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Abstract: Depending on technological developments, digital transformation represents an inevitable
reality for organizations. Based on this reality, digital leadership, which is a new understanding of
leadership, has emerged. In accordance with the literature, digital leaders are expected to transform
organizations under the leadership of innovation, thus encouraging high performance and efficiency.
The present study aimed to measure the mediating effect of innovative behavior on the effect of digital
leadership on job performance and intrapreneurship intention using data collected from 390 people
working in the IT sector in Istanbul and a structural equation modeling method. The data obtained in
this structural equation modeling study were analyzed in the Smart-PLS program. It is anticipated
that the present study, in which the relationship between the variables is supported by various
theories, will contribute to the extant literature. The results of this study indicate that innovative
behavior has a fully mediating impact on the effect of digital leadership on intrapreneurship intention.
Furthermore, it is observed that innovative behavior has a partially mediating impact on the effect
of digital leadership on job performance. Considering the results, this study proves that digital
leaders need to adopt innovative behavior so as to ensure performance and intrapreneurship in
an organization.

Keywords: innovative behavior; digital leadership; intrapreneurship intention; job performance

1. Introduction

In various countries worldwide, there is an intense contemporary interest in technol-
ogy as a pioneer of progress and development. Meanwhile, it is understood that many
projects are ongoing, which involve integrated uses of technology with the aim of elim-
inating problems caused by aging populations and deprivation in developed countries.
“Made in China 2025”, “UK Industry 2025”, “Industry 4.0”, and “Society 5.0” are some of
the projects that come to mind first [1]. These developments have led to the emergence of
digital leadership, a novel leadership approach. Digital leaders are expected to transform
organizations innovatively and adapt them to contemporary conditions, as well as to in-
crease their performance by managing organizations effectively throughout the process [2].
Research conducted with employees to direct the process in question indicated a high level
of belief (77%) that change can be made in organizations through new leaders [3], which
was also supported by a report prepared by the European Union stating that there was a
need for 40,000 to 50,000 digital leaders every year from 2015 until 2020 [4,5]. Countries
with a strategic perspective allocate significant financial resources to digital transformation.
Over USD 380 billion is thought to have been allocated for digital transformation in the
Asia Pacific Region alone in 2019; this figure increases day by day. It is expected that more
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than 65% of the Asia Pacific Gross Domestic Product (GDP) will become digitalized due to
the USD 1.2 trillion invested in digital transformation between 2020 and 2023 [6].

Excessive workforce needs and considerable financial factors requiring management
have fostered an increasing interest in digital leadership studies. Although the positive
effect of digital leadership on job performance is known [5,7,8], the mediating role of
innovative behavior has not been fully clarified in the literature. Therefore, determining
the mediating effect in question constitutes one of the aims of the present study. Moreover,
the present study also enquires as to the mediating role of innovative behavior and the
effect of digital leadership on intrapreneurship intentions [9,10]. The determined objectives
reveal the power of digital leadership in terms of influencing intrapreneurship and job
performance; however, they also explain the mediating role of innovative behavior in this
effect. In explaining the obtained results, Upper Echelon Theory [11], Social Exchange
Theory [12], Social Capital Theory [13], Social Impact Theory [14], Social Information
Process Theory [15], Resource-Based View Theory [16], and Dynamic Capability Theory [17]
are utilized.

This study bears importance in that it expands the extant literature on digital leader-
ship and innovative behavior. Similarly, an explanation of the impact of digital leadership
and innovative behavior on intrapreneurship intention and job performance is expected to
contribute considerably to the development of the literature. This study will be helpful for
future research because it includes four different variables that are expected to influence
each other. Assessing the original contributions, these four variables are actually the issues
that have been expected and written about in all studies, but they cannot represent an
example adequately. In this respect, it would be appropriate to state that the concept of
digital leadership is a very new type of leadership, becoming widespread in Industry
4.0 [2]. The first study on digital leadership was published in 2004, according to Web
of Science. In total, 173 articles have been published in the last nineteen years; 139 of
these articles have been published in the last five years. Notably, a similar situation is
apparent in the Scopus database. As demonstrated from the example given, the present
study is expected to contribute to the limited literature on digital leadership through its
multivariable structure approach.

The rest of this article is organized into four sections. Firstly, the variables are explained
in accordance with a literature review. In the following section, hypotheses regarding
the variables are established in accordance with the literature. Information technology
employees were selected as the participants for the present study, and this choice was made
because digitalization in the IT sector is rapid and intrapreneurship intentions can easily be
cultured. Structural equation modeling was utilized as the study method. Findings were
analyzed using the Smart-PLS program. Within the scope of the findings, hypotheses were
tested, and conclusions were drawn by discussing them in accordance with the literature.
According to the obtained results, a partial mediating effect of innovative behavior on the
effect of digital leadership on job performance was identified, and a full mediation effect on
the effect of digital leadership on intrapreneurship intention was found. Thus, it is possible
to state that some of the positive impact created by movement and digital leadership stems
from innovative behavior.

2. Literature Review
2.1. Digital Leadership

Digital leadership first emerged as a leadership approach aiming to follow and imple-
ment changes due to technological developments that have arisen with Industry 4.0 [2,8].
A digital leader is expected to be someone who is visionary, sympathetic, agile, a risk-taker,
and always open to collaboration [18]. In this regard, digital leaders are expected to create
an effective organizational culture by developing social capital. Social Capital Theory, used
to eliminate and explain the instability and social problems that arise especially in the
industrializing West, appears to be an important tool in terms of explaining digital leader-
ship. The understanding that social capital should be regarded not only as an element of
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success achieved by the individual work and effort of a person but also as the success of an
entire organization contributes to the subject in this respect [19]. This situation, integrated
with the understanding of cognitive social capital, is also affected by Social Impact Theory
because it creates social impact and gives direction to the relationships within the organi-
zation. The stated theories suggest that a digital leader will socially influence the people
around him, emphasizing his importance in increasing or decreasing the performance of
the organization [20].

Digital leadership refers to the ability of leaders to manage digital-age organizations
effectively [21]. In addition to good business skills, digital leaders need to possess good
practical knowledge, practical problem-solving ability, and the ability to use and teach
digital tools [22] due to the fact that digital leadership aims to understand the effect of
technology on business operations and thus manage innovation. Digital leadership involves
developing and utilizing technology in order to drive growth and success [23]. Briefly,
digital leadership involves adopting and implementing the adaptation of technological
developments as a leadership approach with the use of modern technological elements [24].
This behavior of the digital leader can be stated to be within the scope of Resource-Based
View Theory in terms of ensuring sustainable competitive advantage [25].

Dynamic Capability Theory states that the value of all resources of the organization,
such as human resources, capital, and production ability, is more than the value of the
resources alone. A suitable leader is required for the synergy that is expected to be created
within the organization [26]. A digital leader has a clear vision in terms of how to use
technology so as to improve the organization. In this regard, a strategy is created by the
leader to achieve this vision [25]. In order to create a good strategy, digital leaders are
expected to have the competence to manage the change process and to have a critical
understanding. In accordance with the needs of the organization for change, it is required
to take strategic steps regarding new business models, understanding of customer relations,
solutions for employees, operational improvements, and financial conditions [18]. In
this respect, a digital leader is defined as a person who can show two-way innovative
behavior on how to manage the same organization digitally as well as leading the digital
transformation of an organization [27].

A digital leader is expected to collaborate with employees and communicate across
multiple channels effectively [28]. In accordance with the digital age, leaders must be able
to use media tools effectively, make quick decisions, take preventive measures against
destructive situations, and possess technical skills [18]. Making the most appropriate
decision thanks to big data by maintaining communication with customers uninterruptedly
is an important element expected from the digital leader as well [29]. With the help of
uninterrupted communication, technological innovations, and innovative behaviors, a
digital leader is expected to increase the job performance of the organization [6,29–33].

2.2. Intrapreneurship Intention

Entrepreneurship was first used conceptually by Cantillon [34], who mentioned three
important elements in shaping the economic structure and defined these elements as
economic agents by listing them as capital owners, entrepreneurs, and employees [35].
An entrepreneur, defined by Cantillon as an economic agent, is one who possesses a high
tolerance for uncertainty, can display active and innovative behavior, can take the necessary
financial risks to develop new projects, and can make commercial commitments [36].

Entrepreneurship requires creating an organization that has not existed before or
restructuring an existing organization with a different perspective. In their definition of
entrepreneurship, Green and Cohen [37] list the main factors of entrepreneurship as being
creative, seizing the opportunity, taking risks, displaying demand for growth, and being
profit-oriented. In the context of the economic added value formed, entrepreneurs play an
important role in shaping social dynamics and realizing the structural change needed as
well as providing employment, welfare, and a demand-oriented supply [38]. From this
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perspective, it is possible to state that entrepreneurship pioneers digital leadership and
innovation in terms of achieving change and spreading innovation.

Entrepreneurship refers to the independent establishment of a new business, and it
has also existed as the emergence of new entrepreneurs within the organization, especially
since the 1980s. It is known that the method called intrapreneurship, which creates new
production models and opportunities with its views and ideas within the organization, has
a great effect, especially on production performance [39]. In accordance with the present
study, digital leaders are expected to contribute to and develop employees’ intrapreneurship
intentions. In this respect, it is predicted that RBV, which is stated to affect digital leadership,
will be effective. Obtaining foresight in terms of developing the limited resources at
hand and using them as a strategic competitive element constitutes an opinion on the
effectiveness of this theory [9,40].

2.3. Innovative Behavior

Innovation is stated to be a holistic management process that includes elements such
as ideas, technology, manufacturing, and marketing for a new product or production
process [41]. Hoecht and Trott [42] describe the concept of innovation as the sum of the-
oretical concepts, technical invention, and commercial effect. It is defined by Drucker as
innovation-oriented activities that are carried out with the aim of developing the organiza-
tional activities to be accomplished and the products and services to be produced in line
with certain purposes, emphasizing that innovation is a prerequisite for organizations so as
to maintain their existence [43]. According to Drucker, organizations that fail to achieve
innovation will lag behind changes and will not be able to meet both their organizational
and environmental needs, and as a result, they will not be able to maintain their existence
and finally will disappear [44].

In general, organizations are expected to achieve meaningful economic value with
the help of innovation. In fact, organizations intend to gain benefits such as increasing
their profits, reducing their costs, and gaining competitive advantage with innovation.
Furthermore, innovation is expected to create some non-material benefits for organiza-
tions [45]. Outputs with high organizational importance such as improvement in personal
relationships, increase in performance, job satisfaction, personal development, etc., are
some of these benefits [46].

Innovation is defined to be a complex process that is dominated by knowledge, re-
quires thought leadership, is associated with the demand for change and transformation,
and requires effective management [47], which reveals that the innovation process is re-
lated to leadership. In this respect, in the present world where digitalization is the focus
of change, it is obvious that the concept of innovation must be advocated by digital lead-
ership [9,48,49]. Innovative behavior is expected to emerge as a result of the incentive
environment that is created by the leader. In accordance with Social Impact Theory, the
leader’s innovative support is expected to turn into a behavior, which can emerge positively
or negatively depending on the leader’s style [5].

2.4. Job Performance

Job performance refers to how well an employee fulfills the duties and responsi-
bilities that are assigned to him at the workplace [50]. In other words, the concept of
job performance is defined as a measure of how effectively the employee accomplishes
his job responsibilities and achieves his goals and objectives [51]. Job performance typ-
ically involves performance evaluations made by supervisors or managers, which can
influence various organizational outcomes including productivity, job satisfaction, and
turnover [5,52,53]. By understanding the factors that have an impact on job performance
and using effective performance evaluation methods, organizations can promote high levels
of job performance among their employees [54]. In this regard, there are many theories
available in the literature. For example, within the scope of Social Exchange Theory [12], it
is suggested that positive behaviors exhibited by the leader toward employees will obtain
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positive feedback from employees within the framework of reciprocity theories. Hence,
it is claimed that employees who perceive positive and good behavior of leaders toward
themselves are motivated to work harder, which in turn increases the organization’s job
performance [55].

Under present conditions, technology and information sharing are used commonly to
measure job performance, which is triggered by the ease of obtaining information thanks
to various software, especially in current digitalized conditions. Knowledge sharing refers
to the exchange of information among employees with the aim of performing tasks in
organizations. As a result of information exchange, the job performance of the organization
is ensured to increase together with important gains such as the participation of employees
in management, effective decision-making, a reduction in information loss, avoiding the
repetition of mistakes, and encouraging innovation [56]. Therefore, information sharing
has a profound impact on job performance. Within the scope of Social Capital Theory,
organizational culture is influenced significantly by coordination, communication channels,
and information sharing, which leads to better job performance [57]. From this point of
view, it is expected to contribute positively to job performance [5].

3. Materials and Methods
3.1. Research Model and Hypotheses
3.1.1. Digital Leadership and Innovative Behavior

Digital leadership refers to the ability to use digital technologies effectively in order
to manage a team or an organization [58]. Digital leadership can also be defined as an
attempt to introduce innovation by encouraging experimentation and risk-taking [24]. The
concept of digital leadership should not be perceived merely as the digitalization of an
analog clock or an indicator in a system [8]. Digitalized workflows and management
philosophy make innovative thinking necessary so as to manage and develop different
businesses. Digital leadership includes a structure that can change and renew the existing
management style completely. Thus, digital leadership and innovation are important
variables that are intertwined and have the possibility to affect each other. When the
literature is considered, many studies conducted on digital leadership and innovation can
be found [2,22,30,59]. Previous studies indicate that digital leadership has a strong impact
on innovative behavior [59] in accordance with Upper Echelon Theory [11]. Based on these,
hypothesis H1 was established.

H1. Digital leadership affects innovative behavior in a significant and positive way.

3.1.2. Digital Leadership and Intrapreneurship Intention

Digital leadership addresses a transformation and development process in businesses.
Leaders with entrepreneurial spirit are required, especially in order to find an intrapreneur-
ship intention culture that is sustainable and can develop within the business [10]. In the
study, leaders are expected to develop the present organization, encourage employees, and
disseminate the in-house entrepreneurship culture rather than leaving the organization
and founding their own businesses. With the in-house entrepreneurship culture, many
important and positive changes such as supporting research and development activities,
creating innovative products or services, capturing opportunities in the sector, creating
value for customers, and increasing employee performance take place. In spite of its pos-
itive effects, supporting in-house entrepreneurship may be perceived by some leaders
as training rival managers or leaders for themselves in the future. For this reason, it is
likely that some of the leaders do not support in-house initiatives. However, this situation
could also cause employees to become competitors by founding their own companies [9].
Therefore, digital leaders are required to spread the entrepreneurship culture within the
organization and keep qualified employees within the organization. RBV Theory, one of
the theories on which the present study is based, foresees the best use of employees as a
resource as well. From this perspective, it is anticipated that digital leaders, as managers
with an entrepreneurial vision, support in-house entrepreneurship and provide sustainable
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competitive advantages by creating core capabilities of the organization [16]. In this respect,
hypothesis H2 was established.

H2. Digital leadership affects intrapreneurship intention significantly and positively.

3.1.3. Digital Leadership and Job Performance

Digital leadership can easily improve communication within a business with the use
of more efficient, transparent, and accessible technologies [8]. When leaders use digital
tools while communicating with their teams, they can enable easier access to members
and pave the way for a more conciliatory environment among stakeholders regarding
the management process [29]. In this respect, the difference between communication via
fax, where pages are scanned one by one, and e-mail, where thousands of pages of data
are sent with a single click, reflects the positive difference in terms of job performance.
Additionally, it ensures that tasks are completed on time with minimum errors, which
results in an increase in job performance. Digital leaders make more functional decisions
because they can access real-time data. It can be stated that their decisions are more
consistent and healthy and increase job performance because they are made based on
data [7]. The transformation that is experienced via digital leadership can lead to new ideas
and approaches that can improve job performance and accelerate growth. Based on the
opinions stated above, hypothesis H3 was established.

H3. Digital leadership affects job performance in a significant and positive way.

3.1.4. The Relationship between Innovative Behavior, Intrapreneurship Intention,
and Job Performance

Schumpeter [60] considers entrepreneurship to be a concept that is inseparably associ-
ated with innovation and defines it as the process of creating new products and organiza-
tions while describing the entrepreneur as the bearer of innovations that are necessary for
economic development, development, and change. This innovation role that is attributed
to the entrepreneur by Schumpeter was also supported by Baumol [61], and it was sug-
gested that investments in innovation and technology transfers could only be accomplished
through entrepreneurial practices [41]. It is possible to divide entrepreneurship practices
into two, which involve an initiative independent of the organization and internal initia-
tives within the organization. Intrapreneurship has a great impact on the organization
in terms of introducing innovative products and processes. Whether the organization
is large or small does not diminish intrapreneurship [62]. As an enterprise, it is known
that internal initiatives contribute to innovation and to the performance of the business in
terms of introducing new products and services within the organization, caring about the
opinions of employees, and meeting the demands of customers [39,63–65]. In this study, it
is expected that innovation will be encouraged within the organization and contribute to
performance by turning into behavior in the context of intrapreneurship. In accordance
with the stated opinions, hypothesis H4 was established.

H4. Innovative behavior affects intrapreneurship intention significantly and positively.

The concepts of intrapreneurship and innovation have enabled job performance to
increase while expanding the range of innovative production, especially with destructive
creation [60]. The previous research provides much evidence that designing new products
and processes increases job performance [66,67]. Business processes are expected to become
easier and show development, especially with digital transformation. As a phenomenon,
this expectation has emerged with Industry 4.0, with which great potential is exhibited
in creating 30% faster and 25% more efficient production in industry [68]. Creating new
products and processes that give priority to efficiency and profitability increases the effect
of innovation on job performance. Bearing these statements in mind, hypothesis H5
was established.

H5. Innovative behavior affects job performance significantly and positively.
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3.1.5. The Mediating Role of Innovative Behavior

Digital leadership, which includes using technology and digital tools in order to
communicate, collaborate, take initiative, and innovate, is also described as a form of
transformational leadership [29]. By leveraging digital technologies, leaders can create a
better-equipped, more connected, and engaged workforce that can meet the demands of a
rapidly changing digital world. In the digital age, in which technology and digital tools
play an increasingly important role in how jobs are performed, digital leaders who are
competent at using digital technologies are more likely to be effective in leading their teams
to success [69]. In this respect, it should be stated that the ability to take initiative comes to
the fore. Despite all the suitable environments, the most important element for the leader
will be to make an attempt, that is, to take the initiative. Timing is also an important factor
in initiative [9]. The initiatives taken by the leader are expected to increase the innovative
behavior of employees and create tendencies toward intrapreneurship. It is thought that
digital leaders, who are stated to have a transformational leadership quality, will create an
innovative organizational culture along with internal initiatives [18,29,59]. It is possible to
reveal the intentions and behaviors of employees in a planned manner with the appropriate
environment and the encouragement of employees by leaders. According to the Theory of
Planned Behavior [70], employees will possess a great desire to exhibit the desired behavior
if they have the necessary resources and opportunities. As a result, taking initiatives within
the organization and introducing new processes will strengthen the leader’s position and
will increase the promotions and salaries of his employees within the organization [71]. In
accordance with the opinions stated above, hypothesis H6 was established.

H6. Innovative behavior mediates the effect of digital leadership on intrapreneurship intention in a
meaningful and positive way.

Innovation can improve job performance by introducing new tools and processes that
have the potential to increase efficiency, productivity, and quality [53]. Digital leaders who
can trigger and support innovation can create a culture that gives value to creativity and
encourages employees to think distinctively [9], which in turn leads to an increase in job
satisfaction, motivation, and commitment, all of which will lead to better job performance.
The Resource-Based View suggests that a firm’s resources and capabilities can make great
contributions to competitive advantage [16]. Digital leadership can be regarded as a
resource or capability that could be utilized to lead innovation and improve job performance.
Digital leaders can create new processes and products that can potentially increase job
performance using digital tools and technologies [5]. Based on those opinions, hypothesis
H7 was established.

H7. Innovative behavior significantly and positively mediates the effect of digital leadership on
job performance.

The research model created with the aim of understanding the models and hypotheses
better is presented in Figure 1.

When the model is considered, it is realized that some variables have been examined
many times beforehand by other researchers. Highlighting digital leadership, which is a
relatively new concept, in the present study reveals and proves its originality.

There are limited studies in the literature that show how digital leadership affects
innovative behavior [18,29]. The H1 part of the created model is similar to the study on
digital leadership and innovative work behavior conducted by Erhan et al. [29] based on
Upper Echelon Theory. In Erhan et al.’s study, two variables were examined, and it was
stated that theoretically, these variables would affect work performance positively. It can
be claimed that the present study expanded the principles stated by Erhan et al. [29] within
the framework of H3 and H7, thus making both theoretical and practical contributions to
the literature.
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Figure 1. Research model.

When studies measuring the impact of digital leadership on performance are taken into
consideration, it is realized that the relationship is positive and significant. In this respect,
the study conducted by Azzam et al. [72], based on Resource-Based View Theory [16]
and Dynamic Capability Theory [17], comes to the fore. In that prominent study, there
is a structure that measures the mediating role of digital leadership and entrepreneurial
orientation in the effect of dynamic capabilities on competitive performance. The concept of
innovation is frequently discussed by Azzam et al. in their study. However, its relationship
with other variables was only attempted to be explained theoretically. Therefore, it is
thought that the present study will make both theoretical and practical contributions to the
literature in supporting Azzam et al.’s study by including innovative behavior as well.

3.2. Methodology

This study was carried out with employees in the IT sector in Istanbul. Before obtain-
ing ethics permission, 62 businesses with employee numbers ranging from 10 to 280 were
visited. By giving information about the questions in the survey form to the businesses that
were visited, managers and business owners were informed about the aim of this study
and its possible consequences. This information process was performed as preliminary
field research to determine the research areas, so it was not possible to have the inter-
viewed people fill out any survey forms or include them in the analysis. The data were
collected with the use of the convenience sampling method. With the aim of collecting
data, businesses in the Sisli and Besiktas districts in Istanbul, where the IT sector is more
common, were preferred. There are many authorized services, wholesalers, and service
providers in the IT sector in the region in question. In order to collect data, permission was
received from the Istanbul Arel University Ethics Committee, dated 8 September 2023, and
numbered 2023/18-7. After obtaining the necessary permission, a method that utilized
a printed survey form and a digital survey form was used to collect the data between
8 September 2023 and 11 September 2023. The survey was chosen due to the fact that it
provided generalizable, valid, and reliable findings. The present situation was measured
cross-sectionally with the help of a quantitative approach. Following the distribution of
the survey, 390 people were reached, which was enough to represent the sample [73]. Data
belonging to these 390 people were obtained from 21 different businesses. The information
provided before obtaining ethical permission was effective in terms of collecting the data
for the present study in a short time. Thanks to the information activity, it became easier to
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meet managers and, in this way, businesses that could support the study were identified.
This is an obligatory step in terms of filling out the section related to the research field that
is specified on the ethics committee form.

Questions related to age, gender, marital status, education level, and experience were
used in the survey form so as to categorize the participants. Demographic variables are an
important element for showing whether the participants are distributed homogeneously
or whether only one group is represented [74]. In Turkey, employees are expected to
be predominantly male. In this regard, demographic variables are needed to determine
whether only male individuals’ opinions are included in this study. In addition, sharing this
issue is an important element in order for the analysis to be repeated by other researchers.
For example, if the same questions are asked to individuals over the age of 50 and those
under the age of 20, it is not always possible to obtain the same answers. For these reasons,
sharing demographic variables comes to the fore. Demographic variables also provide
information about the sector of employees [75].

In order to test the model, scales previously developed by other researchers and
applied in Turkey were utilized. All scales were used in a 5-point Likert form. In order
to measure digital leadership, a one-dimensional 6-question scale, developed by Zeike
et al. [69] and translated into Turkish by Oktaysoy et al. [76], was used. The Cronbach’s
Alpha coefficient of the digital leadership scale was determined to be 0.870 by Zeike et al.
in 2019, and questions such as “I think using digital tools are fun” were included. On the
other hand, to measure intrapreneurship intention, a one-dimensional 6-question scale,
developed by Liñán and Chen [77] and translated into Turkish by Basim and Sesen [78],
was used. The Cronbach’s Alpha coefficient of the entrepreneurial intention scale was
determined to be 0.943 by Liñán and Chen in 2009, and questions such as “I am ready
to do anything to become an entrepreneur” were included. For innovative behavior, a
one-dimensional 9-question scale, developed by Janssen [79] and translated into Turkish by
Onhon [80], was utilized. Cronbach’s Alpha coefficient of the innovative behavior scale was
determined to be 0.950 by Janssen in 2000, and questions such as “Creating new ideas for
difficult issues” were included. To measure job performance, a one-dimensional 4-question
scale, developed by Sigler and Pearson [81] and translated into Turkish by Col [82], was
used. The Cronbach’s Alpha coefficient of the job performance scale was determined to be
0.830 by Sigler and Pearson in 2000, and questions such as “I complete my tasks on time”
were included.

With this study, the mediating role of innovative behavior on the effect of digital
leadership on intrapreneurship intention and job performance was planned to be measured.
Statistical mediation analysis is utilized to investigate how an independent variable (X)
affects an independent variable (Y) through a mediating variable (M). For example, in one
part of this study, the mediating effect of innovative behavior (M) on the effect of digital
leadership (X) on intrapreneurship intention (Y) is investigated. As a result of this research,
there may or may not be a mediating effect. If a mediating effect is detected, this result
is in the form of a partial or full mediation. The main aim of the mediation analysis is to
determine the reason for the interaction between the independent variable and the outcome
variable. In this regard, if the mediating variable can explain the entire interaction, it is
called a full mediator, whereas it is called a partial mediator if it can explain only a part
of it. Structural equation modeling along with regression analysis can be utilized in order
to measure mediation analysis. In order to identify the mediating role, there must first be
a relationship between the variables. Many different methods can be used for mediation
testing such as the model proposed by Baron and Kenny [83], the Sobel test, and the
Goodman test [84]. As one of the newly used techniques, the bootstrap technique is used to
overcome the reliability problems that are encountered with the Sobel test. The technique
in question creates a new and different data set by producing new observations in the
specified number of data sets. Statistical calculations are made according to this new data
set, and errors that may arise from bias and skewness are corrected in this way [85]. In the
analysis performed, the sampling number was determined to be 5000. Structural equation
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modeling was utilized to test the hypotheses. The least-squares method (SEM), which is the
most suitable method for testing, was preferred. In this respect, the Smart-PLS program was
utilized, which enables confirmatory factor analysis, validity, reliability, internal consistency,
normality distribution, and structural equation modeling to be practiced easily. Smart-
PLS was preferred especially because it allows the testing of complex structures, multiple
variables, and big data simultaneously [86]. There is a motivation for choosing this method
due to the fact that it contains more than one variable both visually and in terms of the
ease of analysis for complex models. For instance, in the Smart-PLS program, incorrect
and missing expressions in variables and normality distribution issues are reflected on the
screen as soon as the data set is loaded. Analysis using SPSS requires effort for all of these
issues pointed out above. To perform the confirmatory factor test, variables are created in
the path with drag and drop logic, and many issues such as factor load values, validity,
reliability, and multicollinearity are tested using a single button with the Calculate (PLS
Algorithm) screen at the top of the program. In the mediation analysis, the mediation test
is easily performed using the Calculate (Bootstrapping) screen at the top of the program.
Researchers are provided with great convenience because all calculations and visualizations
are enabled by the program as printouts and Excel files. When compared with SPSS, the
program gives exactly the same Cronbach’s Alpha values and allows for an analysis that
could be performed using SPSS and AMOS to be easily carried out [86].

4. Results

In the present study, 390 people were reached, and the information about the par-
ticipants is displayed in Table 1. It was observed that the participants were dominantly
male (67.20%). It can be stated that this result was achieved in accordance with the present
conditions of Turkey, although the IT sector is a sector where more women are employed
as a result of not requiring heavy muscle strength. It was also observed that the number of
married participants (61.80%) was higher than that of single participants. It was found that
the participants of the study were mostly between the ages of 36 and 45 (36.40%), had a
bachelor’s degree (54.60%), and had 6 years or more of experience (82.60%).

Table 1. Demographic findings.

Demographic Items n %

Gender
Female 128 32.80
Male 262 67.20

Marital Status
Married 241 61.80
Single 149 38.20

Age

Between the ages of 18 and 25 63 16.20
Between the ages of 26 and 35 126 32.30
Between the ages of 36 and 45 142 36.40
Between the ages of 46 and 55 59 15.10

Education
Associate degree 154 39.50
Bachelor’s degree 213 54.60

Postgraduate degree 23 5.90

Experience

Up to 5 years 68 17.40
Between the years of 6 and 10 124 31.80

Between the years of 11 and 15 102 26.20
Between the years of 16 and 20 84 21.50

21 years and over 12 3.10

There are various methods utilized to measure the validity, reliability, and internal
consistency of structurally used scales, the most well-known of which are Cronbach’s
Alpha, Composite Reliability (CR), and Average Variance Extracted (AVE). Cronbach’s
Alpha is frequently preferred for measuring combined reliability and internal consistency
values. However, the use of the CR value comes to the fore to fill in this gap due to the fact
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that it is known that the probability of Cronbach’s Alpha obtaining better values increases
as the number of samples and the number of questions increases. For convergent validity,
the CR value is expected to be greater than the AVE value [87]. Information regarding the
analyses performed is presented in Table 2.

Table 2. Factor loading values, reliability, and validity.

Items Factor
Loading Mean Standard

Deviation Kurtosis Skewness

Digital Leadership
Cronbach’s Alpha = 0.969, rho_A = 0.971, CR = 0.975, AVE = 0.865

Digital 1 0.923 3.838 0.901 1.008 −0.963
Digital 2 0.940 3.779 0.899 0.801 −0.870
Digital 3 0.929 3.785 0.880 1.018 −0.994
Digital 4 0.931 3.651 0.923 0.420 −0.861
Digital 5 0.931 3.746 0.953 0.982 −1.099
Digital 6 0.928 3.638 0.934 0.313 −0.720

Intrapreneurship Intention
Cronbach’s Alpha = 0.974, rho_A = 0.977 CR = 0.979, AVE = 0.886

Enterprise 1 0.924 3.500 1.152 −0.235 −0.738
Enterprise 2 0.956 3.372 1.180 −0.595 −0.537
Enterprise 3 0.948 3.400 1.172 −0.568 −0.617
Enterprise 4 0.958 3.341 1.163 −0.678 −0.534
Enterprise 5 0.951 3.408 1.168 −0.551 −0.595
Enterprise 6 0.910 3.318 1.153 −0.680 −0.412

Innovative Behavior
Cronbach’s Alpha = 0.950, rho_A = 0.952, CR = 0.958, AVE = 0.715

Innovation 1 0.818 3.926 0.812 1.182 −0.845
Innovation 2 0.846 3.705 1.051 0.008 −0.810
Innovation 3 0.877 3.856 0.835 0.869 −0.812
Innovation 4 0.905 3.738 0.913 0.849 −0.837
Innovation 5 0.833 3.797 0.858 0.472 −0.699
Innovation 6 0.806 3.300 1.047 −0.690 −0.113
Innovation 7 0.759 3.564 0.974 0.499 −0.691
Innovation 8 0.889 3.626 0.955 0.754 −0.735
Innovation 9 0.871 3.679 1.016 −0.332 −0.590

Job Performance
Cronbach’s Alpha = 0.806, rho_A = 0.847, CR = 0.869, AVE = 0.623

Perform 1 0.881 3.649 0.872 0.020 −0.509
Perform 2 0.804 3.590 0.842 1.272 −0.919
Perform 3 0.904 3.569 0.859 0.092 −0.533
Perform 4 0.839 3.718 0.756 0.923 −0.551

CR = Composite Reliability, AVE = Average Variance Extracted

According to the literature, Cronbach’s Alpha, rho_A, and CR coefficients are expected
to be above 0.70, while AVE value is estimated to be above 0.50, i.e., CR > AVE [86,87].
Moreover, factor load values are required to be above 0.50 for each variable individually. As
the values for all variables are within the desired criteria, it can be stated that the scales do
not have any problems in terms of validity and reliability. The kurtosis and skewness values
are between +1.96 and −1.96, which indicate that the sample is normally distributed [73].
When the values obtained as a result of the analysis are evaluated, the scales and the sample
can be stated to be suitable for the research.

Fronell and Larcker suggest that AVE values should have a value higher than the
correlation of the variables [87]. In this way, it is accepted that discriminant validity
between the scales is ensured. Another method, the Heterotrait–Monotrait Ratio, suggests
that having scales with ratios below 0.85 ensures discriminant validity [88]. The results of
this study reveal that it has discriminant validity. The results are presented in Table 3.
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Table 3. Discriminant validity.

Fornell–Larcker Criterion Heterotrait–Monotrait Ratio (HTMT)

1 2 3 4 1 2 3 4

Digital leadership 0.930
Intrapreneurship intention 0.141 0.941 0.141

Innovative behavior 0.417 0.250 0.846 0.432 0.256
Job performance 0.439 0.262 0.723 0.858 0.471 0.280 0.786

The goodness and meaningfulness of the model that provides discriminant validity,
reliability, and validity were measured. In this regard, the goodness of fit values of the
model are presented in Table 4. In terms of values, the Standardized Root Mean Square
(SRMR) value is expected to be below 0.80 and the Normed Fit Index (NFI) value is expected
to be above 0.80 when the number of samples and the number of questions in the survey
are taken into consideration [89].

Table 4. Values of the model.

Model Fit

Saturated Model Estimated Model

SRMR 0.050 0.052
d_ULS 0.799 0.885

d_G 0.642 0.645
Chi-square 1.376.881 1.383.239

NFI 0.882 0.881

Since the obtained values met the necessary conditions for the application of the model,
the model and hypotheses were tested using structural equation modeling. The model was
performed in accordance with the literature, using the bootstrap method and selecting a
sample size of 5.000. In order to provide a better understanding of the created model, the
current situation is displayed in Figure 2.

The results of the analysis indicated that all of the hypotheses were supported by
values of p and t. The significant relationship between digital leadership and intrapreneur-
ship intention became meaningless with the full mediating effect of innovative behavior,
especially within the scope of H2. The hypothesis results and findings regarding the model
are presented in Table 5.

Table 5. Structural equation model and hypothesis test results.

Path Estimate Standard
Deviation t-Value p Hypothesis

Digital leadership -> innovative behavior 0.417 0.059 7.086 0.000 H1 accepted
Digital leadership -> intrapreneurship intention 0.045 0.065 0.677 0.498 H2 accepted *

Digital leadership -> job performance 0.166 0.041 3.991 0.000 H3 accepted
Innovative behavior -> intrapreneurship intention 0.231 0.058 4.009 0.000 H4 accepted

Innovation -> job performance 0.654 0.038 17.068 0.000 H5 accepted
Digital leadership -> innovative behavior ->

intrapreneurship intention 0.097 0.030 3.192 0.001 H6 accepted
(Complete)

Digital leadership -> innovative behavior ->
job performance 0.273 0.043 6.346 0.000 H7 accepted

(partial)

* Due to the mediating effect, the significant relationship with β = 0.141, t = 2.985, and p = 0.003 became insignificant.
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Figure 2. Path diagram of the model.

Digital leadership was found to have a significant effect on innovative behavior and,
therefore, H1 was supported. It was observed that the findings obtained and the research
on the relationship between digital leadership and innovation were compatible [2,22,90].
Meanwhile, the situation in question is also explained by Upper Echelon Theory. According
to the theory, the leader’s past experience and abilities will have an impact on the decisions
the leader will make. Bearing this in mind, it is considered that the decisions made by the
digital leader will have a great impact mainly because of the aspect of innovation [5,40,59].

It was observed that digital leadership had a significant effect on intrapreneurship,
and in the model, this effect decreased as a result of the mediating effect. When it was
considered outside the mediating effect, it was seen that H2 was supported. When the
result obtained was compared to the findings in the literature, it should be stated that the
literature was created conceptually with a small number of studies [9,10], and the finding
was below expectations. However, in terms of contributions to the literature, it must be
said that the finding in question has a small effect in terms of filling a gap in the present
literature.

It was found that digital leadership had a significant effect on job performance and,
therefore, H3 was supported. In this respect, the findings obtained and the research
on the relationship between digital leadership and job performance were realized to be
compatible [5,91]. Efficiency and productivity are thought to increase as a result of a
more effective management approach with digital tools. Within the scope of Social Impact
Theory [14], the behavior of digital leaders is expected to affect their employees and increase
job performance [5].

Furthermore, it was observed that innovative behavior had a significant effect on
intrapreneurship intention, and thus, H4 was supported. When the results obtained are
compared to the literature, the values can be claimed to be sufficient [41,43,92].

Innovative behavior was observed to have a significant effect on job performance and,
therefore, H5 was supported. When the results obtained are compared to the literature, the
values can be claimed to be sufficient [67,93,94].
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Furthermore, innovative behavior was realized to have a significant mediating impact
on the effect of digital leadership on intrapreneurship intention and, therefore, H6 was
supported. The result shows that innovative behavior is the latent variable underlying the
digital leader’s realization of his entrepreneurial intention within the organization, which
seems to be compatible with the literature [9,10]. One of the first theories to explain the
deep-rooted relationship between innovation and entrepreneurship is Schumpeter’s theory
of creative destruction [60]. According to this theory, it becomes obvious that organizations
introduce technology and innovations and create changes in economic order. When the
idea that organizations need innovation and initiatives in order to make more profit and
survive is considered, the result is supported by the theory in question. In this respect, it is
also realized that the leader must act in a way that supports destructive creation by using
the resources and information in his hand in the best way. Wang et al. [40] explains the
result using Social Information Process Theory (SIP) [15] and Resource-Based View Theory
(RBV) [16]. Technological developments have brought about the necessity of increasing the
qualifications of employees. In this regard, RBV guides employees in accordance with the
leader’s tendency, provides opportunities for their development, and encourages them to
take innovative initiatives. Many elements such as big data, sensors, e-mails, and cyber–
physical systems have taken their place in the understanding of leadership that experiences
digital transformation. For this reason, information must be processed, classified, and used
socially in order to realize innovative initiatives. It can be stated that SIP provides great
help to digital leaders while processing information.

The results showed that innovative behavior had a significant mediating impact on
the effect of digital leadership on job performance and thus, H7 was supported, which
reveals that the result obtained is compatible with the literature. The result shows that
innovative behavior is the latent variable underlying the digital leader’s increase in job
performance within the organization. The fact that only a part of the change in performance
is explained by innovative behavior may be related to the fact that employees are influenced
by other variables due to their humanistic aspects. Especially with the influence of the
atmosphere in the organization, it is possible to find other opportunities such as increases in
salaries, promotions, gifts, holidays, and remote working opportunities that will motivate
employees more. From this perspective, it can be realized that job performance is affected
by more than one variable at the same time and innovative behavior is among these
variables. It can also be stated that the leader has a higher weight among all these variables
due to his guiding and permissive role [67,93,94]. When considered within the scope of
Dynamic Capability Theory (DCT) [17], this points to the adaptation process itself in terms
of management, equipment, and staff in the organization against the changes and renewals
occurring in the structure of the organization. According to DCT, experiencing an increase
in job performance as a result of the fact that the change process beginning with digital
leadership is accepted and implemented by employees is an expected result [2].

One of the methods recommended to determine the accuracy of analyses related to
structural models is the Q2 value. The Q2 value should be above zero. The other value that
should be explained is R2, where the R2 value is regarded as a measure of the predictive
power of structural equation models [87]. Information regarding the analysis conducted in
this regard is illustrated in Table 6.

Table 6. R2 and Q2 values.

Latent Variable R2 R2 Adj. Q2

Intrapreneurship intention 0.064 0.059 0.055
Innovative behavior 0.174 0.172 0.119

Job performance 0.546 0.543 0.392

The findings that were obtained so far will be discussed in the conclusion section and
presented to the reader by comparing the results with the literature.
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5. Discussion and Conclusions

The present study aimed to explain the mediating role of innovative behavior on the
effect of the concept of digital leadership on other variables including job performance
and intrapreneurship intention as well as to contribute to the literature. These concepts
were examined one by one by many researchers in the previous literature. However, in this
study, we attempt to explain the interaction in question as a whole using more than one
theory, in contrast to other studies.

The impact of digital leadership on innovative behavior was found to be as expected.
It is possible to explain this development using the Upper Echelon Theory [11], which
states that organizational results are influenced by the characteristics of the organization’s
top managers. For instance, it is argued by this theory that the characteristics of the
top manager, such as beliefs, values, attitude, and professional competence, have a great
effect on decision-making within the organization [95]. The result is explained by the fact
that one of the measured variables is related to innovative behavior, which indicates the
characteristics of top management and that it is not possible for a manager who adopts
innovation to avoid technological transformation [22].

One of the most important responsibilities of digital leaders in the organization is to
lead a sustainable change in the structure of the organization by ensuring digital trans-
formation. In order to achieve this change, the leader must develop an entrepreneurial
spirit [9]. In the literature, it is clear that the relationship between entrepreneurship and
digital leadership is explained in a limited number of studies [10]. From this point of view,
the present study is expected to contribute to the development of the literature, even if it is
only a small contribution. When the situation resulting from the analysis was evaluated, it
was observed that the effect of digital leadership on intrapreneurship intention was below
the expected level. In particular, it is possible for Social Impact Theory to be effective based
on the results obtained. Social Impact Theory suggests that an individual’s beliefs, behav-
iors, and attitudes emerge as they are influenced by the people around them [96]. In this
respect, the result obtained can be claimed to be a reflection of the economic uncertainties
that Turkey has been experiencing in the last few years.

The effect of digital leadership on job performance was observed to be at the desired
level. Within the scope of Social Exchange Theory, it is expected that a digital leader’s
transformational, innovative, communicative, and supportive attitude will motivate his
employees to exhibit higher performance [5,91]. Similarly, the effect in question can possibly
be explained using Social Capital Theory [13], Social Impact Theory [14], Social Information
Process Theory (SIP) [15], Resource-Based View Theory [16], and Dynamic Capability
Theory as well [17].

Entrepreneurship is an important variable that reveals destructive formation by pre-
senting an inseparable integrity of innovation [60]. Many previous studies have proven that
there is a strong relationship between innovative behavior and entrepreneurship [41,43,92],
which is repeated by the situation resulting from the analysis in this study.

As a result of technological developments and thus the emergence of new production
methods and products, innovative behavior is expected to have a positive and significant
effect on job performance [66,67]. The results of this study conducted in accordance with
this expectation are similar to the results in the literature. It seems possible that the result
obtained within the scope of Social Information Process Theory (SIP) [15] can be associated
with the development of employees’ attitudes and behaviors in light of the information
that they acquired by examining the environment. It can be said that the expected belief
in terms of increasing efficiency and effectiveness as a result of innovation is a kind of
manifestation of the result obtained.

Digital leaders are observed to encourage innovative behavior and enable the forma-
tion of new initiatives, which can be not only within the business but also in the form of
establishing another business outside the business [9]. Within the scope of the present
study, only the entrepreneurship factor within the organization was tested, and it was
found that innovative behavior had a full mediating role in the effect of digital leadership
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on intrapreneurship intention, which is based on the fact that motivating employees in
order to acquire unique and inimitable features within the scope of Resource-Based View
Theory [16] paves the way for innovative behaviors. Especially in the IT sector, where
competition is intense, a leader’s perspective strategies and perspective are important
variables in terms of the survival of the organization, the creation of new initiatives, and
insurance of customer satisfaction. Flexible working hours, rewards, promotions, and
various incentives for the generation of new ideas in accordance with the developed strate-
gies and the development of the social environment are frequently encountered in the IT
sector [97]. It is possible to talk about the social impact as a result of creating and devel-
oping a suitable environment, which paves the way for the realization of new initiatives.
Social impact helps employees come up with more innovative ideas and create internal
initiatives. The possibility that the mediating role detected between the variables may be a
result of employees’ social interaction with the workplace can be explained using Social
Impact Theory [14,96]. The result obtained reveals that innovative behavior has a great
effect on the development and progress of intrapreneurship intention and more than one
theory plays a mediating role in explaining the relationship between digital leadership and
intrapreneurship [9].

Innovative behavior was observed to have a partial mediating effect on the effect of
digital leadership on job performance. A digital leader restructures the organization by
carrying out an innovative transformation and therefore increases the job performance of
the organization. When the result of this study is considered within the scope of Dynamic
Capability Theory, it reveals that the organization provides an increase in performance in
the process of adapting itself in terms of management, equipment, and staff against the
changes and renewals occurring in the structure of the organization [2]. In addition, it
was found that innovative behavior had a partial role in the increase. Although there are
various classifications regarding the concept of innovation, it seems possible to associate the
result, especially with incremental innovation, which suggests increasing the performance
of a process and product by adding various features and innovations [94]. The cumulative
development of the mobile phones that we use today over the last thirty years is a good
example of this innovation. From this perspective, leaders’ behavior toward making the
organization more productive rather than a destructive creation process reminds us of the
similarity between digital leadership and transformational leadership [29].

When the results are considered, the present study proves that a digital leader needs
innovative behavior in order to ensure performance in the organization and progress with
internal initiatives. On the effect of digital leadership on intrapreneurship intention, a
full mediating role of innovative behavior is observed within the scope of Schumpeter’s
theory of creative destruction [60]. However, this effect progresses a little more cautiously
and slowly in performance. Despite major changes in organizations, the rate of change in
performance generally remains limited. For example, it was stated in the previous sections
that the positive difference to be achieved through Industry 4.0 is expected to be 30%. Based
on this, the present study is expected to contribute to the literature both practically and
theoretically.

The fact that this study collected data using a convenience sampling method with
390 people in Istanbul is an aspect that is open to criticism. However, Istanbul was preferred
because it is the largest city in Turkey, and one-fifth of Turkey’s population is located in
this city alone. The faster advancement of digital transformation and leadership in the IT
sector compared with the manufacturing and service sectors [6] was also considered in the
selection of this sector. The two issues mentioned before constitute the limitations of the
present study. For future studies, testing digital leadership in different sectors will help
the subject matter gain prevalence and be understood better. It is thought that it will be
useful to examine digital leadership in terms of unemployment, social development, and
the United Nations Sustainable Development Goals.
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Uluslararası Yönetim İktisat Ve İşletme Derg. 2018, 14, 517–534. [CrossRef]
85. Hayes, A.F. Beyond Baron and Kenny: Statistical Mediation Analysis in the New Millennium. Commun. Monogr. 2009, 76, 408–420.

[CrossRef]
86. Sarstedt, M.; Ringle, C.M.; Henseler, J.; Hair, J.F. On the Emancipation of PLS-SEM: A Commentary on Rigdon (2012). Long Range

Plan. 2014, 47, 154–160. [CrossRef]
87. Hair, J.F.; Matthews, L.M.; Matthews, R.L.; Sarstedt, M. PLS-SEM or CB-SEM: Updated Guidelines on Which Method to Use. Int.

J. Multivar. Data Anal. 2017, 1, 107–123. [CrossRef]
88. Henseler, J.; Ringle, C.M.; Sarstedt, M. A New Criterion for Assessing Discriminant Validity in Variance-Based Structural Equation

Modeling. J. Acad. Mark. Sci. 2015, 43, 115–135. [CrossRef]
89. Byrne, B.M. Structural Equation Modeling with Amos: Basic Concepts, Applications, and Programming, 3rd ed.; Routledge: New York,

NY, USA, 2016; ISBN 978-1-138-79702-4.
90. Niu, S.; Park, B.I.; Jung, J.S. The Effects of Digital Leadership and ESG Management on Organizational Innovation and Sustain-

ability. Sustainability 2022, 14, 15639. [CrossRef]
91. Shin, S.J.; Yuan, F.; Zhou, J. When Perceived Innovation Job Requirement Increases Employee Innovative Behavior: A Sensemaking

Perspective. J. Organ. Behav. 2017, 38, 68–86. [CrossRef]
92. Dahlstrand, A.L.; Stevenson, L. Innovative Entrepreneurship Policy: Linking Innovation and Entrepreneurship in a European

Context. Ann. Innov. Entrep. 2010, 1, 5602. [CrossRef]
93. McDermott, C.M.; Prajogo, D.I. Service Innovation and Performance in SMEs. Int. J. Oper. Prod. Manag. 2012, 32, 216–237.

[CrossRef]
94. García-Morales, V.J.; Lloréns-Montes, F.J.; Verdú-Jover, A.J. Influence of Personal Mastery on Organizational Performance through

Organizational Learning and Innovation in Large Firms and SMEs. Technovation 2007, 27, 547–568. [CrossRef]
95. López-Muñoz, J.F.; Escribá-Esteve, A. An Upper Echelons Perspective on Information Technology Business Value. Eur. Res.

Manag. Bus. Econ. 2017, 23, 173–181. [CrossRef]
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Kuramı Açısından Bir Değerlendirme. EAB 2018, 18, 445–455.
97. Collin, K.; Herranen, S.; Paloniemi, S.; Auvinen, T.; Riivari, E.; Sintonen, T.; Lemmertty, S. Leadership as an Enabler of Professional

Agency and Creativity: Case Studies from the Finnish Information Technology Sector. Int. J. Train. Dev. 2018, 22, 222–232.
[CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

https://doi.org/10.1037/0022-3514.51.6.1173
https://www.ncbi.nlm.nih.gov/pubmed/3806354
https://doi.org/10.17130/ijmeb.2018239946
https://doi.org/10.1080/03637750903310360
https://doi.org/10.1016/j.lrp.2014.02.007
https://doi.org/10.1504/IJMDA.2017.087624
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.3390/su142315639
https://doi.org/10.1002/job.2111
https://doi.org/10.3402/aie.v1i1.5845
https://doi.org/10.1108/01443571211208632
https://doi.org/10.1016/j.technovation.2007.02.013
https://doi.org/10.1016/j.iedeen.2017.02.003
https://doi.org/10.1111/ijtd.12130

	Introduction 
	Literature Review 
	Digital Leadership 
	Intrapreneurship Intention 
	Innovative Behavior 
	Job Performance 

	Materials and Methods 
	Research Model and Hypotheses 
	Digital Leadership and Innovative Behavior 
	Digital Leadership and Intrapreneurship Intention 
	Digital Leadership and Job Performance 
	The Relationship between Innovative Behavior, Intrapreneurship Intention, and Job Performance 
	The Mediating Role of Innovative Behavior 

	Methodology 

	Results 
	Discussion and Conclusions 
	References

