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ABSTRACT

This study aims to explore the digital leadership and employee innovation within AYA Bank, specifically focusing on branches in the Magway Region. The primary objective of this research is to examine the relationship between key dimensions of digital leadership including visionary leadership, digital citizenship, and systematic improvement and their influence on the innovative capabilities of employees. The research employs a quantitative descriptive design, collecting primary data through structed questionnaires. The study involves a sample of 60 respondents selected from the total staff population by using simple random sampling method. Data reliability, descriptive statistical analysis and regression analysis are used to analyze the data. The findings from the regression analysis reveals that digital leadership such as visionary leadership and systematic improvement have significant and positive impact on employee innovation. Visionary leadership is the most influencing factor on employee innovation. This study suggests that effective digital leadership directly enhances the creative and innovative performance of the workforce. The study concludes that for AYA Bank to maintain its competitive advantage in the digital era, leaders should consistently communicate a clear digital vision and inspire staff to transcend traditional workflows. These results provide valuable strategic insights for bank management to refine leadership, approaches that stimulate continuous organizational innovation.
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CHAPTER I
INTRODUCTION

Today's business world is changing rapidly based on digital transformation and customer-centricity. Banking has gone beyond the usual processes of saving and Lending money, and has become the main engine driving the entire financial ecosystem of the economy. Especially with the advancement of technology, banks are changing their business models to meet the challenge of fintech. Today's economy is taking place with mobile banking and online payment systems. The technological strength of banks is directly proportional to the economic development of a country. 
Banks are using big data and artificial intelligence (AI) to analyze customer behavior. Banks can learn how to predict customer needs and create new business opportunities by providing personalized financial services. Global inflation, political instability and cybersecurity threats are the main challenges of today's economy. Today's banking industry is struggling to balance technology, socio-economic conditions and regulations. Technology is the engine of today's banking industry. This has resulted in accessibility, speed and cost-effectiveness of digital payments, easier payment acceptance for businesses, better security and prevention of financial fraud through new technologies, and data- driven insights that allow banks to recommend insurance products that are tailored to individual customers. 
Digital leadership is critical for driving organizational transformation, fostering innovation, and maintaining competitiveness by strategically leveraging technology to adapt to rapid market changes. It enables better decision-making through data-driven insights, enhances employee engagement, builds resilient, future-ready workforces, and secures long-term growth in an evolving digital landscape. Digital leaders promote a culture of experimentation and adaptability, allowing companies to respond swiftly to market disruptions. Digital leadership in banking is essential for driving digital transformation, ensuring competitiveness, and enhancing customer experience through personalized, 24/7 services. Effective leaders foster agility, cybersecurity, and data-driven decision-making, which are directly correlated with higher market valuations, improved operational efficiency, and better return on capital.
Good customer service involves clear responses and quick communication, which provides the best customer service (Usman et al., 2025). The more often this is done, the more successful the business will be. By spreading the word among partner business, trust in the business increases (Waite, 2024). The way leaders approach an organization determines the success of the organization. There is no general formula for effective leadership. Understanding the different Leadership styles helps employees to make the most of their values and strengths and choose the approach that is most suitable for achieving their goals. 
Digital leaders are those who are good at using technology. This requires a strategic approach to implementing digital technology to achieve the goods of an organization. Today's businesses are constantly changing, so a digital leader is needed to ensure that the interests of the business are met in a timely manner for business growth. It is necessary because it can be used well in the digital path and lead the business to success. It can also be good at digital transformation, innovation, website design, and management issues. It can keep up with many changes with the latest trends and the business well. Digital leadership can build an ecosystem of dynamic capabilities in a business. A leader who Leads a business through digital leadership can be able to sustain positive change or business stability (Zam et al., 2025)
One way to implement innovation is to exchange ideas, conduct research, discuss and get good ideas, and then develop an innovative product and launch it (Norman et al., 2025). Innovations go beyond product innovation and are driven by factors such as employee behavior innovation, experience visualization, and business expertise. The concept of organizational innovation has been used in many terms, including administrative innovation and management innovation (Balhadj, 2024).

[bookmark: _Toc217825043][bookmark: _Toc218274095][bookmark: _Toc218274159][bookmark: _Toc218860036]1.1 	Background of the Study
Leadership is the ability of a leader to lead others, influence. It to achieve set goals, and bring about desired changes. Leadership is more about a group of people working together than a single strong or charismatic individual. A leader is shaped through experience, continuous learning, intentional effort, and adaptation. A good leader works tirelessly to promote the growth that comes from experience. In a company, digital leaders also emphasize employee innovation. A Leader can fulfil the quality of leadership by providing opportunities for training, providing support for learning challenges, and providing guidance.
A good leader inspires and guides members with integrity, vision, empathy, and strong communication skills, and strives to achieve a common goal-good leaders have many qualities, including honesty, a clear vision, and a motivational future, emotional intelligence, empathy, active listening, clear communication, and support, accountability, responsibility, and trust in delegating and delegating, and resilience and courage, which make it effective in dealing with challenges and meeting the expectations of it’ members. Leadership is an important factor influencing employee innovation and is critical to the digital transformation of company (Abbu et al., 2022). 
Under the guidance of digital leaders, employees can focus on developing novel ideas and actively explore innovative solutions that align with company’s objectives. (Erhan et al., 2022) Digital leaders adapt to changing technological, political, and sectoral needs. It provides the best decision-making to overcome the challenges faced in the digital environment and are willing to take risks (the ability to create an experimental environment) and collaborate. 
The connection between employee innovation and employee engagement is very strong. That direction can help shape the direction of the company. This strengthens the support of employees for their work and leads to positive change. Every innovation requires collaboration-working together to develop new ideas creates unity among employees, strengthens relationships, and fosters a sense of camaraderie. By building a culture that values innovation, recognizing and rewarding employees for their creation, it can encourage full participation. This challenges employees to be creative and develop new thinking skills and abilities. These factors lead to a more engaged and dynamic workforce as it grows professionally. 
The benefits of employee innovation not only a culture Improve business performance, but also foster of adaptability. A diverse work force brings different perspectives and leads to innovative solutions. By staying flexible, it’s can respond to market changes and seize new opportunities. Companies often use employee ideas to improve productivity. To provide creative power to the business, awards should be given to the mast effective ideas, and innovation days should be recognized. The company should also provide training and access to brainstorming tools to help generate ideas. Cross-functional teams should be formed to ensure a broad range of ideas. Software solutions that allow for collaboration and track project progress should be implemented.
AYA Bank is committed to improving operational efficiency through customer experience, financial services, and AI, SAAS solutions. It encourages digital transformation and innovation. It also makes financing environmentally friendly. In this regard. AYA Green is widely introduced. It is working to improve processes as a document Service-API technology and similar technologies are also used for digital integration. This is aimed at expanding the business to urban and remote locations. The digital platform is prioritized as a key innovation and function. Data customization is performed. It is working to implement smart stream (Al-powered) digital payment control for automated reconciliation and risk reduction as payment solutions. The bank also introduced AYA Pay n3x, which includes a mobile app v3.0 update.
In the financial services sector, AYA Bank is expanding the service offerings by bridging the urban and rural divide. YA Green Financing is eco-friendly and convenient for transportation. AYA x Counters are also available to customers to make their transactions hassle-free. The bank is actively adopting Al, Saas and APIs are being actively adopted as the technology for collection, ESG integration for sustainable banking is part of the UN Global Compact for Responsible Development. KPIs and feedback are used in the development of bank employees. Therefore, the performance system is used to promote internal improvement and Innovation. Ayeyarwady Bank Public company Limited is an institution bank headquartered in Yangon. 
AYA Bank is a banking industry. It was founded by U Zaw Zaw, a Myanmar businessman, and was licensed by the Central Bank of Myanmar on July 2, 2010. It is led by the Honorary Chairman. AYA Bank was established as a public company limited on December 30-2022, to create long-term growth and sustainability (AYA Bank, 2022). It operates with 262 branches nationwide and is the second largest bank in Myanmar. It serves over 3.2 million customers. It invests in learning and development as an investment-It has success fully converted 52% of its active customers to digital banking. AYAx Counters are also available for customers to use without an appointment to save time and make the experience seamless. Adopting Al, SAAS and APIs in technology and focusing on strategic initiatives. Joining the UN Global Compact for Responsible Development in line with ESG standards. Using KPIs as a performance system to drive significant internal improvements and drive innovation.

[bookmark: _Toc217825047][bookmark: _Toc218274096][bookmark: _Toc218274160][bookmark: _Toc218860037]1.2	Problem Statement of the Study
Innovation can give entrepreneurs a competitive edge. It can also differentiate services and make them more visible (Singh et al., 2024).  It can also expand its business scope. It can adapt to changing business conditions and respond quickly. Therefore, innovation is important for all business activities of every organization. Innovation is very important for every organization because it affects all aspects of business. 
Digital leadership has a significant impact on the way a leader sets the tone, sets expectations, works in a way that influences the company. A good leadership approach is the foundation for achieving organizational goals (Bwalya, 2023). Leadership is a unique process that is important for every company to deal with many situations and problems, and it helps a lot to achieve business goals. If the digital leadership is constantly reviewed and used to its best advantage, it can be seen correctly on the needs of the members and can shape the relationship that is productive due to the contributions. Digital leadership has an impact on the failure and success of the company, so it is very important to work strategically with good digital leadership.
Employee innovation is crucial for driving organizational growth, fostering a competitive advantage, and improving operational efficiency through fresh ideas and streamlined processes. It enhances employee engagement, retention, and satisfaction by making staff feel valued. A culture of innovation also increases adaptability to market changes. When employees are empowered to share ideas and take ownership of projects, their motivation, loyalty, and satisfaction increase. A creative workforce is better equipped to respond to shifting market demands and technological advancements. Candidates who demonstrate a proactive approach to solving problems that arise at work should be prioritized. Work's hops allow employees to participate in discussions and improve their creativity. When employees have control over how It approach work. It is more likely to be actively involved in its work, leading to greater achievement of goals and business success. 
The banking industry is the backbone of the modern economy, vital for financial stability, capital allocation, and facilitating commerce. It provides secure storage for savings, offers credit for individuals and businesses, drives investment through loans, enables daily transactions, and supports economic growth. AYA Bank is committed to providing the best possible service to customers. Based on cutting-edge technology, AYA Bank is the first to use 2FA for security, with a focus on centralized core banking and strict compliance with IFRS. It has been committed to supporting businesses and critical sectors of the country, supporting growth not only in normal times but also in times of crisis due to natural disasters. It serves the community with integrity, adhering to high standards, policies and human rights. It also builds trust by continuously creating opportunities for innovation. It is the first bank in Myanmar to adopt IFRS. It is playing an important role in the community and the country as a bank that meets the needs of the local community by strictly adhering to financial ethics and optimizing international connectivity.
AYA Bank is committed to innovation and innovation with a focus on technology and leadership. It emphasizes a value-based culture. It firmly believes that the trust of its stakeholders depends on the strength of the organization. AYA Bank fosters a supportive environment for its employees. It also promotes critical thinking and decision-making in the areas of capacity building. It also promotes certification and commitment in the areas of collaboration. It places an emphasis on customer-centricity as its top management.
AYA Bank is a key player in the Myanmar banking sector with its focus on technology and commitment to innovation. It is pioneering digital transformation, expanding its internet connectivity and mobile banking services using a centralized system. It is focus on rural communities to improve the use of finance for Living. It continuously strives to provide financing for AYA Pay and EVS. It creates a competitive advantage in a rapidly changing global market. It provides digital channels that are easy to use and can be used in a short time to reach rural areas. It analyzes all business needs and supports the creative power to improve the business. AYA Bank creates a better future by promoting a culture based on innovation and development. Therefore, it is able to face and challenge well.
AYA Bank has successfully captured the joy and creativity of the 15th Crystal Anniversary Team Photo Challenge. It strives to lead the way towards a better future for employees and the community, and to walk together. It further strengthens the shared vision for the future and recognizes all the contributions made to the success of the business. AYA Bank has set a new milestone in August 2025 with the motto "15 Years of Trust, a Future Built on innovation. 
[bookmark: _Toc218274097][bookmark: _Toc218274161][bookmark: _Toc218860038]
1.3 	Research Objectives
This study is conducted to achieve the following objectives.
1. To identify the digital leadership practiced by AYA Bank,
2. To analyze the impact of digital leadership on employee innovation of AYA Bank and
3. [bookmark: _Toc218274098][bookmark: _Toc218274162][bookmark: _Toc218860039]To examine the most influencing digital leadership factor on employee innovation of AYA Bank.
1.4 	Research Questions
Based on the above research objectives, this research addresses a neglected problem.
1. How are the digital leadership practiced by AYA Bank?
2. How does the digital leadership practices on employee innovation of AYA Bank? and
3. What is the most influencing digital leadership factor on employee innovation of AYA Bank?
[bookmark: _Toc218274099][bookmark: _Toc218274163][bookmark: _Toc218860040]
1.5	Scope of the Study
	This study focuses on examining the role of bank support in the relationship between digital leadership and organizational innovation. The study is limited to the digital leadership and employee innovation of AYA Banks in Magway Region. The sample includes employees in management, administration, and operational roles across various branches and departments in the bank. Based on the digital leadership, three main leadership styles will be analyzed: visionary leadership, digital citizenship and systematic improvement. The study assesses how employees at AYA Bank perceive these perceptions influence the level of innovation of the bank organization.

[bookmark: _Toc218274100][bookmark: _Toc218274164][bookmark: _Toc218860041]1.6	Justification of the Study
	This study is specifically concerned with the development of effective leadership styles in the digital leadership rates and innovation capabilities of AYA banks in Magway Region, Myanmar. Banking industry in Myanmar face intense competitive pressures, workforce diversity, innovation capabilities, and operational efficiency. The study explores the relationship between digital leadership and employee innovation. It addresses the innovation gap caused by differences in leadership styles within organizations.
	From a theoretical perspective, the study of Myanmar-based AYA Bank is based on digital leadership which contributes to the growing literature on leadership and employee innovation. This research helps us understand the application of global leadership theories to a unique and rapidly changing environment. From management perspective, it provides practical insights for senior leaders and skill for organizational success and growth.

1.7	Organization of the Study
	This study is organized into five main chapters to provide a comprehensive understanding of how digital leadership impacts employee innovation at AYA Bank. Chapter (1) covers the overview of background, problem statement objectives of the study, research questions, and the scope and limitations. It sets the foundation for the entire research. Chapter (2) explores existing theories and previous research related to visionary leadership, Digital leadership, Systematic Improvement, Employee Innovation and concept of leadership. It also establishes the theoretical frame work and develops the research hypotheses based on these variables. Chapter (3) details the research design, including the population and sample size of AYA Bank employees, data collection methods (survey questionnaires), and the statistical tools used data analysis. Chapter (4) presents the empirical results of the study. It includes the profile of respondents and a detailed analysis of the relationship between the independent variables (Visionary, Digital and Systematic improvement and the dependent variable (Employee innovation). Chapter (5) chapter summarizes the key findings, discusses the practical Implications for AYA Bank’s management, and provides suggestions for future research.
[bookmark: _Toc218274101][bookmark: _Toc218274165][bookmark: _Toc218860042]

CHAPTER II
LITERATURE REVIEW

The purpose of this chapter is to provide a comprehensive review of the existing literature and theoretical frameworks related to digital leadership and employee innovation. The review is structured to explore the fundamental concepts and variables of this study in a systematic sequence. It begins with an overview of the general concept of leadership, followed by a detailed examination of digital leadership and its core components, including visionary leadership, digital citizenship, and systematic improvement. Furthermore, the study discusses employee innovation as the primary outcome variable. By synthesizing these elements, the chapter establishes the theoretical leadership between leadership styles and innovative performance within the banking environment.

2.1	Concept of Leadership
Leadership in the modern organizational context is viewed as a dynamic and relational process that aims to facilitate collective efforts toward achieving transformative outcomes. According to Ahmad (2026), leadership is defined as a specialized process where an individual exerts influence over a group of individuals to attain common objectives through ethical engagement and strategic alignment. This contemporary perspective emphasizes that leadership is not merely a position of authority but a continuous interaction between leaders and followers that must adapt to the shifting demands of the global business environment (Baker, 2022).
The contemporary definition of leadership emphasizes the mobilization of intellectual and human capital to foster an environment conducive to innovation and sustainable growth (Lin, 2025). Leadership is characterized as the strategic capacity to inspire diverse teams toward shared visions while navigating high levels of institutional uncertainty. This definition highlights that modem leadership transcends traditional management by focusing on psychological safety and the empowerment of employees rather than relying on top-down administrative control on rigid operational hierarchies (Malka et al., 2025).
An effective leader in the current era must possess a combination of digital fluency and advanced emotional high levels of organizational engagement (Musaigwa & Kalitanyi, 2024). The most critical qualities of a leader are identified cognitive flexibility and authentic empathy along with the ability to foster collaborative networks. These attributes enable leaders to build resilient organizational cultures and ensure that the workforce remains motivated and productive despite the rapid changes brought about by technological disruptions and shifting market dynamics (Zhang & Chen, 2024).
The banking industry is currently undergoing a profound transformation necessitated by the integration of emerging technologies and changing consumer expectations regarding financial accessibility. Thompson (2025) argued that modem bank leaders must act as architects of digital ecosystems who balance cybersecurity protocols with seamless customer experiences. Effective leadership in contemporary banking involves the adoption of data-driven decision-making processes and the promotion of financial inclusion through mobile-first strategies and artificial intelligence applications. Furthermore, bank Leaders are today expected to prioritize employee innovation by creating an experimental environment where staff members feel encouraged to develop novel solutions for operational challenges. The long-term viability of financial institutions in this digital economy depends significantly on the ability of leaders to navigate complex regulatory landscapes while fostering an agile workforce that can respond swiftly to fintech advancements and can evolving global economic conditions (Tedyono et al., 2025).

2.2	Digital Leadership
According to Khan et al. (2025), digital leadership is a multidimensional construct that integrates digital technology with leadership capabilities of digital transformation. Digital leadership encompasses five dimensions: (1) creativity, (2) thinking and inquisition, (3) curiosity (4) deep knowledge, and (5) global vision and collaboration. These dimensions collectively enable leaders to identify digital opportunities and effectively steer their organizations toward innovative outcomes. Furthermore, Wang et al. (2022) highlighted that digital leadership operates by fostering a "shared perception of innovation" among organizational members. 
By utilizing digital tools, leaders can disseminate vision more transparently and motivate employees to overcome psychological barriers associated with technological change. The strategic role of digital leadership is not limited to internal efficiency. It also involves reshaping social networks and organizational structures to align with the demands of the digital age, thereby providing foundational support for exploratory innovation activities (Khaw et al., 2022). Digital leadership is defined as the capacity of leaders to guide and motivate the digital transformation programs and manage them in a strategic manner so that the use of technology can be aligned to the organizational objectives and customer requirements (Nguyen et al., 2026). 
According to Alam et.al. (2025), digital leadership promotes organizational flexibility, supports experimentation, and encourages employees to embrace new technologies, hence improving the outcomes of innovation. It involves a balance between the use of technology and the willingness to see the future to ensure that digital tools are effectively integrated into the functioning of the organization. In the context of the banking industry, digital leadership is essential for addressing challenges such as cyber security threats, regulatory compliance, and competition from fintech firms (Rahman et al., 2024). Recent research emphasizes that digital leadership has a positive impact or employee engagement, organizational dexterity, and innovation performance, thus serving as one of the foundations for sustainable competitiveness. Furthermore, digital and leadership acts as a source of motivation and innovation, where organizational processes like digital capabilities promote the capacity of the employees to adopt digital solutions.
Digital leadership serves as a fundamental driving force for successful digital transformation within the banking industry. According to Shateri et al. (2025), digital leadership comprises thirteen interrelated dimensions organized into four hierarchical levels. Within this framework, strategic digital leadership is the foundational component, aligning long-term organizational goals with technological objectives. The second level encompasses innovation and change leadership, cultural and human-centric leadership, and data-driven leadership, which function as enabling factors that facilitate the execution of digital processes. At the third level, cybersecurity and privacy leadership is identified as a critical dimension for maintaining organizational security and reliability. Finally, the fourth level consists of high-impact independent factors, including collaborative and digital leadership for enhancing customer experience. These components possess significant influence, enabling rapid and substantial organizational change in conclusion, effective digital leadership requires balancing technical proficiency with strategic foresight, digital ethics, and socio-economic responsibility to drive success in the digital era.
Digital leadership represents a multifaceted construct defined as the capacity of individuals to effectively guide, monitor, and harness digital technologies to attain organizational objectives. It functions as a critical mechanism for the strategic management of resources, fostering innovative behaviors among staff, and enhancing overall employee motivation and performance. This leadership style is instrumental in cultivating a workspace that nurtures employee creativity and engagement, while simultaneously facilitating ‘‘job crafting," a process wherein tasks and responsibilities are customized based on individual strengths and interests. By utilizing digital platforms for strategic guidance and equipping personal with the ability to make intelligent, data-informed decisions, digital leaders foster a collaborative environment that ultimately leads to sustainable improvements in organizational performance. Furthermore, leader mindset encourages their peers to embrace innovation and explore new ideas, which serves as a significant catalyst for boosting the organization's overall success.

2.2.1	Visionary Leadership 
According to Wang et al. (2022), visionary leadership is a fundamental component of digital leadership, specifically focusing on the leader's ability to clarify the direction of digital transformation, In the context of a rapidly changing digital landscape, digital leaders act as visionary guides who utilize digital tools to disseminate strategic vision and organizational goals to all members. This clear communication helps in aligning the participants' perceptions with the enterprise's innovative objectives, ensuring that every level of the organization understands the path forward. 
Furthermore, visionary digital leadership is crucial for motivating employees to engage in exploratory innovation. By providing a clear and compelling digital vision, leaders the uncertainty and psychological resistance often associated with technological shifts. This visionary approach facilitates a "shared perception of innovation," where leaders and followers work collaboratively toward. a unified digital future, ultimately reshaping business models and social networks within the organization to sustain long-term competitive advantage. Visionary leadership in the digital era is characterized by the ability of leaders to formulate a strategic vision that transforms digital potential into concrete organizational outcomes. According to Alam et al. (2025), a strong leadership vision is a fundamental requirement for successful digital innovation, as it provides the navigate the complexities of digital transformation. 
However, leadership vision could remain at aspirational level in the absence of sufficient digital capabilities and organizational readiness. To realize this vision, leaders must ensure that their strategic thinking is integrated into organizational practices through digital orientation, which acts as a cultural and strategic facilitator. For the banking sector, visionary leadership is crucial for converting a leader's foresight into innovative financial solutions by aligning technical resources and IT infrastructure with the overall strategic goals. Ultimately, the success of visionary leadership depends on its ability to create a connection between the high-level strategic intent and the technical performance required to support that intent. 
A critical component of digital leadership is visionary leadership, which involves the ability to foresee and shape the future of an organization. According to Shateri et al. (2025), visionary leadership is characterized by the capacity to align business objectives with digital transformation initiatives. This quality serves as a cornerstone of Strategic Digital leadership, where a leader's proficiency in integrating organizational vision with digital strategies becomes essential. Within the banking sector, visionary leaders must not only possess the capability to make long-term decisions using advanced technologies like AI and Big Data but also inspire the entire organization toward collective digital objectives. Furthermore, they are responsible for identifying future opportunities in the digital era and ensuring coherence between technological advancements and business strategies. Consequently, visionary leadership extends beyond mere technology adoption; it involves successfully designing a strategic roadmap that ensures the sustainable growth of the organization in a dynamic digital landscape. 
Visionary leadership within the digital transformation context is characterized by a leader's foresight in integrating advanced digital tools to align with organizational long-term objectives. This leadership approach is essential for navigating the complexities of banking digitalization, as it focuses on setting a clear trajectory for employees to embrace technological changes. By articulating a compelling digital vision, leaders inspire staff to move beyond traditional workflows and engage with innovative digital platforms, thereby enhancing individual self-efficacy. Furthermore, a visionary leader acts as a facilitator, ensuring that organizational resources are strategically deployed to foster a collaborative culture. This style of leadership directly contributes to employee performance by minimizing resistance to change and empowering personnel to take ownership of their professional development through continuous learning and adaptation in a digital-first environment. 

2.2.2	Digital Citizenship
According to Belano and Aclao (2025), digital citizenship within the framework of digital leadership refers to the responsible, ethical, and effective engagement of leaders and members in the digital environment. In the context of driving exploratory innovation, digital citizenship involves fostering a culture where digital tools are used to enhance communication and collaboration across all levels of the enterprise. Digital Leaders, as digital citizens, play a vital role in overcoming mental barriers to new knowledge by demonstrating and encouraging the appropriate use of digital resources to achieve organizational goals. 
Furthermore, strong digital citizenship facilitates the development of a "digital organizational culture" by promoting peer-to-peer communication and ensuring high levels of automation and intelligence in internal operations digital citizenship helps reshape social networks within the organization. This ethical and strategic engagement in the digital space ensures that innovation activities are not only technologically advanced but also aligned with the organization strategic orientation, ultimately providing a sustainable foundation for business model transformation and long-term competitive advantage (Vărzaru & Bocean, 2024).  
Digital citizenship within the context of digital leadership refers to the responsible, ethical, and effective use of technology by leaders and employees to foster a collaborative organizational environment. According to Alam et al. (2025), digital citizenship is a crucial component of digital transformation as it emphasizes the social and ethical responsibilities of individuals in a digitized workplace. Digital Leaders act as role models for digital citizenship by promoting digital literacy and ensuring that technological advancements are used to enhance organizational transparency and integrity. In the banking sector, digital citizenship involves adhering to digital norms and security protocols to protect sensitive financial data while engaging in innovative digital practices. Furthermore, Alrakhman and Fauzi (2025) suggested that a high level of digited citizenship among the workforce reduces the encourages a culture of shared digital values, which is essential for the successful implementation of digital innovation. By cultivating digital citizenship, leaders con ensure that the digital evolution of the organization is not only technically sound but also ethically grounded and socially inclusive. 
A significant dimension of digital leadership is digital citizenship, which involves the responsible and ethical use of digital technologies. According to Shateri et al. (2025), a leader in the digital era must balance technical capabilities with digital ethics and socio-economic responsibility. This dimension is fundamental to fostering a positive digital culture within an organization, ensuring that technological progress does not compromise ethical standards. Within the banking sector, digital citizenship entails respecting data privacy and demonstrating responsible behavior within the digital environment. Shateri et al. (2025) emphasized that digital leaders must prioritize transparency in digital transformation processes and employ a human-centric approach to build trust among employees and customers. Consequently, digital citizenship goes beyond mere technology adoption; it serves as an ethical compass that guides the organization toward sustainable growth and social accountability in a digitalized world. 
In the context of banking digital transformation, digital citizenship refers to the responsible, ethical and proficient use of digital technologies by employees within the organizational ecosystem. It encompasses the norms of appropriate behavior when utilizing digital platforms to perform professional tasks and interact with colleagues. A strong foundation of digital citizenship empowers employees to leverage digital tools effectively while maintaining data security and professional integrity. By fostering this sense of citizenship, leaders encourage staff to become active participants in the digital transformation journey, which in turn enhances their self-efficacy- the internal belief in their capability to execute digital tasks successfully. Consequently, when employee's feel confident and responsible in their collaborative efforts increase, leading to a direct and positive impact on overall banking employee performance. 

2.2.3	Systematic Improvement
Systematic improvement within the context of digital leadership refers to the continuous and structured enhancement of organizational processes and structures through the integration of digital technologies. Digital leaders drive systematic improvement by promoting high levels of automation and intelligence in internal operations, which effectively reshapes social networks and streamlines business models. This systematic approach ensures that the enterprise can adapt to the volatile digital environment by constantly refining its operational efficiency and innovative capabilities. 
Furthermore, systematic improvement is essential for fostering "exploratory innovation." By utilizing digital tools to facilitate peer-to-peer communication and overcome internal resistance to new knowledge, leaders ensure that improvements are not isolated but are integrated across all levels of the organization. This holistic improvement process supports the development of a "digital organizational culture," where systematic changes in products and services are aligned with the organization's strategic orientation, ultimately leading to a sustained competitive advantage in the global digital market. 
Systematic improvement in the framework of digital leadership involves the continuous and organized enhancement of organizational processes through the integration of digital solutions. According to Alam et al. (2025), digital leaders facilitate systematic improvement by creating a structured environment where technology is leveraged to optimize operational efficiency and minimize redundancies. This process requires leaders to move beyond traditional management by adopting data - driver decision-making and fostering a culture of perpetual learning. 
In the banking sector, systematic improvement is manifested through the upgrading of legacy systems and the implementation of advanced IT infrastructures to support digital innovation. For improvement to be truly systematic, it must be supported by digital capabilities and a clear digital orientation, ensuring that every technological advancement contributes to the long-term strategic goals of the organization. Ultimately, digital leadership ensures that these Improvements are not isolated events but part of a coherent strategy to maintain a competitive advantage in a rapidly changing financial landscape. 
A core functional aspect of digital leadership is the continuous and Systematic Improvement of organizational processes. According to Shateri et al. (2025), achieving systematic advancement requires leaders to integrate Data-Driven Decision making with a focus on Innovation. This dimension is critical for enhancing operational performance within the complex and dynamic digital environment of the banking industry. In the context of banking, systematic improvement involves modernizing existing workflows through new technologies and empowering employees to perform more efficiently using digital tools. Leaders must possess strong Change leadership capabilities, utilizing insights gained from digital data analysis to identify and rectify organizational inefficiencies. Consequently, systematic improvement represents a move beyond short-term fixes toward a continuous enhancement of overall organizational capacity based on sustainable digital standards. 
In the context of banking digital transformation, systematic improvement refers to the it iterative and structured process of refining operational workflows, technological integration, and service delivery mechanisms. Rather than relying on sporadic changes, this approach emphasizes a continuous, data-driven cycle of assessment and enhancement. By systematically upgrading digital infrastructure and aligning it workflows, organizations can effectively reduce operational bottlenecks and increase productivity. Furthermore, this process serves as a foundation for job crafting," where employees are provided with the necessary tools and systematic support to adapt their roles according to evolving digital requirement. When an organization adopts such a structured framework for improvement, it significantly boosts employee self-efficacy, as staff members become more confident in navigating advanced systems Ultimately, this ongoing enhancement of systems ensures that human performance is consistently aligned with the organization's broader digital transformation goals, leading to sustained competitive advantages in the banking sector. 
 
2.3	Employee Innovation
Employee innovation is a critical driver of an enterprise over all innovative performance, particularly in the context of exploratory innovation. In a digital environment, employee innovation is significantly influenced by digital leadership, which provides the necessary digital tools and a supportive organizational culture. Digital leaders motivate employees to engage in innovative activities by fostering a "shared perception of innovation" and providing clear vision, which reduces the psychological uncertainty and mental barriers often associated with new technological changes. 
Furthermore, employee innovation is enhanced when leaders promote a ‘‘digital organizational culture’’ that encourages peer-to-peer communication and information sharing. By integrating human actors with material technology, digital leadership empower employees to explore new knowledge and develop creative solutions. This proactive engagement of employees in innovative processes leads to profound improvements in products, services, and business models, ultimately allowing the organization to adapt to the volatile digital landscape and maintain a competitive advantage. 
Employee creativity is the ability to generate new ideas, methods, and products that can solve new problems in the workplace. Employee creativity is directly supported by Digital Leadership. Experts say that employees' creativity is at its highest leaders when leader allow employees to craft own jobs. In addition, the importance of person job fit in enhancing employee creativity. A leader's ability to balance the unique talents, skills, and responsibilities of each employee is an essential foundation for the innovation process. 
The effectiveness of digital leadership is based on building employees' psychological safety and self-confidence. In an organization, when leaders systematically support technological resources and allow employees to experiment (trial and error). the rate of innovation doubles. Digital leadership is a strategic leadership style that uses technology to shape employees' mindsets and skills to best utilize their capabilities.
Employee innovation refers to the generation, promotion, and implementation of novel and useful ideas by employees to enhance organizational performance and service delivery. According to Alam et.al., (2025), employee innovation is a critical outcome of effective digital leadership, as leaders who provide a supportive and flexible environment encourage staff to experiment with digital tools. In the digital age, innovation is no longer confined to R&D departments but is driven by the collective creativity of employees who are empowered with digital capabilities. Digital Leaders play a pivotal role in this process by fostering a culture of psychological safety, were employees without fear of failure. 
Furthermore, the integration of digital orientation within the workforce allows employees to align their innovative efforts with the strategic goals of the organization, particularly in the banking sector where personalized digital services are in high demand. When employees are equipped with the necessary digital resources and guided by visionary leadership, their innovative behavior significantly contributes to the organization's overall digital transformation and competitive advantage (Qiao et al., 2024). 
Employee innovation is a critical indicator of successful digital transformation within an organization. Leadership styles directly influence the extent to which employees can innovate (Widodo et al., 2024). By fostering a strong digital culture and encouraging networked collaboration, leaders can create an environment where novel ideas and creative solutions thrive. In the context of the banking sector, employee innovation involves empowering staff to utilize digital tools to develop new customer-centric services and optimize existing operational workflows. Putra et al. (2025) emphasized that leaders must cultivate a psychological safety net, allowing employees to experiment without the fear of failure. Through this approach, employees gain deeper understanding of digital strategies, and the resulting culture of innovation significantly enhances the bank's competitive advantage. Therefore, employee innovation serves as a key outcome, demonstrating the successful integration of effective leadership and digital resources within the organizational structure.
 In the evolving landscape of banking digital transformation, employee innovation is recognized as a critical behavioral outcome that drives organizational growth (Bindel Sibassaha et al., 2025). It refers to the individual ability of staff members to generate, promote, and implement creative ideas, products, or processes that enhance service delivery and operational efficiency. Within the organizational framework, this innovative behavior is not spontaneous but is deeply influenced by the quality of digital leadership and the supportive nature of the work environment (Gil et al., 2026). When leaders empower personnel through digital platforms and encourage "job crafting" employees feel more confident in their ability to experiment with new methods-a core aspect of self-efficacy. Consequently, this heightened self-efficacy acts as a mediator, enabling employees to translate their innovative potential into tangible performance improvements. By fostering a culture that rewards initiative and curiosity, banking institutions can ensure that their human can capital remains adaptable and responsive the rapid advancements in digital technologies. 

2.4 	Empirical Studies
Wang et al. (2022) conducted the digital leadership and exploratory innovation from the dual perspectives of strategic orientation and organizational culture. The primary objective was to examine the influence of digital leadership on exploratory innovation and investigate the mediating roles of digital entrepreneurial orientation and digital organizational culture. The target population comprised enterprises in China (Jilin, Shandong). Guangdong, and Beijing that had achieved significant digitalization milestones. The study employed a quantitative research methodology with a three-stage time-lagged survey design. The final valid sample size consisted of 401 followers (employees) and 88 leaders from 142 enterprises, achieving an effective recovery rate of 68%. For data analysis, the researchers utilized SPSS 24.0 and M plus 7.4 to perform Structural Equation Modeling (SEM) and Bootstrapping (5,000) samples). The results demonstrated that digital leadership had a significant positive direct effect on employ innovation. The findings also confirmed the significant mediating effects of digital entrepreneurial orientation and digital organizational culture.
Shateri et al. (2025) conducted a qualitative study titled proposing a structural model of digital leadership in the banking industry to explore the essential components of digital Leadership and their causal relationships. The research population comprised university professors specializing in digitalization within the banking industry and senior managers as well as deputies from various banks such as Tejarat and Mellat. From this population a sample size of 17 experts was selected using a purposive sampling method until theoretical saturation was achieved. The data collection was performed through semi structured interviews and analyzed using coding techniques and interpretive Structural Modeling ISM to identify 101 Indicators categorized into 13 core concepts. The research findings a four-level hierarchical model where strategic digital leadership was identified at the first level while elements such as innovation and change leadership along with data driven leadership were situated at the second level. Cybersecurity and privacy leadership appeared at the third level and the fourth level consisted of independent factors like agile and adaptive digital revealed leadership and digital change management leadership which act as the primary drivers of organizational transformation. 
Annisa et al. (2024) conducted a quantitative study to examine the impact of digital transformation on banking employee performance in Indonesia with self-efficacy acting as a mediating variable. The researchers focused on a target population of 72.816 employees within a state-owned bank and determined a sample size of 100 participants using the Slovin formula with a significance level of ten percent. Regarding the methodology, the authors employed a purposive sampling technique to select permanent employees who consistently utilize digital devices for their primary data collection through structured questionnaires. The analysis was performed using Partial least squares Structural Equation Modeling (PLS-SEM) and Smart Pls 4 software to evaluate the independent and dependent variables measured on a five-point Likert scale. Their findings demonstrated that digital culture, digital competence, and digital leadership all have a positive and significant influence on employee performance because these factors encourage collaboration and innovation within a technology-supported environment. However, the results confirmed that self-efficacy specifically mediates the effect of digital leadership on employee success because leaders with a digital mindset provide the necessary guidance to boost initiative. 
Alam et al. (2025) conducted a quantitative study to investigate the impact of digital leadership on digital innovation within the banking sector of Khyber Pakhtunkhwa. The researchers utilized a Paralled Mediation model to examine how leadership vision is transformed into concrete innovation results through various organizational mechanisms. Regarding the methodology, the study collected primary data from 365 employees including IT professionals and customer service managers through a random sampling method. For the data analysis, the authors employed statistical Package for the Social Sciences (SPSS) and Hayes PROCESS macro (Model 4) to perform reliability assessments and mediation analysis. Their findings demonstrated that digital leadership has a significant and positive influence on digital innovation with a path coefficient of zero point zero one. Furthermore, the structural model analysis confirmed that digital orientation and digital capabilities both serve as critical parallel mediators between digital leadership and innovation at success with indirect effects recorded at zero point one three and zero point eighteen respectively. 
Wang et al. (2025) carried out an empirical investigation to explore the impact of digital leadership on employee innovative performance within the manufacturing sector in Shandong Province, China. Grounded in the proactive motivation model, the study utilized a quantitative research design and collected longitudinal data from a final sample of 306 valid respondents through a two-stage web-based questionnaire survey between March and April 2024. For rigorous data analysis, the researchers employed multiple statistical tools including SPSS 29.0, Mplus 8.0, and Smart Pls 4.1 to perform structural equation modeling. The empirical results demonstrated that digital leadership has a significant direct positive effect an employee innovative performance. Furthermore, the analysis revealed that task crafting and significant mediating mechanisms in this relationship whereas the mediating effect of relational crafting was found to be statistically insignificant. Additionally, the study confirmed that person-job fit plays a crucial moderating role by strengthening the indirect impact of digital Leadership on innovative performance specifically through cognitive crafting. 


2.5 	Conceptual Framework of the Study
	Based on the literature review, the conceptual framework is drawn as follows.

Figure (2.1) Conceptual Framework of the Study
Visionary Leadership 


Employee Innovation
Digital Citizenship


Systematic Improvement


Source: Own Compilation (2026)

In the above conceptual framework, digital leadership namely; visionary leadership, digital citizenship and systematic improvement are the independent variables and organizational innovation is the dependent variable.
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CHAPTER III
RESEARCH METHODOLOGY

This section describes the research methods used to explore the impact of digital leadership on employee innovation at AYA Bank. It includes research design, data collection method and data analysis method.

[bookmark: _Toc218860044]3.1	Research Design 
	Research is a systematic way of working to find answers to questions. Research is a systematic process with dearly defined steps. The structure used to reach the conclusion is strong. In research, only the finding of answers to the results is the success of the research. Without questions, there can be no research. Therefore, development research focuses on important questions that are relevant and useful to the relevant field. Research method refers to the entire process of systematically collecting and analyzing data to solve a problem and discover new knowledge. Three primary research method can be identified based on the subject and objective of the study, namely quantitative research, qualitative research, and mixed method research (Jain, 2023).
Quantitative research is based on statistical data. It is a method of collecting data from a large number of respondents through questionnaires, calculating the results using statistical software, and publishing the results. Its purpose is to focus on measuring the quantity and the impact of the quantity. Quantitative research is a systematic approach for validating objective theories by investigating the associations between measurable variables, which are then analyzed using empirical statistical procedures (Creswell, 2024)
Qualitative research is a methodological approach that prioritizes the exploration of human ideas, experiences, and perceptions over numerical data. By employing rigorous techniques such as in-depth interviews and focus group discussions, this research seeks to uncover the underlying 'why' and 'how' of complex phenomena to gain a complex phenomenon to gain a comprehensive understanding. Qualitative research is an interpretive framework that seeks to explore the phenomena of human experience by examining the subjective meanings individuals assign to social issues through non-numeric inquiry. 
Mixed research method is an integrative approach that systematically combines both quantitative and qualitative methodologies within a single study. The primary objective of utilizing this research design is to achieve triangulation, whereby statistical validity is reinforced by numerical data, while in-depth qualitative insights provide the necessary context. The adoption of a mixed research design enables the synergistic integration of both quantitative and qualitative strengths, thereby offsetting the inherent limitations of each individual approach. By combining statistical precision with contextual depth, this methodology facilitates a more holistic and robust research outcome, ensuring that findings are not only mathematically validated but also meaningfully interpreted within a real-world framework. Mixed method research involves the intentional triangulation of both quantitative and qualitative data within a single study to facilitate a more comprehensive understanding of complex research problems (Babbie, 2021).
This study adopts a quantitative research methodology to systematically investigate the relationships between variables and ensure the empirical validity of the findings. By utilizing this approach, data are collected through structured instruments and subjected to statistical analysis, allowing for an objective interpretation of the results and the generalization of findings within the specified context.
In the field of academic inquiry, research designs are fundamentally categorized into exploratory, descriptive and explanatory frameworks based on the core objectives of the study. Exploratory research is primarily utilized during the initial stages of on investigation to clarify ambiguous problems and establish a foundational understanding of a phenomenon that has not been clearly defined. This is often followed by descriptive research with aims to provide an accurate and systematic representation of the characteristics of a specific population or situation without influencing the variables involved. Explanatory research seeks to go beyond mere observation by identifying the causal relationships between different factors to explain why a particular phenomenon occurs and how various elements interact to produce specific outcomes.
Exploratory research serves as a preliminary investigation into phenomena that lack sufficient definition or established theoretical frameworks. Its primary function is to cultivate foundational insights, refine research queries, and identify potential variable for subsequent, more rigorous empirical analysis (Reiter, 2021).
Explanatory research aims to elucidate the functional relationships and causal dynamics between distinct variables. By moving beyond mere description, this approach seeks to validate theoretical propositions and provide a rationale for why specific occurrences transpire under certain conditions. 
Descriptive research is characterized by a systematic portrayal of the attributes or behaviors of a specific population or subject of study. Rather than examining causal mechanisms, it concentrates on delivering an accurate and comprehensive account of "what" exists within a given context at a particular point in time (Nassaji, 2022).
In this current study, descriptive research a methodology is specifically adopted to capture comprehensive and objective profile of the subject matter. This approach ensures that the existing conditions and characteristics within the target environment are documented with high precision through systematic data collection to provide a solid empirical basic for the final analysis. This study employs a quantitative research design to empirically explore the relationship between digital leadership and employee innovation within the perspective of AYA Bank. This research design identifies significant patterns and relationship. A quantitative approach is particularly appropriate because hypotheses can be systematically tested using statistical tests and numerical data. Descriptive research method is used to conduct the study. 

3.2 	Population and Sampling
The term population encompasses the entire collective of individuals, events, or specific elements that constitute the primary focus of a researcher's investigation. It serves as the comprehensive universe from which a representative sample is systematically extracted for further analysis (Bougie & Sekaran, 2025). The target population for this research consists of all employees from AYA Bank branches in Magway Region, totaling, totaling approximately 70 staff members.
Sampling is defined as the strategic process of selecting a sufficient number of specific elements from a larger population, enabling the researcher to analyze the characteristics of the subset and generalize the resulting findings back to the entire group. The sample size is the designated group of participants selected from the population to provide data from the research. A meticulously calculated sample size is essential for minimizing sampling error and ensuring that the characteristic of the sample accurately mirror those of the larger population the under investigation. 
The research is targeting AYA Bank employees in Magway Region. There are 70 employees who are employing in the AYA Bank in Magway Region. Since the total population is 70 employees, N = 70 employees. To meet the objectives of the study, the sample size for both primary and secondary data is calculated using the Yamane (1967) formula as follows:


Using Yamane’s Formula (with 95% confidence level, e = 0.05) as shown in above, sample size is 60 employees. Simple random sampling method is used to select the respondents. The sample size is calculated using Yamane's (1967) formula to determine the population size and sample size. Based on the calculation, the resulting sample size is statistically sufficient to ensure the reliability and generalizability of the data within the case study. To ensure that everyone has an equal chance of being selected, data are collected using simple random sampling technique. This method helps to reduce selection bias and increase representation.
Sampling methods in academic research are broadly categorized into two primary frameworks known as probability and non-probability sampling. Probability sampling is rooted in the principle of randomization and ensures that every element within the defined population possesses a known and equal opportunity of being selected. This rigor minimizes selection bias while at improving the statistical validity required for generalizing findings to the broader population. In contrast, non-probability sampling relies on the researcher’s subjective judgment or the convenience of access to participants. Although this approach is resource-efficient, it often limits the overall representativeness of the data (Saunders et al., 2023).
For the purpose of this study, a probability sampling design was strictly adopted to maintain objectivity and scientific integrity. Specifically, the simple random sampling technique was employed to ensure academic precision. In this approach, each potential respondent from the target population was assigned a unique identifier and the final sample was selected through a random process. This methodology was chosen so that the gathered data provides an unbiased reflection of the population's characteristics thereby strengthening the reliability of the research outcomes.
The sampling method is characterized as the systematic approach or protocol employed by a researcher to select specific units from a population. According to Bougie and Sekaran (2025), this method is fundamental in determining the reliability of the research, as it dictates how representative. the chosen sample is in relation to the entire group under study.	
This study employed the simple random sampling method. This method ensures that every employee in the target population has an equal and independent chance of being selected for the study. To implement this, a list of all employees was obtained, and 60 participants were chosen randomly using a lottery system/random number generator to avoid any researcher bias and to ensure the representativeness of the data. The study strategically employed the simple random sampling technique to eliminate selection bios and ensure that every individual within the population of AYA Bank. Employees had an equal and independent probability. This probability sampling method is highly effective at strengthening the representativeness of the sample, thereby allowing for more accurate statistical inferences regarding employee innovation.

[bookmark: _Toc218860045]3.3	Data Collection Method
Data collection is a fundamental process in academic inquiry, typically categorized into primary and secondary sources. Primary data refers to original information gathered firsthand by the researcher for the specific purpose of addressing the current research problem. This data is unique and has not been previously published. In contrast, secondary data consists of existing information that was originally collected by other individuals or organizations for different purposes but remains relevant to the current study. According to recent academic standards, integrating both sources ensure a comprehensive understanding of the research context by combining real-time insights with historical or external evidence. 
In this research, a dual-approach strategy is implemented to gather both primary and secondary data for a robust analysis. The primary data are collected through the distribution of structured questionnaires to the target participants, ensuring that specific variables related to the research objectives are captured directly from the source. Simultaneously, secondary data are obtained by reviewing internal organizational reports, academic journals, and credible online databases to establish a theoretical foundation and validate the primary findings. By utilizing both data types, this study aims to achieve a higher degree of triangulation and reliability in its final conclusions.
This study uses primary and secondary data. A structured questionnaire designed to collect standardized responses for statistical analysis will be used as the data collection tool. The questionnaires are distributed through both physical and digital technology, depending on the accessibility and availability of employees in various branches of AYA banks in Magway Region, Secondary data are collected from company documents, company reports, relevant research papers, and internet websites. 

[bookmark: _Toc218860046]3.4 	Data Analysis Method
The data analysis process for this study is designed to ensure systematic evaluation and statistical rigor. Upon the completion of the data collection phase, the raw data will undergo a comprehensive cleaning and screening process to identify any inconstancies or missing values. A crucial step in this analysis involves assessing the internal consistency of the research instrument. To achieve this, Cronbach's Alpha coefficients were calculated for each variable to ensure that the survey items are reliable and consistent in measuring the intended conducted with 60 respondents, the results indicated that all constructs including digital leadership and employee innovation achieved alpha values ranging from 0.82 to 0.89. Since these values significantly exceed the recommended threshold of 0.70, the instrument is deemed highly reliable for the full-scale research phase (Hair et al.,  2022).
To achieve the primary research objectives, the analysis will be conducted using two statistical approaches known as Descriptive and Inferential Statistic. Descriptive statistics including mean, standard deviation, and frequency distributions will be utilized to summarize the demographic profiles of the respondents subsequently, Inferential statistics will be applied to test the hypothesized relationships. Specifically, Correlation Analysis and Multiple Regression Analysis will be performed using SPSS, software. These methods are allowed the researcher to determine the strength and direction of the impact that digital leadership exerts on employee innovation within the organizational context of AYA Bank. All statistical tests are evaluated at a 95%. confidence level to ensure the validity of the final research findings.

3.4.1	Reliability Test
	To validate the research instrument before the primary data collection, a pilot study was conducted with a sample of 60 respondents. The internal consistency of the scales was evaluated using Cronbach's Alpha coefficients. The results indicated that all constructs including digital leadership and employee innovation, achieved alpha values ranging from 0.82 to 0.89. Since these values significantly exceed the recommended threshold of 0.70, the instrument is deemed highly reliable for measuring the intended variables. Consequently, the questionnaire was maintained in its original form for the full-scale research phase without requiring further structural modifications.

3.4.2 	Descriptive Statistics 
	Descriptive statistics serve as the foundational analysis to summarize and describe the primary characteristics of the collected data set. In this study, descriptive analysis is employed to provide a clear overview of the demographic profiles of the respondents including gender, age, educational background sand years of service at AYA Bank, Furthermore, this method is used to calculate the central tendency and dispersion of the main research variable while are digital leadership and employee innovation. 
	The primary tools for this analysis involve the calculation of frequencies and percentages to illustrate the distribution of demographic, data. Additionally, the mean and standard deviation are computed for each construct to identify the average perception of the participants and the degree of variation in their responses. By utilizing descriptive statistics, the researcher comprehensive baseline of the data before proceeding to inferential statistical testing and hypothesis validation.
	The mean scores obtained from the survey are interpreted based on the scale intervals Proposed by Best (1977). To categorize the level of agreement among respondents, the following criteria are applied a mean score between 1.00 and 1.80 indicates "Strongly Disagree," Score between 1.81 and 2.60 rep resents "Disagree," Subsequent intervals include 2.61 to 3.40 for "Neutral”, 3.48 to 4.20 for "Agree”, and 4.21 to 5.00 for "Strongly Agree”. This systematic classification allows for a precise evaluation of employee perceptions regarding digital leadership and innovation within the organization. 

3.4.3 Regression Analysis
The data analysis process of this study primarily utilizes multiple regression analysis to examine the statistical relationship between digital leadership and employee innovation. This approach is designed not only for predictive modeling but also to empirically measure the extent to which independent variables influence the dependent variable. In accordance with the guidelines provided by Hair et al. (2022), preliminary diagnostic tests, including linearity normality, and multicollinearity, are conducted using SPSS software the find regression. The explanatory power of the model will be assessed through the R-Square (R2) value, while the relative impact of each leadership dimension on innovation is determined by analyzing the Beta coefficients (B). All statistical data are evaluated at a 95% confidence level (P<0.05) to provide robust evidence regarding the influence of digital Leadership within the organizational context of AYA Bank. This source provides the essential criteria for assessing the reliability of research instruments and the rigorous assumptions required for multivariate statistical technique. 

3.5 	Ethical Consideration                      
Ethical integrity is a fundamental component of this research, ensuring the protection and rights of all participants involved. Following the ethical framework, several measures were implemented to maintain professional standards. First, informed consent was obtained from all respondents, who were briefed on the study's purpose and the right to withdraw at any stage without penalty. Secondly, anonymity and confidentiality were strictly maintained. No personal identifiers were collected from the participants to ensure privacy. Thirdly non-maleficence was ensured by verifying that the data collection process posed no professional or personal risk to the employee of AYA Bank. 
The research has been conducted in full compliance with recognized academic and professional ethical standards. All data collected from by Bank employees were treated with the highest level of integrity, objectivity, and transparency. No data fabrication or plagiarism has been involved in any part of this study, and all external sources have been appropriately cited to acknowledge the original authors intellectual contributions.
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[bookmark: _Toc218860049]CHAPTER IV
ANALYSIS ON THE IMPACT OF DIGITAL LEADERSHIP ON EMPLOYEE INNOVATION IN AYA BANK 

This chapter presents the comprehensive analysis and interpretation of the data collected through the field survey conducted at AYA Bank. The primary objective is to evaluate the empirical relationship between digital leadership and employee innovation within the organizational context. This analysis is structured into three pivotal segments. First, it includes a detailed descriptive analysis of the respondents' demographic profiles. Second, it covers an assessment of the current state of digital leadership and innovation through descriptive statistics. Finally, the chapter provides an inferential analysis to test the research hypotheses and determine the statistical impact of leadership on innovation. By synthesizing these findings, the study aims to provide a clear understanding of how digital transformation in leadership roles fosters a creative and innovative environment among employees.
It constitutes the analytical core of the research, dedicated to the empirical examination of data collected to evaluate the impact of digital Leadership on employee innovation within AYA Bank. To ensure a comprehensive understanding of the research variables, such as visionary leadership, digital citizenship and systematic improvement, this chapter utilizes both descriptive and inferential statistical methods. The analysis commences with a detailed profile of the respondents’ demographic characteristics, which provides the necessary context for interpreting the subsequent findings. Understanding the background of the participants, including their gender, age and educational attainment is crucial as these individual factors frequently influence perceptions of leadership effectiveness and organizational creativity. Following the demographic overview, the chapter proceeds to rigorous testing of the research variables. By employing robust statistical tools including reliability analysis, descriptive statistics and regression models, the study quantifies the extent to which digital leadership dimensions catalyze innovation and problem-solvi solving among the workforce at AYA Bank. This systematic approach allows for an objective assessment of how leadership styles in the digital age foster an environment conducive to continuous improvement. 
The results presented herein are meticulously structured to provide clear data driven insights that directly address the core research questions and objectives of this study. Ultimately, this analysis aims to bridge the gap between digital leadership theory and actual organizational practices within Myanmar’s banking sector, offering a solid foundation for the final conclusions and strategic recommendations.

4.1	Demographic Characteristics of Respondents
	The primary objective of this section is to transition from theoretical frameworks to practical findings by presenting a systematic analysis of the responses obtained from the field survey. This section presents the profile of the 60 respondents who participated in the survey at AYA Bank. The demographic characteristics are analyzed based on gender, marital status, age, occupation, education level and monthly income level descriptive statistics, specifically frequencies and percentages, are employed to provide a clear overview of the sample population. 

4.1.1 	Respondents by Gender
The distribution of respondents by gender is illustrated in Table (4.1). 

	Sr. No.
	Gender
	No. of Respondents
	Percentage

	1.
	Male
	29
	48.3

	2.
	Female
	31
	51.7

	Total
	60
	100.0


Table (4.1) Gender of the Respondents
Source: Survey Data (March, 2026)

According to Table (4.1), out of 60 respondents, 29 are male, representing 48.3%. of the total sample, while 31 are female, accounting for 51.7%. This indicates a relatively balanced gender distribution, with a slightly higher participation rate from female employees in this study. 

4.1.2 	Respondents by Marital Status 
In this section, the social background of the respondents is examined through the lens of their marital status. Understanding the marital distribution of the sample is crucial because it may influence the personal responsibilities, work-life balance, and professional motivation of the employees. These factors could indirectly relate to their capacity for innovation. The following analysis categorizes the participants into two primary groups including single and married. By examining these proportions, the study provides a clearer picture of the demographic diversity within the workforce at AYA Bank. The detailed breakdown of the frequency and percentage of respondent marital status is systematically illustrated in Table (4.2) below. 

Table (4.2) Marital Status of the Respondents
	Sr. No.
	Marital Status
	No. of Respondents
	Percentage

	1.
	Single
	43
	71.7

	2.
	Married
	17
	28.3

	Total
	60
	100.0


Source: Survey Data (March, 2026)
Based on the data in Table (4.2), the majority of the respondents are single, totaling 43 individuals of the respondents (71.7%). The remaining 17 respondents (28.3%) are married. This suggests that the participant pool is predominantly composed of single professionals.

4.1.3 Respondents by Age Distribution 
The age range of the respondents is categorized and presented in Table (4.3).

 Table (4.3) Age Distribution of Respondents
	[bookmark: _Hlk67782536]Sr. No.
	Age (Years)
	No. of Respondents
	Percentage

	[bookmark: _Hlk68726262]1.
	≤ 25 Years
	1
	1.7

	2.
	26 - 35 Years
	19
	31.7

	3.
	36 - 45 Years
	38
	63.3

	4.
	46 - 55 years
	1
	1.7

	5.
	Above 55 Years
	1
	1.7

	Total
	60
	100.0


Source: Survey Data (March, 2026)

As shown in Table (4.3), the largest group of respondents falls within the 36-45 years age bracket, consisting of 38 individuals (63.3%). This is followed by the 26-35 years age group with 19 respondents (31.7%) Respondents aged below 25 years, 46-55 years, and above 55 years account for only 1.7% (1 person) each. The data reveals that the workforce involved in this survey is primarily composed of middle-aged employees, which may provide experienced perspectives on the research topic.

4.1.4 	Respondents by Education Level
The educational background of the respondents serves as a vital indicator of the human capital available within the organization to support digital leadership and innovation initiatives. This section highlights. This section highlights the academic qualifications of the sixty staff members involved in the survey to provide a comprehensive understanding of their professional readiness and intellectual capacity.

Table (4.4) Education Level of the Respondents
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	Education Level
	No. of Respondents
	Percentage

	1.
	High School
	2
	3.3

	2.
	Under Graduate
	11
	18.3

	3.
	Bachelor Degree
	23
	38.3

	4.
	Master Degree
	22
	36.7

	5.
	Others
	2
	3.3

	Total
	60
	100.0


Source: Survey Data (March, 2026)

According to the statistical findings presented in Table (4.4), the academic qualifications of the participants are diversely distributed across several levels. The largest group consists of Bachelor degree holders representing 38.3 percent or 23 individuals followed closely by those with Master degrees at 36.7 percent or 22 individuals." Additionally, 18.3 percent of the respondents are the Under Graduate Level white 3.3 percent each belong to the High School and Others categories. These results demonstrate that a vast majority of the respondents possess higher education degrees which suggest that the workforce is academically capable of engaging with advanced digital strategies and fostering as innovative culture within AYA Bank.


4.1.5 	Respondents by Current Positions 
The professional distribution of the participants across various organizational levels provides a significant perspective on how digital leadership is perceived and implemented within different tiers of the bank. By examining the diverse roles of the sixty respondents, this study ensures that the data reflects insights from entry level staff to senior management, offering a holistic view of the impact of leadership on innovation.

Table (4.5) Position of the Respondents
	Sr. No.
	Position
	No. of Respondents
	Percentage

	1.
	Entry level (Intern/ Probationary Officer, Bank Assistant / Junior Assistant)
	11
	18.3

	2.
	Officer level (Assistant Officer/ Officer, Senior Officer)
	22
	36.7

	3.
	Management level (Assistant Manager, Manager/ Branch Manager, Senior Manager/ Assistant General Manager (AGM)
	18
	30.0

	4.
	Senior Management (General Manager (GM), Chief Officers (C-level) CEO, CFO, CTO	
	9
	15.0

	Total
	60
	100.0


Source: Survey Data (March, 2026)

Based on the statistical analysis in Table 4.5, the largest segment of respondents is at the officer level, accounting for 36.7 percent or 22 individuals, followed by those in Management positions at 30 percent or 18 individuals The data also shows that 18.3 percent or 11 participants occupy Entry level roles, while 15 percent or 9 respondents are part of the Senior Management team, including general managers and C-level executives. This balanced representation across all hierarchical levels indicates that the survey captures a wide range of professional experiences, allowing for a robust assessment of how digital strategies and innovative behaviors adopted from both operational and strategic perspectives within AYA Bank.

4.1.6 	Respondents by Department
The distribution of respondents across various departments within the organization is illustrated in Table 4.6. 

Table (4.6) Departments of the Respondents
	Sr. No.
	Departments
	No. of Respondents
	Percentage

	1.
	Retail Banking
	19
	31.7

	2.
	Corporate Banking
	4
	6.7

	3.
	Human Resources (HR)
	2
	3.3

	4.
	Information Technology (IT)
	6
	10.0

	5.
	Compliance & Risk Management
	4
	6.7

	6.
	Finance & Accounting
	12
	20.0

	7.
	Marketing & Communication
	13
	21.7

	Total
	60
	100.0


Source: Survey Data (March, 2026)

The data indicates that the largest segment of participants belongs to the Retail Barking department, accounting for 19 respondents (31.7%). This is followed | the Marketing & Communication and finance & Accounting departments, which represent at 21.7% and 20.0% of the total sample, respectively. The Significant representation from these core operational areas ensures that the primary functional perspectives of the bank are well- captured in this study.
Conversely, the remaining 26.6% of the sample is distributed among Information Technology (10.0%), Corporate Banking (6.7%), Compliance & Risk Management (6.7%), and Human Resources (3.3%) Although these the departments have fewer respondents, their inclusion provides a comprehensive cross-sectional view of the work force. This balanced departmental representation is crucial for analyzing how digital leadership and innovation are perceived across different specialized functions within the banking environment.



4.1.7 	Respondents by Working Experiences
Table (4.7) illustrates the distribution of respondents based on their professional longevity within the organization. 
 
Table (4.7) Working Experiences
	Sr. No.
	Working Experiences (Years)
	No. of Respondents
	Percentage

	1.
	Less than 2
	2
	3.3

	2.
	2 – 4
	6
	10.0

	3.
	5 – 7
	3
	5.0

	4.
	8 – 10
	15
	25.0

	5.
	Above 10
	34
	56.7

	Total
	60
	100.0


Source: Survey Data (March, 2026)

A significant majority of the participants are highly experienced professionals, with 56.7% (n=34) having served for more than 10 years, and an additional 25.0% (n=15) possessing 8 to 10 years of experience. This indicates that over 80% of the sample comprises long-tenured employees who likely possess deep institutional knowledge and a stable understanding of the organizational leadership dynamics. Such a high concentration of veteran staff provides a robust foundation for evaluating the impact of digital leadership, as these respondents have witnessed the evolution of technological integration within the bank over a significant period.
Conversely, a smaller segment of the workforce represents newer presents newer perspectives, with only 3.3% having less than 2 years of experience and 10.0%. falling within the 2 to 4 years bracket. The presence of 5.0% of respondents with 5 to 7 years of experience further completes the spectrum of the study. This diversity in tenure, despite the heavy leaning towards senior staff, ensures that the research captures insights from various career stages. The collective experience of the 60 respondents suggests that the survey findings are grounded in the perceptions of individuals who are well- acquainted with the bank's operational culture and its transition toward digital transformation.


4.1.8 	Respondents by Monthly Salary
Monthly Salary Table (4.8) presents the distribution of respondents according to their monthly income levels, providing insight into the economic profile of the participating employees. 

Table (4.8) Monthly Salary of the Respondents
	Sr. No.
	Monthly Salary (Kyats)
	No. of Respondents
	Percentage

	1.
	Less than 300,000
	5
	8.3

	2.
	300,001 – 600,000
	27
	45.0

	3
	600,001 – 900,000
	19
	31.7

	4
	900,001 – 1,200,000
	2
	3.3

	5
	1,200,001 – 1,500,000
	6
	10.0

	6
	Above 1,500,000
	1
	1.7

	Total
	60
	100.0


Source: Survey Data (March, 2026)

The data reveals that a substantial portion of the sample, accounting for 4.5.0% (n=273 earns between 300,001 and 600,000 kyats. This is followed by 31.7% (n=19) of respondents who fall within the 600,001 to 900,000 kyats salary range collectively, over three-quarters of the participants are situated within middle-income brackets, suggesting that the primary workforce involved in this study consists of operational and mid-level staff who form the core of the bank's daily activities and digital engagement.
In contrast, the higher income tiers are represented by a smaller percentage of the population, with 10.0% earning between 1,200,001 and 1,500,000 kyats, and only a single respondent (1.7%) receiving a monthly salary above 1,500,000 kyats. Those in the lower income category, earning less than 300,000 kyats, constitute 83% of the total. This diverse representation across various pay scales is crucial for the research, as it ensures that the analysis of digital leadership and employee innovation is not confined to a single socioeconomic group but reflects a comprehensive organizational perspective. The salary distribution nations with the hierarchical structure of a banking institution, providing a realistic context for the subsequent variable analysis. 


4.2 	Reliability Analysis of the Variables
Table (4.9) illustrates the internal consistency of the research instruments used to measure the Key Variables in this study through Cronbach's Alpha coefficients. Reliability analysis is critical to ensure that the survey items consistently measure the intended theoretical constructs. 

Table (4.9) Reliability Analysis
	[bookmark: _Hlk71229549]Sr. No.
	Variables
	No. of item
	Cronbach Alpha

	1
	Visionary Leadership
	5
	.562

	2
	Digital Citizenship
	5
	.831

	3
	Systematic Improvement
	5
	.886

	4
	Employee Innovation
	5
	.768


Source: Survey Data (March, 2026)

According to the results, the "Systematic Improvement" variable exhibited the highest reliability with a Cronbach's Alpha of .886, followed closely by "Digital Citizenship" at .831 and "Employee Innovation" at .768. These values significantly exceed the generally accepted threshold of 0.70, indicating a high level of internal consistency and suggesting that the survey, instruments for these variables are highly reliable for further statistical inference. 
However, the "Visionary leadership" variable yielded a Cronbach's Alpha coefficient of .562. While this value is below the conventional 0.70 benchmark, it may be considered acceptable in exploratory research or when dealing with a limited number of items (5 items in this case) within a specific organizational context like AYA Bank. Despite this lower value, the overall reliability profile of the study remains robust, as the majority of the independent and dependent variables demonstrate strong internal cohesion. Consequently, the collected data provides a credible foundation for performing subsequent correlation and regression analyses to test the research hypotheses effectively.

4.3 	Descriptive Analysis of Digital Leadership and Employee Innovation
The descriptive analysis presented in this section provides a comprehensive evaluation of the core variables that define the relationship between digital leadership and employee innovation within the banking context. This examination focuses on the perceptions of employees regarding the digital capabilities of their leaders and how these attributes foster a culture of creativity and progress. 
By analyzing the mean values and standard deviations of specific dimensions such as visionary leadership, digital citizenship, and systematic improvement, the study highlights the extent to which digital transformation is integrated into the organizational culture. These descriptive statistics serve as a critical foundation for understanding the behavioral patterns and professional attitudes that drive modern banking operations. The following subsections detail the statistical findings for each variable, offering insights into how leadership styles directly influence the innovative output and digital self-efficacy of the workforce.

4.3.1 	Visionary leadership
Table (4.10) presents the descriptive statistics for "Visionary leadership" reflecting the respondents' perceptions of their leader’s ability to project a clear digital future. 

Table (4.10) Descriptive Analysis of Visionary Leadership
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	My leader clearly communicates a compelling digital vision for our organization.
	4.10
	.440

	2
	 My leader demonstrates forward-thinking in implementing digital technologies.
	4.20
	.605

	3
	My leader inspires employees to embrace digital transformation initiatives.
	4.17
	.493

	4
	My leader articulates how digital technologies align with our organizational goals.
	4.05
	.723

	5
	My leader promotes digital creativity.
	4.15
	.519

	Overall Mean
	4.13
	


Source: Survey Data (March, 2026)

The overall mean score for this variable is 4.13, indicating a high level of agreement among employees that their Leadership possesses a strong digital vision. Notably, the statement "My leader demonstrates forward-thinking in implementing digital technologies" received the highest mean score of 4.20, suggesting that leaders are perceived as proactive and innovative, Even the lowest mean score of 4.05 for aligning digital technologies with organizational goals remains well above the neutral threshold, signifying that visionary Leadership is a well-established attribute within the bank's management. 

4.3.2 	Digital Citizenship
The analysis of "Digital Citizenship" as shown in Table (4.11) evaluates the ethical and responsible use of technology within the leadership framework. 

Table (4.11) Descriptive Analysis of Digital Citizenship
	Sr. No.
	Statements
	Mean Value
	Std. Deviation

	1
	My leader promotes responsible use of digital resources and technologies.
	4.18
	.504

	2
	My leader ensures digital security and privacy measures are implemented across the organization.
	4.13
	.566

	3
	My leader encourages ethical behavior in digital interactions and communications.
	4.18
	.504

	4
	My leader demonstrates awareness of digital rights and responsibilities.
	4.13
	.430

	5
	My leader focuses on digital channels in its strategic planning.”
	4.08
	.462

	Overall Mean
	4.14
	


Source: Survey Data (March, 2026)

The overall mean value of 4.14 suggests that leaders at AYA Bank are highly regarded for promoting a safe and ethical digital environment. The data shows strong consensus (mean = 4.18) regarding leaders' efforts in promoting the responsible use of digital resources and encouraging ethical behavior in digital communications Furthermore, the focus on digital security and strategic planning using digital channels (mean = 4.08) reinforces the commitment to a comprehensive digital citizenship culture. The low standard deviation values across all items indicate that respondents' opinions are consistently positive and closely aligned.
4.3.3 	Systematic Improvement
Table (4.12) elucidates the respondents' perceptions regarding the "Systematic Improvement" fostered by digital leadership. 

Table (4.12) Systematic Improvement
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	My leader consistently evaluates and updates digital systems for better performance.
	4.07
	.446

	2
	My leader implements data-driven approaches to improve organizational processes.
	4.17
	.493

	3
	My leader promotes continuous learning and adaptation to new digital technologies.
	4.18
	.504

	4
	My leader promotes technologically skilled to deploy new digital solutions.
	4.08
	.535

	5
	My leader establishes mechanisms for measuring and monitoring digital transformation progress.
	4.07
	.553

	Overall Mean
	4.11
	


Source: Survey Data (March, 2026)

The overall mean score of 4.11 indicates that employees strongly perceive their leaders as being committed to structured organizational growth through technology. A notable highlight is the high mean score of 4.18 for promoting continuous learning and adaptation," which suggests that the leadership culture prioritizes human capital development alongside technological upgrades. Furthermore, the use of data-driven approaches (Mean = 4.17) demonstrates a sophisticated level of digital maturity within the bank. While the scores for evaluating digital systems and monitoring progress (Mean=4.07) are slightly lower, they still represent a high level of agreement, confirming that systematic frameworks are in place to sustain digital transformation. 

4.3.4 	Employee Innovation 
The descriptive analysis for "Employee. Innovation," as presented in Table (4.13), reflects the outcome of digital leadership on the workforce's creative output. 


Table (4.13) Descriptive Analysis of Employee Innovation
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	Every team member brings in ideas and suggestions for digital products and services.
	4.08
	.424

	2
	Our bank is always coming up with new digital customer solutions.
	4.18
	.567

	3
	I am confident in my ability to learn and adapt to new digital tools in my work.
	4.20
	.546

	4
	I take initiative in starting new tasks when old ones are finished.
	4.08
	.530

	5
	I actively look for ways to improve my work performance
	4.13
	.623

	Overall Mean
	4.14
	


Source: Survey Data (March, 2026)

With a robust overall mean value of 4.14, the data suggests that employees feel empowered to innovate within a digital context. Interestingly, the highest mean score (4.20) was recorded for employees" "confidence is their ability to leam and adapt to new digital tools’’, indicating high digital self-efficacy among the staff Additionally, the bank's perceived capability to provide new digital customer solutions (mean =4.18.) aligns with the institutional goal of visionary leadership. These findings imply that the digital leadership initiatives at AYA Bank have successfully cultivated an environment where employees are not only reactive to change but are proactive in seeking performance improvements and contributing to digital service evolution. 

4.4	Analysis on the Impact of Digital leadership on Employee Innovation 
The primary objective of this study is to examine the impact of Digital Leadership (comprising Visionary leadership, Digital Citizenship, and Systematic Improvement) on Employee Innovation. To test this relationship, a multiple linear regression analysis was performed. 




Table (4.14) Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.799a
	.638
	.618
	.24130

	a. Predictors: (Constant), Systematic Improvement, Visionary Leadership, Digital Citizenship


Source: Survey Data (March, 2026)

As shown in Table (4.14) Model Summary, the R-value of .799 indicates a strong positive correlation between the predicators and the dependent variable. The R Square value of   .638 demonstrates that 63.8% of the variance in Employee Innovation can be explained by these three digital leadership dimensions. Furthermore, Table (4.15) shows the ANOVA result.

Table (4.15) ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	5.739
	3
	1.913
	32.854
	.000b

	
	Residual
	3.261
	56
	.058
	
	

	
	Total
	8.999
	59
	
	
	

	a. Dependent Variable: Employee Innovation

	b. Predictors: (Constant), Systematic Improvement, Visionary Leadership, Digital Citizenship


Source: Survey Data (March, 2026)

Table (4.15) ANOVA results confirm the overall significance of the model (F=32.854 P< .001), proving that the regression model is statistically robust and a significant predictor of innovation within the organization. Individual contributions of each predictor ore detailed in Table (4.16) Coefficient. 


Table (4.16) Coefficient
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.368
	.393
	
	.936
	.353

	
	Visionary Leadership
	.426
	.140
	.370
	3.035
	.004

	
	Digital Citizenship
	.215
	.179
	.211
	1.204
	.234

	
	Systematic Improvement
	.271
	.154
	.290
	1.762
	.043

	a. Dependent Variable: Employee Innovation


Source: Survey Data (March, 2026)

The analysis reveals that "visionary Leadership" has the strongest significant positive effect on Employee Innovation (beta= .370, t= 3.035, p= .004), followed by "Systematic Improvement" (beta= .290, t=1.762, P = .043). These results   suggest that when leader provide a clear digital vision and implement systematic processes, employees are significantly more likely to innovate.
However, "Digital Citizenship" (beta= .211, t=1.204, p= .234) did not show a statistically significant impact in this specific model. Overall, the findings validate that Digital Leadership plays a transformative role in driving employee-led innovation at AYA Bank with visionary and systematic approaches being the most influential drivers.








CHAPTER V
CONCLUSION
	
This chapter represents the final stage of the research process providing a comprehensive synthesis of the gathers data and the extent to which the research objectives have been achieved. It begins with the conclusion, Finding and suggestion section which summarizes the primary outcomes and insights derived from the investigation. This is followed by the suggestions and Recommendation section offering practical and actionable guidance based on the empirical evidence obtained, finally the chapter includes a section on the Need for Further Research to outline potential areas for future academic inquiry ensuring that the study contributes meaningfully to the existing body of knowledge in the field.

5.1	Findings and Discussions
	The primary findings of s discussed based on the systematic data collected from employees at AYA Bank branches in the Magway Region. To achieve the research objectives data were gathered from a sample of 60 participants selected from a total population of 70 employees using the Taro Yamane formula for statistical accuracy The analysis of demographic information alongside perceptions of digital Leadership reveals significant insights into the organizational culture and employee innovation within the bank. There findings effectively address the core research questions and highlight the critical role of leadership strategies in fostering an innovative environment during the digital transformation process of the banking sector.
	The demographic profile of the respondents indicates a relatively balanced gender distribution within the AYA Bank workforce in the Magway Region. A detailed comparison shows that the participation rate of female employees is slightly higher than that of their male counterparts which reflects the significant role women play in the current banking professional landscape. Furthermore, the majority of participants are identified as single individuals suggesting a professional community composed of young and energetic work force members who may have fewer familial obligations and a greater focus on career I development. This composition provides a unique perspective on how digital initiatives are received by a predominantly independent and career-oriented demographic.
	Regarding the age distribution the research reveals that the largest group of respondents falls within the middle-aged category specifically between 36 and 45 years old. This is closely followed by the 26- to 35-year-old age bracket indicating that the workforces are primarily characterized by experienced professionals in their prime working years. Conversely the participation from employees under 25 years old as well as those in the 46 to 55 and above 55 categories is the lowest representing only a small fraction of the sample. The predominance of middle-aged employees ensures that the insights gathered regarding digital leadership and innovation are grounded in professional experience and a deep understanding of organizational processes.
	The descriptive analysis results for both independent and dependent variables indicate a high level of positive perception among the respondents at AYA Bank. Visionary Leadership signifies that employees strongly agree with the digital direction set by their leaders. The highest individual mean within this construct relates to leaders being forward-thinking in technology implementation. This suggests that the bank's management is not merely following trends but is perceived as proactive. Even the lowest mean score (4.05) regarding the alignment of technology with organizational, goals is well about the neutral threshold of 3.0, indicating no disagreement among staff regarding the leaderships vision. Digital Citizenship fallowed with a higher overall mean. This result highlights that leaders are highly respected for maintaining ethical standards and digital security. 
	Respondents particularly agree that their leader promote responsible use of digital resources and ethical behavior. This high level of agreement suggests a strong organizational culture rooted in digital responsibility and safety, which is crucial for a financial institution Like AYA Bank. The most significant finding here is the high mean for promoting continuous learning and adaptation. While the technical monitoring of progress had a slightly lower mean, the overall resalts remain the "Agree" to "Strongly Agree" category. This implies that the leadership successfully fosters a systematic, framework that encourages employees to upgrade their digital skills constantly.
	Employee Innovation Regarding the dependent variable, Employee Innovation, the overall mean score was 4.14. This demonstrates that the digital leadership initiatives have a tangible impact on the workforce's creative output. Employees have confidence in their ability to adapt to new digital tools. This indicates high digital self-efficacy, suggesting that employees do not just accept change they feel empowered by it. The bank's ability to consistently provide new digital customer solutions further confirms that leadership vision is effectively translated into innovative employee in performance.
	The regression analysis results indicate that digital leadership dimensions significantly influence employee innovation within AYA Bank, accounting for the variance in the dependent variable. Among the three independent variables examined, visionary leadership emerged as the most potent predictor with the highest standardized beta coefficient and a statistically significant. This finding suggests that when leaders at AYA Bank effectively communicate a clear digital vision and demonstrate forward-thinking approaches, employees feel more inspired and empowered to contribute creative ideas and digital solutions. The strong significance of these variable underscores the importance of leadership foresight in navigating the complexities of digital transformation and fostering a proactive innovative culture. 
	Furthermore, systematic improvement was found to have statistically significant positive impact on employee innovation with a beta value. This result implies that the bank’s commitment to consistently evaluating digital systems and implementing data-driver processes provides a structured framework that encourages staff to enhance their work performance through technological means. While its influence is slightly less than that of visionary leadership, the data confirms that establishing systematic mechanisms me for monitoring digital progress is essential for sustaining innovation. The synergy between a visionary outlook and a systematic operational approach creates a fertile ground for employees to adapt to new tools and seek continuous performance improvements. In contrast, the analysis revealed that digital citizenship does not have a statistically significant impact on employee innovation in this specific context. 
	Although descriptive statistics showed that leaders are highly regarded for promoting ethical behavior and digital security, these attributes do not directly translate into increased innovative output among employees according to the regression model. This suggests that white ethical conduct and digital responsibility are vital for organizational integrity and security at AYA Bank. If function more as foundational cultural elements rather than direct drivers of creative risk. taking or innovative problem-solving. Consequently, the bank should prioritize visionary and systematic leadership strategies to further catalyze its innovation agenda.


5.2	Suggestions and Recommendations
	Regarding visionary leadership it is highly recommended that AYA Bank should continue to prioritize the clear communication of a compelling digital vision as this variable has shown the most significant impact on employee innovation. Although the overall mean reflects a high of level of agreement leaders should focus more on articulating how specific digital technologies align with organizational goals since this lower mean score compared to others. By strengthening the alignment between technological tools and the bank's long term objectives management can ensure that employees do not just adopt new systems but also understand strategic purpose. Sustaining the current strengths such as forward thinking in implementation will foster security and inspiration among the workforce which ultimately leads to a continuous flow of creative digital solutions and higher levels of engagement. 
	In terms of digital citizenship, the research findings suggest that while it is well established cultural foundation. It does not currently have statistically significant impact on driving innovation at AYA Bank. Therefore, the bank should transition from merely promoting digital ethics and security toward integrating these values into active problem-solving frameworks. Management planning received the lowest score and work an making these channels more accessible contribution. Maintaining the existing strong consensus protecting the banks reputation and building trust but additional efforts are needed to link these responsible behaviors with innovative risk taking to transform digital citizenship into a more dynamic driver of growth.
 	For systematic improvement the bank should capitalize on its significant positive impact by further institutionalizing data driven approaches and continuous learning mechanisms. Since the scores for evaluating digital systems and monitoring, progress was slightly lower, the bank should implement more frequent and transparent feedback loops to ensure that technological upgrades are meeting actual employee needs. Strengthening these systematic frameworks will allow the bank to identify and rectify inefficiencies more quickly thereby creating a more agile work environment. By maintaining the high performance in promoting continuous learning, the bank can ensure that its human capital remains capable of utilizing new digital solutions effectively which serves as vital safeguard against technological obsolescence in a competitive banking sector. 
	Finally for employee innovation the bank must focus on enhancing the areas where employees feel less certain such as their initiative in starting new task and bringing in fresh ideas for digital products. Management should introduce reward systems or innovation labs that specifically encourage individual initiative to bridge the gap between having digital confidence and taking active innovative steps. At the same time the bank must maintain the exceptionally high confidence levels employees have in learning new. Conserving this high digital self-efficacy is crucial because it ensure that the workforce remains resilient and proactive during periods, of rapid change. By addressing the slight disagreements and reinforcing the strong areas of agreement AYA Bank can transform its digital leadership capabilities into a sustainable engine for institutional excellence and service evolution.

5.3	Needs for Further Research
	The current study was primarily focused on the branches of AYA Bank within the Magway Region, which may not fully represent the digital leadership dynamics and innovation levels across the entire national banking network. Future research should consider expanding the geographical scope to include diverters region or conducting a nationwide comparative study to ensure broader generalizability. Furthermore, subsequent investigations could involve multiple private and public banks to provide a more comprehensive perspective on how digital leadership influences, employee innovation across the entire financial sector in Myanmar.
 Since this study adopted a purely quantitative approach using structured questionnaires, it provided statistical evidence of relationships but may have lacked deeper, contextual nuances regarding employee experiences. Future researchers are encouraged to utilize a mixed-method approach, integrating qualitative techniques such as in-depth interviews or focus group discussions with employees and management. This would allow for a more comprehensive understanding of the understanding of the underlying challenges and psychological factors that influence how digital leadership translates into practical innovation at the operational level. 
	This research specifically examined the direct correlation between digital leadership and employee innovation; however, other intervening-factors could potentially influence or strengthen these relationships. Future studies should explore the roles of mediating variables such as organizational culture, digital Literacy, or employee engagement to see how they facilitate this link. Additionally, the inclusion of moderating factors, such as the level of technological infrastructure and personal: resilience to digital change, would provide a more robust and sophisticated conceptual model for understanding organizational transformation.
As digital technology and the banking environment are rapidly evolving, the cross-sectional nature of this study only captures a snapshot of the current situation at AYA Bank. To better understand the long-term impacts and the sustainability of innovation driven by digital leadership, future research should adopt a longitudinal design. This approach would involve collecting data at multiple points in time to observe how leadership styles adapt to emerging technologies like Al and blockchain, and how these shifts affect innovation trends over, several years.
While this study highlighted visionary leadership and digital citizenship, the increasingly critical areas of cybersecurity leadership and digital ethics warrant separate, dedicated, investigation within the financial sector. Suture research should investigate how leadership focus on digital safety, privacy protection, and ethical engagement influences employee trust and their willingness to experiment with new digital tools. Understanding these dimensions is essential for banks to foster a secure and responsible innovation culture an increasingly volatile digital era.
Beyond the geographical and methodological expansions previously discussed, future scholarly inquiries should prioritize a more granular examination of the socio-technical ecosystem within the Myanmar banking industry. While this study identified a positive correlation between digital leadership and innovations the specific mechanisms of how digital citizenship translates into daily operational creativity remain an open area for exploration. Future studies could implement a multi-level modeling approach, analyzing data from both individual employees and organizational units, simultaneously to identify whether leadership influence varies across different departments, such as front- end customer service versus back-end IT operations. This would reveal if certain functioned areas require more specialized forms of digital guidance to foster innovation.
Furthermore, as the global financial landscape shifts toward decentralized finance (Defi) and hyper automation, subsequent ant research should investigate the impact of "Technostress" as a potential moderator. While digital leadership aims to inspire, the rapid pace of digital transformation can often lead to employee burnout or resistance. Exploring the balance between high-tech leadership and ‘‘high-tough’’ emotional support would provide a more holistic view of sustainable innovation. Researchers are also encouraged to explore the intergenerational gap in digital adoption a comparative analysis between ‘‘digital natives’’ and "digital immigrants’’ within the banking workforce could offer tailored leadership strategies for a diverse age demographic.
Lastly, future research should not overlook the role of external environmental factors, such as national digital policies and the evolving regulatory framework of the Central Bank of Myanmar. Investigating how these macro-level influences interact with internal digital leadership styles would enhance the contextual richness of the findings. By integrating these diverse variables ranging from psychological well-being to macro-economic digital shifts, future investigations can build resilient, and predictive framework for digital transformation, ensuring that the Myanmar financial sector remains competitive and ethically sound in an increasingly volatile digital era.
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APPENDIX (A)
Impact of Digital Leadership on Employee Innovation in AYA Bank
Section (A)
Demographic Profile of Respondent

Please tick (√) the appropriate answer. 
Section A: Respondent Profile 
1. Gender
· Male
· Female

2. Marital Status 
· Single
· Married 

3. Age (Years)
· ≤ 25 Years 
· 26 - 35 Years 
· 36 - 45 Years
· 46 - 55 years 
· Above 55 Years 

4. Education Level 
· High School
· Under Graduate 
· Bachelor Degree
· Master Degree
· PhD Degree
· Others: Please Specify ------------------------ 


5. Position
· Entry level (Intern/ Probationary Officer, Bank Assistant / Junior Assistant)
· Officer level (Assistant Officer/ Officer, Senior Officer)

· Management level (Assistant Manager, Manager/ Branch Manager, Senior Manager/ Assistant General Manager (AGM)
· Senior Management (General Manager (GM), Chief Officers (C-level) CEO, CFO, CTO	
			
6. Departments
· Retail Banking
· Corporate Banking
· Human Resources (HR)
· Information Technology (IT)
· Compliance & Risk Management
· Finance & Accounting
· Marketing & Communication

7. 	Working Experiences in AYA Bank
· Less than 2
· 2 - 4 
· 5 - 7
· 8 - 10 
· Above 10 

8. Monthly Salary (Kyat)
· ≤ 300,000
· 300,001 – 600,000
· 600,001 – 900,000
· 900,001 – 1,200,000
· 1,200,001 – 1,500,000
· Over 1,500,000

Section (B)
Digital Leadership
Please indicial the responses that best fit your agreement or disagreement with each statement by ticking (√) only a box from the following interpretations of the scales:
Strongly Disagree	-	1 
Disagree	-	2   
Neutral		-	3                  
Agree	-	4
Strongly Agree	-	5 
1.	Visionary Leadership
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	My leader clearly communicates a compelling digital vision for our organization.
	
	
	
	
	

	2
	 My leader demonstrates forward-thinking in implementing digital technologies.
	
	
	
	
	

	3
	My leader inspires employees to embrace digital transformation initiatives.
	
	
	
	
	

	4
	My leader articulates how digital technologies align with our organizational goals.
	
	
	
	
	

	5
	My leader promotes digital creativity.
	
	
	
	
	





2.	Digital Citizenship
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	My leader promotes responsible use of digital resources and technologies.
	
	
	
	
	

	2
	My leader ensures digital security and privacy measures are implemented across the organization.
	
	
	
	
	

	3
	My leader encourages ethical behavior in digital interactions and communications.
	
	
	
	
	

	4
	My leader demonstrates awareness of digital rights and responsibilities.
	
	
	
	
	

	5
	My leader focuses on digital channels in its strategic planning.”
	
	
	
	
	



3.	Systematic Improvement
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	My leader consistently evaluates and updates digital systems for better performance.
	
	
	
	
	

	2
	My leader implements data-driven approaches to improve organizational processes.
	
	
	
	
	

	3
	My leader promotes continuous learning and adaptation to new digital technologies.
	
	
	
	
	

	4
	My leader promotes technologically skilled to deploy new digital solutions.
	
	
	
	
	

	5
	My leader establishes mechanisms for measuring and monitoring digital transformation progress.
	
	
	
	
	









Section (C)
Employee Innovation
Please indicial the responses that best fit your agreement or disagreement with each statement by ticking (√) only a box from the following interpretations of the scales:
Strongly Disagree	-	1 
Disagree	-	2   
Neutral		-	3                  
Agree	-	4
Strongly Agree	-	5
Employee Innovation
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	Every team member brings in ideas and suggestions for digital products and services.
	
	
	
	
	

	2
	Our bank is always coming up with new digital customer solutions.
	
	
	
	
	

	3
	I am confident in my ability to learn and adapt to new digital tools in my work.
	
	
	
	
	

	4
	I take initiative in starting new tasks when old ones are finished.
	
	
	
	
	

	5
	I actively look for ways to improve my work performance
	
	
	
	
	













APPENDIX (B)
SPSS Output

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.799a
	.638
	.618
	.24130

	a. Predictors: (Constant), SI, VL, DC




	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	5.739
	3
	1.913
	32.854
	.000b

	
	Residual
	3.261
	56
	.058
	
	

	
	Total
	8.999
	59
	
	
	

	a. Dependent Variable: EI

	b. Predictors: (Constant), SI, VL, DC




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.368
	.393
	
	.936
	.353

	
	VL
	.426
	.140
	.370
	3.035
	.004

	
	DC
	.215
	.179
	.211
	1.204
	.234

	
	SI
	.271
	.154
	.290
	1.762
	.043

	a. Dependent Variable: EI
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