 
and has a t-value above 1.96. The suitability test for the initial measurement model can be seen in Figure 2. 
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Figure 2. the standardized loading factor of higher order SEM

Based on Figure 2 and Table 3, it is found that all indicators had SLF > 0.5 and t-value > 1.96. This indicates 
that every constituent indicator had been able to measure its respective dimensions and variables.
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Table 3. Results of Measurement Model Fit Test

Latent Variables Indicator Loading factor T-Value Status

X1.1 X1.1.1 0.79 - Valid

X1.1.2 0.85 17.98 Valid

X1.1.3 0.80 16.68 Valid

X1.1.4 0.80 16.65 Valid

X1.2 X1.2.1 0.70 - Valid

X1.2.2 0.72 13.79 Valid

X1.2.3 0.74 14.18 Valid

X1.2.4 0.87 16.54 Valid

X1.2.5 0.86 16.39 Valid

X1.2.6 0.87 16.52 Valid

X1.2.7 0.76 14.53 Valid

X1.2.8 0.66 12.64 Valid

X1.2.9 0.69 13.22 Valid

X1.3 X1.3.1 0.80 - Valid
X1.3.2 0.71 15.07 Valid

X1.3.3 0.83 18.29 Valid

X1.3.4 0.75 16.22 Valid

X1.3.5 0.77 16.61 Valid

X1.4 X1.4.1 0.80 - Valid

X1.4.2 0.88 20.05 Valid

X1.4.3 0.80 17.64 Valid

X1.4.4 0.85 19.07 Valid

X1.5 X1.5.1 0.86 - Valid

X1.5.2 0.87 23.15 Valid

X1.5.3 0.85 22.10 Valid

X1.5.4 0.78 19.27 Valid

X1.5.5 0.73 17.28 Valid

X1.5.6 0.72 17.07 Valid

X1.5.7 0.73 17.19 Valid

X1 X1.1 0.54 9.50 Valid

X1.2 0.62 10.48 Valid

X1.3 0.88 15.76 Valid

X1.4 0.75 13.47 Valid

X1.5 0.78 15.05 Valid

X2 X.2.1 0.70 - Valid

X.2.2 0.73 13.95 Valid

X.2.3 0.72 13.78 Valid

X.2.4 0.78 14.97 Valid

X.2.5 0.80 15.28 Valid

X.2.6 0.78 14.98 Valid

X.2.7 0.82 15.69 Valid

X.2.8 0.81 15.44 Valid

X.2.9 0.80 15.28 Valid

X3 X.3.1 0.65 - Valid

X.3.2 0.68 12.19 Valid

X.3.3 0.74 13.2 Valid

X.3.4 0.84 14.6 Valid

X.3.5 0.83 14.46 Valid

X.3.6 0.89 15.27 Valid

X.3.7 0.88 15.13 Valid

X.3.8 0.86 14.88 Valid
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Furthermore, the suitability test of the discriminant validity measurement model and the reliability test were 
determined based on the Variance Extracted (VE) and Construct Reliability (CR) values. If the value of VE 
is 0.5 then the variable is declared valid and if CR is 0.7 then the variable is declared reliable. Based on the 
results of manual calculations of CR and VE values as shown in Table 4, it was found that all indicators had 
VE and CR values of 0.5 and 0.7 respectively, which means that the questions and dimensions used in this 
study were valid and reliable. Therefore, it can be concluded that the questions on each of the indicators used 
in this study are sufficiently measurable and reliable.

Table 4. Variance Extracted (VE) 

Latent Variable VE CR

Digital Transformation (X1)

Organizational Strategy and Governance (X1.1)

Curriculum and presentation method (X1.2)

Assessment (X1.3)

Staff support and development (X1.4)

Infrastructure and resources (X1.5)

0.75

0.78

0.71

0.72

0.81

0.75

0.99

0.93

0.96

0.93

0.94

0.95

Leadership Capabilities (X2) 0.72 0.96

Organizational Resilience (Y) 0.76 0.96

Hypothesis testing through path coefficient testing on the structural equation model. If the value of t-value > 
1.96 or t-value < -1.96 then the influence of certain variables is included in the significant category. Based on 
the empirical model proposed in this study, it is possible to test the hypothesis by testing the path coefficient 
on the structural equation model. If the value of t-value > 1.96 or t-value < -1.96, the influence of certain 
variables is then categorized in the significant category. The test results show that the digital transformation 
latent variable (X1) had a t-value value of 3.82. This value was greater than 1.96 which indicated that there 
was a positive and significant effect between digital transformation (X1) and organizational resilience (Y). 
Likewise, the latent variable of leadership ability (X2) had a t-value value of 6.57. This value was greater than 
1.96 which indicated that there was a positive and significant influence between leadership ability (X2) and 
organizational resilience (Y).

Table 5. Result of SEM Model Estimation

Variable Impacts Coefficient Path t-value Significance Status

H1: Digital Transformation (X1) a Organizational 
Resilience (Y)

0.09 3.82 Significant H1 Accepted

H2: Leadership Ability (X2) a Organizational 
Resilience (Y)

0.40 6.57 Significant H2 Accepted

DISCUSSIONS AND CONCLUSION 
In nutshell, based on the results of the research, it is shown that digital transformation variables and leadership 
abilities had a significant and positive effect on organizational resilience at Universitas Terbuka. It can also be 
seen that the variable of leadership capability provided the highest significance. 
The coefficient path of digital transformation and organizational resilience was 0.09 with a t-value of 3.82. 
It means that the digital transformation variable had a positive and significant effect on organizational 
resilience. Thus, this study supports the first hypothesis which states that digital transformation has a 
significant impact on organizational resilience. This result is in line with the research conducted by Zhang et 
al., (2021) which stated that digital transformation can increase an innovation capability which in turn can 
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increase organizational resilience. This is also aligned with research from Bustinza et al., (2019) which states 
that through the qualitative comparison and analysis of fuzzy sets. It is also found that digital transformation 
is a significant antecedent condition of two high organizational resilience configurations which further 
explains that implementing digital transformation has a significant guarantee for organizations to achieve 
high organizational resilience.
Digital transformation is the process of using technology to transform the way a company operates and 
significantly increase the value of the company. Three essential leadership qualities—mindset, skill, and 
toolset (equipment/technology)—must be combined for the digital transformation to be implemented 
successfully.
Mindset;

•	 Adopt a digital mentality: Organizations should cultivate a mindset that is receptive to change 
and innovation. They must realize the importance of digital transformation and recognize that 
technological change is an essential component of organizational development.

•	 Customer orientation: Organizations should prioritize their customers. They must understand their 
consumers’ requirements and preferences and leverage digital technologies to create a better experience 
and enhance customer engagement.

•	 Culture of innovation: Organizations should foster an environment that encourages experimentation, 
new ideas, and continual learning. They must minimize employees’ fear of failure and encourage them 
to share innovative ideas.

Skillset;
•	 Technology skills: Organizations should ensure that employees have the necessary skills to adopt and 

manage digital technologies. This includes an understanding of relevant technologies and the ability 
to use digital tools effectively.

•	 Analytical capabilities: Data and analytics play a critical role in digital transformation. Employees need 
to have analytical skills to collect, analyze, and understand data to make data-supported decisions.

•	 Collaboration skills: good collaboration and communication skills are essential in a work environment 
powered by digital technologies. Employees must be able to collaborate effectively with other team 
members and departments, using digital collaboration tools.

Toolset ;
•	 Technology infrastructure: Organizations must have a strong technology infrastructure to support 

digital transformation. This includes a fast and reliable network, necessary hardware and relevant 
software.

•	 Digital tools: Organizations need to adopt and integrate relevant digital tools to support operations 
and innovation. For example, project management tools, collaboration platforms, data analytics, 
artificial intelligence and internal communication platforms.

Meanwhile, the coefficient path of the digital transformation and organizational resilience was 0.40 with a 
t-value of 6.57. It can be explained that the variable of leadership ability had a positive and significant impact 
on organizational resilience. Thus, this study supports the second hypothesis which states that leadership 
ability has a significant impact on organizational resilience. These results are in line with previous research by 
(Lengnick-Hall et al., 2011) and Lisdiono et al., (2022). It can be seen that based on the structural equation 
modeling analysis and based on the findings, leadership capabilities play a role in developing resilience. 
Leadership is the executive power that enables an organization to be resilient. The result indicated that a 
good professional leader with strong and complete capabilities enabled an organization to navigate prudently 
and triumphantly to the ultimate objective of organization.
Organizational leaders play a key role in facilitating the successful implementation of digital transformation 
and strengthening organizational resilience. Some actions that leaders can do include:

1.	 Leadership oriented towards long-term thinking: Leaders must have foresight and encourage 
organizations to think strategically about technological developments and how they will affect business 
in the future.
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2.	 Supporting cultural change: Leaders must play a role in building an organizational culture that is 
innovative, adaptive, and open to change. They must communicate the values and beliefs that support 
digital transformation, and encourage the active participation of all members of the organization.

3.	 Drive learning and development: Leaders must facilitate employee learning and development in the 
context of digital transformation. They can provide training, workshops, and relevant resources to 
enhance employees’ digital understanding and skills.

4.	 Build a diverse team: Leaders should ensure that teams involved in digital transformation have 
diverse expertise and a holistic understanding of technology, business and customers. This will assist 
organizations in dealing with complex challenges and building innovative solutions.

5.	 Measuring and managing performance: Leaders should establish relevant performance indicators to 
measure the progress of digital transformation and manage the change. This can involve monitoring 
the rate of technology adoption, customer satisfaction, increased operational efficiency, and the 
resulting business results.

6.	 Communicate effectively: Leaders must be effective communicators and be able to articulate the 
vision, strategy and benefits of digital transformation to all stakeholders. They must inspire, motivate 
and engage team members on the digital transformation journey.

7.	 Flexibility and adaptability: Leaders need to be able to deal with change and overcome obstacles that 
may arise during digital transformation. They must be able to adapt quickly, change direction when 
necessary, and drive continuous innovation.

By combining a positive mindset, relevant content, and effective digital tools, as well as strong leadership, 
organizations can improve their resilience to the challenges of transformation and disruption brought on 
by the digital era. Data research revealed that digital transformation and leadership have a favorable and 
significant impact on organizational resilience. This suggests that the greater the digital transformation 
of Universitas Terbuka, the better the resilience of Universitas Terbuka. In line with this, the greater the 
leadership demonstrated by university officials, the more resilient the of Universitas Terbuka will be. By 
knowing the effect of digital transformation and leadership on organizational resilience, Universitas Terbuka 
will continue to strive to improve digital transformation and also leadership to ensure that the organization 
can survive, under any conditions, including the political crisis or economic recession due to COVID-19.
On the other hand, this research still focuses on student responses regarding the influence of digital 
transformation and leadership on organizational resilience. In the future, research can be developed by 
involving respondents from other parties, such as campus staff and parents. In the final section, it can compare 
the similarity of responses from the three groups regarding organizational resilience in Universitas Terbuka. 
In addition, it is necessary to conduct research related to the influence of digital transformation leadership 
on organizational performance. This is necessary in order to see the relationship between leadership style in 
the context of digital transformation and its impact on organizational performance. This study can identify 
the most effective leadership characteristics in directing digital transformation and determine the extent to 
which leadership contributes to the resulting business results. With more research in this area, we may gain 
a deeper understanding of the leadership role in digital transformation and build better strategies to drive 
effective and sustainable digital transformation.
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