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Abstract

This study aims to analyze the effect of Digital Organizational Culture on Digital Innovation
with Organizational Readiness as a mediating variable among employees of Bank Papua in
Merauke City. This study uses a quantitative approach with a survey method. Primary data
were collected through an online questionnaire using Google Form distributed to all
employees of Bank Papua in Merauke City. The sampling technique used was saturated
sampling (census) with a total of 140 employees as respondents. Data were analyzed using
Structural Equation Modeling-Partial Least Squares (SEM-PLS) with the assistance of
SmartPLS 4, covering validity and reliability tests, structural model testing, and hypothesis
testing. The results show that Digital Organizational Culture has a positive and significant
effect on both Digital Innovation and Organizational Readiness. Organizational Readiness
is also proven to have a positive and significant effect on Digital Innovation, and
significantly mediates the effect of Digital Organizational Culture on Digital Innovation.
The conclusion of this study indicates that the success of digital innovation is determined not
only by digital organizational culture, but also strongly depends on the level of
organizational readiness, both in terms of human resources, technology, and work
processes. Therefore, banking organizations need to simultaneously strengthen digital
culture and improve organizational readiness in order to drive sustainable digital
innovation.
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1. INTRODUCTION

Digital transformation requires organizations not only to adopt new technology, but
also to build a work culture that supports this process (Vial, 2019). Digital Organizational
Culture is a key element that determines an organization's ability to adapt and innovate, as a
strong digital culture encourages openness to change, collaboration, and rapid response to
market needs (Mihardjo, 2020).

Previous studies show mixed results regarding the relationship between Digital
Organizational Culture and Digital Innovation. Mahayani & Darma (2025) and Kiefer et al.
(2021) found a positive and significant effect, while Teguh et al. (2022) and Yilmaz et al.
(2024) reported a negative effect, and Orero-Blat et al. (2024) found no significant effect.
This inconsistency indicates a research gap that needs further clarification, particularly by
considering the role of Organizational Readiness as a variable bridging digital culture and
innovation outcomes (Gergek & Ozveren, 2024).

A pre-survey of Bank Papua employees in Merauke City shows that Digital
Organizational Culture has not been fully embedded, while organizational readiness is also
not yet optimal, as reflected in technical constraints such as recurring internet network
disruptions that affect operations and the success of digital innovation implementation. This
condition indicates that digital culture alone is not sufficient to drive digital innovation
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without adequate support from Organizational Readiness, in terms of human resources,
technology, and work processes.

This study is a partial replication and modification of the study by Zhen et al. (2021)
entitled "Nexus of Digital Organizational Culture, Capabilities, Organizational Readiness,
and Innovation: Investigation of SMEs Operating in the Digital Economy”, with employees
of Bank Papua in Merauke City as the research object. This study aims to analyze: (1) the
effect of Digital Organizational Culture on Digital Innovation; (2) the effect of Digital
Organizational Culture on Organizational Readiness; (3) the effect of Organizational
Readiness on Digital Innovation; and (4) the mediating role of Organizational Readiness on
the effect of Digital Organizational Culture on Digital Innovation.

Digital Organizational Culture is a pattern of values and organizational work practices
in utilizing digital technology that fosters the formation of an innovative mindset within the
organization (Mdller et al., 2019; Taherdoost, 2018; Duerr et al., 2018). The better the
Digital Organizational Culture an organization possesses, the higher its ability to create
Digital Innovation (Khin & Ho, 2019; Cohen et al., 2020), so the following hypothesis is
formulated:

H1: Digital Organizational Culture has a significant positive effect on Digital Innovation.

Digital Organizational Culture also serves as a key foundation in shaping
Organizational Readiness, as a digital culture that fosters collaboration and openness to
technology also shapes employees' adaptive attitudes and behavior (Isensee et al., 2020;
Sanchez & Zuntini, 2018; Metwally et al., 2019; Pradana et al., 2022; Ly & Huong, 2024),
so the following hypothesis is formulated:

H2: Digital Organizational Culture has a significant positive effect on Organizational
Readiness.

High Organizational Readiness facilitates the adoption and development of digital
ideas and technology within the organization (Harris et al., 2019; Lokuge et al., 2019; Xie et
al., 2023), so the following hypothesis is formulated:

H3: Organizational Readiness has a significant positive effect on Digital Innovation.

Organizational Readiness is believed to act as a bridge between Digital
Organizational Culture and Digital Innovation, as digital culture provides shared values and
assumptions that are concretely realized through organizational readiness (Zhen et al., 2021,
Mahayani & Darma, 2025; Mirza et al., 2024; Van Dinther, 2024; Raharjanti, 2024), so the
following hypothesis is formulated:

H4: Organizational Readiness mediates the effect of Digital Organizational Culture on
Digital Innovation.
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Figure 2.1 Research Model
Source: (Zhen et al., 2021)
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2. RESEARCH METHOD

This study uses a quantitative approach with a survey method (Sekaran & Bougie,
2025; Sugiyono, 2023). Primary data were collected through an online Google Form-based
questionnaire distributed to all employees of Bank Papua in Merauke City over six days
(24-29 November 2025). The sampling technique used was non-probability sampling with a
saturated sampling approach, so that the entire population of 140 employees was used as
respondents, and all questionnaires (140, 100%) were successfully analyzed.

This study consists of three variables: Digital Organizational Culture as the
independent variable, Digital Innovation as the dependent variable, and Organizational
Readiness as the mediating variable. The instrument was measured using a 1-5 Likert scale.
Indicators for Digital Organizational Culture refer to Seyma & Jan (2023), covering the
dimensions of digital communication, digital skills and attitudes, entrepreneurial orientation
and personal competence, and proactivity. Indicators for Digital Innovation refer to Benson
(2019), covering innovation readiness, digital confidence, innovation adoption process, and
behavior changes, while indicators for Organizational Readiness were adapted from studies
on the readiness of human resources, technology, and organizational work processes.

Data were analyzed using Structural Equation Modeling-Partial Least Squares (SEM-
PLS) with the assistance of SmartPLS 4 (Ghozali & Kusumadewi, 2023). Convergent
validity testing used a loading factor criterion of >0.70 and Average Variance Extracted
(AVE) >0.50, while discriminant validity was tested through cross loading. Reliability was
assessed through Cronbach's Alpha and Composite Reliability >0.70. Structural model
testing included multicollinearity testing (VIF <5), coefficient of determination (R?),
Goodness of Fit (GoF), Standardized Root Mean Square Residual (SRMR <0.08), and
Normed Fit Index (NFI) (Hair et al., 2022). Hypothesis testing was conducted through a
bootstrapping procedure, with the criterion that relationships between variables were
considered significant if the t-statistics value was >1.96 and the p-value <0.05 (Ghozali &
Kusumadewi, 2023).

3. RESULTS AND DISCUSSION

Results

The questionnaire was distributed to 140 employees of Bank Papua in Merauke City,
and all of them (100%) were successfully collected and could be analyzed. The
characteristics of respondents based on gender and position/job title are presented in Table 1.

Table 1. Respondent Characteristics

Category Description Count Percentage (%)
Male 79 56,4
Gender
Female 61 43,6
Leadership, Managerial 36 25,71
. . Officer, Analyst, AO 27 19,29
Position/Job Title
Staff, Assistant, Administration 55 39,29
Frontliner (CS & Teller) 22 15,71
Total 140 100

Source: Primary data processed (2025)
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The majority of respondents were male (56.4%) and held Staff, Assistant,
Administration positions (39.29%), followed by Leadership/Managerial (25.71%),
Officer/Analyst/AO (19.29%), and Frontliner (15.71%).

The results of the convergent validity test show that all indicators have a loading
factor value above 0.70, with a range of 0.812-0.884 for Digital Organizational Culture,
0.797-0.857 for Digital Innovation, and 0.819-0.884 for Organizational Readiness. The
Average Variance Extracted (AVE) values for all three variables are also above 0.50, so all
indicators are declared valid. The cross loading test results show that the loading value of
each indicator on the variable it measures is higher than on other variables, so discriminant
validity is met. A summary of the validity and reliability test results is presented in Table 2.

Table 2. Summary of Validity and Reliability Tests

. Loading Factor Cronbach's | Composite _—
Variable Range AVE Alpha Reliability Description
Digital Organizational 0812-0884 | 0,715 | 0,979 0979 | Valid & Reliable
Culture
Digital Innovation 0,797-0,857 0,688 0,967 0,968 Valid & Reliable
Organizational Readiness 0,819-0,884 0,720 0,970 0,970 Valid & Reliable

Source: SmartPLS 4 data processing (2025)

Structural model (inner model) testing shows that the VIF value for all paths is
below 5 (DOC—DI = 1.833; DOC—OR = 1.000; OR—DI = 1.833), indicating no
symptoms of multicollinearity. The R2 value for Digital Innovation is 0.682 and for
Organizational Readiness is 0.454, both falling into the moderate category. The Goodness of
Fit (GoF) value of 0.634 falls into the large category, the SRMR value of 0.045 indicates the
model has a good fit, and the NFI value of 0.773 indicates the model falls into the marginal
fit category. A summary of the results is presented in Table 3.

Table 3. Structural Model Testing Results (Inner Model)

Criteria Path/Variable Value Description
VIF DOC — DI 1,833 No multicollinearity
VIF DOC — OR 1,000 No multicollinearity
VIF OR — DI 1,833 No multicollinearity

R2 Digital Innovation 0,682 Moderate
R2 Organizational Readiness 0,454 Moderate
GoF - 0,634 Large
SRMR - 0,045 Good fit
NFI - 0,773 Marginal fit

Source: SmartPLS 4 data processing (2025)
The results of hypothesis testing through bootstrapping show that all four research
hypotheses are accepted, as presented in Table 4.

Table 4. Hypothesis Testing Results

Hypothesis Path Original Sample T-Statistics P-Values Description
H1 DOC — DI 0,483 6,020 0,000 Accepted
H2 DOC — OR 0,674 11,303 0,000 Accepted
H3 OR — DI 0,419 5,757 0,000 Accepted
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Hypothesis Path Original Sample T-Statistics P-Values Description

H4 DOC — OR — DI 0,282 4,871 0,000 Accepted

Source: SmartPLS 4 data processing (2025)

Discussion

Digital Organizational Culture is proven to have a positive and significant effect on
Digital Innovation (p = 0.483; t = 6.020; p = 0.000), so H1 is accepted. This finding shows
that organizational support for the use of digital technology, openness to change, and
collaborative and adaptive work habits among Bank Papua employees are able to drive the
creation of digital-based innovative ideas and improve the quality of banking services. This
result is consistent with the studies of Muller et al. (2019), Taherdoost (2018), Duerr et al.
(2018), Khin & Ho (2019), and Cohen et al. (2020).

Digital Organizational Culture is also proven to have a positive and significant effect
on Organizational Readiness (f = 0.674; t = 11.303; p = 0.000), so H2 is accepted. A strong
digital culture, reflected in the distribution of decision-making authority based on
organizational structure and employees' readiness to adapt to digital system-based work
methods, is able to improve organizational readiness in facing digital transformation. This
finding is consistent with Isensee et al. (2020), Sanchez & Zuntini (2018), Metwally et al.
(2019), Pradana et al. (2022), and Ly & Huong (2024).

Organizational Readiness has a positive and significant effect on Digital Innovation (3
= 0.419; t = 5.757; p = 0.000), so H3 is accepted. Employees' readiness to accept change,
their ability to adapt to new technology, and the perception that adopting digital technology
is a solution for improving customer service drive increased digital innovation in the work
environment. This result is consistent with Harris et al. (2019), Lokuge et al. (2019), Xie et
al. (2023), and Wahyuni & Prihardianto (2024).

Testing of the indirect effect shows that Organizational Readiness significantly
mediates the effect of Digital Organizational Culture on Digital Innovation (f = 0.282; t =
4.871; p = 0.000), so H4 is accepted. Thus, a strong digital organizational culture does not
automatically increase digital innovation, but must first be actualized through organizational
readiness—in terms of human resources, technology, and work processes—before it has an
optimal impact on Digital Innovation. This finding reinforces the results of Zhen et al.
(2021), Mahayani & Darma (2025), Mirza et al. (2024), Van Dinther (2024), and Raharjanti
(2024).

4. CONCLUSION

This study shows that Digital Organizational Culture has a positive and significant
effect on both Digital Innovation and Organizational Readiness, Organizational Readiness
has a positive and significant effect on Digital Innovation, and Organizational Readiness is
proven to mediate the effect of Digital Organizational Culture on Digital Innovation among
employees of Bank Papua in Merauke City. This finding confirms that the success of digital
innovation is determined not only by the strength of digital organizational culture, but also
strongly depends on the level of organizational readiness in terms of human resources,
technology, and work processes.

Practically, bank management needs to simultaneously strengthen digital culture —
through clarity of digital-based decision-making authority, strengthening communication,
and cross-functional collaboration — and improve organizational readiness, particularly in
terms of innovation funding and the development of employees' digital competencies, in
order to drive sustainable digital innovation. Future research is recommended to expand the
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sample to the banking sector or other industries and to consider additional moderating
variables to deepen understanding of the relationships between the variables studied.

REFERENCES

Benson, T. (2019). Digital innovation evaluation: User perceptions of innovation readiness,
digital confidence, innovation adoption, user experience and behaviour change. BMJ
Health and Care Informatics, 26(1). https://doi.org/10.1136/bmjhci-2019-000018

Cohen, D., Furstenthal, L., & Jansen, L. (2020). Healthcare innovation: Building on gains
made through the crisis. McKinsey & Company, November, 1-7.

Duerr, S., Holotiuk, F., Beimborn, D., Wagner, H. T., & Weitzel, T. (2018). What is digital
organizational culture? Insights from exploratory case studies. Proceedings of the
Annual Hawaii International Conference on System Sciences, 2018-Janua, 5126—
5135. https://doi.org/10.24251/hicss.2018.640

Gergek, M., & Ozveren, C. G. (2024). Redefining Organizational Culture for the Digital
Age: A Model Proposal for Digital Organizational Culture. Yildiz Social Science
Review, 10(1), 54-71. https://doi.org/10.51803/yssr.1455398

Ghozali, 1., & Kusumadewi, K. A. (2023). SmartPLS 4.0: Konsep, Teknik, dan Aplikasi
untuk Penelitian Empiris.

Hair, J. F., Hult, G. T. M., & Ringle, C. M. (2022). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM). Journal of Chemical Information and
Modeling, 53(9).

Harris, G., Yarbrough, A., Abernathy, D., & Peters, C. (2019). Manufacturing Readiness for
Digital Manufacturing. Manufacturing Letters, 22, 16-18.
https://doi.org/10.1016/j.mfglet.2019.10.002

Isensee, C., Teuteberg, F., Griese, K. M., & Topi, C. (2020). The relationship between
organizational culture, sustainability, and digitalization in SMEs: A systematic
review. Journal of Cleaner Production, 275, 122944,
https://doi.org/10.1016/j.jclepro.2020.122944

Khin, S., & Ho, T. C. F. (2019). Digital technology, digital capability and organizational
performance: A mediating role of digital innovation. International Journal of
Innovation Science, 11(2), 177-195. https://doi.org/10.1108/1J1S-08-2018-0083

Kiefer, D., van Dinther, C., & Spitzmuller, J. (2021). Digital Innovation Culture: A
Systematic Literature Review. Lecture Notes in Information Systems and
Organisation, 48 LNISO(October 2021), 305-320. https://doi.org/10.1007/978-3-
030-86800-0_22

Lokuge, S., Sedera, D., Grover, V., & Dongming, X. (2019). Organizational readiness for
digital innovation: Development and empirical calibration of a construct. Information
and Management, 56(3), 445-461. https://doi.org/10.1016/j.im.2018.09.001



EDUNOMIKA (ISSN:2598-1153) Vol. 10 No. 03, 2026

Ly, N. T., & Huong, N. T. (2024). Exploring the Nexus of Organizational Culture, Digital
Capabilities, and Organizational Readiness for Change in Primary School in Digital
Transformation: A Quantitative Analysis. International Journal of Educational
Methodology, 10(2), 325-336. https://doi.org/10.12973/ijem.10.2.325

Mahayani, M., & Darma, G. S. (2025). Digital Banking, Digital Culture, Organizational
Learning, Innovation, and Employee Performance. 29(01), 66-87.

Metwally, D., Ruiz-Palomino, P., Metwally, M., & Gartzia, L. (2019). How Ethical
Leadership Shapes Employees' Readiness to Change: The Mediating Role of an
Organizational Culture of Effectiveness. Frontiers in Psychology, 10(November), 1-
18. https://doi.org/10.3389/fpsyg.2019.02493

Mihardjo, L. W. W. (2020). Budaya Perusahaan di Era Digital berbasis Co-creation-
Innovation. Strategic Management in Digital Era: Revisited Concept and Findings,
August, 187-215.

Mirza, D., Safitri, E. M., & Wulansari, A. (2024). Pengaruh Organizational Readiness,
Digital Organizational Culture, Dan Digital Capabilities Terhadap Implementasi
Digital Innovation Diskominfo Jatim. Jurnal Informatika Dan Teknik Elektro
Terapan, 12(3), 3278-3285. https://doi.org/10.23960/jitet.v12i3.4968

Muiller, S. D., Obwegeser, N., Glud, J. V., & Johildarson, G. (2019). Digital innovation and
organizational culture: The case of a danish media company. Scandinavian Journal of
Information Systems, 31(2), 3-34.

Orero-Blat, M., Leal Rodriguez, A. L., & Palacios-Marqués, D. (2024). The strategic
advantage of innovative organizational culture: An exploratory analysis in digital
transformation and big data analytics capabilities. Journal of Management and
Organization, 443-462. https://doi.org/10.1017/jmo0.2024.74

Pradana, M., Silvianita, A., Syarifuddin, S., & Renaldi, R. (2022). The Implication of Digital
Organisational Culture on Firm Performance. Frontiers in Psychology, 13(May).
https://doi.org/10.3389/fpsyg.2022.840699

Raharjanti. (2024). Pengaruh Budaya Organisasi Digital dan Kapabilitas Digital terhadap
Inovasi Digital dengan Kesiapan Organisasi sebagai Variabel Intervening pada
Usaha Mikro dan Kecil (UMK). 74-82.

Sanchez, M. A., & Zuntini, J. I. (2018). Organizational readiness for the digital
transformation: a case study research. Revista Gestdo & Tecnologia, 18(2), 70-99.
https://doi.org/10.20397/2177-6652/2018.v18i2.1316

Sekaran, U., & Bougie, R. (2025). Business Research Methods: A skill-building approach
(9th ed.). John Wiley & Sons.

Seyma, & Jan. (2023). Digital Organizational Culture: A Qualitative Study on the
Identification and Impact of the Characteristics of a Digital Culture in the Craft
Sector. SN Computer Science, 4(6). https://doi.org/10.1007/s42979-023-02302-1



EDUNOMIKA (ISSN:2598-1153) Vol. 10 No. 03, 2026

Sugiyono. (2023). Metode Penelitian Kuantitatif Kualitatif dan R&D (2nd ed.). Alfabeta.

Taherdoost, H. (2018). How to Lead to Sustainable and Successful IT Project Management?
Propose 5Ps Guideline. SSRN Electronic Journal.
https://doi.org/10.2139/ssrn.3224225

Teguh, M. J., Noermijati, N., Moko, W., & Rofiaty, R. (2022). The Impact of Digital
Organizational Culture and Digital Capability on Organizational Performance
through Digital Innovation Mediation in the COVID-19 Era: A Study on Indonesian
Pharmaceutical SOEs. Jurnal Pengurusan, 66, 95-107.
https://doi.org/10.17576/pengurusan-2022-66-08

Van Dinther, C. (2024). Exploring the Nexus of Organizational Culture, Digital Capabilities,
and Organizational Readiness for Change in Primary School in Digital
Transformation: A Quantitative Analysis. International Journal of Educational
Methodology, 10(2), 325-336. https://doi.org/10.12973/ijem.10.2.325

Vial, G. (2019). Understanding digital transformation: A review and a research agenda.
Journal of Strategic Information Systems, 28(2), 118-144.
https://doi.org/10.1016/j.jsis.2019.01.003

Wahyuni, A. E., & Prihardianto, R. D. (2024). The Influence of Digital Platforms,
Organizational Readiness and Innovation Culture on the Performance of MSMES in
the Fisheries and Maritime Sector. 5(3), 743-751.
https://doi.org/10.22441/ijiem.v5i3.24911

Xie, X., Zhang, H., & Blanco, C. (2023). How organizational readiness for digital
innovation shapes digital business model innovation in family businesses.
International Journal of Entrepreneurial Behaviour and Research, 29(1), 49-79.
https://doi.org/10.1108/1JEBR-03-2022-0243

Yilmaz, G., Hasire, 1., Zeybek, F., Irkilata, E., & Yildiz, R. O. (2024). The Mediating Role
of Digital Organizational Culture in the Impact of Digital Leadership on Exploratory
Innovation. Yonetim Bilimleri Dergisi, 22(53), 1231-1255.
https://doi.org/10.35408/comuybd.1451337

Zhen, Z., Yousaf, Z., Radulescu, M., & Yasir, M. (2021). Nexus of digital organizational
culture, capabilities, organizational readiness, and innovation: Investigation of smes
operating in the digital economy. Sustainability (Switzerland), 13(2), 1-15.
https://doi.org/10.3390/su13020720



