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Abstract 

With the emergence of changes in the digital workspace and the increasing number of cases of the COVID-19 
pandemic being handled by many hospitals at this time, there is an opportunity to improve employee performance 
along with the implementation of digital work systems and communication in developing the direction of 
transformation for the future of organization. Improvement of organizational aspect in digital transformation to 
support the employee in the re-emergence of covid-19 pandemic. Therefore, the purpose of this research is to analyze 
the influence of digital leadership and communication on the employees^ performance. This research is quantitative 
research with data collection techniques through distributing questionnaires to 399 employees. The data is analyzed 
through multiple regression method with the help of the SPSS program. The research result of descriptive analysis 
showed that Digital Leadership, Communication, and Employee performance in Brigjen H. Hasan Basry Hospital is 
generally in a very high category. And based on the results of the study, it shows that Digital Leadership and 
Communication have a significant effect simultaneously and partially on the performance of employees in the Brigjen 
H. Hasan Basry Hospital as much as 64.6% while 35.4% affected by another variable. Brigjen H. Hasan Basry Hospital 
is expected to provide sufficient infrastructure and training for the employee that have work related to the digital
information within the organization. Provide level management for the communication to improve the communication
flow of the organization. In addition, routine monitoring and evaluation in stages is mandatory and in an orderly
manner.

Keywords 
Performance Management, Digital Leadership, Communication Management, Information Technology, Talent 
Management.  
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1. Introduction  
At the beginning of 2020, we are facing a major threat of new pandemic caused from a virus called coronavirus or 
in short COVID-19. This situation resulted on many segments of business and work environment collapse due to 
insufficient preparation for new methods of working under new standard to avoid more spreading of COVID-19. 
Currently, we adapt to the new normal of Working. We work from Home or it is called WFH (Work from Home. 
Based on this phenomenon, Hasan Basry has succeeded on maintaining their performance in the time when they are 
force to goes under transformational time to adapt with digital environment and improving their communication to 
better suit the needs that they have in the pandemic, with this bring an insight of does digital leadership and 
communication has effect of employee performance in the transformational era of pandemic. The research is 
conducted for contract employees of Hasan Basry that have more diverse stand point related to the work flow of the 
hospital itself comparing to the existing employees who has been working in this hospital for a while. Thus, research 
on the effect of communication and digital leadership on employees’ performance at Brigjen H. Hasan Basry Hospital 
deserves to be done with various benefits that can be obtained, such as increasing efficiency in organizational 
management processes in hospitals. 

 
1.1 Objectives  
This study is aimed to analyze the effect of communication and digital Leadership to employees’ performance at 
Brigjen H. Hasan Basry Hospital. This hospital has managed to get stable performance of their employee in the 
pandemic situation and with the sudden changes of protocol that they have related to the digital transformation 
supporting the activity of employees in the pandemic situation, both digital leadership and communication are 
examined either these variables have effect on the employee performance in RSUD Brigjen H. Hasan Basry while 
determining the strong point that they implement to maintain this level of performance. 
 
2. Literature Review  
In Digital transformation, the role of the leader is central in driving a quick decision-making process and propelling 
the change (Kohli and Johnson  2011; Liu  2012). Digital leadership is a combination of the leadership style of 
transformation leadership and the uses of digital technology. Digital Leadership is defined as the combination of 
culture and competence of a leader in optimizing the use of digital technology to create value for the firms (Rudito 
and Sinaga  2017). It has the leadership characteristics as follows: technology leadership, digital visioning, and digital 
execution (Rudito and Sinaga  2017). Another study found that there are 5 characteristics of digital leadership, namely 
creative, thought, global visionary, inquisitive and profound (Zhu  2015). Since the competition becomes tight and 
complex due to VUCA (volatility, uncertainty, complexity, and ambiguity) factors in a very dynamic ecosystem. 
Hence, the leader is required to be creative and always innovative through building capability or collaboration (Sandel 
2013). The Global Visionary Leader is required to provide direction and to become an orchestra in transforming the 
digital business transformation.  
 
The digital technology based on the internet and cloud drive the knowledge base. Therefore, the leader must have the 
ability of inquisitive learning and has profound ability in knowledge and has in-depth understanding in learning and 
change. Recent research on digital leadership that has been conducted by Rudito and Mardi (2017) shows that digital 
leadership is the key in investment decisions to sustain the business in the technology firm. Technology is the tool to 
achieve the objectives but the important thing was the development of digital leaders to drive the transformation into 
the digital company through investment in digital technology to create a new market and leverage the company 
performance. However, the study of the effect the digital leadership and innovation to sustain the competition in digital 
disruption has not been conducted, especially in hospitals. 
 
According to Maulana (2018), organizational communication is the creation of message exchanges within the scope 
of relationships that depend on each other to deal with uncertain and changing conditions. The correlation between 
organization and communication lies in the people who must be involved to achieve common goals. Suranto (2018:13) 
expressed his opinion that organizational communication is a process of exchanging meaning to maintain the harmony 
of the parties concerned. An organization is a group of individuals who strive to achieve predetermined goals. 
According to Suranto (2018), a group of individuals has a work or hierarchy level position. This means that within the 
organization, there are different positions, such as leaders, staff leaders, and employees. The flow of information 
carried out in this structure can be identified as having several variations of patterns. Daniel Katz and Robert Kahn in 
Hardjana (2016), reaffirmed that organizational communication is the flow of information through communication, 
meaning transfer, and the exchange of information within the organization. The flow of information within the 
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organization is divided into 3 (three), namely vertical communication which is divided into 2 (two), namely downward 
and upward communication, horizontal communication, as well as diagonal communication (cross-communication) 
(Ruliana 2014:94).  

According to Kasmir (2018), performance is defined as a person's result and work behavior throughout time as 
measured by his capacity to execute assigned tasks and obligations. According to Moeheriono in Rustono & Akbary 
(2015), performance as a result of work can be achieved both quantitatively and qualitatively by a person or group of 
people in an organization, following their respective authorities, responsibilities in achieving organizational goals 
concerned legally, does not violate the law, and follows morals and ethics. Based on the explanations provided by the 
experts, it can be concluded that employee performance has an impact on the attainment of organizational goals, and 
that performance must be done with careful planning and execution.  

Figure 1. Research Model 

Based on the shown figure of research model we proposed the following hypothesis: 
H1: Digital Leadership significantly affects the employees’ performance at Brigjen H. Hasan Basry Hospital. 
H2: Communication significantly affect the employees’ performance at Brigjen H. Hasan Basry Hospital. 
H3: Digital Leadership and Communication significantly affects the employees’ performance at Brigjen H. Hasan 
Basry Hospital. 

3. Methods
3.1 Procedure and Measure 
The research method is quantitative, with the total population of 399 employee that work in Hasan Basry. With the 
error level of 5% using the Slovin formula we can determine the sample that will be used based on the population that 
has being determined. For error level of 5% and population of 399 using the Slovin formula we get the sample of 200 
employee for this research. The questionnaire data that has been spread to the 399 employee we managed to get 202 
which exceed the number of samples that needed. 

Digital Leadership (X1) 
Thought (Thinker) 
Creative 
Global Visionary 
Inquisitive 
Profound 

Pearl Zhu (2015) 

Employee Performance (Y) 
Quality 

Quantity  

Timeliness  

Cost effectiveness  

Monitoring needs  

Interpersonal influence. 

Bernardin and Russel in Busro 
(2018) 

Communication Flow (X2) 
1. Vertical Communication
2. Horizontal Communication
3. Diagonal Communication
Katz & Kahn in Hardjana (2016)
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Table 1. Research Characteristics 

 
Number Research Characteristics Types 

1 Based on Method Quantitative 
2 Based on Purpose Descriptive 
3 Based on Investigation Type Casual 
4 Based on Researcher Involvement Does not interfere with the data 
5 Based on Unit Analysis Individual 
6 Based on time Cross Section 

 
The scaling method used in this study is the Likert scale (Table 1). Sekaran and Bougie (2017:30) explain that the 
Likert scale is designed to review on a five-point scale.  
 
3.2 Sample 
Table 2 shows the result of samples that will be use in the research. 

 
Table 2. Respondent profiles 

 
Variables Frequency Percentage 

Gender Male 67 33,16% 
Female 135 66.83% 

Age 21-25 20 9.9% 
26-30 61 30% 
31-35 47 23.2% 
36-40 17 8.4% 
>40 57 28.6% 

Position Medic 150 74.1% 
 Non-Medic 52 25.9% 

 
3.3 Analysis Technique 
In this research the analysis technique that will be used is Descriptive analysis technique alongside of interpretation 
of scores that will be compared to the continuum line (Figure 2).  
 

 
Figure 2. Continuum Line 

 
The causal analysis used the Multi Linear Regression to determine how much both variable of digital leadership and 
communication affect the employees’ performance using the SPSS 26 to analyze the raw data from the questionnaire. 
 
4. Data Collection  
Questionnaire 
According to Sugiyono (2019), a questionnaire is a data collection technique that is done by giving a set of questions 
or written statements to respondents to answer. In this study, researchers used a questionnaire as the basic material 
and the data to be processed to make it easier to analyze the statements that have been answered by respondents. The 
questionnaire contains personal data describing the characteristics of the respondent and a list of statements containing 
digital leadership, Communication, and employee performance. 
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Secondary Data is a source of data that data collectors do not directly provide, for example through other people or 
documents (Sugiyono 2019). Secondary data is generally in the form of evidence, records, or historical reports that 
have been compiled in company archives that can be accessed freely either through the company's official website or 
other sites. 

5. Results and Discussion  
From the existing data that include questionnaire from 203 respondents, 1 respondent is considered extreme by the 
SPSS program so the data was removed to maintain the consistency of analysis.   
 
5.1 Numerical Results  
Based on Table 3 on the t column and the sig. we know that the result of each independent variable is as follow: 

1) Variable of Digital Leadership has T count 2.075 > T table 1.972 and the level of significant of 0.039 < 0.05, 
H0 are rejected and hα are accepted. Can be concluded that partially there are significant effect from digital 
leadership to employee performance.  

2) Variable of Digital Leadership has T count 9.706 > T table 1.972 and the level of significant of 0.00 < 0.05, 
H0 are rejected and hα are accepted. Can be concluded that partially there are significant effect from 
communication to employee performance.  

 
Based on Table 4 the compared the F table 3.04 to the F count that is 181. 923. Because of F table 3.04 < F Count 
181.923 we can conclude that the variable of both Digital Leadership and Communication are affecting the 
employee performance simultaneously. 

 
Table 3. Coefficient table 

 
Coefficientsa 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 17.200 2.518  6.832 .000 

Digital Leadership .158 .076 .146 2.075 .039 
Communication .470 .048 .682 9.706 .000 

a. Dependent Variable: Performance 
 

Table 4. ANOVA table 
 

ANOVAa 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 6367.591 2 3183.796 181.923 .000b 

Residual 3482.651 199 17.501   
Total 9850.243 201    

a. Dependent Variable: Performance 
b. Predictors: (Constant), Communication, Digital Leadership 

 
 
 
 
 
 
 

Table 5. R table 
 

Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 
1 .804a .646 .643 4.183 
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a. Predictors: (Constant), Communication, Digital Leadership 
 
Based on Table 5, the result of Coefficient determinant test is the R square is 0.646 which explain the variable of 
communication and digital leadership are affecting the employee performance as much as 0.646 or 64.6% while 35,4% 
are from another variable. 
 
5.2 Graphical Results  
From the descriptive analysis, we know that from the dimension of digital leadership, that is “Profound” has the lowest 
score compared to other dimensions with score of 83,92% and with the lowest statement “leader can synthesize about 
digital regulation”. It can be concluded that the employees of Hasan Basry Hospital felt that their leader is still not 
maximize in synthesizing about digital regulation. It is supported by the condition of work flow in Hasan Basry based 
on researcher observation that Hasan Basry still adopting the bare minimum of digital work and more on that resulting 
to the minimal knowledge that been received and given to the leader. 
 

 
 

Figure 3. Digital Leadership descriptive analysis 
 
 

 
Figure 4. Communication descriptive analysis 
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The result of descriptive analysis of Communication, the lowest dimension was “Upward communication” with the 
score of 83.76%. It is the lowest among dimension of communication, the lowest statement is “Promoting cooperation 
and gaining support from the superiors”. It can be concluded that the employees of Hasan Basry felt that they have 
some issues in gaining support from their superior and have issues of doing it for a project or a work-related agenda.  
 

 
 

Figure 5. Employee Performance descriptive analysis 
 
The last variable is Employee performance with the lowest dimension “Quantity” with 86.86% that can be considered 
very high but among the other performance dimension, it was the lowest with statement “Ability to fulfill duties with 
following organization expectations”. It can be interpreted as the employees felt that they do not really meet the 
organization’s expectations in terms of the work quantity that are given to them. They felt that the amount of quantity 
that is given are too much to handle and it is not their capability to do that. 
 
Based on previous research on similar subject of communication effect on employee performance according to Sari 
and Panglipursari (2022) It was found that communication can creates good harmony between employees or leader, 
as well as good communication in the work implementation, it is believed to be able supporting the creation of 
employee performance. The better the level of communication that exists within the organization can indicate the 
improved employee performance. This performance is proven through conformity results and quality of employee 
work, ability and speed in completing work, as well as the development of ideas and initiatives of workers in 
completing the work. According to Safitri and Patrisia (2018) good communication that are well-established can solve 
problems that occur within the organization, and in their research for this subject, they found that communication is 
positively effect employee performance that align with this research findings. Many other research has the same results 
of previous studies such as Kusumandari et al. (2018); Femi (2014); Hermawan et al. (2018); Atambo and Momanyi 
(2016); and Kuncorowati and Rokhmawati (2018) which states that communication have a big impact in achieving 
good performance. Error in communication can result in low employee performance, and vice versa. 
 
With the finding of this research, there are previous research that are align with this research findings. According to 
Mohamed (2022) digital leadership has significant effect on employee performance and directly impact the employee 
performance and based on that research the digital leadership is a combination of leadership context and technology 
that enhances employee performance (Avolio et al. 2001). Hema and Gupta pointed out, a new paradigm of digital 
leadership opens up new possibilities, such as the capacity to engage directly with employees, customers, and suppliers 
via digital one-on-one communication while also leveraging technologies to optimize performance (Hema and Gupta  
2015). Also, with that finding, according to Al-Malki (2018) if the leader carries out the right leadership style 
effectively, they can build solid team within the organization. Leadership is claimed to have positive effect on 
organizational efficiency affecting the performance of the team group (Ratna et al. 2021). There is other previous 
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research with similar result that held by Muzzaki and Pratiwi (2019) and Atmojo (2012) that stated Leadership can 
significantly affect the employee performance. 
 
 
5.3 Proposed Improvements  
The dimension of each variable needs to be revised to avoid the future research that will have similarly data that will 
potentially have extreme respondent that prevent the analyzing process with SPSS26 Program to work properly. With 
the model can be changed to use analysis with path analysis method to add more information to the existing finding 
of this research.  
 
5.4 Validation  
The Validation test are conducted for the questionnaire that used in this research with total of 43 respondent as the 
sample for validating the questionnaire and continued with the data process using SPSS26 program to analyzed the 
validity as well as the reliability of each question. All of the 46 question that are being tested are valid showing value 
that are bigger than 0.301 as the baseline for validation in this research. The question also passes the reliability test 
with the alpha value of .982 that are larger than 0.60 concluding that question are reliable and can be used for this 
research. 
 
6. Conclusion  
Based on the resulted outcome of this research and discussion that has been done previously related to the effect of 
communication and digital leadership to employee performance in RSUD Brigjen H. Hasan Basry, we can take 
conclusion that will give answer to the problem that has been formalized in this research that digital leadership has 
actively affect the employee performance partially and simultaneously of RSUD Brigjen H. Hasan Basry (H1). 
Communication has actively affected the employee performance partially and simultaneously of RSUD Brigjen H. 
Hasan Basry (H2). Digital leadership and communication have actively affected the employee performance partially 
and simultaneously of RSUD Brigjen H. Hasan Basry (H3). And with the final result all the hypothesis were fulfilled 
and accepted that both digital leadership and communication has actively affected the employee performance of Hasan 
Basry. To the improvement based on the finding in the descriptive analysis we can give suggestion based on the lowest 
score of each question from each lowest dimension in the data.  
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