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ABSTRACT 

Purpose –  The objective of this paper is to analyse the correlation between strategic 

leadership and digitalisation in the workplace. The study aims to explore the impact of 

strategic leaders in managing the adoption and implementation of digitalisation and 

automation initiatives. The study focuses on three main constructs: strategic leadership, 

psychological well-being, and workplace engagement. 

Design/methodology/approach –  The study utilised a positivist quantitative 

methodology to gather data from the information technology departments and their 

corresponding business units in the South African banking industry. The study employed 

a cross-sectional research design and utilised exploratory factor analysis to analyse the 

collected data. 

Findings –  The findings indicate that strategic leadership in the South African banking 

industry has a clear vision for digitally transforming their organisation. However, the study 

also reveals that employees are not included in the decision-making process regarding 

digitalisation and automation. As a result, many employees have experienced negative 

psychological well-being, which in turn affects their level of engagement at work. 

Practical implications – The paper will build upon the current body of literature 

regarding digital transformation. 

Originality/value –  The instruments were derived from existing literature, but they 

were not simply copied. The study's findings could prove to be extremely valuable for 

organisations and industries looking to embrace and incorporate digitalisation and 

automation.  

   

Keywords 

Strategic leadership, psychological well-being, workplace engagement, digitalisation, 

automation, and exploratory factor analysis. 
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CHAPTER ONE: INTRODUCTION 
 

1.1 Introduction 

 

The rampant digitalisation resulting from technological advancements has significantly 

transformed virtually every aspect of human existence, culminating in a recent shift 

towards a cashless economic system (Odu, 2021). The advent of digitalisation has 

resulted in a significant decline in manual operations, particularly with regard to banking 

transactions. In terms of the banking industry, clients are no longer required to physically 

visit banks for cash withdrawal’s or deposits (Tyagi et al., 2022). Technology has further 

been identified as a crucial strategic resource for enhancing efficiency, and productivity, 

and expediting operational processes within the banking system (Tyagi et al., 2022). 

Given the rapid progress of technology and the increasing digitalisation of various 

aspects of life, it is expected that significant changes will occur in the realm of work, as 

well as in society and organisations as a whole. Consequently, it is imperative for society 

and organisations to develop strategies that maximise the benefits of these 

breakthroughs, while also recognising and effectively dealing with the challenges that 

may arise (Rodriguez-Bustelo et al., 2020). The adoption of digitalisation, supported by 

emerging technologies, is expected to have a substantial effect on labour content and 

work organisation which is likely to influence the methods by which individuals contribute 

to the value chain within an organisation (Subramanien & Sunjka, 2022). The trend of 

digitalisation is enabling alternative modes of employment that offer increased flexibility. 

Emerging trends in employment, such as mobile work that relies on information and 

communication technology and self-employment facilitated by digital platforms, are 

increasingly prevalent on a global scale (Charles et al., 2022). 

The effects of automation extend widely across an organisation, impacting not only the 

less-educated workforce but also highly skilled workers who perform complex tasks 

through the utilisation of software algorithms that conduct analyses and subsequently 

generate automated decisions (Subramanien & Sunjka, 2022). It is imperative for the 

banking industry labour force to possess the ability to adapt to a dynamic digital 

landscape and generate innovative solutions to meet the evolving demands of customer 

decisions (Subramanien & Sunjka, 2022). 

Business leaders are, therefore, adapting their workforce to address evolving digital 

technical requirements by leveraging sophisticated and predictive analytics tools that are 

becoming increasingly accessible (Kellogg, 2021). According to Kellogg (2021), the 
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World Economic Forum (WEF) report indicates that a substantial portion of the labour 

force across various industries will need to undergo significant upskilling in digital 

technologies within the next few years. Irrespective of the magnitude of the impact of 

digitalisation on employment, it is evident that laborers will require distinct proficiencies, 

rather than simply an increase in competencies to navigate through changes brought up 

by digitalisation (Völker, 2017). This underscores the pressing need for individuals to 

acquire the digital competencies necessary to remain competitive in the job market. 

However, leaders engaged in workforce transformation are encountering unanticipated 

roadblocks, as they endeavour to keep their employees' skills in step with rapid 

digitisation and automation (Kellogg, 2021).  

Regardless of the specific number of occupations that are at risk of becoming automated, 

continual hollowing-out will destabilise the labour market, causing employment losses in 

some areas while contributing to job growth in other areas. Acquiring additional skills is 

going to be a part of the solution (Völker, 2017). The incorporation of novel technologies 

in the workplace frequently disrupts established status hierarchies based on factors such 

as tenure, role, or expertise. These factors determine the level of respect, presumed 

proficiency, and deference that an employee is accorded by others within the 

organisational framework (Kellogg, 2021). 

 

1.2 Background in terms of the banking industry 

 

The proliferation and heightened utilisation of the Internet and digital technologies in 

recent decades have presented numerous prospects for the digitalisation of businesses 

and the development of novel digital business models. The fourth industrial revolution 

(4IR) has led to a global transformation and restructuring of businesses, including banks 

(Louw & Nieuwenhuizen, 2020). The emergence of fintech firms, and technology-

mediated telecommunication companies has also led to a swift integration into the 

traditional banking industry, providing financial services that prioritise customer 

satisfaction, experience, accessibility, and affordability. The rise of digital-only neo-banks 

has been observed, which place emphasis on payment, money transfer, lending for small 

and medium-sized firms, and microfinancing. These neo-banks also actively promote 

technical advancements such as digital wallets and peer-to-peer messaging transactions 

(Wewege et al., 2020). 

The finance industry in South Africa has, therefore, undergone significant radical 

changes and transformations over the past 20 years. The industry has grown rapidly, 
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becoming the most stable and resilient sector in South Africa. The industry has endured 

numerous frightening global challenges, such as the global financial crisis and multiple 

recessions, and is presently performing among the best in the world, despite the current 

global geopolitical challenges stemming from the Ukrainian conflict. This stability and 

resilience are primarily due to the regulatory framework that the South African Reserve 

Bank (SARB) oversees, which ensures the stability of South African financial markets 

(Moyo, 2018).  

In light of 4IR, numerous industries, such as the banking sector, are contemplating or 

are adopting digitalisation throughout their business models and services in order to 

maintain their relevance. In recognition of this reality, traditional banks in South Africa 

have taken steps to provide customers with the ability to access their respective banking 

institutions (Louw & Nieuwenhuizen, 2020). 

The term digital disruption pertains to the manner in which digital technologies are 

causing significant upheavals in various industries, thereby altering the established 

norms and regulations. The concept of digitalisation pertains to the manner in which 

corporations are adjusting to the novel reality brought about by digital disruption. The 

process of digital transformation involves not only the reconfiguration of an organisation's 

vision, strategy, structure, processes, capabilities, and cultures, but also has the potential 

to disrupt markets and entire industries (Modiba & Kekwaletswe, 2020). The success of 

an organisation's digitalisation process is contingent upon the involvement of its 

employees. In the absence of human resources, digitalisation initiatives cannot be 

achieved. Consequently, the efficacy of digitalisation initiatives relies on the individuals 

who participate in the transformation process (Modiba & Kekwaletswe, 2020). Therefore, 

the focus of this study is to comprehend the impact of digitalisation on the psychological 

well-being of employees and to explore its influence on workplace engagement. 

 

1.3 Research problem 

 

The South African banking industry is undergoing rapid and continuous changes 

underpinned by the advancement of technology. The current global economic 

landscape, coupled with the effects of globalisation and the emergence of new players 

in the banking industry, has prompted established banks to explore new strategies to 

maintain their relevance and competitiveness in this ever-evolving industry. Many 

entities in the industry are embracing emerging technologies that are based on the 4IR 

to digitise, optimise and automate processes that were previously performed manually, 
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with the aim of enhancing efficiency and augmenting productivity. The widespread 

implementation of digitalisation and automation is not only affecting the way that banks 

operate, but is also causing significant nervousness among employees, as many 

employees’ positions are at risk of becoming redundant.  

Notwithstanding the various achievements made by the South African banking sector 

over the years, it is noteworthy that many banks are implementing digitalisation projects 

without fully considering how doing so will affect their employees. A fundamental shift in 

how organisations are structured and how people perform their jobs is imposed by 4IR 

(Flores et al., 2020). Owing to this transition, it is essential to prioritise the importance of 

human factors, as they are thought to be the driving force behind any revolutionary 

change (Flores et al., 2020). This calls for a strong will of the human resource 

management (HRM) of organisations (banks) to align with organisational strategic 

objectives and comprehend the capabilities needed to succeed in this digital era. 

 

1.4 Research questions 

 

The problem statement served as the basis for the main research question, namely:  

“What role does strategic leadership play to ensure that employees’ psychological 

well-being is considered during the South African banking sector's transition 

towards digital and automated processes?  

Three sub-questions apply: 

RQ1: What are leaders in the banking industry doing to enable employees’ psychological 

well-being in the workplace in the era of digitalisation and automation? 

RQ2: What strategies are strategic leaders employing to ensure workplace engagement 

during the era of digitalisation and automation within the South African banking industry? 

RQ3: What are the effects of digitalisation on employees’ psychological well-being? 

RQ4: What is the role of human resources managers within the South African banking 

industry in terms of facilitating employees’ acceptance of digitalisation and automation in 

the workplace? 
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1.5 Purpose of the research 

 

The purpose of this quantitative research was to investigate and assess the effects of 

digitalisation and automation on the psychological well-being of employees in the SA 

banking institutions, and their workplace engagement, indicating the role of strategic 

leadership to facilitate change. Admitting that technological change is a reality, this study 

would provide empirical evidence that could serve to pacify employees and enhance 

transformation in the workplace.  

Relevant hypotheses are presented in Chapter Three, following the literature 

review (Chapter Two). 

 

1.6 Research context 

1.6.1 Business relevance 

Digitalisation utilises digital technologies and data to drive transformative 

changes within enterprises and their corresponding ecosystems (Dredge et al., 

2019). The phenomenon under consideration has the capacity to alter the 

dynamics of markets and production techniques so yielding noteworthy 

consequences for economic and social structures, as well as innovation and 

competitive advantage (Dredge et al., 2019).  As a result, this revolution is 

causing significant changes within the banking industry's ecosystems (Kaur et 

al., 2020). However, despite the myriad potential that digitalisation presents to 

organisations, it also fundamentally transforms the nature of work, hence 

presenting a multitude of problems for employees' skill sets (Charles et al., 2022).  

Consequently, there is a transformation in how the work is conceptualised and 

executed (Charles et al., 2022).  The effects of the rise of digital technology will 

continue on labour and employment, and are complex (Charles et al., 2022). 

According to Chodyniecka (2022), transformational leadership and employee 

autonomy are two critical variables that can greatly effect workplace engagement 

and organisational performance. These factors are equally important to the 

success of a business. The ability to motivate and inspire individuals to fulfill their 

full potential, plan for the future, and anticipate change is one of the capabilities 

that transformational leaders possess. On the other hand, employee autonomy 

is a crucial driver of human motivation, performance, and satisfaction, as stated 

by Reisinger and Fetterer (2021). According to earlier studies by Buil et al. (2019), 
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transformative leadership has an immediate effect on both work performance and 

workplace engagement. The purpose of this particular study was to investigate 

the ways in which digitalisation and automation have an effect on the 

psychological well-being of employees, as well as how these factors influence 

workplace engagement in high-pressure environments such as the banking 

industry. 

Organisations operate within a business environment that is characterised by 

many global problems, dynamic consumer expectations, and constantly evolving 

economic considerations. The aforementioned criteria necessitate strategic 

leaders to establish an atmosphere that is favourable for empowering people and 

fostering a culture of workplace engagement. In light of the aforementioned 

obstacles and uncertainties, it is imperative for strategic leaders to effectively 

inspire and encourage people to actively embrace and endorse these changes. 

This can be achieved through the cultivation of employees' readiness and 

dedication towards embracing change (Faupel & Süß 2019). 

In contrast to strategic leadership, it has been found that employee psychological 

well-being is directly proportional to the degree of employee flexibility (Reisinger 

& Fetterer, 2021). Reisinger and Fetterer (2021) further state that employees are 

likely to be more engaged and stay committed to their jobs when they are allowed 

to choose how to work. It is concerning that job hopping is nowadays more 

prevalent in the current labour market than ever before Chodyniecka (2022) 

questioning strategic leadership. In today’s dynamic, complex environment, 

business leadership has emerged as one of the key competencies of 

organisations. Organisations with strong-minded, innovative, forward-thinking, 

risk-taking, and entrepreneurial leaders tend to outperform their competitors. 

While the study did not seek to study digital transformation, globalisation, COVID-

19, or global geopolitical challenges, the researcher drew these phenomena 

closer to the study because these phenomena have radically changed the 

business environment, and the ways of working, and strategic leaders are at the 

center of responding to these radical changes. The outcomes of this study will 

therefore be crucial for financial institutions in aligning themselves for the future, 

and taking along a much happier workforce. 
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1.6.2 The impact of digitalisation and automation 

The rise of digitalisation and automation has the potential to significantly 

influence the characteristics of work and employment. According to Spencer et 

al. (2021), the influence can be assessed from three distinct dimensions. To 

begin with, it is important to consider the immediate impacts on employment. The 

present discourse delves into the examination of arguments and forecasts 

pertaining to the phenomenon of job displacement resulting from digital 

automation (Spencer et al., 2021). Additionally, there are implications for pay.  

There exists a range of perspectives about the effects of digitalisation and 

automation on salaries, encompassing both favourable and unfavourable 

viewpoints. Furthermore, the impact on the nature and content of the work itself 

should also be considered (Spencer et al., 2021). This study focused on the 

potential impact of digitalisation and automation on employees’ psychological 

well-being, rather than solely examining changes in workload or its impact on 

salaries. Consequently, Nazareno and Schiff (2021) argue that the well-being of 

employees is a matter of significant societal significance, yet in the literature, it is 

sometimes disregarded in conversations about digitalisation and automation, and 

the prospective impact on the future of work. Frequently, academic and policy 

discussions have oversimplified the focus on the benefits of technical 

complementarity in comparison to the drawbacks of technological substitution. 

 

1.6.3 Job displacement 

While automation and digitalisation are not new concepts, there remain 

unanswered questions and concerns surrounding them. One of the most 

concerning effects is job displacement, which occurs when jobs are lost as a 

result of automation or the substitution of human labor with robots (Rakovská, 

2020). Consequently, the potential outcomes of change will have a direct impact 

on the psychological well-being of employees (Winasis et al., 2020). If the 

situation is not managed effectively, it could potentially have a detrimental impact 

on the changes itself. This is because organisations rely on the commitment and 

participation of their employees throughout this phase (Winasis et al., 2020). 

The process of digitalisation and automation often sparks concerns about 

widespread job losses, as advancements in technology have the potential to 

replace human workers at a faster rate (Rakovská, 2020). Technological 
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unemployment can be regarded as the consequence of the swift proliferation of 

digital technologies. However, inquiries emerge about the magnitude and 

characteristics of employment displacement. Specifically, what is the potential 

magnitude of job displacement resulting from digitalisation and automation; in 

which sectors and geographic regions are job losses expected to be most 

prevalent; moreover at what rate will employment opportunities diminish? These 

are issues that merit answers to keep the workforce content. 

 

1.6.4 Wage effects of digitalisation and automation  

Furthermore, aside from the implications on job displacement, the processes of 

digitalisation and automation are anticipated to have an influence on the external 

facets of employment, specifically pertaining to wage levels and compensation. 

The effects of digitalisation and automation on work extend beyond the mere 

dichotomy of job generation or elimination, encompassing considerations of job 

quality such as security and wages (Aubert-Tarby et al., 2018). When considering 

the aspect of work security, it is observed that digitalisation and automation have 

a tendency to elevate staff turnover rates and result in less stable employment 

conditions (Aubert-Tarby et al., 2018). Similarly, empirical evidence has 

demonstrated that technology advancements exert a negative influence on pay 

levels (Aubert-Tarby et al., 2018). 

The influence of economy 4.0 on pay inequality is expected to remain relatively 

minimal due to the fact that the digital transformation scenario does not confirm 

the polarisation hypothesis (Mönnig et al., 2019). The growing salary gap can be 

attributed to the rise in competition for workers with high levels of education and 

experience. On the other hand, the fact that the impact of digitalisation on workers 

with low levels of ability is relatively minimal precludes a more significant rise in 

wage disparity  (Mönnig et al., 2019). Although the study did not directly 

investigate the impacts of digitalisation and automation on wages, it 

acknowledged these factors, as existing literature has demonstrated that they 

can influence employees' psychological well-being either positively or negatively. 

 

1.6.5 Changes to the nature of work and job quality 

According to Parker and Grote (2022), who reference Walsh and Strano (2018), 

technology has the potential to replace tasks that are considered monotonous, 
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hazardous, or physically demanding. For instance, drones can be employed to 

identify and mitigate potential dangers. Technology can also enhance the quality 

of services, as demonstrated by Zume in the USA. Zume utilises advanced 

technology to cook pizzas inside their specially designed trucks equipped with 

ovens. The ovens are timed in such a way that the pizzas are perfectly cooked 

by the time the truck reaches its destination (Parker & Grote, 2022). There is a 

great deal of enthusiasm surrounding the economic benefits that come from 

embracing digitalisation and automation, and positive examples like these only 

add to that excitement. Digital goods and services, for example, are typically 

more affordable. This affordability allows for distribution on a larger scale, 

eliminating the need for costly localised production (Parker & Grote, 2022). 

Digital technology has a significant impact on production. The emergence of 3D 

printing has made it possible to manufacture products of various shapes and 

sizes, ranging from simple components to intricate, multi-component devices. 

The Internet of Things (IoT) enables you to monitor the movement of raw 

materials, billets, and finished products throughout all stages of the production 

cycle, all the way to delivery to consumers  (Azoeva et al., 2020). The widespread 

use and proliferation of digital technology in various sectors of material production 

and services is, therefore, changing the dynamics between employers and 

employees. This has significant implications for employment, unemployment, and 

labor income. The labor market is influenced by various factors, including 

demographics, technology, economy, society, and politics (Azoeva et al., 2020). 

Digitalisation is becoming increasingly important as a leading technological factor 

due to the rapid growth of information flow and the increasing complexity of tools 

used in industrial and economic activities. Automation has become an effective 

tool for enterprises to optimise costs.  

However, for the working-age population, digitalisation poses a threat as it leads 

to job cuts resulting from a decrease in labor demand (Azoeva et al., 2020). As a 

result, the banking sector is undergoing significant changes due to digitalisation 

and automation. These changes have the potential to impact employees, who 

may perceive their jobs as being at risk. This study will provide some insight 

concerning employees thoughts. 
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1.6.6 Changing landscape of business models 

Although the potential risks to employees from digitalisation and automation have 

been extensively discussed, it is important to acknowledge that these 

advancements also provide numerous opportunities for industries and 

businesses of all sizes, including the ability to enter new markets through the 

implementation of new business models. The rise of digitalisation has had a 

significant impact on different aspects of business, particularly on companies' 

business models. It has facilitated new forms of collaboration between 

companies, resulting in the development of innovative products and services 

(Rachinger et al., 2018). Additionally, digitalisation has also transformed the way 

companies interact with their customers and employees, leading to new types of 

relationships. Simultaneously, the process of digitalisation has compelled 

companies to critically evaluate their existing strategies and proactively seek out 

new business opportunities in a systematic manner and at an early stage 

(Rachinger et al., 2018). 

It is further argued that the degree of digitalisation capability may vary among 

firms within and across industries. However, a firm is only interested in 

digitalisation if it can effectively utilise its digitalisation investments in its business 

model (Ritter & Pedersen, 2020). This occurs when digitalisation is implemented. 

Without incorporating digitalisation into the business model, a firm's digitalisation 

capability becomes nothing more than an expense, lacking any return on 

investment. Hence, it is crucial to accurately identify and analyse the specific 

areas and manner in which digitalisation affects a particular business model 

(Ritter & Pedersen, 2020).  

Although the aforementioned dimensions are not directly addressed in the study, 

they have been acknowledged in the literature and are further explored in chapter 

two. It is suggested that these constructions have the potential to impact factors 

that may influence workplace engagement and psychological well-being.  Figure 

1.1 illustrates the potential opportunities that arise from digitalisation and 

automation for businesses. As mentioned earlier, business models play a crucial 

role in facilitating interactions between organisations and their employees, which 

can have both positive and negative effects on workplace engagement. 
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Figure 1.1: Digitalisation and automation opportunities  

 

 

 

 

 

 

 

 

 

Source: Author’s own 

To provide additional support for the statement above, the study conducted by Goswami 

and Upadhyay (2019) revealed a significant level of workplace engagement, with a mean 

score of 3.77 and a standard deviation of 0,37. Based on the available information in the 

study, it considered the possibility that employees may be more engaged in a digitalised 

environment as compared to a manual intensive working environment. The study by 

Goswami and Upadhyay (2019) further applied a regression equation to examine the 

impact of digitalisation on customer experience, operational efficiency, and business 

modeling. The results confirmed that digitalisation aimed at improving operational 

efficiency embedded with new business models significantly affects workplace 

engagement within an organisation. The results of the study provide direct support for 

the current research. However, the current study goes a step further by examining how 

employees' psychological well-being is impacted by these factors. 

 

1.7 Theoretical contribution 

 

The rise of digitalisation has significantly transformed the attitudes and behaviours of 

individuals, while also serving as a crucial driver of economic operations. It has made 

things faster and more user-friendly in every field, but the contribution of this innovation 

is incredible in the banking sector (Tyagi et al., 2022). Although certain transformations 
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are expected to enhance our quality of life, the anticipated effects of the digital revolution 

on labour and employment are a subject of dispute (Rodriguez-Bustelo et al., 2020).  

The advent of digitalisation in the labour market presents a plethora of promising 

prospects, albeit accompanied by significant challenges. The potential benefits 

encompass enhanced productivity, novel market prospects, increased employment 

opportunities, improved equilibrium between work and personal life, and elevated 

remuneration. Furthermore, this presents a prospect for not only economic 

transformation but also industrial advancement and employment generation, 

encompassing environmentally sustainable and adaptable job opportunities (Charles et 

al., 2022). The challenges encompass a range of issues such as limited access to social 

security, restricted association, inadequate control and inspection of work, and potential 

health implications. The adverse impacts of digitalisation are linked to factors such as 

financial instability and employment uncertainty, heightened work demands, and a 

decline in psychological well-being. Digital labour platforms offer novel employment 

opportunities and income streams, however, they also pose significant obstacles to 

safeguarding workers' rights, ensuring their representation, and promoting equitable 

treatment (Charles et al., 2022). 

As a result, the study will strive to provide comprehensive and relevant insights to 

business leaders and organisations in the South African banking industry (extending 

literature) on the issues employees face during digitalisation processes, as well as how 

this affects their psychological well-being. The research will add to the existing body of 

knowledge by delving deeper into the relationship between digitalisation, strategic 

leadership, and employees' psychological well-being and workplace engagement. Most 

critically, the research will look into how strategic leadership influences this relationship. 

The findings of the study can be used to shape organisational policy by identifying 

strategies that can help mitigate the negative impact of digitalisation on employees' 

psychological well-being and engagement. These strategies can be implemented during 

the digitalisation process and even after it is completed. 
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Figure 1.2 Research scope 

  

 

 

 

 

Source: Author’s own 

 

1.9 Conclusion 

The chapter begins with a discussion on South African banking industry, focusing on 

efficiency and competitiveness. Furthermore, the chapter not only presented the problem 

statement and the purpose of the study but also elaborated on the study's significance 

in relation to the business context. In the concluding part of this conversation, the chapter 

also discusses the potential contribution that the current study could make to the existing 

body of knowledge. The chapter delved deeper into the topic of digitalisation and its 

impact on the banking industry. It indicated how digital technologies and data can be 

used to drive significant changes within businesses and their surrounding ecosystems. 

The revolution brings about changes in market dynamics, production techniques, and 

economic and social structures, resulting in innovation and a competitive advantage. 

However, it also brings about a fundamental transformation in the nature of work, which 

in turn presents challenges for employees in terms of their skill sets. Transformational 
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leadership and employee autonomy are both crucial factors that have a significant impact 

on workplace engagement and organisational performance.  

Transformational leaders play a crucial role in motivating individuals to achieve their 

maximum potential, while employee autonomy significantly contributes to motivation, 

performance, and satisfaction. These factors are equally vital for achieving success in 

business. The chapter explained the business relevance of the study, examining various 

factors that are believed to contribute to employees' psychological well-being. These 

factors include job displacements, wages, and the evolving nature of work. The objective 

of the study was to offer valuable insights to leaders in the South African banking industry 

regarding the psychological well-being of employees during the process of digitalisation. 

The study examined the correlation between digitalisation, strategic leadership, and 

workplace engagement. It also aimed to identify effective strategies for minimising the 

negative effects of digitalisation on employees. 
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CHAPTER TWO: LITERATURE REVIEW 

 

2.1 Introduction 

 

This section offers a complete analysis of the existing literature, with a particular 

emphasis on the core ideas of digitalisation and automation, which are supported by 

novel technologies that are revolutionising worldwide corporates processes. This section 

offers a general summary of the existing literature of the banking industry in South Africa 

as well as its relevance within the overall economic system of the country. The chapter 

further focuses on the existing literature on digitalisation by analysing how companies 

operating within the South African banking industry are shifting from previously manual 

operations by optimising them to increase efficiency and minimise costs. The chapter 

further analyses the existing literature on the implications of digitalisation and  

automation on the mental health of workers in the company.  

A large amount of anxiety is generated among banking personnel as a result of concerns 

surrounding the possibility of job loss and the loss of autonomy at work as a result of the 

shift to digitalisation and automation. Within the context of the South African banking 

business, the chapter analyses the existing literature on the benefits and drawbacks 

associated with the increased use of digitalisation and automation. In addition, it 

investigates the potential strategies that industry strategic leaders may put into practice 

in order to maximise the benefits and minimise risks in this era of digitalisation and 

automation.  

The chapter further addresses the theories that formed the basis of the research by 

presenting the existing literature on the connection between strategic leadership and 

digitalisation, as well as the connection between digitalisation and workplace 

engagement. In the end, the research presented two existing established models, one 

being the technology acceptance model and the other being the job demands-resources 

(JD-R) model, in the context of the current research.  

 

2.2 Emergence of Digital Technologies 

 

The emergence of digital technologies has brought about significant changes in the 

behaviour of business-to-business (B2B) and business-to-consumer (B2C) enterprises 
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in the context of commercial markets, particularly with concerning their product offerings 

and sales strategies, introducing novel demands for companies’ capabilities (Ritter & 

Pedersen, 2020). This rapid growth of digitisation has given rise to novel approaches for 

attaining organisational ambidexterity, which refers to the capacity to simultaneously 

pursue efficiency and flexibility by maintaining a balance between exploitation and 

exploration (Park et al., 2020), which enables organisations to penetrate new markets, 

attract new global customers and adopt new business models. These changes have, 

however, also introduced a variety of complexities that necessitate a shift in how 

businesses produce products and services and create value. Digitally connected global 

companies have access to numerous new opportunities, such as obtaining global 

resources, reaching foreign customers, and enhancing the efficiency of global 

operations; however, business executives must not underestimate the risks involved 

(Luo, 2022). Mitigating risk is one of the primary objectives of international businesses 

(Luo, 2022). 

 

2.3 South African Banking Industry 

 

The banking industry is critical to most countries' economic growth and development 

(Heerden, 2022). An effective and efficient banking industry is critical to the stability of 

financial markets in any country, impacting the economy (Banya & Biekpe, 2018). 

According to Moyo (2018), the banking sector plays a crucial role in mobilising savings 

and directing them toward productive sectors, thereby contributing to the optimal 

allocation of resources. South Africa’s banking sector is characterised by intense 

competition, which catalyses innovation, efficiency, and improved customer service. The 

banking sector in South Africa is well-regulated, established, and capitalised, making it 

a key contributor to the country's economy (Heerden, 2022).   

The primary impetus behind robust and efficient markets is competition, which stimulates 

innovation among firms, boosts productivity, and leads to the optimal allocation of 

resources. A competitive atmosphere fosters fair competition among companies and 

subjects businesses to ongoing pressure to build efficiency and provide the most 

comprehensive selection of products and services at the most favourable prices (Moyo, 

2018). The significance of banking efficiency cannot be overstated, as banks serve as 

channels for comprehensive economic growth within an economy (Banya & Biekpe, 

2018). Thus, banking efficiency is of particular interest to African policymakers and 

regulators, as well as researchers researching patterns in bank performance in frontier 
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African countries (Banya & Biekpe, 2018). The enhanced efficiency of the banking 

industry in South Africa can be attributed to the abandonment of traditional banking 

models by established banks and the emergence of new competitors who have 

introduced digital banking models (Wewege et al., 2020). Traditional South African banks 

are aggressively investing in the digitalisation of their services to differentiate themselves 

from financial technology startups through innovation and technology (Wewege et al., 

2020). 

Therefore, the importance of the South African banking industry to the economy cannot 

be overemphasised. It is also, prudent for the industry to continue transforming and 

adopting newer business and operating models to stay abreast of the evolution of 

technology. The rapid progression of technology, particularly the emergence of 

innovative technologies such as AI, robotic process automation (RPA), and IoT, has 

presented a challenge to traditional banking models. This provides banks and other 

entities with the opportunity to restructure and re-engineer their processes and 

implement innovative business and operating models, leading to the automation of 

processes that enhance efficiency.  

 

2.4 Digitalisation: A threat or a blessing? 

 

The modern era is characterised by an unprecedented rate of evolution, wherein the 

management of daily operations, whether in the context of a business or personal life, 

has shifted away from traditional modes of physical engagement. The advent of rapidly 

evolving digital technology has become prevalent in this modern era (Mofokeng & 

Mokoena, 2021). The South African banking industry is also currently shifting towards a 

digital-first and mobile-first approach, however, the requirement for banking technology 

and services to be available seven days a week has resulted in a need for accessible-

foremost banking business models  (Louw & Nieuwenhuizen, 2020). This implies that 

not only mobile-first strategies are necessary, but also the provision of infrastructure that 

enables access to online banking technologies, both remotely and on-premises (Louw & 

Nieuwenhuizen, 2020).  

In their research on the effect of automation and digitalisation on occupational stress in 

the automobile industry, Reddy et al. (2022) assert that the automotive industry is 

transforming as a consequence of industrial automation and digital technology-induced 

disruption. The process of digitalisation enhances the capacity of organisations to 
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reinforce their market standing and facilitates the exploration of new domains. However, 

the primary objective remains the generation of profits in their fundamental operations 

(Smirnov, 2022). Based on their research findings, Reddy et al. (2022) recommend that 

several strategies be implemented inside organisations embarking on digitalisation 

initiatives to prevent or reduce digitalisation anxiety and to further improve employees' 

attitudes toward digitalisation. Future research may prioritise comparative studies as a 

means of generalising findings (Reddy et al., 2022). Based on the findings and 

recommendations of Reddy et al. (2022), the study will conduct a comparative analysis 

study within the South African banking industry to investigate strategies that the South 

African banking industry could implement to prevent and reduce digitalisation anxiety, 

which could improve employees' attitudes toward digitalisation. 

 

2.4 1 The digitalisation process  

The process of digitalisation has a significant impact on global enterprises, resulting in a 

multitude of changes and innovations that are transforming the way business is 

conducted (Luo, 2022). The emergence and exponential growth of technologies 

underpinning digitalisation, such as artificial intelligence (AI), RPA, smart technology, 

and automation, is projected to have a significant impact on all sectors of our societies, 

lives, and economies (Rodriguez-Bustelo et al., 2020). According to Joshi (2022), over 

the past five years, businesses from different industries have observed radical changes 

in customer behaviour and preference patterns due to technological revolution. Billions, 

if not trillions of global banking transactions, today, are processed through digital 

platforms, with mobile devices being at the centre of the revolution in how banking is 

conducted today (Joshi, 2022). This represents a new frontier in the business world (Luo, 

2022). This digitalisation offers local, regional, and national enterprises new 

opportunities to penetrate global markets and attract new customers, thus fuelling an 

innovative culture, however, digitalisation also brings unique risks (Luo, 2022). 

Technologies underpinning digitalisation have significantly shifted consumers’ mindset, 

whereby consumers expect more personalised products and services that are delivered 

within an acceptable timeframe; therefore, banking institutions have no choice other than 

to respond to these patterns of change to stay relevant and competitive (Joshi, 2022). 

 

2.4.2 Benefits of digitalisation 

Industry 4.0 or 4IR, as it is known by many people today, is a revolution that brings many 

benefits to organisations and a world where everything is becoming digitalised and 
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human contact is decreasing. This revolution also brings convenience to the household 

(Mofokeng & Mokoena, 2021). The proliferation and heightened usage of the internet 

and related digital technologies in recent decades has presented numerous prospects 

for the digitalisation of businesses and the development of novel digital business models 

(Louw & Nieuwenhuizen, 2020). 4IR has had a significant impact on the banking industry 

by providing increased convenience to customers. Transactions, deposits, and inquiries 

can now be completed remotely, eliminating the need for physical visits to banks and the 

associated long queues. This technological advancement has resulted in significant time 

and cost savings for customers (Mofokeng & Mokoena, 2021). Contemporary digital 

technologies function as accelerators for advancements, thus augmenting their velocity 

and breadth of influence. The utilisation of digital technology provides firms with 

opportunities to experiment, establishing the digital approach as the foundation of 

innovative practices and yielding outcomes that are both vivid and expeditious, as well 

as dependable for the firm. Contemporary organisations have the capability to create 

new products and validate marketing assumptions by utilising the feedback received 

from their customer base (Gupta et al., 2020). 

Efficient automation: Digitalisation of previous manual banking processes, such as 

loan applications and accounts verifications, has presented financial institutions with the 

ability to automate tasks that are repetitive or have low added value by utilising 

techniques such as natural language processing or image recognition (Szalavetz, 2019). 

The implementation of digitalisation and automation in various industries has been 

prevalent for several years. The primary purpose of these technologies is to minimise 

physical labour and enhance the efficiency of human workers (Sarc et al., 2019). 

Predictive analytics capability: The fundamental basis of digitalisation and the digital 

economy lies in the realm of data, making it a vital component of the technological 

infrastructure that supports digitalisation. Multiple data sources are generating data at a 

high velocity. Many banking businesses are shifting away from traditional business 

intelligence analytics and towards predictive analytics capabilities that provide insights 

into potential future consumer preferences and behaviours (Gupta et al., 2020). 

Additionally, the capacity of predictive analytics to gather data from various sources 

enables it to offer comprehensive insights into the market, competition, and customer 

perceptions of services (Akter et al., 2020). The advancement of predictive analytics 

capabilities has improved decision-making processes within the banking industry. 

Operational efficiency: The turnaround time to respond to customer queries and 

provide real-time access to quality banking is critical for the banking industry. With new 
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RPA technology, banking operations are radically transformed (Szalavetz, 2019). RPA 

may now radically optimise labour efficiency in the banking industry by augmenting a 

more sustainable workforce with reliable, efficient, and low-cost digital labour, enabling 

banks to reduce expenses, mitigate future mistakes, and eradicate possible risks 

(Szalavetz, 2019). Digitalisation not only enables banks to enhance their operational 

efficiency, but also equips managers and leaders with new capabilities to effectively and 

efficiently plan, invest, coordinate, and control business resources (Akter et al., 2020). 

 

2.4.3 Risks associated with digitalisation 

While digitalisation is not a recent occurrence, the associated challenges and 

opportunities are continually evolving (Almeida et al., 2020). The process of digitalisation 

necessitates a reconfiguration of operational procedures, resulting in increased 

organisational flexibility, investment in more adaptable structures, strengthened 

standardisation, and automation. These measures are implemented to enhance the 

company's ability to respond efficiently to customer demands (Almeida et al., 2020). The 

rapid implementation of digital technologies and digitisation and their adoption by society 

and organisations have altered our relationship with ourselves, each other, and our 

environment (Burr et al., 2020), suggests that the degree to which banks embrace 

digitalisation will have a consequential impact on the interrelationships among banking 

employees and their work environment, potentially resulting in either favourable or 

unfavourable outcomes for workplace engagement. 

The emergence of digital technologies has led to the automation of numerous routine 

operations, particularly those involving basic manual labour (Zemtsov et al., 2019). 

Simultaneously, the emergence of automated systems poses a potential threat to 

professionals with moderate to high levels of skill across various industries, as well as 

technologists. The primary concern linked to the accelerated digitalisation and 

automation of production is the potential challenge that employees may encounter in 

promptly adjusting to the altered circumstances (Zemtsov et al., 2019). The study by 

Baptista et al. (2020) demonstrates the increasing use and adoption of workplace 

technologies with intelligent and self-contained capabilities, as well as the growing 

number of instances in which technologies generate work activities for humans in 

organisations, thereby expanding the scope of these technologies from assisting 

humans to performing some limited managerial tasks (Baptista et al., 2020). 

According to Baptista et al. (2020) further, studies could explore inquiries pertaining to 

the extent of human involvement in digitalisation configurations. What is the level of 
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quality, distinct from quantity, of the work being produced for human consumption? 

Based on this recommendation, the study will seek to investigate the involvement of 

banks employees during digitalisation process, and what type of future is digitalisation 

producing for bank employees.  

 

2.4.3.1 Digitalisation and employee’s psychological well-being 

Technological advancements in the workplace have undergone a significant 

transformation from primitive office software in the 1980s to interconnected digital 

platforms that incorporate automation and self-learning capabilities driven by AI in 

modern digital workplaces (Baptista et al., 2020). Digitalisation further necessitates the 

strengthening of standardisation and automation, all aimed at enhancing the company's 

ability to respond optimally to customer needs. While organisational restructuring and 

reconfigurations can yield benefits for companies, they can also generate significant 

levels of anxiety and stress among employees (Almeida et al., 2020). These negative 

outcomes can result in decreased productivity, low morale, and a weakened culture of 

workplace engagement within the organisation. 

 

2.4.3.2 Digitalisation and employee’s re-skilling and upskilling  

“Employers in all industries are struggling with considerable shortages of skilled digital 

workers and are seeking innovative alternatives to meet these needs” (Bell, 2022, p.36). 

Existing employees' reskilling and upskilling require a more practical and sustainable 

approach, and often do not require completion of a formal higher education program 

(Bell, 2022). In a dynamic business environment of digitalisation, organisations and 

business leaders must establish a scalable approach for constructing a talent repository 

(Kar et al., 2020). 

4IR is a central force driving digital disruptions and digitalisation, which are transforming 

industrial processes and exerting a significant influence on globalisation (Li, 2022). This 

revolution influences the workforce and enhances access to new skills and knowledge 

(Li, 2022). Citing the WEF report, Li (2022) states that owing to the adoption of new 

digital technologies, 50% of all employees will require reskilling by 2025. In the current 

era of digitalisation, cognitive automation, and global economies, coupled with the 

increasing scarcity of skilled labour, the future workforce is undergoing transformation 

through the process of re-skilling employees to undertake more distinctive human-

oriented tasks (Card & Nelson, 2019). As digitalisation escalates within the banking 
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industry, existing and new employees will require more cognitive, critical, and analytical 

skills to navigate through new ways to work and prepare for future work (Li, 2022).  

To address the expanding digital divide, leaders in the field of information technology are 

implementing ongoing educational initiatives aimed at converting their existing IT 

personnel from conventional "order takers" to consultative, business-oriented service 

providers who possess a comprehensive understanding of their business unit's 

objectives and offerings (Card & Nelson, 2019). The demand for talent in the context of 

evolving digital technologies is characterised by unpredictability. In a dynamic business 

environment, it is imperative for organisations to formulate a scalable approach towards 

constructing a talent repository (Kar et al., 2021).  

The study by Li (2022) recommends that the interaction between higher education, 

labour market, and industries be enhanced, since the study revealed that, to some 

extent, talent shortage exists owing to a lack of awareness of employers' opinions, 

preferences, and expectations. Based on this the study will further seek to investigate, if 

any collaboration exist between South African Banking industry and the institute of high 

learning to collaborate in closing the skill shortage as a result of digitalisation. Kar et al. 

(2021) suggest that further studies should be carried out utilising a quantitative approach, 

such as inferential statistics, in a sector where workers must stay up to date with evolving 

technologies, such as the banking industry. Consequently, the investigation will employ 

a quantitative methodology. 

 

2.5 Workplace engagement 

 

Humans and machines are increasingly integrated in the period of the Fourth Industrial 

Revolution. Disruptive technologies like as artificial intelligence, robots, data science, 

quantum computing, and the Internet of Things are facilitating this convergence. These 

technologies enable the creation of cutting-edge applications such as social robots, self-

driving cars, virtual assistants, 3D printing, and desktop manufacturing (Vermeulen et 

al., 2018). The possibility for humans to be replaced by technology is typically presented 

as a source of concern in discussions about the future of work, whilst the potential for 

humans and technology to collaborate is frequently positioned as a source of optimism 

(Nazareno & Schiff, 2021). The growing adoption of digitalisation and automation in the 

banking sector emphasises the importance of strategic leaders capable of developing 
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digital strategies to mitigate the negative effects of automation and digitalisation on 

workplace engagement sustainability (Borges et al., 2021). 

The implementation of automation and digitalisation has the potential to enhance 

productivity and augment wages for individuals who retain their employment. However, 

the impact on the overall well-being of employees may be uncertain or unfavourable 

(Nazareno & Schiff, 2021). The impact of digitalisation and automation on productivity is 

a topic of ongoing discussion among labour economists. There exists a body of literature 

that examines the extent to which these phenomena are responsible for the reduction of 

employment opportunities, the deterioration of employees' psychological well-being, and 

the decline of workplace engagement (Vermeulen et al., 2018). Employees’ 

psychological well-being is of significant social importance; however, it is frequently 

disregarded in dialogue surrounding automation, AI, and the future of work (Nazareno & 

Schiff, 2021). 

The banking industry is distinguished by a high level of competition who endeavour to 

attract and maintain clientele. Attaining a competitive advantage is of utmost importance 

to stakeholders operating within the banking sector. The integration of advanced AI 

technologies with suitable digital business strategies can enable banking enterprises to 

attain a competitive edge by enhancing workplace engagement, thereby positively 

impacting the psychological well-being of employees (Borges et al., 2021). According to 

Book et al. (2019), this has the potential to allow individuals to direct their emotional and 

cognitive abilities towards converting work into significant and meaningful achievements. 

 

2.5.1 Digitalisation and workplace engagement 

2.5.1.1 Changing employees’ needs and behaviours 

The implementation of digitalisation and automation in the workplace has led to the 

adoption of novel work methodologies which organisations must adapt to through the 

adoption of new business models (Sulistianingtiyas & Djastuti, 2022). During 

digitalisation, employees often undergo a process of personal development as they 

acquire novel digital skills and comprehension (Blanka et al., 2022). This scenario often 

leads to employee resistance, which can ultimately disrupt their psychological well-being. 

According to Blanka et al. (2022), the ability of an organisation to adapt to the emerging 

opportunities and challenges of digitalisation is primarily contingent upon its workforce. 

The current body of research and literature pertaining to digitalisation has predominantly 

centred on the business and strategic aspects, with a restricted inclusion of employee-

centric elements (Trenerry et al., 2021). The unavoidable progress of novel digital 
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technologies within the workplace is inevitable and will result in a transformation of 

businesses, whilst simultaneously augmenting the apprehensions of both organisations 

and employees regarding the future of work (Trenerry et al., 2021).  

Individual work approaches influence the overall productivity, performance, and 

efficiency in a digital workplace (Sulistianingtiyas & Djastuti, 2021). To remain 

competitive and ensure their survival, businesses (including banks) must adopt digital 

technologies and endure process transformation (Trenerry et al., 2021). The introduction 

of digitalisation in the workplace was initially intended to increase productivity 

(Sulistianingtiyas & Djastuti, 2021). The contribution of employees is crucial to the 

success of the digitalisation process. It is essential to perceive their perceptions and 

attitudes toward technological change, along with other strategies aimed at enhancing 

their digital skills (Trenerry et al., 2021). 

 

2.5.1.2 Employees’ perceptions of organisational change 

Organisational change is a strategic approach that involves the active participation of 

leaders, employees, structures, and systems in order to anticipate and adapt to 

environmental changes (W. Adda et al., 2019). Leadership is a crucial aspect of 

managing organisations. It not only impacts policy and decision-making but also sets the 

tone for how all members should approach their work during the change process (W. 

Adda et al., 2019). This is especially important during times of transformation, as it plays 

a significant role in achieving organisational goals. Digitalisation and automation in the 

workplace is, therefore, not an exception regarding how leaders are managing it.  

The rapid growth of digitalisation has had a significant impact on organisational 

processes and work environments, leading to an increased pace in employees' daily 

lives. Work is organised in a more dynamic manner, which necessitates stakeholders to 

adapt quickly to rapid changes and maintain connectivity, even while working remotely 

(Sulistianingtiyas & Djastuti, 2022). Sulistianingtiyas and Djastuti (2022) discuss the 

findings of Cijan et al. (2019) regarding the challenges that arise from digitalisation in the 

workplace. These challenges include the need for increased employee engagement, the 

requirement for organisational operations to become more complex, the demand for 

quick adaptation to technological advancements, the encouragement of new cost-saving 

initiatives, and the drive to enhance company profitability. Consequently, Adda et al. 

(2019) emphasise that the role of a leader is crucial in achieving organisational stability 

through the impact of digitalisation. Without a leader, the understanding of how this 

organisational change can bring about maximum results will not be fully realised. 
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The leader, who is regarded as someone knowledgeable about the practical steps 

required to advance the organisation, must take the initiative to drive change. The 

leadership role is crucial for effectively managing an organisation and guiding it towards 

a more favourable direction Adda et al., 2019). Leadership behaviour plays a crucial role 

in the process of organisational change. It is not only necessary for leaders to introduce 

a vision for change, but they must also actively support their employees by 

demonstrating appropriate behaviour models (Adda et al., 2019).  

 

2.5.1.3 Employees’ resistance to change  

Inherently, employees’ fear disrupts their normal setup and brings with it a lot of 

uncertainties. In the context of organisational development, the presence of resistance 

to change and adherence to traditional processes and techniques can have detrimental 

effects (Zada, 2022). This is due to the fact that resistance can manifest itself in various 

forms, such as inadequate support from senior management in change management, 

insufficient allocation of resources for change management, resistance from employees, 

and even opposition from middle management (Zada, 2022). To successfully achieve 

the goals of organisational change during digitalisation, it is essential to establish 

harmonious relations between leaders, employees, and organisations. The process of 

digitalisation currently underway can create barriers to change due to differing 

perceptions between leaders and employees Adda et al., 2019). 

 

2.5.1.4 Employees’ acceptance of digitalisation 

Digitalisation at work has significant ramifications for human labour in numerous ways 

(Peiró & Martínez-Tur, 2022). The adoption of new technologies is significantly 

influenced by employees’ attitudes (Lichtenthaler, 2019). The Technology Acceptance 

Model (TAM) posits that the decision to adopt a new technology is influenced by several 

factors, one of which is the perceived usefulness of the technology by employees 

(Lichtenthaler, 2019). Mechanisation of jobs has rendered several occupations obsolete 

and forced them out of the labour market (Peiró & Martínez-Tur, 2022).  These 

repercussions in human labour have contributed to many employees completely 

rejecting digitalisation initiatives. Furthermore, automation of previously manual jobs 

without clear strategies and a leadership mindset of not understanding or considering 

employees’ concerns and fears of automation often leads to resistance. 

Because of the current digitalisation process, new business models have emerged as 

one of the key drivers of changing the way people work within the enterprises (Bueechl 



26 
 

et al., 2021). In addition to the continual advances in information technologies within the 

world of business operations, it is imperative for enterprises of various sizes to prioritise 

the well-being of their employees and guarantee satisfaction among their workforce 

during the process of digitalisation (Bueechl et al., 2021). Therefore, the implementation 

of automation in tasks that were previously performed manually, in the absence of well-

defined strategies, and a leadership approach that fails to acknowledge and address the 

apprehensions and anxieties of employees regarding automation frequently results in 

employees’ rejection of automation. Thus, the obligation of employers is to adequately 

equip themselves for a culture of change in order to alleviate potential negative 

responses that might jeopardise the successful outcome of digitalisation initiatives (Peiró 

& Martínez-Tur, 2022). “Independent of a positive or negative direction, employee 

attitudes may strongly affect technology acceptance decisions, which in turn impact a 

firm’s innovation outcomes and performance” (Lichtenthaler, 2019, p.40).   

 

2.5.2 Lack of leadership empathy 

Employees’ fear of losing jobs due to confronting the challenges of workplace digitisation, 

is causing employees to experience feelings of despair and fear, as well as more serio

us anxious behaviours (Raina, 2022). The recent boom in digitalisation has presented 

leaders with a multitude of challenges, including the need to manage multiple topics 

concurrently, process vast amounts of information received through digital channels, 

adapt to rapid changes, and strike an appropriate equilibrium between traditional and 

modern approaches (Klus & Müller, 2021). The rapid evolution of digital technology has 

significantly transformed institutions irreversibly, including leadership behaviours 

(Chouhan & Mehta, 2022). The cultivation of successful leadership practices is crucial 

for the survival and competitiveness of any institution during digitalisation process, as 

the effectiveness of leaders plays a pivotal role in this regard (Chouhan & Mehta, 2022). 

The process of digitalisation can lead to a perceived loss of control among employees. 

Therefore, it is imperative for organisational leaders to promote employee autonomy as 

it has been shown to have a positive effect on employees' psychological well-being 

(Raina, 2022). Business leaders are increasingly confronted with the challenge of 

appropriately adopting new technical advancements in their companies, while also 

guiding the change process in their own operations (Klus & Müller, 2021). As 

digitalisation brings various changes within business operation, Klus and Müller (2021) 

state that the changes in the workplace are causing business leaders to reconsider their 

strategies and behaviours. The shift in the way leaders behave during the digitalisation 
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process sets the tone and sends a clear positive message to employees, encouraging 

them to trust and believe in leadership and the transformation process. Leadership 

characterised by compassionate and emphatic behaviour has been found to enhance 

and improve employee motivation, performance, and psychological well-being (Raina, 

2022).    

 

2.5.3 Human resource management and digitalisation 

In the traditional context, HRM is a strategic function within an organisation that focuses 

on managing all personnel involved in driving business success and achieving a 

competitive edge (Oehlhorn et al., 2020). This function is typically performed by a 

dedicated HRM management department. Numerous challenges necessitate the 

evolution of HRM into a "business partner" with a more strategic function that entails 

increased engagement and accountability in the organisation's operations (Oehlhorn et 

al., 2020). Modern organisations have integrated information technology into their HRM 

practices, primarily due to the proliferation of advanced enterprise resource planning 

(ERP) software and internet-based systems that facilitate the automation of activities and 

processes (Klus & Müller, 2021). Citing the Global Human Capital Trends report, 

Chygryn et al. (2019) state that the HRM department is faced with the dual challenge of 

transforming HRM operations and transforming the workforce, and the way work is done 

on the other. 4IR, with its disruptive technologies, has caused a paradigm shift in 

organisational structures and human roles and activities (Flores et al., 2020). As a result 

of this transformation, it is imperative to prioritise the role of human factors as they are 

deemed to be the primary feature driving a particular transformative change including 

digitalisation (Flores et al., 2020).  

4IR is anticipated to not only transform the dynamics of the workforce but also influence 

the tasks and responsibilities of individuals. This is due to the increased need for 

individuals to possess enhanced coordination, creativity, and strategic thinking skills 

(Flores et al., 2020). In the modern business landscape, HRM must function as a catalyst 

for innovation by recruiting individuals possessing digital competencies and retraining 

existing employees to augment their digital proficiencies, thereby facilitating the 

development of a digital workforce (Chygryn et al., 2019).  
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2.5.4 Diversity and inclusion 

Diversity, including the gender and cultural diversity of employees, and the appropriate 

administration of diversity are crucial for the organisation's sustainable and innovative 

development (Kuzior et al., 2022). Research conducted in the past and present has 

indicated that there is an apparent variation in the degree to which employees from 

various generations endorse and facilitate digitalisation initiatives (Chaudhuri et al., 

2021). Building an inclusive and diverse culture from a different generation’s perspective 

is of paramount importance in the era of digitalisation based on the above literature 

content.  

Notwithstanding the growing age diversity in the labour force, there remains an 

inadequate amount of knowledge within organisations regarding the potential impact of 

divergent motivational needs among different generations on both motivational 

strategies and organisational performance (Heyns & Kerr, 2018). The workplace 

environment in South Africa is undergoing rapid transformation due to the influx of 

younger generations who are increasingly entering the workforce (Heyns & Kerr, 2018). 

It is commonly perceived that the younger workforce exhibits significant differences in 

their values and priorities compared to the older generations (Heyns & Kerr, 2018). 

Therefore, it is imperative to gain a comprehensive understanding of the motivational 

factors that drive various cohorts in a workplace setting (Heyns & Kerr, 2018). 

In the current context, younger generations are perceived to exhibit a greater propensity 

to adopt and integrate digital disruptions in the workplace than their older counterparts 

owing to their heightened technological proficiency (Bouncken et al., 2021). Therefore, 

organisational leaders must comprehend these dynamics and develop strategies to 

establish an inclusive work environment. The primary obstacle to the expansion of firms 

in today's environment is the assimilation of digital technologies and their application in 

novel business models (Bouncken et al., 2021).  

 

2.6 Strategic leadership  

 

The global business environment is experiencing a continuous increase in risk, and the 

ability of organisations to provide accurate market projections is deteriorating as a direct 

result of the rapid pace of digitalisation, technological advancement, and other factors 

(Alblooshi et al., 2020). The presence of effective leadership is a crucial factor in 

achieving successful results for any given organisation (Deshwal & Ashraf Ali, 2020). 

The leadership style employed exerts a significant impact on employee behaviour, which 
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in turn has a direct correlation with their productivity (Deshwal & Ashraf Ali, 2020). The 

practise of leadership is influenced not only by an individual's personal characteristics, 

actions, and environmental circumstances, but also by the perceptions of others 

regarding their leadership abilities (Lord et al., 2020). The perception of an individual as 

a leader has a significant impact on their self-evaluation and the evaluation of their 

potential and effectiveness by others (Lord et al., 2020). 

Organisations are concerned not just with enhancing their current processes and offers, 

but also with identifying future areas for change that would strengthen and sustain their 

market position (Alblooshi et al., 2020). To remain competitive in the face of 

developments such as digitalisation, globalisation, and demographic shifts, 

organisations must undergo continuous change (Faupel & Süß, 2019). Organisations 

instigate change processes, such as adopting new strategies, modifying structures, and 

implementing new or more flexible employment forms in response to changing market 

forces (Faupel & Süß, 2019). In order to sustain competitiveness in challenging contexts, 

it is imperative for organisations to engage in ongoing innovation and adapt their 

established practises (Alblooshi et al., 2020). Therefore, the significance of leadership in 

driving  organisational innovation, including in banks, cannot be overstated, as it serves 

as a key determinant of the extent to which innovation is fostered and supported within 

an organisation (Alblooshi et al., 2020).  

 
Table 2.1 Comparative analysis of leadership definitions  

Concept Key Leadership definitions Authors 

                                         

 

Leadership 

Inspire, and empower others to 

make valuable contributions. 

(Carreiro & Oliveira, 2019) 

Group-based process (Alblooshi et al., 2020) 

A leader is perceived as an 

individual who directs a collective of 

individuals, an establishment, or 

facilitates their transformative 

processes. 

(Cortellazzo et al., 2019) 

Source: Author’s own 

 

The subsequent sections will examine the articulation and definition of the concept of 

leadership in a strategic context, the leadership theory, and leadership in the 

digitalisation era. Consequently,  Carreiro and Oliveira (2019) define leadership as the 



30 
 

capacity of an individual to exert an impact on, inspire, and empower others to make 

valuable contributions to the efficacy and triumph of the groups or entities to which they 

belong. Alternatively Alblooshi et al. (2020) define leadership as a process that is based 

on group dynamics and involves motivating individuals towards the attainment of a 

specific objective. Lastly, Cortellazzo et al.  (2019) mention that a leader is perceived as 

an individual who directs a collective of individuals, an establishment, or facilitates their 

transformative processes. 

These definitions share a common theme, which characterises a leader as an individual 

possessing the aptitude to guide and steer others towards the attainment of set 

objectives. The definitions imply that a leader must possess the ability to effectively unite 

individuals from varying backgrounds to collaborate in group environments. Moreover, 

leadership is considered to be a role that motivates, facilitates, and counsels individuals 

to maintain order within a group. Based on the literature and definitions, the study 

attempted to address the recommendations made by Carreiro and Oliveira (2019) of 

investigating other factors that may impact adoption of innovations such as digitalisation. 

Carreiro and Oliveira (2019) study had focused on how transformational leadership 

impact the adoption of mobile cloud computing. 

 

2.6.1 Leadership theory 

Perceptions of leadership hold significant importance in determining outcomes at the 

individual, team, and organisational levels (Lord et al., 2020). Likewise, the significance 

of followership perceptions holds weight  (Lord et al., 2020). Leadership is a desirable 

and highly regarded asset that is in great demand globally (Northouse, 2022). However, 

people continue to question themselves and others regarding the characteristics of 

effective leaders (Northouse, 2022). The perception of an individual as a competent 

follower has a significant impact on their performance evaluations, potential for 

promotion, and overall career trajectory  (Lord et al., 2020). As individuals, they are 

interested in learning more about how to become effective leaders (Northouse, 2022). 

Various conceptualisations of leadership have been generated by various studies. To 

facilitate this research, the central components of the phenomenon as identified by 

Northouse (2022) was the primary focus: (1) Leadership is a process, (2) leadership 

involves influence, (3) leadership occurs in group, and leadership involves common 

goals.   

Leadership is the process by which an individual influences a group to attain a common 

goal (Northouse, 2022). Leadership entails the exertion of influence. This pertains to the 
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impact of a leader on their followers and the nature of communication that transpires 

between them (Northouse, 2022). Leadership is a collaborative phenomenon. Groups 

are the environment in which leadership occurs. Leadership entails influencing a group 

of individuals with a shared objective (Northouse, 2022). Leadership entails paying 

attention to common goals. Leaders focus their efforts on individuals who are working 

together to attain a common goal (Northouse, 2022). Moreover, it provides leaders with 

valuable resources for themselves and their teams (Lord et al., 2020).  

The subject of leadership has consistently remained a relevant and enduring topic within 

the realm of organisational behaviour (Deshwal & Ashraf Ali, 2020). Over time, a 

multitude of leadership theories and styles have emerged  (Deshwal & Ashraf Ali, 2020). 

 

2.6.1.1 Transformational leadership 

The theory of transformational leadership is a fundamental aspect of leadership studies. 

The theory of transformational leadership has received significant academic interest 

since its inception over four decades ago and remains one of the most extensively 

studied leadership paradigms (Siangchokyoo et al., 2020). Transformational leadership 

is a leadership style characterised by a leader who exerts an admired influence on their 

followers (Deshwal & Ali, 2020). This type of leader is known to motivate their followers, 

provide them with challenging tasks, enhance their creativity, and offer individualised 

attention to each follower (Deshwal & Ali, 2020). Transformational leadership is widely 

regarded as a highly effective leadership approach that yields significant benefits for 

organisations, including the acquisition of knowledge capital, human capital, and 

improved innovation performance (Lei et al., 2020). The impact of transformational 

leadership on innovation capability is noteworthy, as it establishes a favourable and 

cooperative environment that facilitates the development of skills and behaviours 

conducive to creativity and innovation (Lei et al., 2020).  

“Transformational leaders’ behaviours comprise Idealised Influence (walking the walk), 

Inspirational Motivation (exciting the masses and sharing the vision), Intellectual 

Stimulation (thinking out of the box”), and Individualised Consideration (compassionate 

leadership)” (Deshwal & Ashraf Ali, 2020, p.41). 

The premise that leaders can transform their followers in a manner that results in 

improved organisational performance is a highly compelling theoretical basis for both 

academic study and practical application (Siangchokyoo et al., 2020). A leader who 

adopts a transformational approach can exert a significant impact on their followers, 

thereby enabling them to realise their full potential (Deshwal & Ali, 2020). This, in turn, 
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results in improved performance and a greater likelihood of achieving organisational 

objectives (Deshwal & Ali, 2020). The significance of the transformational leadership 

construct cannot be denied, as it is supported by numerous empirical studies that 

establish its association with individual, group, and organisational outcomes 

(Siangchokyoo et al., 2020). 

Notwithstanding its extensive historical background, the theory of transformational 

leadership finds itself at an important turning point (Siangchokyoo et al., 2020). Critics 

have identified significant shortcomings in both the theoretical framework and practical 

implementation of the construct (Siangchokyoo et al., 2020). Some have advocated for 

the complete abandonment of this construct. On the contrary, scholars persist in 

dedicating their time and energy to investigating novel domains within this leadership 

paradigm (Siangchokyoo et al., 2020). The theory of transformational leadership is based 

on the premise that the followers undergo a process of transformation due to their 

interactions with specific leaders (Siangchokyoo et al., 2020).  

The concept of transformational leadership relates to a leadership style that involves 

inspiring and motivating followers to align with the objectives and interests of the 

organisation, and to exceed anticipated levels of performance (Buil et al., 2019). The 

adoption of transformational leadership is of greatest significance in facilitating the 

necessary changes for efficient management (Buil et al., 2019). Transformational 

leadership facilitates innovation through two distinct mechanisms. Initially, it has the 

potential to enhance the intrinsic motivation of employees by fostering creativity, which 

is a crucial factor in driving innovation (Feranita et al., 2020). Additionally, it provides 

cognitive stimulation, thereby promoting employees to engage in innovative thinking 

(Feranita et al., 2020). 

 

2.6.1.2 Context of transformational leadership 

The conduct of employees determines significant influence in the effective management 

of organisational change within the context of an organisation (Islam et al., 2021). The 

implementation of change in the absence of effective leadership can be challenging. To 

effectively drive change, leaders must possess the ability and willingness to adapt their 

leadership approaches in response to varying circumstances and evolving demands 

within their organisational contexts (Busari et al., 2019). The complicated and 

unpredictable nature of organisational change can elicit negative emotions such as fear 

and cynicism in employees, leading to burnout, disengagement, and a reluctance to 

participate in the change process (Islam et al., 2021). As a result, employee championing 
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behaviour is regarded as one of the most effective change supportive behaviours for 

successfully managing organisational transformation (Faupel & Süß, 2019; Islam et al., 

2021).  

According to the literature, transformational leadership is a style of leadership that 

possesses the capacity and aptitude to motivate employees to champion the process of 

digital transformation. Change, by its very nature, can be disruptive. Digitalisation not 

only causes disruption but also alters how businesses operate and how employees 

engage in their daily tasks and responsibilities. Hence, the process of digitalisation 

requires a leadership approach that is not only innovative and transformative, but also 

entails a leader who can effectively inspire, persuade, energise, and exhibit a thoughtful 

interpersonal demeanour. 

Transformational leadership involves proactive behaviour and acting as a change agent 

to stimulate and transform the motives, beliefs, and attitudes of followers from a lower to 

a higher level of arousal (Busari et al., 2019). In addition, through the transcendence of 

collective interests, transformational leaders enhance the consciousness of their 

followers, thereby enabling them to attain exceptional objectives (Busari et al., 2019). 

Transformational leaders can convey their vision and creativity to their followers, while 

also reinforcing emotional connections and promoting awareness of, and commitment 

to, achieving ambitious objectives (Busari et al., 2019). 

Inspirational motivation: The concept of inspirational motivation pertains to the traits 

exhibited by a leader in order to inspire and motivate their subordinates towards the 

achievement of objectives that may have been deemed unachievable previously 

(Deshwal & Ali, 2020; Busari et al., 2019). 

Idealised influence: The concept of idealised influence pertains to the charismatic and 

proactive conduct of a leader, which is grounded in their sense of mission, beliefs, and 

values (Deshwal & Ali, 2020; Busari et al., 2019; Faupel & Süß, 2019). 

Intellectual stimulation: Leaders who engage in intellectual stimulation motivate their 

followers to think creatively and innovatively when approaching familiar challenges using 

novel approaches (Deshwal & Ali, 2020; Busari et al., 2019). 

Individualised consideration: Leaders demonstrate individualised consideration by 

addressing each follower as a unique individual and taking into account their distinct 

needs, aspirations, and abilities (Deshwal & Ali, 2020; Busari et al., 2019; Faupel & Süß, 

2019). Leaders who exhibit individualised consideration prioritise the development of 
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their followers' strengths and invest time in providing guidance and coaching (Busari et 

al., 2019). 

The impact of digitalisation on individual employees varies based on the specific 

characteristics of their job roles. Individuals who embark on this transformative journey 

as leaders should possess interpersonal skills that enable them to establish a personal 

connection with their subordinates. They should also be capable of motivating individual 

employees based on their unique needs and circumstances within the organisation. 

Lastly, they should possess the ability to influence and inspire individuals, teams, and 

the entire organisation. 

 

2.6.1.3 Transformational leadership in the era of digitalisation 

In the current dynamic landscape of the business world, continuous training of 

employees is of the utmost significance for the achievement of organisational success 

(Zada, 2022). Consequently, businesses must enhance their competencies and prioritise 

learning as an essential strategy (Zada, 2022). Digitalisation refers to the utilisation of 

digital technologies and data to enhance business operations, generate revenue, 

revolutionise business processes, and establish a digital business environment that is 

centred around digital information (Azizan et al., 2021). 

Organisations of varying sizes and across diverse industries are currently undergoing a 

transformation of their physical workspaces into digital workspaces. In contemporary 

times, a significant number of occupations entail the utilisation of technology to a 

considerable extent, necessitating the capacity to proficiently leverage it at a rapid pace. 

The phenomenon of digitalisation is currently viewed as having the potential to both 

eliminate and generate employment opportunities on a global scale, thereby instigating 

a significant shift in the requisite skills and qualifications for various occupations. 

Consequently, leaders must allocate resources towards enhancing the skill sets of their 

workforce, to provide them with the necessary support and encouragement to tackle 

challenging learning curves and intellectually demanding challenges (Cortellazzo et al., 

2019). 

Leaders leading digitalisation initiatives do not necessarily entail a comprehensive 

understanding of digital technologies. In other words, a leader can still exhibit digital 

leadership without possessing extensive knowledge of digital tools and platforms. 

Leaders who possess the ability to effectively manage and direct individuals with high 

levels of competence in the digital field towards achieving their objectives, despite 

lacking fluency or comprehension of digital technologies, may be deemed as possessing 
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a digital leadership spirit. This is particularly true if such leaders can balance the 

utilisation of human resources and technology (Asri & Darma, 2020). 

To ensure the longevity of a business, organisational leadership must prioritise the 

enhancement of individuals' skill sets and the preservation of their mental well-being 

(Zada, 2022). This can be achieved through the gradual implementation of novel 

techniques that facilitate transformational change and necessitate the establishment of 

a fresh context capable of disrupting prevailing patterns and enabling the emergence of 

new ones (Zada, 2022). One such technique is digitalisation and automation of 

processes, which has experienced rapid acceleration in recent times. When 

incorporating cutting-edge technologies, an organisation's proficiency must consider the 

requirements of the business (Azizan et al., 2021). Conversely, organisational 

performance aims to achieve digitalisation to ascertain the procedures through which a 

company employs its technological competencies to attain exceptional performance 

within an ambiguous commercial environment (Azizan et al., 2021). 

 

2.7 Theories underpinning the study 

2.7.1 Digitalisation 

The advent of digital technologies has resulted in profound shifts not only in businesses 

but also in society (Schildt, 2022). The widespread implementation of digital technologies 

that supplant human observations and automate human routines necessitates significant 

changes in organisational structures, management strategies, and work processes. 

Furthermore, the significant shift towards digitalisation can be observed across various 

levels, including societies, industries, organisations, and even individual organisational 

practices (Schildt, 2022). The digitalisation of businesses and the use of digital 

technology are quickly becoming essential components of a variety of market sectors 

(Farivar & Richardson, 2021). 

 

2.7.2 Psychological well-being 

The modern labour landscape is undergoing rapid transformation due to the proliferation 

of digital technology, thereby presenting novel challenges for managers to overcome. 

The significance of digital leadership in addressing these challenges has emerged as a 

critical theory in the discussion surrounding the necessary abilities of managers in the 

context of digitalisation (Zeike et al., 2019). Despite the ongoing discourse surrounding 

digitalisation and its effects, there remains an abundance of research on the actual 
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impact it has on employees’ psychological well-being (Zeike et al., 2019). The 

occupational well-being of employees is associated with their working environments. The 

advent of transformative digital technologies, such as computers and networks, is 

inevitably affecting the working conditions of employees  (Li et al., 2022). 

 

2.7.2.1 Digitalisation and psychological well-being 

The global banking industry was already experiencing significant changes before the 

outbreak of the COVID-19 pandemic in early 2020  (Kadur & Dr Supriya, 2022). Over the 

past decade, the number of branches in the United States has decreased by 

approximately 20%, while in Nordic countries, the decrease has been even more 

significant at 60%  (Kadur & Dr Supriya, 2022). In the context of digitalisation, it is evident 

that, like most technological advancements, the overall impact has been more focused 

on creation rather than destruction. However, although the general idea is apparent, 

specific details still remain somewhat unclear (Aubert-Tarby et al., 2018).     

The question of how digitalisation affects labour is undoubtedly one of the most sensitive 

issues. Controversies surrounding the impact of digitalisation on labour have been 

ongoing for some time (Aubert-Tarby et al., 2018). However, given the current economic 

crisis, this issue has become even more critical (Aubert-Tarby et al., 2018). The recent 

changes have brought people's concerns to the forefront of bankers' minds. Based on a 

study conducted before the COVID-19 pandemic, it is anticipated that nearly all positions 

within bank branches will cease to exist within the next ten years. By the year 2030, it is 

expected that the average size of branches will have decreased (Kadur & Dr Supriya, 

2022).  

 

2.7.2.2 Job displacement 

Digitalisation and automation have both positive and negative aspects. Changes in the 

way customers conduct transactions will have a significant impact in customer orientated 

industries  (Winasis et al., 2020). Distribution channels such as internet banking, mobile 

banking, chatbots, artificial intelligence, and social media applications are being used 

more and more. When the digital strategy is implemented correctly and aligned with 

customer demands, it is anticipated that customer loyalty will increase (Winasis et al., 

2020). Citing Nguyen and Phuong (2018), Winasis et al. (2020) argued that the rise of 

digital technology poses a significant challenge to traditional banking, which heavily 

relies on manual counters and transactions. This implies that there will be reductions in 
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work procedures, manual labour, and ultimately a decrease in the need for human 

labour. In order to effectively address and mitigate the challenges posed to the workforce 

by digitalisation and automation, W. Adda et al. (2019) assert that leadership must 

assume a pivotal role in spearheading this transformative process. The behaviour of a 

leader can effectively address specific changes by addressing shifting perspectives, 

identifying tasks that need to be accomplished, empowering individuals, monitoring 

progress, and assisting individuals in adapting to the change process (W. Adda et al., 

2019).  

 

2.7.2.3 Effects of digitalisation and automation on wages 

Cost-effectiveness refers to the practice of reducing production costs by eliminating 

various expenses, such as workers' wages (Rakovská, 2020). Digitalisation and 

automation optimise repetitive processes, thereby improving efficiency and ultimately 

leading to increased productivity. This could have a negative impact on workers' wages, 

either because of a decrease in available labour or a reduction in working hours 

(Rakovská, 2020). However, according to Genz et al. (2019), digitalisation and 

automation have both negative and positive impacts on wages. According to Genz et al. 

(2019), there is an argument that skills have a significant impact on wages in relation to 

digitalisation and automation. However, Mönnig et al. (2019) counter argue, stating that 

digitalisation and automation contribute to an increase in wage inequality.  

 

2.7.2.4  Effects of digitalisation and automation on job quality  

There has been a significant rise in the adoption of digitalisation and automation in the 

labour market in recent decades, leading to the automation of various occupational tasks 

(Kortmann et al., 2022). As a result, occupational profiles have undergone significant 

changes and will continue to do so in the future. These changes may have had and will 

continue to have significant and wide-ranging impacts on job quality (Kortmann et al., 

2022). However, the majority of empirical studies conducted so far have primarily 

concentrated on isolated and objective elements of job quality such wages and primarily 

focused on a specific such manufacturing. The current research will examine the effects 

of these many objective elements on bank workers' psychological well-being, with a 

particular emphasis on that sector.    

In their research, Sætra and Fosch-Villaronga (2021) mentioned various aspects in 

which digitalisation is transforming work in the healthcare sector. They further stated that 
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one crucial factor to be considered is whether new technologies are being introduced 

with the goal of saving costs, improving the quality of care, or achieving both objectives 

simultaneously. The introduction of digitalisation and other forms of automation with the 

aim of cost-saving can potentially result in three outcomes regarding quality: a reduction 

in quality, no effect on quality, or an improvement in quality (Sætra & Fosch-Villaronga, 

2021). Regardless of the approach, to achieve cost reduction through task automation, 

it is essential to enhance the effectiveness of humans (Sætra & Fosch-Villaronga, 2021). 

According to Rainnie and Dean (2020), it is argued that the current global political-

economic conditions could potentially worsen this situation. To achieve a high-quality 

globally inclusive Future of Work, it is essential to integrate digital technologies with 

human work. This integration should aim to enhance labour and, whenever possible, 

steer societies and economies away from the current trend of treating digital platforms 

as commodities (Rainnie & Dean, 2020). By doing so, digitalisation can truly bring about 

positive changes in the way people work (Rainnie & Dean, 2020).     

 

2.7.2.5  Effects of digitalisation and automation on business models 

Digitalisation and automation have a significant impact on various aspects, including 

employees, job quality, work processes, product development, people management, and 

organisational leadership. In recent decades, global industries have experienced 

significant technological changes (Rachinger et al., 2018). These changes have brought 

about various opportunities, including greater flexibility, reactivity, and product 

individualisation. However, they have also posed several challenges such as rapid 

technological advancements, increased complexity, and evolving customer preferences 

and legal requirements (Rachinger et al., 2018). In a corporate context, the emergence 

of numerous new technological opportunities has presented challenges. While these 

opportunities are recognised, there is uncertainty among people regarding how to 

effectively utilise and implement them in terms of product and service offerings 

(Rachinger et al., 2018). In today's world, our society has entered a new digital era due 

to various factors such as pervasive connectivity, information abundance, global supply 

chains, the growth of cloud computing, and the emergence of Big Data. Digital 

technologies are fundamentally reshaping traditional business strategies (Härting et al., 

2019). This is due to the emergence of modular, distributed, cross-functional, and global 

business processes. These processes enable work to be carried out seamlessly across 

boundaries of time, distance, and function (Härting et al., 2019). 
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The utilisation of digital technologies has the potential to enhance the efficiency of 

enterprises because these technologies enable processes to become more agile, 

ultimately resulting in improved competitiveness (Härting et al., 2019). Furthermore, the 

concepts of sharing will be greatly enhanced by digitalisation and the implementation of 

new business models, particularly those that involve digital business processes. 

Consequently, this can lead to digitalisation to transform the concept of ownership and 

give rise to projects, processes, and business models centred around the "sharing 

economy," such as car sharing (Härting et al., 2019). 

 

2.7.3 Workplace engagement 

The integration of digital technologies in the workplace is on the rise and has already 

become deeply ingrained in the daily routines of employees. Scholarly literature suggests 

that digital technologies are utilised and enhanced to foster innovation, optimise 

organisational procedures, and guarantee competitiveness and sustainability. Complete 

comprehension of how employees respond to the digitalisation of work within a team 

environment remains elusive (Stofberg et al., 2021). When taking into consideration the 

psychological well-being of workers and their level of achievement, the working 

environment is an essential component (Li et al., 2022).  

 

2.7.3.1 Digitalisation and workplace engagement 

To thrive in the knowledge-based and service-oriented economy, including the 

manufacturing sector, it is crucial to have highly skilled employees who are motivated 

and willing to utilise their abilities for the success of the business (Oeij et al., 2019). 

Therefore, it is essential to prioritise employee engagement and involvement, alongside 

digitalisation, automation, and business model innovation (Oeij et al., 2019). According 

to Oeij et al. (2019) citing a European research, companies that engage in the 

development and implementation of collaborative strategies are distinguished by the 

presence of "mature relationships" between management and employees, leaders who 

adopt supportive leadership styles, and the establishment of organisational cultures that 

foster bottom-up renewal. 

The implementation of digital technologies in the workplace brings about changes to 

business systems, processes, and the roles of employees (Hooi & Chan, 2022). The 

digitalisation of the workplace has the benefit of relieving employees from both 

dangerous and mundane tasks, while also increasing the speed at which work is 
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completed. However, employees may face new job demands, job displacements, and a 

blurring of the boundaries between work and social life as a result of workplace 

digitalisation, requiring different strategies and involvement of leadership to manage the 

process (Hooi & Chan, 2022). 

 

2.7.4 Strategic leadership 

The digital transformation in a networked economy has prompted organisations to 

expand their boundaries and establish connections with various industries, stakeholders, 

and customers to foster innovation.  At a micro level, leaders must cultivate openness 

as they seek to invest in networking (Cortellazzo et al., 2019). The concept of leadership 

has been a subject of great interest among individuals across the globe throughout 

history. The theory of transformational leadership is a prominent example of 

contemporary leadership theories that have garnered significant attention in the field of 

leadership research (Reza, 2019). The concept of transformational leadership involves 

analysing individuals who possess the ability to effect change and exert influence over 

their followers through the presentation of a challenging and visionary vision. 

Transformational leadership is a widely recognised and effective form of leadership on a 

global scale. This is because transformational leaders exhibit consistency in their vision 

and are highly attentive to the needs and behaviours of their followers. Transformational 

leadership fosters improved interpersonal relationships between supervisors and 

subordinates, resulting in heightened levels of job satisfaction among employees (Reza, 

2019). The application of transformational leadership theory and practice can augment 

comprehension of team performance. 

 

2.7.4.1 Strategic leadership and psychological well-being 

According to Zeike et al. (2019), based on the World Health Organisation (WHO) report, 

psychological/mental well-being is defined as a state of well-being where individuals are 

aware of their own abilities, can effectively handle the typical challenges of life, can be 

productive and successful in their work, and can make positive contributions to their 

community. Psychological well-being encompasses multiple dimensions (Zeike et al., 

2019). Positive psychology encompasses various aspects, such as self-esteem and life 

satisfaction, and focuses on the overall well-being and success of individuals' lives. 

Psychological well-being encompasses both feeling good and functioning effectively 

(Zeike et al., 2019).  
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The results from the study by Riasudeen and Singh (2021) found that there is a strong 

positive relationship between strategic leadership effectiveness and psychological well-

being with workplace spirituality. This, in turn, affects the outcomes of work. In the 

context of the current study, the researcher will investigate the relationship between 

strategic leadership and psychological well-being with digitalisation. There is no 

guarantee that enhancing strategic leadership will result in an improvement in 

psychological well-being. By prioritising the development of strategic leadership digital 

skills, organisations can significantly improve employees' psychological well-being (Dewi 

& Sjabadhyni, 2021). 

Work-related factors and working conditions play a crucial role in shaping the 

psychological well-being and overall health of employees. Managers face significant 

challenges due to the changing working conditions caused by technological 

developments, digitalisation, and automation in organisations (Dewi & Sjabadhyni, 

2021). These challenges have the potential to impact employees' psychological well-

being  (Dewi & Sjabadhyni, 2021). 

 

2.7.4.2 Strategic leadership and workplace engagement 

One proposition posits that the presence of effective leadership and a conducive 

organisational culture might facilitate the process of digitalisation (Hooi & Chan, 2022). 

In situations where there is a lack of alignment between the organisational goals, values, 

and vision that form the foundation of the organisational culture, and the leadership style 

employed during the process of digitalisation, it is possible for employees to become 

disillusioned and hinder the successful implementation of digitalisation efforts (Hooi & 

Chan, 2022). Nevertheless, the cultivation of a congruent organisational culture 

throughout the age of digitalisation necessitates the endorsement of leadership that is 

both supportive and transformative, with a clear focus on long-term goals and objectives 

(Hooi & Chan, 2022). The importance of competent strategic leadership is widely 

recognised as a crucial factor in the successful functioning of an organisation within the 

ever evolving and challenging technology landscape of the 21st century (Bhardwaj et al., 

2021). 

In today's digital era, where automation is becoming more prevalent and employees may 

feel uncertain about their future, it is crucial for organisations to have strategic leadership 

(Bhardwaj et al., 2021). This type of leadership is necessary to effectively navigate 

organisational challenges and ensure that the necessary transformations are made to 

achieve the desired goals. Numerous conceptual and empirical studies have consistently 
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demonstrated that strategic leadership has a significant impact on outcomes, particularly 

in the context of change processes (Bhardwaj et al., 2021). While many leadership 

scholars have defined leadership as the act of influencing others to accomplish 

objectives and coordinating the process of change, it is crucial to recognise that setting 

a direction, inspiring individuals to overcome obstacles, and guiding the company 

towards its desired future are all essential components of effective leadership (Ali & 

Anwar, 2021). Leaders utilise their influence to inspire and motivate their followers, as 

well as to coordinate and organise the workplace. This ultimately enables employees to 

perform their duties more efficiently, leading to increased levels of engagement in the 

workplace (Ali & Anwar, 2021). On the other hand, Tao et al. (2022) contribute an 

additional perspective to the conversation by highlighting the significance of strategic 

leadership and its communication in crisis situations and periods of change, such as 

digitalisation. They argue that these elements are crucial for effective internal crisis 

management, change management, and workplace engagement.  

“With the effects of perks often fleeting and expensive, the organisation would be better 

served by focusing on practical approaches that address the persistent drains on 

employee satisfaction” (Tucker, 2018, p.139). It further emphasised that it is important 

to:  

 Ensure transparency regarding the change. Trust is established through 

transparency and well-prepared parameters. In order to adequately prepare 

employees, strategic leaders should provide a thorough explanation of the 

desired change (Tucker, 2018). What specifically needs to be changed? What 

was the reason behind this need? What are the reasons for adopting this 

approach to change? Could you please provide more information about the 

timeline you are referring to? What is the specific role of the employee? What are 

the requirements, and when does the employee have the freedom to improvise? 

How will the employee be held accountable? Explanations should be specific, 

concise, and truthful (Tucker, 2018). 

 It is important to involve employees in the process of change. Employees desire 

validation for their concerns and seek platforms that allow them to provide 

feedback. Strategic leaders have the ability to initiate communication by actively 

involving employees in the process of examining problems and identifying their 

underlying causes (Tucker, 2018). Engaging in early communication establishes 

a sense of ownership regarding the necessary changes and the specific actions 

required. It also uncovers the needs and perceived barriers of employees. 

Employees who resist change may encounter roadblocks (Tucker, 2018). 
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 Maintain patience while also being persistent in order to see the desired change 

come to fruition. Employees also require an adequate allowance in order to 

embrace and contribute to change. Learning new ways of thinking and working 

requires a significant amount of time. While strategic leaders have the ability to 

track adoption, enforce accountability, and remind individuals about the 

importance of change, it is important to note that immediate transformations are 

not as common as those that occur gradually and naturally over time.  

 

2.7.5 Job Demands-Resources (JD-R) model 

 

Employment holds significant significance in the lives of many individuals. It provides a 

sense of organisation, direction, and significance. Through work, people can effectuate 

a tangible change and contribute positively to their clients, customers, or co-workers 

(Bakker & De Vries, 2021). A work environment characterised by high job demands and 

low job resources is likely to result in elevated levels of stress, potentially culminating in 

persistent stress. Hence, it is imperative for organisations to consistently monitor and 

enhance job characteristics, such as establishing attainable objectives and challenges, 

optimising job requirements, and furnishing adequate job resources (Bakker & De Vries, 

2021). According to the Job Demands-Resources (JD-R) model, when job demands 

become excessive, it can lead to a decrease in psychological well-being and an 

increased risk of work-related burnout. However, this negative impact can be mitigated 

if there are sufficient job resources in place (Dewi & Sjabadhyni, 2021). 

While digitalisation and automation provides employees with improved resources to 

achieve work-related goals, it also brings about increased job demands and often creates 

a high level of uncertainty that companies need to effectively manage (Guenzi & Nijssen, 

2021). The study will use the JD-R model to simultaneously to consider both the positive 

and negative effects of digitalisation. By conducting this analysis, the study aim to 

illuminate the intricate network of connections that defines the psychological responses 

exhibited by respondents for the study, with primary focus of section D of the research 

instruments. The study employed the Job Demands Resources model (JD-R) as a 

theoretical framework. This model integrates job demands, job resources, and personal 

resources, which respectively represent sources of stress and factors that help mitigate 

stress (Pansini et al., 2023). 
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Figure 2.1: JD-R Model 

 

Source: Author’s own 

 

2.7.6 Technology acceptance model (TMA) 

 

The work-related psychological well-being of employees has become a major concern 

for organisations and strategic leaders due to the increasing adoption of digitalisation 

and automation in the workplace (Shamsi et al., 2021). This study investigates the impact 

of job characteristics, such as psychological well-being and leadership, as well as 

technology-related factors, such as perceived ease of use, perceived usefulness, and 

technology acceptance, on the impact of employees' work engagement, which is a 

dimension of work psychological well-being (Shamsi et al., 2021). 
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Figure 2.2: Technology acceptance model 

 

 

 

 

 

 

 

 

 

 

Source: Author’s own 

 

2.8 Conceptual framework 

 

The conceptual framework of this study is based on the fundamental notion of the 

interconnection between the constructs of digitalisation, strategic leadership, employees' 

psychological well-being, and workplace engagement. Digitalisation refers to the 

integration or proliferation of digital or computer technology within an organisation (Ritter 

& Pedersen, 2020). The concept of strategic leadership pertains to the conduct and 

deeds of leaders in shaping the vision, objectives, and tactics of an organisation, such 

as a bank (Cortellazzo et al., 2019). Psychological well-being refers to the personal and 

subjective perception of an individual's psychological well-being, encompassing various 

aspects such as job satisfaction, work-life equilibrium, and stress levels (Zeike et al., 

2019). Workplace engagement pertains to the degree of dedication, participation, and 

enthusiasm exhibited by employees regarding their occupational responsibilities 

(Stofberg et al., 2021). 

The conceptual framework proposes that digitalisation could potentially exert direct or 

indirect effects on employees' psychological well-being that could negatively or positively 

influence their engagement within the workplace (banking environment). The adoption 

Strategic 

leadership 

HR 

Policies 

Usefulness of 

digitalisation 

Digitalisation 

ease of use 

Attitude 

towards 

digitalisation 

Behavioural 

intention to 

use 

digitalisation 

Actual usage 

of 

digitalisation 



46 
 

and implementation of digitalisation in an organisation are believed to be facilitated by 

the strategic leadership. Therefore, it is imperative to devise strategies to mitigate 

employee resistance to digitalisation. Strategic leadership can help to reduce the 

negative impact of digitalisation on employees' psychological well-being. 

The objective of this study was to clarify the intricate correlation between digitalisation, 

employees' psychological well-being, and workplace engagement in the banking 

industry. The objective of this study is to offer perspectives on the utilisation of strategic 

leadership techniques by organisations (banks) to cultivate a favourable work 

atmosphere during digitalisation and automation, thereby advancing the overall well-

being of their workforce and elevating their degree of involvement. 

 

2.9 Conclusion 

 

Digitalisation and automation will continue to transform the processes of both internal 

and external organisations, as well as jobs that were previously done manually. The 

literature mentioned above effectively communicates the significance of banks adopting 

digital technology. However, it is important to emphasise the risks associated with 

digitalisation, as it can greatly affect the psychological well-being of employees. The 

importance of strategic leadership in managing the potential risks of digitalisation has 

been highlighted in scholarly literature. The literature further highlighted the importance 

of HRM in the process of digitalising within an organisation. Finally, the chapter 

presented two theoretical frameworks that anchored the study: the Job Demands-

Resources (JD-R) theory and the Technology Acceptance Model (TAM). 
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CHAPTER THREE: RESEARCH QUESTIONS 

 

3.1 Purpose of the research 

 

The purpose of this quantitative research is to investigate and assess the effects of 

digitalisation and automation on the psychological well-being of employees of SA 

banking institutions, and their workplace engagement. Admitting that technological 

change is a reality, this study would provide empirical evidence that could serve to pacify 

employees and enhance digitalisation and automation adoption in the workplace. 

 

3.2 Research question/s 

 

The research problem was investigated in terms of the following research questions:   

“What role does strategic leadership play to ensure that employees’ psychological 

well-being is considered during the South African banking sector's transition 

process towards digital and automated processes?  

Three sub-questions applied: 

RQ1: What are leaders in the banking industry doing to enable employees’ psychological 

well-being in the workplace in the era of digitalisation and automation? 

 

RQ2: What strategies are strategic leaders employing to ensure workplace engagement 

during the era of digitalisation and automation within the South African banking industry? 

 

RQ3: What are the effects of digitalisation on employees’ psychological well-being. 

 

RQ4: What is the role of human resources managers within the South African banking 

industry in terms of facilitating employees’ acceptance of digitalisation and automation in 

the workplace? 
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3.3 Hypotheses 

 

The following hypotheses were deduced from the literature presented in chapter two. 

 Hypothesis 1 (H1): Strategic leaders in the South African banking industry are 

enabling employees’ psychological well-being in the workplace in the era of 

digitalisation and automation. 

 

 Hypothesis 2 (H2): Strategic leaders in the South African banking industry 

employ specific strategies that ensure employees’ acceptance of digitalisation 

and automation initiatives to enhance workplace engagement. 

 

 Hypothesis 3 (H3):  Digitalisation negatively affect employees’ psychological 

well-being in the South African banking industry. 

 

 Hypothesis 4 (H4): Digitalisation and automation within the South African 

banking industry enhance communication and collaboration among employees, 

thereby fostering heightened workplace engagement. 

 
Chapter Four presents the research design and methodology used to investigate the 

research questions.  



49 
 

CHAPTER FOUR: RESEARCH METHODOLOGY 

 

4.1 Introduction 

 

The primary aim of the study was to examine the impact of strategic leadership on the 

implementation of digitalisation and automation in the banking sector of South Africa. 

Additionally, the study sought to explore the measures taken by organisations to mitigate 

any negative effects on workplace engagement resulting from these developments. 

Moreover, the present study examined the how strategic leadership facilitates the 

promotion of favourable psychological well-being among employees in the South African 

banking sector, particularly in the context of digitalisation and automation in the 

workplace. 

The next sections introduced the research methodologies adopted by the research 

(summarised in table 4.1), and the justification of why these methodologies were chosen 

.  

Table 4.1: Research methodologies and techniques underpinning the study 

Paradigms Approaches 

Philosophy Positivist 

Theory Deductive 

Methodology Quantitative 

Strategy Survey questionnaire 

Time horizon Cross-sectional 

Population South African banking employees 

Sample IT departments employee 

Source: Author’s own 
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4.2 Research methodology 

 

The research methodology is a systematic approach to inquiry that progresses from 

foundational assumptions to the development of a study design and the collection of data 

(Pandey & Pandey, 2015). While there exist various categorisations of research 

methodologies, the prevailing classification of research methods is typically divided into 

qualitative and quantitative approaches (Pandey & Pandey, 2015). 

Quantitative research employs questionnaires, surveys, and experiments as data 

collection methods, wherein the gathered data is subsequently reviewed and organised 

in numerical form. This numerical representation enables the data to be characterised 

and analysed using statistical techniques (Pandey & Pandey, 2015). Quantitative 

researchers employ a methodology that involves the measurement of variables on a 

subset of individuals, known as a sample, and subsequently analyse the relationship 

between these variables using statistical measures such as correlations, relative 

frequencies, or mean differences. Their primary objective is often centred around the 

empirical evaluation and validation of theoretical constructs (Pandey & Pandey, 2015). 

This research examined how strategic leadership manages the interaction between 

automation, digitalisation, and employees' psychological well-being, which in turn affects 

workplace engagement. The quantitative research methodology is characterised as 

a research paradigm that entails the gathering of predominantly numerical data to 

examine the correlation between variables (Bryman et al., 2019). To effectively address 

the primary research question and achieve the intended objectives, the study adopted 

and employed a quantitative research methodology and utilised a primary data 

collection technique administered and collected through and online questionnaire. The 

quantitative research methodology was further motivated by the objective of collecting 

data from employees across various banks in the South African banking sector. This 

approach not only facilitated hypothesis testing but also allowed for comparative analysis 

of data from multiple banks.    

 

4.2.1 Research philosophy 

Based on the quantitative research paradigm, the research adopted and employed a 

positivist research philosophy due to its capability of adopting a theory and generating 

a hypothesis that can be tested, to prove the validity and reliability of such hypothesis 

(Bryman et al., 2019). The positivist research philosophy is commonly linked with the 
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natural sciences and entails the use of empirical testing. The philosophical theory of 

positivism asserts that knowledge can only be derived from phenomena that are 

perceptible through our senses (Greener & Martelli, 2018). 

 

4.2.2 Research approach 

The research examined the role strategic leaders in managing the adoption and 

implementation of digitalisation and automation within the South African Banking 

industry, and employees’ psychological well-being affecting workplace engagement. In 

this regard, a deductive research approach was be adopted. The deductive technique 

initiates with a thorough examination of the theoretical framework, followed by the 

formulation of hypotheses that are relevant to the research question, and subsequently, 

the empirical testing of the theoretical constructs (Greener & Martelli, 2018). 

 

4.2.3 Research design   

The purpose of the research design was to establish a suitable framework for a study 

(Abu-Taieh et al., 2020). To effectively conduct research, it was imperative to employ an 

appropriate research design. A research plan is a pre-data collection strategy employed 

by a researcher to ensure the attainment of research objectives validly (Asenahabi, 

2019). The fundamental purpose of research design was to convert a research problem 

into analysable data, thereby furnishing pertinent solutions to research questions while 

minimising expenses (Asenahabi, 2019). Following the quantitative research 

paradigm, the study adopted an explanatory cross-sectional research, as the study 

collected a once-off primary data from the respondents and examined the relationship 

between the research constructs. The cross-sectional approach involves conducting 

observations at one or more specific points in time. This method was generally 

considered to be descriptive, exploratory, and explanatory (Asenahabi, 2019). The 

purpose of the research design was to establish a suitable framework for a study (Abu-

Taieh et al., 2020). 

 

4.2.4 Justification for research methodology 

The necessity of collecting primary data from respondents working for various banks in 

South Africa was a major factor in the decision to use a quantitative research approach. 

Most notably, the rationale was further guided by the necessity of the research to 

understanding the objective perspectives of respondents on how digitalisation and 
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automation affect them in the workplace rather than respondents' subjective views. This 

was because the research aimed to understand how digitalisation and automation affect 

people in the workplace. In addition, a qualitative study would have taken more time 

because there would have been a greater need to collect rich subjective data to answer 

the research questions. 

 

4.3 Population and Unit of Analysis 

 

The term population of the study usually refers to the entire group of people (subjects or 

events) that share certain traits that the researcher was interested in learning more about 

in the study (Abu-Taieh et al., 2020). The study population comprised of employees in 

the banking sector of South Africa, with a focus on those working in IT departments 

and their respective business units that are vulnerable to digitalisation and 

automation. The study posits that this particular population was selected primarily 

because a significant proportion of their routine operational tasks are susceptible to 

automation and digitalisation. Consequently, the study aimed to investigate the effects 

of such technological advancements on the psychological well-being of this population, 

while also examining the measures undertaken by strategic leaders and HRM 

departments to support these employees. 

The population was selected based on the characteristics and rate of innovation in the 

South African banking industry. To ensure confidentiality and anonymity, the names of 

the companies will not be disclosed and was classified into categories as follows in 

the final report: 

 Bank A 

 Bank B 

 Bank C 

 Bank D 

 Bank E 

 Bank F 
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4.4 Sample and sampling 

 

While population refers to the entire group within certain characteristics that the 

researcher was interested in, sample refers to the specific group within the population 

from which the data was collected from (Saunders et al., 2016). Therefore, for the 

purpose of the study the employees in the IT departments and their respective business 

units withing various South African banks were sampled. The driving factor for choosing 

this sample was due to the susceptibility of the population to digitalisation and automation 

within the South African banking industry. Thus, in order to conduct the research, a 

sample of IT department and their respective business units’ employees from 

multiple South African banks was selected. The rationale behind selecting this 

particular sample was rooted in the vulnerability of the population to digitalisation and 

automation in the banking industry of South Africa. 

The study utilised a quantitative research methodology and employed a non-probability 

convenience sampling technique due to limitations in reaching the entire population. 

The sample consisted of respondents who were readily available for the study and who 

were recruited through the researcher’s contacts in the banking industry. 

 

4.5 Measurement instrument 

 

A research instrument is a device or mechanism employed to gather, quantify, and 

scrutinise data pertaining to one's research interests. The aforementioned instruments 

are frequently employed within the domains of healthcare, social sciences, and 

education for the purpose of evaluating individuals, including patients, clients, students, 

teachers, and personnel (Bryman et al., 2019).  

A survey questionnaire (Appendix B), served as research instrument to collect and 

measure the research instruments were adopted. In line with the quantitative research 

methodology and the descriptive explanatory research, the study administered a survey 

questionnaire because it is commonly employed for descriptive or explanatory research 

purposes (Saunders et al., 2016). 

Conducting descriptive research by using attitude and opinion questionnaires and 

organisational practice surveys can facilitate the identification and description of 

variations within diverse phenomena of the study (Saunders et al., 2016). On the 

contrary, explanatory or analytical research facilitates the examination and explication of 
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relationships between variables, particularly those pertaining to cause and effect 

(Saunders et al., 2016). Furthermore, for the purpose of the study, self-administered 

questionnaire was adopted, as it gave respondents the freedom of completing the 

survey on their own, without the interference of the researcher (Saunders et al., 2016).  

 
4.5.1 Survey design  

According to Saunders et al. (2016), research surveys have the capability of collecting 

detailed quantitative (numerical) data from a large group of respondents, which could 

aid the study in statistically testing all hypotheses thoroughly. In this study, certain 

sections of the questionnaire were formulated by adapting from the existing 

literature to provide a framework for the research questions. Conversely, 

additional elements, as elucidated in the subsequent sections on data analysis 

and measurements, were developed by the researcher. The questionnaire assessed 

the impact of digitalisation on employees' psychological well-being and workplace 

engagement. The data was collected using a five-point Likert-type scale due to its 

flexibility in adjusting to the constructs being measured and its ease of interpretation 

(Bryman et al., 2019). 

 

4.5.1.1 Measurements 

A sample of the questions forming part of the survey are presented in Appendix B, and 

they are categorised as follows: 

 The introduction gave the respondents some background information about the 

study. It also gave respondents an idea of how long the survey will take them to 

complete and lets them know they could stop answering questions at any time 

without penalty if they choose to opt out. The introduction also includes contact 

information on the researcher and the supervisor. 

 Section A of the survey included eight general demographic questions 

required to draw the sample profile. The section included questions on gender, 

age, highest qualification, employment category, years of experience, whether a 

respondent was a manager or a supervisor, and whether they had subordinates 

or not. 

 Section B of the survey included ten questions about the relationship between 

strategic leadership and digitalisation during the process of undertaking 

digitalisation and automation initiatives. The questions were formulated and 

adapted from literature review conducted by Asri and Darma (2020) and 
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(Cortellazzo et al., 2019). They were not directly copied, but slightly adapted and 

derived from the content and findings of the study. 

 Section C of the survey included seven questions about the relationship 

between strategic leadership and workplace engagement during the process 

of undertaking digitalisation and automation initiatives. The Fourth Industrial 

Revolution (4IR) is a paradigm shift that utilises advanced technologies to 

enhance industrialisation on both local and global levels. The Fourth Industrial 

Revolution (4IR) facilitates a network of interconnected, dynamic, collaborative, 

reconfigurable, self-organised, and personalised business services and 

manufacturing interactions (Flores et al., 2020). The Global Human Capital 

Trends report highlights the dual challenge faced by HR in transforming both HR 

operations and the workforce. This transformation involves adopting digital 

technologies in the areas of the digital workforce, digital workplace, and digital 

HR (Oehlhorn et al., 2020). The questions were adapted from (Flores et al., 2020) 

and (Oehlhorn et al., 2020). Question 22 was adapted from (Li, 2022). 

 Section D of the survey included five general questions about the relationship 

between digitalisation and psychological well-being in the workplace. The 

questions were adapted from (Sam et al., 2022). Sam et al. (2022) revealed that 

the implementation of digitalisation and automation has the potential to impact 

employees' stress levels in both advantageous and disadvantageous ways. 

 Section E of the survey included five general questions about the relationship 

between digitalisation and workplace engagement in the era of digitalisation 

and automations. The questions were adapted from (Oehlhorn et al., 2020). 

 

4.6 Data collection  

 

The data was gathered subsequent to the completion of several processes, which 

includes the submission and acceptance of the research proposal, the creation of 

research instruments, and obtaining of ethical clearance approval. Qualtrics statistical 

data collection software was utilised throughout the process of developing and 

structuring the instruments. Data was collected using an online survey utilising a closed-

ended questionnaire that had been divided into five sections: Section A; Section B; 

Section C; Section D, and Section E. The online survey was disseminated to a total of 

162 respondents. The respondents that participated in the survey were individuals 

employed in the Information Technology (IT) and their related business units within the 
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banking industry of South Africa. A total of 105 respondents successfully completed the 

questionnaire, with no instances of incomplete responses observed among the 

completed responses. 

In chapter five, the demographic information of the respondents was presented in both 

tabular and graphical formats. 

 

4.7 Data analysis 

 

Data analysis encompasses a process of transforming raw data into meaningful 

information in which decisions can be derived from (Bryman et al., 2019). Quantitative 

data analysis refers to the process of examining numerical data or data that can be 

readily translated into numerical form without compromising its significance (Saunders 

et al., 2016). The primary goals of quantitative data analysis was to measure differences 

between two or more constructs being examined, to analyse the relationship between 

two or more constructs being studied, and to test the hypothesis in a scientifically 

rigorous manner (Bryman et al., 2019).  

Quantitative data analyses were used to test relationship between digitalisation and 

employees’ psychological well-being and their level of effect on the workplace 

engagement, and how strategic leadership manage this relationship. A qualified 

statistician guided the Statistical analysis. A descriptive statistical analysis tests was 

applied to test the relationships underpinning the study. 

The study used Exploratory Factor Analysis (EFA), which was referred to as a  

complicated and multidimensional method of statistical analysis that is frequently utilised 

in the fields of information system, social science, education, and psychology 

(Taherdoost et al., 2022). This technique was commonly used in the development, 

refinement, and evaluation of tests, scales, and measures (Taherdoost et al., 2022). 

Thus, the objective of EFA was to ascertain the shared elements that account for the 

arrangement and organisation of observed variables. In the field of social and 

behavioural sciences, it is commonly considered that factors refer to latent attributes of 

individuals that are not directly visible (Watkins, 2018). These factors become apparent 

through variations in the scores individuals get on measurable variables (Watkins, 2018). 

In recent years, EFA analysis has been used for a broad variety of purposes, including 

the determination of correlations between socioeconomic, land use, activity participation, 

and travel pattern factors (Taherdoost et al., 2022). Therefore, the research investigated 
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the application of EFA and communalities, which measured the sufficiency of the 

sampling approaches used for the study. This adequacy was discussed, and the findings 

of its measurement are reported in chapter five of the study. 

 

Data cleansing: To save time, once the 105 respondents had completed the 

questionnaire, the data was exported from Qualtrics and loaded into Microsoft Excel, 

where it was cleaned up and categorised. The primary purpose of this process was to 

search through the data to identify any missing values that might have been present. 

Although the dataset initially contained no missing values, certain data items were 

excluded from subsequent analysis following the completion of statistical analysis. This 

exclusion process is elucidated and explained in chapter five. 

 

4.8 Quality measures 

 

The determination of research quality in the natural sciences and quantitative research 

in the social sciences is highly dependent on the concepts of reliability and validity. 

Ensuring the quality of research was also underpinned by the research design chosen 

for the study, and last but not least, the integrity and objectivity of the researcher played 

a role in the quality of the study. This entails acting openly, telling the truth, and promoting 

correctness. It also means avoiding fraud, dishonesty, and misrepresentation (Saunders 

et al., 2016). The research upheld a rigorous standard of academic integrity by accurately 

and objectively presenting all information as they arose from the study's results. 

 
4.8.1 Validity of the study 

The concept of validity pertains to the investigation of whether a measurement accurately 

measures the intended construct (Greener & Martelli, 2018). The maintenance of 

research validity is of paramount significance, as it enhances the credibility of the 

research and elevates the research findings to the status of scientific truth, thereby 

rendering them more widely accepted. The study enhanced its level of validity by 

ensuring that the constructs designated for measurement were precisely measured 

without any manual manipulation of the research instruments that could potentially bias 

the study's results. To  assess the validity of the research instruments, the study 

employed EFA. This technique was thoroughly explained in the section dedicated to data 

analysis. 
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According to Ali et al. (2019), validity is the most crucial factor to consider when 

developing a test since it produces a fact and theory that supports the interpretation of 

test results. In addition, validity is defined as the correctness of the assessment results' 

interpretation and application (Ali et al., 2019). It if further, strengthened in that the validity 

is an evaluative assessment of empirical facts and theoretical reasons that support the 

sufficiency and appropriateness of conclusions and actions based on test scores (Ali et 

al., 2019). Evaluating validity is more challenging compared to assessing reliability. In 

assessing reliability, researchers primarily focus on determining if the measures remain 

consistent over time, within the instrument, and among different observers (Frost, 2022). 

On the other hand, the process of evaluating validity entails determining whether the 

instrument accurately measures the intended characteristic (Frost, 2022). 

In relation to the definition and description of validity, the study employed rigorous 

statistical analysis techniques, including EFA and correlation matrices. These methods 

were used to ascertain that the research instrument accurately measured the intended 

construct and that all items within the instrument were duly verified and validated, 

demonstrating a correlation in accordance with their categorisation. Another significant 

factor that influenced the selection of EFA as the preferred method for assessing the 

validity of the instruments was that it was widely regarded as a robust approach for 

establishing construct validity (Ali et al., 2019). It is also the most frequently employed 

method for assessing construct validity through an instrument's measurements (Ali et al., 

2019).  

 

4.8.2 Reliability of the study 

Reliability, according to Saunders et al. (2016), pertains to the processes of replication 

and consistency. The reliability of research can be established when a researcher 

successfully reproduces a prior research design and obtains consistent results. In this 

study, reliability measures, such as Cronbach Alpha were used to ascertain the reliability 

of constructs measured, using a cut-off of 0,7 (Frost, 2022; Bujang et al., 2018). EFA 

was utilised to ascertain the dimensions of the assessed constructs prior to undertaking 

Cronbach Alpha. Cronbach's alpha is a statistical measure used to assess the internal 

consistency or reliability of a set of items, measurements, or ratings (Bujang et al., 2018). 

In essence, this method assesses the degree of reliability exhibited by the replies 

obtained from a questionnaire, a specific domain within a questionnaire, or an instrument 

or rating system that is reviewed by respondents (Bujang et al., 2018). High Cronbach's 

alpha values indicate that the response values for each respondent across a set of 
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questions demonstrate a high level of consistency (Frost, 2022). For instance, in cases 

where participants exhibit a high level of response for a particular item, it is also probable 

that they will display high levels of response for the remaining items. The consistent 

nature of these measurements suggests that they are reliable and that the items being 

measured may indeed possess the same characteristic (Frost, 2022). This evaluation 

serves as an indicator of the dependability and reliability of the aforementioned 

instruments. The development of Cronbach Alpha was attributed to Cronbach, who 

initially employed it as a means to assess the reliability of a psychometric instrument 

(Bujang et al., 2018).  

 

4.8.3 Triangulation 

The process of triangulation entails the utilisation of multiple data sources and collection 

methods to verify the credibility, authenticity, and validity of research data, analysis, and 

interpretation (Saunders et al., 2016). For the benefit of the study, the research employed 

multiple theories to enable the study to draw parallels from such theories, and from a 

data collection standpoint, data was collected from individuals employed by multiple 

banks to enable triangulation of findings. 

 

4.8.4 Statistical analysis 

The data was analysed using SPSS (Statistical Package for the Social Sciences), and a 

professional statistician provided assistance during the analysis process. The 

information about the professional statistician were provided in Appendix A. The 

objective of the study was to conduct regression analysis and test for normality. 

However, during the data analysis phase, it was determined that it would be infeasible 

to test for both normality and regression simultaneously. The study researcher and the 

statistician then considered using EFA statistical analysis and its sub-tests for the study.  

In the following sections, the statistical tests that were utilised in the research project 

were discussed, along with the reasoning behind why these tests were chosen. 

 

4.8.4.1 Exploratory factor analysis 

EFA aims to identify the underlying variables, known as factors, that can explain the 

correlations observed among a set of variables (IBM, 2021). Factor analysis is a 

commonly employed technique in data reduction. Its purpose is to identify a limited 
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number of factors that can account for the majority of the observed variance in a larger 

set of manifest variables (IBM, 2021). During the statistical analysis, certain items from 

the research instruments were excluded because they did not effectively test the 

relationships outlined in the research questions and hypotheses (identified by low factor 

loadings). This decision was made in accordance with the principle of data reduction in 

EFA. The omission and justification, as guided by the EFA principles, were further 

presented in chapter five, where study results are presented.  

In supporting the principles of EFA of eliminating irrelevant questions, Shrestha (2021), 

assert that EFA is a useful method for reducing the number of variables in a dataset. It 

allows the researcher to extract a smaller number of factors from a larger set of related 

variables. This can make the data more manageable and easier to use in other types of 

analysis, such as multiple regression or multivariate analysis of variance (Shrestha, 

2021).  

Using a questionnaire can be advantageous for development purposes. Sometimes, 

including additional statements in a questionnaire can cloud the clarity of understanding 

the variables. Factor analysis can be used to eliminate irrelevant questions from the final 

questionnaire (Shrestha, 2021). In agreement with other scholars, Yong and Pearce 

(2013) explain that the primary goal of factor analysis is to condense data in a manner 

that facilitates the interpretation and comprehension of relationships and patterns. 

Cluster analysis is a frequently employed method for grouping variables into a limited 

number of clusters, based on the similarity of their variance. Isolating constructs and 

concepts can be beneficial. 

 

4.8.4.2 Varimax rotation method 

According to Osborne (2015), EFA yields favourable results that are easily interpretable 

once the results are rotated. Unrotated results from factor analysis can be challenging to 

interpret. Rotation was developed shortly after factor analysis as a means for 

researchers to enhance the clarity and simplicity of the results obtained from factor 

analysis (Osborne, 2015). The EFA can be done using a range of rotation techniques. 

However, for this study, the Varimax rotation technique was chosen. According to IBM 

(2021), Varimax has the capability to reduce the number of variables with high loadings 

on each factor, making it easier to interpret the factors. Varimax also provides a simplified 

factor structure and identifies distinctive factors (Shrestha, 2021). 
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4.8.4.3 Principal axis factoring (PAF) extraction method 

The Principal axis factor (PAF) method is based on the idea that all variables are part of 

the first group. Once the factor is extracted, a residual matrix is then calculated. 

Successive extraction of factors continues until enough variance is accounted for in the 

correlation matrix (Yong & Pearce, 2013). Principal axis factor analysis is recommended 

when the data do not meet the assumption of multivariate normality. The primary 

rationale for employing PAF in the study was rooted in the fact that normality was not 

tested, as mentioned in previous sections. Adhering to the principle of PAF, which avoids 

reliance on distributional assumptions, the study refrained from making any assumptions 

about the distribution (Olanrewaju & Onyekachi, 2020). Most, importantly PAF was 

adopted since it is commonly used in Likert scale questionnaire (Shrestha, 2021). 

One approach to extract factors from the original correlation matrix is by using squared 

multiple correlation coefficients as initial estimates of the communalities, which are then 

placed in the diagonal (IBM, 2021). The factor loadings are utilised to calculate new 

communalities, which then replace the previous estimates in the diagonal. The iterations 

will continue until the changes in the communalities from one iteration to the next meet 

the convergence criterion for extraction (IBM, 2021). The study further, used a scree plot 

to determine the number factors to retain. A scree plot is a tool used to visualise the 

variance associated with each factor. This plot is used to determine the optimal number 

of factors to retain (IBM, 2021). The plot usually demonstrates a clear contrast between 

the sharp decline of the major factors and the gradual decrease of the remaining 

elements (IBM, 2021). The outputs are presented in chapter five. 

It is further stated that PAF involves using the original correlation matrix and it is 

commonly in the shared variance between items(Schreiber, 2021). Initially, it places 

squared multiple correlation coefficients on the diagonal (Schreiber, 2021). This is done 

to eliminate unique and error variance from the factors. The factor loadings are utilised 

to iteratively estimate new communalities, which then replace the previous estimates in 

the diagonal (Schreiber, 2021). 

 

4.9 Ethical conduct 
 

The paramount aspect of any research is its capacity to thoroughly eliminate ethical 

concerns and circumvent any factors that may compromise the research's credibility. 
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4.9.1 Ethical conduct 

During the research process, ethical considerations will arise when designing and 

planning the study, obtaining access to organisations and individuals, gathering, 

analysing, managing, and reporting data (Saunders et al., 2016). It is imperative to 

address ethical considerations in a timely manner throughout all phases of the research 

process, as failure to do so may compromise the credibility of the research. The study 

made concerted effort to abide by the strict compliance with all ethical considerations as 

stipulated by the institution.  

 

4.9.2 Consent 

The concept of informed consent pertains to the responsibility of a researcher to furnish 

comprehensive information and guarantees regarding participation in the set study, 

enabling individuals to comprehend the consequences of their involvement (Saunders et 

al., 2016). This allows them to make an informed, deliberate, and voluntary decision 

without any undue influence or coercion (Saunders et al., 2016). The study adhered to 

the institutional policies of the Gordon Institute of Business Science, which operates 

under the University of Pretoria. It also complied with the requirements pertaining to 

participant consent. All respondents were provided with comprehensive information 

pertaining to the study, ensuring their understanding of its purpose. Importantly, no 

participant was subjected to coercion, force, or deception in order to secure their 

participation. 

The letter of consent that stipulated the respondents’ agreement to take part in the 

study was included in Appendix A. 

 

4.9.3 Bias 

In the realm of prospective research, bias refers to any deviation from the truth that may 

occur during the planning of research protocols, their implementation, or the 

interpretation of resulting data (Stenson & Kepler, 2019). The researcher should be 

aware of two prevalent biases, namely participant bias and researcher bias. Participant 

bias is referred to as any variable that elicits an inaccurate response, while researcher 

bias is referred to as any variable that causes partiality in the researcher's recordings of 

participant responses (Saunders et al., 2016). The study implemented measures to 

ensure that both the respondents and the researcher engaged in the process with a 

commitment to ethical conduct, free of any external distractions or interference.  
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4.9.4 Storage of data 

The data were put away in a secured folder and will continue to be protected in this 

manner for at least ten years, to make it possible to examine the data in the event that it 

is ever required. The secured folder will be kept not only at the academic institution but 

also in the cloud storage service. The names of respondents were not disclosed (all will 

remain anonymous), neither will their affiliation to specific banks was disclosed. No 

distinction was made between the banks and only aggregate data was processed. 

 

4.10 Limitations 

 

The study's limitations pertain to the different categories within the population that were 

not included in the research. These limitations may be exacerbated by factors such as 

temporal constraints such time, cost, and geographical disparities that impede access to 

key respondents (Saunders et al., 2016). Whilst the research was focused on the South 

African banking sector, it was not feasible to gather data from all banks operating within 

the country. Therefore, the study was restricted to a selected number of established 

traditional banks that have been operational in SA for a minimum of fifteen years. 

 

4.11 Conclusion 

 

This chapter began with providing an overview of the research methodology and 

techniques that was used to direct the investigation of the study, and it further presented 

the research design, research philosophy, and research approach that formed the 

foundation of the study. The population, the sample technique, and the sampling frame 

of the study were covered in the section. The chapter followed with a presentation of the 

techniques that was used to collect data, analyse data, and quantify quality. This 

techniques served as the foundation for the research project. In conclusion, the ethical 

considerations that were taken into account along with the limitations of the study were 

discussed. 
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CHAPTER FIVE: RESULTS 

 

5.1 Introduction 

 

This chapter presents an analysis of the statistical results generated by the data collected 

through the survey questionnaire. The study instruments were developed utilising the 

no-cost edition of Qualtrics data collection software. The survey was subsequently 

disseminated to a total of 162 respondents employed in the information technology 

division of South African banking institutions, as well as their affiliated business units. 

Among the respondents, a majority of 105 individuals completed the survey in its entirety, 

without any errors. This represented 64,81% response rate. 

 

5.2 Selection of the Sample 

 

The sample was selected due to the high prevalence of digitalisation and automation in 

the South African banking industry. The questionnaire consisted of five sections. Section 

A focused on the demographics of the respondents, including their age, highest 

qualification, and years of employment experience. The remaining sections B, C, D, and 

E, were designed to address each research question and hypothesis, and were based 

on the following scale: 

1 – Strongly Disagree; 2 – Disagree; 3 – Neutral; 4 – Agree, and 5 – Strongly Agree. 

 

5.3 Statistical analysis  

 

The data was analysed using frequencies and descriptive statistical analysis. To address 

the research questions and test the hypothesis, the EFA statistical test was employed. 

In addition, the reliability and validity of the study were assessed using the Cronbach 

Alpha statistical test. The preceding sections provided a comprehensive explanation of 

these details. 
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5.4 Frequencies and descriptive statistics 

 

The first question of the questionnaire asked respondents to select the age group that 

was appropriate for them at the time of completing the survey. The age groups were 

presented in a way that allowed for different options to be chosen. The age groups of the 

respondents are well represented and evenly distributed across all age ranges. The 

results of the age group of the respondents are presented in table 5.1 and figure 5.1. 

 

5.4.1 Age groups   

Table 5.1 Age groups of the respondents 

 

The distribution of age groups based on the collected data is presented in figure 5.1 

below. According to the presentation, the age group of 29-43 years is the most well-

represented, accounting for 57,1% of the total. Following closely behind is the age group 

of 44-59 years, which makes up 32,4% of the total. 
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Figure 5.1 Distribution of age groups      

 

 

5.4.2 Gender 

In addition to other questions, the respondents were asked to confirm their gender. They 

were also given the option to choose not to disclose their gender. Based on the results, 

the gender statistics show a relatively balanced distribution. Male respondents 

accounted for 51,4%, while female respondents accounted for 44,8%. Additionally, 3,8% 

of respondents chose not to disclose their gender. Table 5.2 and figure 5.2 shows the 

details.  

 

Table 5.2: Gender of the respondents 
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Figure 5.2 Gender Distribution  

 

5.4.3 Highest qualification 

The next variable that respondents were asked to provide information on was their 

highest qualification. Once again, the results indicate a relatively balanced distribution of 

education levels among the respondents. The highest percentage is held by respondents 

with a master's degree at 28,6%, followed closely by those with a diploma qualification 

and those with an honours degree or post-graduate diploma, both at 22,9%. Table 5.3 

and figure 5.3 display these representations. 

 

Table 5.3 Highest qualification of respondents 
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Figure 5.3 Distribution of highest qualification 

 

5.4.4 Manager or supervisor 

The next two questions were related to each other. The first question asked respondents 

about their level of employment, specifically whether they were a manager or supervisor. 

The second question asked respondents if they had subordinates reporting directly to 

them. Out of the 105 respondents, 29,5% mentioned that they had subordinates 

reporting to them, while 70,5% reported that they did not have any direct reports. Table 

5.4 and figure 5.4 depict the number of respondents who have direct reports and those 

who do not, as well as the distribution of direct reports. Table 5.5 displays the count of 

respondents who have direct reports. 

 

Table 5.4. Manager / Supervisor 
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5.7%

14.3%

22.9%28.6%
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Figure 5.4 Distribution manager / supervisor 

 

Table 5.5 Manager with Subordinates 

 

5.4.5 Employment category 

 As mentioned above in the previous sections, data was gathered from employees who 

work in IT departments and other related business units within the South African banking 

industry. The next question in the survey asked the respondents to specify whether they 

identify as technical resources or business resources. The goal is to classify the 

respondents to determine which category is most impacted by digitalisation and 

automation in the workplace. Based on the results presented in table 5.6 and figure 5.5 

below, it can be observed that there is a relatively balanced distribution of both technical 

and business resources. Technical resources accounted for 56,2% of the total, while 

business resources made up the remaining 43,8%. 

 

 

29.5%

70.5%

Distribution of Manager / Supervisor with Subordinates

Yes No



70 
 

Table 5.6 Employment category 

 

Figure 5.5 Distribution of Employment category 

 

5.4.6 Years of experience 

One of the critical questions asked of the respondents was to indicate the number of 

years they have been employed. Although the study did not specifically focus on 

examining various generations and their attitudes towards digitalisation and automation 

in the workplace, it was still crucial to consider whether the number of years of experience 

affects how employees react to the impacts of digitalisation and automation in terms of 

workplace engagement and psychological well-being. Table 5.7 and figure 5.6 display 

the distribution of the number of years of experience among the respondents. It is worth 

noting that the distribution appears to be relatively balanced. 
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Table 5.7 Years of experience 

 

Figure 5.6 Distribution of years of experience 

 

5.4.7 Employer 

The penultimate question in section A under the demographics requested the 

respondents to indicate their employment by choosing the company they are working for 

withing the South African banking industry. To accommodate the limitations imposed by 

time restrictions, the study purposefully selected six retail banking companies functioning 

within the industry. These companies were chosen as a suitable means to distribute the 

survey to their employees, who constituted the sample from which the data was 

collected. The findings indicate that the selected companies exhibited a generally equal 

distribution of answers. Table 5.8 and figure 5.7 depict the respective representations. 

To protect the confidentiality of the companies and respondents, the companies were 

identified using the following acronyms: BANK A, BANK B, BANK C, BANK D, BANK 
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E, and BANK F. The acronyms provided in the research instrument attached as 

appendix B below correspond to the actual bank names. 

 

Table 5.8: Employer 

 

Figure 5.7 Distribution of employer 

 

5.5 Sections pertaining to the research questions and hypotheses 

 

The following sections present the descriptive statistic results per the research 

questions. Each section comprised of various sub-questions (Appendix B) that are 

related to the research questions outlined in chapter one and chapter three. 
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5.5.1 Strategic leadership: effect on employees’ psychological well-being 

Section B of the research instruments comprised ten sub-questions that inquire about 

the role and influence of strategic leadership in the South African banking industry during 

the era of digitalisation and automation. The sub-questions were itemised as follows: B1, 

B2, B3, B4, B5, B6, B7, B8, B9, and B10. These sub-questions were linked to the first 

research and the first research hypothesis in chapter one and chapter three, respectively. 

RQ1: What are leaders in the banking industry doing to enable employees’ 

psychological well-being in the workplace in the era of digitalisation and 

automation? 

Based on the findings presented in table 5.9, it can be observed that sub-questions B1, 

B5, and B2 have the highest mean scores of 4.69, 4.63, and 4.55, respectively. These 

results indicate that the respondents strongly agreed that strategic leadership plays a 

crucial role in creating a clear vision, providing guidance and direction, and fostering an 

optimistic perspective on digitalisation and automation. When considering the mode, the 

majority of respondents strongly agreed. Standard deviations were small, indicating 

agreement among the respondents. 

Item B1 represents a standard deviation of 0,625. 

Item B5 represents a standard deviation of 0,593. 

Item B2 represents a standard deviation of 0,679. 

Table 5.9 Strategic leadership effects on psychological well-being 
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5.5.2 Strategic leadership’s effect on workplace engagement 

The research instruments included Section C, which consisted of seven sub-questions 

identified as C1, C2, C3, C4, C5, C6, and C7. The aforementioned items were associated 

with research question two and hypotheses two, as presented in chapter one and chapter 

three, respectively. 

RQ2: What strategies are strategic leaders employing to ensure workplace 

engagement during the era of digitalisation and automation within the South 

African banking industry? 

According to the results in table 5.10, it can be observed that item C3, C1, and C5 have 

the highest mean scores of 4.68, 4.55, and 3.93 respectively. The data indicates that 

most of the respondents are divided between agreeing and strongly agreeing with the 

following statements: strategic leadership fosters a culture of continuous learning, 

effectively communicates the advantages of digitalisation and automation, and offers 

timely and relevant feedback on employees' performance in relation to digitalisation and 

automation. This observation demonstrates a balanced distribution between the 

responses of agree and strongly agree, as shown by the mode. Standard deviations 

were small, indicating agreement among the respondents. 

Item C3 represents a standard deviation of 0,509. 

Item C1 represents a standard deviation of 0,679. 

Item C5 represents a standard deviation of 1,012. 

Table 5.10 Strategic leadership effects on workplace engagement 
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5.5.3 Digitalisation’s effect on psychological well-being 

Section D included five sub-questions labeled as D1, D2, D3, D4, and D5. The section 

inquired about how digitalisation impacts the psychological well-being of employees; 

these were linked with research question three and hypotheses presented in chapter one 

and chapter three, respectively. 

RQ3: What are the effects of digitalisation on employees’ psychological well-

being. 

According to the data presented in table 5.11 below, it is evident that items D1, D5, and 

D4 have the highest mean scores of 4.34, 4.08, and 3.97, respectively. These results 

indicate that a majority of the respondents agree and followed up by those strongly agree 

that digitalisation and automation have an impact on their psychological well-being. 

Item D1 represents a standard deviation of 0,928. 

Item D5 represents a standard deviation of 0,968. 

Item D4 represents a standard deviation of 0,882. 

Table 5.11 Digitalisation effects on psychological well-being 

 

5.5.4 Digitalisation’s effect on workplace engagement 

The final section of the research instruments, Section E, consists of five sub-questions 

labeled E1, E2, E3, E4, and E5. These sub-questions are related to research question 

four and hypotheses four, which are presented in chapter one and chapter three, 

respectively. 

RQ4: What is the role of human resources managers within the South African 

banking industry in terms of facilitating employees’ acceptance of digitalisation 

and automation in the workplace? 
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Table 5.12 below illustrates a strong consensus among the respondents, indicating 

strong agreement that HR managers play a crucial role in adequately preparing 

employees for the implementation of digitalisation and automation initiatives. 

Furthermore, the data suggests that HR departments are actively developing suitable 

frameworks for skills development, aimed at equipping employees with the necessary 

competencies for digitalisation and automation. Moreover, the participants express a 

high level of agreement regarding the role of HR departments in fostering employee 

motivation. This is according to the results achieved through the implementation of 

several strategies, including the provision of bonuses, competitive salaries, and 

comprehensive benefits. These initiatives are crucial in facilitating the attainment of the 

organisation's digitalisation and automation objectives. The mean scores for item E1, 

item E5, and item E2 are 4.64, 4.60, and 4.50, respectively. 

Item E1 represents a standard deviation of 0,695. 

Item E5 represents a standard deviation of 0,729. 

Item E2 represents a standard deviation of 0,952. 

Table 5.12 Digitalisation effects on workplace engagement 

            
5.6 Factor analysis 

 

The following section presents the results of the EFA for each section of the research 

instrument, beginning with section B. The study employed a factor analysis technique to 

ascertain the underlying factors associated with the variables of a questionnaire 

designed to assess employees' perceptions of strategic leaders' management and 
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handling of employees' concerns and challenges in the context of digitalisation and 

automation. 

The study employed the Kaiser-Meyer-Olkin measure of sample adequacy (MSA) and 

Bartlett's test of Sphericity to assess the factorability of the data. The Kaiser-Meyer-Olkin 

(KMO) Measure of Sampling Adequacy is a statistic that indicates the proportion of 

variance in the variables that could be attributed to underlying factors (Li et al., 2020). 

Values that are close to 1,0 generally suggest that conducting a factor analysis with the 

tested data may be beneficial. If the value of Kaiser-Meyer-Olkin (KMO) Measure of 

Sampling Adequacy is less than 0,60, the results of the factor analysis likely indicate a 

weak correlation (Li et al., 2020). Therefore, such values should be omitted when testing 

for the overall results.  

The study also tested for communality to establish factor analysis as a numerical 

measure of the extent to which the factor model captures the variation of an item (Eaton 

et al., 2019). Communality is a measure of the extent to which an indicator is influenced 

by common factors (Grieder & Steiner, 2021). It represents the proportion of variance in 

the item that can be explained by these shared factors. In other words, communality 

indicates the strength of the relationship between the item and other items being 

considered (Grieder & Steiner, 2021). Previous research has proposed that 

communalities ranging from 0,25 to 0,4 are considered appropriate cutoff values, while 

communalities of 0,7 or above are regarded as optimal (Eaton et al., 2019). 

The calculation of determinant scores was conducted to assess the degree of 

communality among the variables. Additionally, the determination of the number of 

components to be retrieved in all sections were conducted by examining total variance, 

communalities, and the scree plot. Finally, the varimax rotation approach was utilised in 

all sections to minimise the presence of variables with high loadings on each factor. 

 

5.6.1 EFA: Strategic leadership and psychological well-being   

Section B included ten items, which are shown in figure 5.8 below. In Section B, a factor 

analysis technique was used to determine the underlying factors related to the variables 

in a questionnaire. This questionnaire was designed to measure employees' perceptions 

of the relationship between strategic leaders and their psychological well-being. 

Appendix B illustrates the contents of section B. 
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Figure 5.8 Section B Items  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Author’s own 

 

Based on the rules of Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and 

communalities stated above, the highlighted items above were omitted from the factor 

analysis as they violated these rules as represented in table 5.13 below 

 

Table 5.13 Section B omitted items 

Item Test Score 

B4 MSA 0,586 

B6 MSA 0,554 

B7 MSA 0,540 

B8 Communality 0,107 

B1 

B2 

B3 

B4 

B7 

B5 

5 

B9 

B10 

B6 

B8 

Relationship between 

strategic leadership and 

psychological well-being 
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Items B4, B6, and B7 were excluded from the analysis due to their MSA scores falling 

below the acceptable threshold of 0,60. Furthermore, it should be noted that item B8 has 

been excluded from the analysis. This decision was made based on its communality 

value of 0,107, which falls below the established threshold of 0,25. The researchers 

assumed that the lack of correlation between these items and the remaining items was 

likely due to the way respondents interpreted the study instruments in relation to the 

omitted items.   

 

Table 5.14 Section B correlation matrix  

 

The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy was employed to 

assess the appropriateness of the data for doing factor analysis (Shrestha, 2021). To 

assess the suitability of the dataset for factor analysis, several statistical measures were 

generated, including Bartlett's test of Sphericity, the correlation matrix, and the total 

variance (Shrestha, 2021). According to table 5.14, the correlation matrix shows that 

there is enough correlation to support the use of factor analysis (Shrestha, 2021). The 

correlation matrix indicates that there are many items with inter-correlations greater than 

0,3 between the variables. Based on this, the study can conclude that the intended factor 

model seems to be appropriate (Shrestha, 2021). 

 

Table 5.15 Section B KMO and Bartlett’s test 
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The KMO Measure of Sampling Adequacy for the data presented in table 5.15 is 0,799, 

above the acceptable threshold of 0,60. Additionally, the Sig. p-value associated with 

this measure is less than <0,001, which is well within the acceptable threshold of <0,005 

(Grieder & Steiner, 2021). This finding provides evidence for the factorability of the 

correlation matrix (Li et al., 2020). 

 

Table 5.16 Section B diagonal anti-image matrices  

 

Tables 5.16 and 5.17 presented above and below, respectively, display the factor 

loading, diagonal anti-image correlation, and communality values following the extraction 

process (Shrestha, 2021). The concept of diagonal anti-image correlation expands the 

study understanding of the sufficiency of sampling for each individual item. The 

communalities represent the shared variance within the dataset following the extraction 

of variables (Shrestha, 2021). The factor loading values indicate the extent to which each 

item is associated with the underlying factors (Shrestha, 2021). 

Table 5.16 presents the MSA (Measurement of Sampling Adequacy) values pertaining 

to the anti-image correlation. These values exceeded the threshold of 0,70, which is 

significantly higher than the acceptable criterion of 0,60. Consequently, there was no 

necessity to exclude any additional items, suggesting that a factor analysis is 

appropriate.   
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Tables 5.17 Section B communalities matrix 

 

  

  

  

  

  

  

   

       

As previously mentioned, Eaton et al. (2019) established that a communality value of at 

least 0,25 is considered appropriate. Table 5.17 presented the communality values, all 

of which exceed the acceptable threshold of 0,25. However, item B10 falls below this 

threshold with a value of 0,174. Despite this, it was retained in the analysis due to its 

substantial MSA value of 0,824, which ranks it as the third highest in table 5.16. 

Additionally, the proximity of 0,174 to the threshold of 0,25 was considered when making 

this decision. The table demonstrates the presence of a common variance among the 

items. 

 

Table 5.18 Section B total variance explained 

 

Theoretically, based on the findings presented in table 5.18, it is evident that the PAF 

technique yielded the extraction of a single factor. This assertion is substantiated by the 

observation that all items inside the section B were predominantly focused on measuring 
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the same construct, without of any additional sub-questions or sub-sections that inquired 

about different elements.  

According to Shrestha (2021) the eigenvalue of a factor indicates the proportion of the 

total variance that is accounted for by that factor. In factor analysis, the significant factors 

that have an eigenvalue greater than one are retained (Shrestha, 2021). The reasoning 

behind this rule is sound. An eigenvalue that is greater than one is considered to be 

significant. It indicates that the factor explains more common variance than unique 

variance (Shrestha, 2021). 

According to table 5.18, one factor was extracted empirically. This factor has an 

eigenvalue of 3,334, which is greater than one. It accounts for 55,57% of the variance, 

indicating the presence of common variance. 

 

Figure 5.9 Section B Scree Plot 

 

The scree plot is a graphical representation that displays the magnitudes of eigenvalues 

on the vertical axis, while the horizontal axis represents the corresponding numbers 

assigned to each eigenvalue (Shrestha, 2021). The eigenvalues are represented as 

discrete points on the graph, with a line connecting each consecutive value. The process 

of factor extraction should be halted when a noticeable "elbow" or peak is observed in 

the plot (Shrestha, 2021). 
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Table 5.19 Section B factor matrix 

 Factor 

1 

Item Research instrument loading 

B2 The strategic leaders in my organisation provide clear guidance and 
direction on the adjustments required in response to digitalisation 
and automation processes. 

0,858 

B3 The strategic leaders in my organisation reward employees for their 
ability to adapt to digitalisation and automation. 

0,833 

B9 The strategic leaders in my organisation prioritise addressing 
employees' concerns about job security in relation to digitalisation 
and automation. 

0,725 

B1 The strategic leaders in my organisation create  a clear vision and 
set objectives that align with the successful implementation of 
digitalisation and automation initiatives in our institution. 

0,699 

B5 The strategic leaders in my organisation actively promote an 
optimistic perspective on digitalisation and automation. 

0,522 

B10 My immediate supervisor supports employees in managing stress 
and anxiety related to digitalisation and automation. 

0,417 

Extraction Method: Principal Axis Factoring. 

a. 1 factor extracted. 5 iterations required. 

 

 

a. Only one factor was extracted. The solution cannot be rotated. 

 

 

5.6.2 EFA: Strategic leadership and workplace engagement   

Section C consisted of seven items, as depicted in figure 5.10 below. In Section C, the 

study employed a factor analysis technique to identify the underlying factors associated 

with the variables in the questionnaire. The purpose of this questionnaire was to assess 

employees' perceptions of the connection between strategic leaders and workplace 

engagement during the digitalisation era. Appendix B provides an illustration of the 

contents found in section C. 
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Figure 5.10 Section C Items  

 

 

 

 

 

 

 

 

 

 

Source: Author’s own 

 

The items highlighted in figure 5.10 above, were omitted from the factor analysis due to 

their violation of the rules of Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy 

and mentioned earlier. Table 5.20 shows the MSA scores of the items that were omitted 

indicating their score of below 0,60.  

 

Table 5.20 Section C omitted items 

Item Test Score 

C1 MSA 0,536 

C3 MSA 0,438 

C7 MSA 0,494 

 

Items C1, C3, and C7 were omitted from the factor analysis due to their MSA scores 

falling below the acceptable threshold of 0,60. The researcher assumed that the low 

MSA scores on these items could be attributed to the respondents' interpretation of the 

study instruments pertaining to the omitted items.   

C1 

C2 

C3 

C4 

C7 

C5 

5 

C6 

Relationship between 

strategic leadership and 

workplace engagement 
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Table 5.21 Section C correlation matrix 

 

Based on the findings presented in table 5.21, the correlation matrix provides sufficient 

evidence to justify the application of factor analysis in this study (Shrestha, 2021). The 

correlation matrix reveals a substantial number of items exhibiting inter-correlations 

exceeding 0,3 among the variables. Based on the findings of this study, it can be inferred 

that the proposed factor model appears to be suitable (Shrestha, 2021). 

 

Table 5.22 Section C KMO and Bartlett’s test 

 

The KMO Measure of Sampling Adequacy for the data provided in Table 5.22 exhibits a 

value of 0,68, surpassing the permissible threshold of 0,60. Furthermore, the statistical 

significance p-value linked to this metric is <0,001, which falls comfortably under the 

acceptable level of <0,005 (Grieder & Steiner, 2021). The study conducted by Li et al. 

(2020) offers empirical support for the factorability of the correlation matrix in such 

instance. 
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Table 5.23 Section C diagonal anti-image matrices 

 

The MSA (Measurement of Sampling Adequacy) values of section C related to the anti-

image correlation are displayed in table 5.23 The observed values surpassed the 

designated threshold of 0,60, slightly exceeding the prescribed criterion of 0,60. Notably, 

item C6 exceeded the threshold by reaching a value above 0,70. Therefore, there was 

no need to remove any further items, indicating that a factor analysis is suitable.   

 

Table 5.24 Section C communalities matrix 

 

The communality values, as shown in table 5.24, surpass the minimum threshold of 0,25. 

No item fell below the threshold of 0,25. Therefore, the table illustrates the existence of 

a shared variance among the items. 
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Table 5.25 Section C total variance explained  

 

Based on the findings reported in table 5.25, the PAF technique resulted in the extraction 

of a solitary factor, as per theoretical considerations. The validity of this claim is 

supported by the fact that all parts within section C primarily aimed to assess the same 

underlying concept, without any supplementary sub-questions or sub-sections 

addressing distinct factors. Therefore, based on the findings,  a single factor was 

retrieved by empirical analysis. The eigenvalue associated with this factor is 2,03, 

indicating that it exceeds the acceptable value of one. The observed variance amounts 

to 50,81%, suggesting the existence of shared variance. 

 

Figure 5.11 Section C scree plot 

 

 

 

 

 

 

 

 

The eigenvalues associated with section C are depicted as discrete data points on the 

graph, with each subsequent value connected by a line. 
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Table 5.26 Section C factor matrix 

 Factor 

1 

Item Research instrument loadings 

C4 The strategic leaders in my organisation encourage employees to 
openly communicate their concerns and challenges regarding the 
processes of digitalisation and automation. 

0,713 

C6 In the context of digitalisation and automation, the strategic leaders 
in my organisation cultivate a work environment that promotes 
collaboration that encompasses the sharing of knowledge. 

0,562 

C2 The strategic leaders in my organisation involve employees in the 
decision-making process regarding digitalisation and automation. 

0,550 

C5 The strategic leaders in my organisation ensure that employees 
receive timely and relevant feedback on their performance 
concerning digitalisation and automation. 

0,522 

Extraction Method: Principal Axis Factoring. 

a. 1 factor extracted. 10 iterations required. 

 

 

a. Only one factor was extracted. The solution cannot be rotated. 

 

 

5.6.3 EFA: Digitalisation and psychological well-being  

Section D comprised of five items, as illustrated in figure 5.12 provided below. In Section 

D, the study utilised a factor analysis technique to ascertain the fundamental factors 

linked to the variables in the questionnaire. The objective of this questionnaire was to 

evaluate employees' perspectives on the correlation between digitalisation and 

psychological well-being in the current era of digitalisation. Appendix B presents a visual 

representation of the contents of section D. 

No items were removed from the section D, indicating that all items returned an MSA 

score of 0,60 or higher, which is considered an acceptable value.  
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Figure 5.12 Section D Items  

 

 

 

 

 

 

 

 Source: Author’s own 

 

Table 5.27 Section D correlation matrix  

 

According to the findings presented in table 5.27, the correlation matrix offers 

comprehensive evidence to support the utilisation of factor analysis in this study 

(Shrestha, 2021). The correlation matrix displays the items in section D exceeding 0,3. 

According to the findings of the study conducted by Shrestha (2021), it can be deduced 

that the proposed factor model demonstrated suitability. 

 

Table 5.28 Section D, KMO and Bartlett's Test 

D1 

D2 

D3 

D4 

D5 

5 

Relationship between 

digitalisation and 

psychological well-being   
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The KMO Measure of Sampling Adequacy for the data presented in table 5.28 

demonstrates a value of 0,79, which exceeds the acceptable threshold of 0,60. 

Additionally, the statistical significance p-value associated with this metric is <,001, which 

is well below the acceptable threshold of <,005 (Grieder & Steiner, 2021). The study 

conducted by Li et al. (2020) provides empirical evidence supporting the factorability of 

the correlation matrix in this particular case. 

 

Table 5.29 Section D diagonal anti-image matrices 

 

The Measurement of Sampling Adequacy (MSA) values pertaining to section C, 

specifically in relation to the anti-image correlation, can be found in table 5.29. The 

observed values exceeded the designated threshold of 0,60, surpassing the prescribed 

criterion of 0,60. It is worth mentioning that item D5 surpassed both the item average 

and the predetermined threshold by attaining a value greater than 0,90. Consequently, 

it was unnecessary to exclude any items from section D, suggesting that a factor analysis 

was appropriate.   

 

Table 5.30 Section D communalities matrix 
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The values of communality, as presented in table 5.30 above, exceed the acceptable 

threshold of 0,25. With the exception of item D5, which has a value of 0,21, below the 

threshold of 0,25, but it was included based on its higher MSA value of 0,91, as indicated 

in table 5.29. Hence, the table demonstrates the presence of a common variance among 

the items. 

 

Table 5.31 Section D total variance explained  

 

Based on the findings presented in table 5.31, it is evident that the PAF method yielded 

the extraction of a single factor, in accordance with theoretical considerations. The 

claim's validity is substantiated by the observation that all components within section D 

are primarily focused on evaluating the same underlying concept, without any additional 

sub-questions or subsections addressing separate factors. 

The eigenvalue associated with this factor is 3,01, which surpassed the acceptable 

threshold of one. The observed variance was calculated to be 60,19%, indicating shared 

variance. 
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Figure 5.13 Section D scree plot 

The eigenvalues corresponding to section D are presented as discrete data points on 

the graph, with each successive value connected by a line. 

 

Table 5.32 Section D factor matrix  

 Factor 

1 

Item Research instrument  

D3 Digitalisation and automation have equipped me with new skills 
through the acquisition of knowledge in emerging technologies, 
thereby enhancing my preparedness for future employment. 

0,853 

D1 My immediate supervisor supports employees in managing stress 
and anxiety related to digitalisation and automation. 

0,766 

D4 As an employee, I tend to resist digitalisation and automation 
initiatives. 

0,727 

D2 The rise of digitalisation and automation has generated concerns 
among employees about job security, increasing levels of stress and 
anxiety among us. 

0,721 

D5 I perceive digitalisation and automation initiatives as inclusive, 
offering opportunities to individuals from diverse backgrounds. 

0,458 

Extraction Method: Principal Axis Factoring. 

a. 1 factors extracted. 6 iterations required. 
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a. Only one factor was extracted. The solution cannot be rotated. 

 

 

5.6.4 EFA: Digitalisation and workplace engagement   

Section E consisted of a total of five items, as depicted in figure 5.14 below. In Section 

E, the study employed a factor analysis technique to determine the underlying factors 

associated with the variables in the questionnaire. The purpose of this questionnaire was 

to assess employees' viewpoints on the relationship between digitalisation and 

workplace engagement in the current digital era. Appendix B provides a tabular depiction 

of the materials included in section E. 

 

Figure 5.14 Section E Items  

 

 

 

 

 

 

 

Source: Author’s own 

 

The item highlighted in blue above was excluded from the factor analysis due to its 

violation of the rules outlined in the Kaiser-Meyer-Olkin (KMO) Measure of Sampling 

Adequacy and communalities, as indicated in table 5.33 below. 

 

 

 

E1 

E2 

E3 

E4 

E5 

5 

Relationship between 

digitalisation and 

workplace engagement 
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Table 5.33 Section E omitted items 

Item Test Score 

E4 MSA 0,049 

 

Item E4 was excluded from the factor analysis because its MSA score was below the 

acceptable threshold of 0,60. The researcher thought that the low MSA score on this 

item may be due to how the respondents interpreted the item.  

 

 Table 5.34 Section E correlation matrix 

 

Based on the results presented in table 5.34, the correlation matrix provides strong 

evidence to support the use of factor analysis in this study (Shrestha, 2021). The 

correlation matrix shows that the items in section E have inter-correlations that are 

greater than 0,3. Based on the findings of Shrestha's (2021) study, it can be concluded 

that the proposed factor model is suitable in this particular case. 

 

Table 5.35 Section E, KMO and Bartlett's Test 

 

 

 

 

 

 

The KMO Measure of Sampling Adequacy for the data in table 5.35 indicates a value of 

0,735, which is higher than the acceptable threshold of 0,60. Furthermore, the statistical 

significance p-value linked to this metric is less than 0,001, which is significantly lower 
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than the acceptable threshold of 0,005 (Grieder & Steiner, 2021). The study conducted 

by Li et al. (2020) offers empirical evidence that supports the factorability of the 

correlation matrix in this specific case. 

 

Table 5.36 Section E diagonal anti-image matrices 

           

  

The values for the Measurement of Sampling Adequacy (MSA) related to section E, 

specifically concerning the anti-image correlation, are available in table 5.36. The 

observed values have surpassed the designated threshold of 0,60, exceeding the 

prescribed criterion of 0,60 in a comprehensive manner. It is worth noting that item E5 

exceeded both the average value for items and the predetermined threshold by achieving 

a value greater than 0,80. Therefore, there was no need to exclude any items from 

section E, indicating that a factor analysis was appropriate. 

 

Table 5.37 Section E communalities matrix 

 

 

 

 

 

 

 

The values of communality, as shown in table 5.37 above, are higher than the acceptable 

threshold of 0,25. Therefore, there was a shared variance among the items. 



96 
 

Table 5.38 Section E total variance explained 

 

The findings presented in table 5.38 shows that the PAF method successfully extracted 

a single factor, which aligns with the theoretical considerations. The claim's validity is 

supported by the fact that all components in section E primarily focus on evaluating the 

same underlying concept. There are no additional sub-questions or subsections 

addressing separate factors. Based on the results, it was concluded that the empirical 

analysis resulted in a single factor. The eigenvalue associated with this factor is 2,28, 

which exceeded the acceptable threshold of one. The calculated observed variance is 

57,033%, which suggests that there is shared variance present. 

 

Figure 5.15 Section E scree plot 

 

The eigenvalues associated with section E are depicted as discrete data points on the 

graph, with consecutive values being connected by a line. 
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Table 5.39 Section E factor matrix  

 Factor 

1 

Item Research instrument loadings 

E1 My organisation’s human resources department makes significant 
efforts to prepare our staff for the introduction of digitalisation and 
automation. 

0,832 

E2 The HR department of our organisation motivates employees 
through various methods such as bonuses, salary, and benefits that 
contribute to the achievement of our organisation's goals and 
objectives related to digitalisation and automation. 

0,666 

E3 The HR department in my organisation is consistently developing 
effective communication strategies to facilitate coordination among 
different departments in order to efficiently manage digitalisation 
and automation initiatives. 

0,563 

E5 The HR department has created a training framework to address 
the development of the necessary skills associated with a workforce 
prepared for digitalisation and automation 

0,555 

Extraction Method: Principal Axis Factoring. 

a. 1 factors extracted. 12 iterations required. 

 

 
a. Only one factor was extracted. The solution cannot be rotated. 

 

 

5.7 Empirical and theoretical reliabilities  

  

The following sections present the empirical and theoretical findings for each section of 

the research instruments. The sections utilised the Cronbach's Alpha statistical test to 

assess the reliability of the research instruments. Cronbach's alpha is a statistical 

measure that ranges from zero to one (Bujang et al., 2018). Higher values indicate that 

the items being measured are related to the same dimension. On the contrary, if the 

Cronbach's alpha value is low (close to 0), it indicates that some or all of the items are 

not effectively measuring the same dimension (Bujang et al., 2018). Many scholars 

commonly use the value of 0,70 as a benchmark for Cronbach's alpha (Frost, 2022). At 

this level and beyond, the items consistently demonstrate reliability.  
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However, it is important to note that certain fields and industries may have varying 

minimum values (Frost, 2022). A Cronbach's Alpha value of 0,70 or higher was decided 

to be acceptable for the current study, whereas any value that was lower than 0,70 was 

regarded as not being suitable and being weak. This decision was made for the benefit 

of the current study. It is of utmost importance to acknowledge that the empirical 

Cronbach alpha was calculated without including the omitted items identified during the 

EFA. Conversely, the theoretical Cronbach alpha was measured by including all items 

from each section, as illustrated in Appendix B. 

 

5.8 Strategic leadership relationship with psychological well-being 

 

The subsequent sections provide an overview of the empirical and theoretical statistical 

reliabilities of the research instruments presented in Section B of Appendix B. This 

analysis specifically examines the correlation between strategic leadership and 

employee psychological well-being. The relationship in question will be represented as 

Factor One, based on the results of the EFA discussed in the preceding sections. It is 

important to mention that certain items were omitted during the EFA, and this is evident 

in the Cronbach's Alpha results in the following sections.   

 

Table 5.40 Factor one empirical and theoretical findings 

Empirical 
Cronbach 

Alpha 

Empirical 
number of 

items 

Theoretical 
Cronbach 

Alpha 

Theoretical 
number of 

items 

Inter-item 
correlation 

mean 

 

0,823 

 

6 

 

0,744 

 

10 

 

0,453 

* Inter-item correlations will only be considered if the Cronbach alpha is below 

0,70 and there are fewer than ten items. 

 

According to Larsson et al. (2021) when assessing reliability, if the Cronbach alpha value 

is below 0,70 and there are fewer than ten items, it is recommended to examine the inter-
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item correlation mean. In this case, the inter-item correlation value should ideally fall 

within the range of 0,20 to 0,40 (Larsson et al., 2021).  

Table 5.40 presents an overview summary of the empirical and theoretical findings for 

Factor One. The results clearly indicate a higher empirical Cronbach alpha value of 

0,823. Although the theoretical Cronbach alpha value of 0,744 was deemed acceptable, 

the study opted to use the empirical Cronbach alpha instead. This decision was made 

because the empirical Cronbach alpha had undergone thorough analysis and testing, 

making it a more reliable measure in the context of this research. It is worth noting that 

the empirical Cronbach alpha was tested with only six items.  

This suggests that the theoretical Cronbach alpha may not be reliable, as it yielded a 

lower value even though it was tested with ten items. Additionally, the study did not 

consider the mean inter-item correlation for Factor One due to its higher empirical 

Cronbach alpha. The output tables for the SPSS reliability statistical tests can be found 

in Appendix C, providing additional details. Therefore, based on the reliability test, it can 

be concluded that the study has proven the reliability of the research instruments, and 

the results can be considered trustworthy. 

 

5.9 Strategic leadership relationship with workplace engagement 

 

The following sections provide an overview of the empirical and theoretical statistical 

reliabilities of the research instruments presented in Section C of Appendix B. This 

analysis focuses on exploring the relationship between strategic leadership and 

workplace engagement. Based on the results of the EFA discussed in the preceding 

sections, the relationship in question will be represented as Factor Two. It is worth noting 

that specific items were omitted during the EFA. This can be observed in the Cronbach's 

Alpha results presented in the subsequent sections and in table 5.41.    
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Table 5.41 Factor two empirical and theoretical findings 

Empirical 
Cronbach 

Alpha 

Empirical 
number of 

items 

Theoretical 
Cronbach 

Alpha 

Theoretical 
number of 

items 

Inter-item 
correlation 

mean 

 

0,672 

 

4 

 

0,625 

 

7 

 

0,342 

* Inter-item correlations will only be considered if the Cronbach alpha is below 

0,70 and there are fewer than ten items. 

 

Table 5.41 provides a concise summary of both empirical and theoretical findings for 

Factor Two. The results clearly indicate that the empirical Cronbach alpha value is 

0,672, which is below the acceptable threshold of 0,70. The theoretical Cronbach alpha 

also had an unacceptable value of 0,625, therefore they cannot be trusted. In this case, 

the inter-item correlation mean was considered based on the mentioned rules. Both the 

empirical and theoretical Cronbach alpha's were below the acceptable threshold, and 

the number of items tested in Factor Two was less than ten. The inter-item correlation 

mean value was 0,342, which falls within the acceptable threshold of 0,20 and 0,40. As 

a result, the reliability of Factor Two has been demonstrated to be high thanks to the 

inter-item correlation mean, as stated by (Larsson et al., 2021). Appendix D includes the 

detailed output tables for the SPSS reliability statistical tests Factor Two. 

 

5.10 Digitalisation relationship with psychological well-being   

 

The following sections offer a summary of the empirical and theoretical statistical 

reliabilities of the research instruments that are presented in Section D of Appendix B. 

The purpose of this analysis was to investigate the correlation between digitalisation and 

psychological well-being. Based on the results of the EFA discussed earlier, the 

relationship in question will be referred to as Factor Three. It is important to highlight 

that no items were omitted from section D, indicating that all questions within section D 

underwent both EFA to assess validity and reliability testing. This can be observed in the 

Cronbach's Alpha results presented in the subsequent sections and in table 5.42.   



101 
 

Table 5.42 Factor Three empirical and theoretical findings 

Empirical 
Cronbach 

Alpha 

Empirical 
number of 

items 

Theoretical 
Cronbach 

Alpha 

Theoretical 
number of 

items 

Inter-item 
correlation 

mean 

 

0,823 

 

5 

 

  

 

  

 

0,493 

* Inter-item correlations will only be considered if the Cronbach alpha is below 

0,70 and there are fewer than ten items. 

 

Table 5.42 summarises both empirical and theoretical evidence linked to Factor Three. 

The findings clearly show that the empirical Cronbach alpha value is 0,823, which is 

greater than the minimum threshold of 0,70. Because the theoretical Cronbach alpha 

was not tested, it cannot be used.  

This is owing to the shared common variance of all items in section D, which passed 

EFA tests because they evaluated the same thing empirically. With such a high empirical 

Cronbach alpha value, the inter-item correlation mean was likewise not considered. This 

results show that Factor Three items have a high level of reliability, indicating that the 

results may be trusted. Appendix E includes the detailed output tables for the SPSS 

reliability statistical tests of Factor Three. 

 

5.11 Digitalisation relationship with workplace engagement 

 

The following sections below provide an overview of the empirical and theoretical 

statistical reliabilities of the research instruments presented in Section E of Appendix B. 

This analysis focuses on exploring the relationship between digitalisation and workplace 

engagement. The relationship in question will be referred to as Factor Four, as 

determined by the results of the EFA discussed earlier. It is important to note that one 

item was omitted during the EFA, which is reflected in the Cronbach's Alpha results in 

the subsequent sections.   
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 Table 5.43 Factor Four empirical and theoretical findings 

Empirical 
Cronbach 

Alpha 

Empirical 
number of 

items 

Theoretical 
Cronbach 

Alpha 

Theoretical 
number of 

items 

Inter-item 
correlation 

mean 

 

0,736 

 

4 

 

0,651  

 

5  

 

0,423 

* Inter-item correlations will only be considered if the Cronbach alpha is below 

0,70 and there are fewer than ten items. 

 

Table 5.43 provides an overview of the empirical and theoretical evidence associated 

with Factor Four. The findings indicate that the empirical Cronbach alpha value is 0,736, 

which exceeds the acceptable threshold of 0,70. The theoretical Cronbach alpha yielded 

a value of 0,651, which falls below the acceptable threshold of 0,70. One item was 

omitted from the EFA because it had an MSA value lower than the minimum threshold 

of 0,60.  

The inter-item correlation mean was not considered according to the aforementioned 

principles, because the empirical Cronbach alpha value was acceptable. The results 

indicate that Factor Four items exhibit a high level of reliability, suggesting that they can 

be trusted and relied upon. The detailed output tables for the SPSS reliability statistical 

tests of Factor Four can be found in Appendix F. 

Before conducting EFA, the mean scores for each of these four factors were displayed 

at the beginning of chapter five in table 5.9, 5.10, 5.11, and 5.12. The results presented 

above for each of these four factors are consistent with those mean scores. 
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Table 5.44 Overall scores 

 

Table 5.44 presents the overall scores obtained from the statistical tests conducted in 

the study. Chapter six provides a detailed discussion of the overall scores. 

 

5.12 Conclusion 

This chapter provided a presentation of the statistical results in their unprocessed form, 

which were derived from the statistical tests that were carried out for the study. It 

presented the demographics data in tabular and diagrammatic representations 

respectively. In addition, this chapter established a baseline for the findings presented in 

each section, as seen in the study research instruments provided in Appendix B. 

In conclusion, the findings presented in this chapter highlight the importance of the study 

and its implications in the context of digitalisation and automation. The conducted 

analyses have revealed the relationship between the main constructs of the study, 

providing new insights into previously unexplored aspects within the research area. 

These results are consistent with the initial hypotheses that were proposed. 
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CHAPTER SIX: DISCUSSION OF RESULTS 

 

6.1 Introduction 

The current chapter expands upon the literature discussed in chapter two and builds 

upon the findings presented in the previous chapter five. Since the study was unable to 

conduct regression analysis, the chapter compares the study results with the existing 

literature by utilising the average mean scores of each section of the research 

instruments. The aggregate mean score of each section, as presented in Appendix B, is 

shown in a table format in this chapter. 

Additionally, the chapter discusses the theoretical and empirical implications of each 

section of the research instruments. In order to guide the discussion in this chapter, we 

presented a summary of the respondents' demographics. This summary serves as a 

starting point for building a representation of the categories of individuals who completed 

the survey.   

 

6.2 Summary of respondents demographics 

 

Figure 6.1 Summary of respondents demographics 
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Figure 6.1 displays a summary of the demographic information of the key respondents. 

To understand the relevance of these figures, please refer to the corresponding tables 

in chapter five for more detailed information. Among the age group, the highest 

percentage of respondents was 57%. In terms of gender, the highest percentage was 

51%. The category of highest qualification had a response rate of 28%, while the years 

of experience category received the highest response rate of 41%. The respondents 

from different banks were relatively evenly distributed, with the highest percentage of 

employer category being 21%. The results indicate that there is a fairly even distribution 

of respondents across these categories. 

 

6.3 Strategic leadership relationship with psychological well-being 

 

Table 6.1 Aggregated totals of section B   

Section Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Average 

mean 

score 

STD 

Deviation 

B 4,3 13,2% 7,3 32,5% 47,7% 4,54 0,53 

 

Out of a total of 105 respondents, the participants in section B, as shown in Appendix B, 

were asked ten questions. These questions were adapted from various literature sources 

and focused on exploring the relationship between strategic leadership and 

psychological well-being in the context of digitalisation and automation. 47,7% strongly 

agreed, and 32,5% agreed that there is a strong relationship between strategic 

leadership and psychological well-being. While the current study investigated a different 

context compared to the study by Riasudeen and Singh (2021), both studies investigated 

the relationship between strategic leadership and psychological well-being, both studies 

agrees that there strong relationship does exit. 

Specifically, in section B, questions B1 and B5 inquired about whether respondents 

believe that strategic leaders are effectively establishing a clear vision for digitalisation 

and automation, and if they are actively encouraging a positive outlook on these 

advancements, respectively. 75,2% and 68,6% of respondents strongly agreed that 

strategic leaders are indeed setting a clear vision and promoting an optimistic 

perspective on digitalisation and automation. The results of the study confirmed that both 
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the TAM and JD-R models discussed in chapter two support the idea that leadership 

plays a crucial role in promoting the usefulness of digitalisation. Strategic leaders not 

only provide support for digitalisation initiatives but also create an environment where 

employees feel comfortable and willing to accept these initiatives. 

Moreover, these results align with the findings of Alblooshi et al. (2020), highlighting the 

crucial role of leadership in promoting organisational innovation. Leadership is a vital 

factor that determines the level of support and encouragement for innovation within an 

organisation. According to Deshwal and Ashraf Ali (2020), effective leadership plays a 

crucial role in achieving successful results for organisations. They also emphasise that 

the leadership style used has a significant impact on employee behavior, which directly 

affects their productivity. These two studies strongly support the findings of the current 

study, which confirm that a leader plays a crucial role in driving change and influencing 

employee behavior towards accepting change. In the specific context of the current 

study, it is evident from figure 2.2 in chapter two that employees' intention to use 

digitalisation is undeniably influenced by the support of strategic leadership. 

According to the overall statistical analysis scores presented in table 5.12 in chapter five, 

the study provides confirmation that both hypothesis one and research question one 

mentioned below have been proven correct. According to the data presented in table 

5.12 in chapter five, the overall mean score for strategic leadership relationship with 

psychological well-being is 4,53, with a standard deviation of 0,52. These findings 

indicate that strategic leadership is successfully leading the way in the digitalisation and 

automation era. 

RQ1: What are leaders in the banking industry doing to enable employees’ psychological 

well-being in the workplace in the era of digitalisation and automation? 

 Hypothesis 1 (H1): Strategic leaders in the South African banking industry are 

enabling employees’ psychological well-being in the workplace in the era of 

digitalisation and automation. 

The positive strength of this relationship is further emphasised and confirmed by the 

results of statistical tests conducted on section B research instruments, specifically the 

anti-image matrices in table 6.2 below. These tests reveal the highest scores of 

measures of sampling adequacy. One factor was extracted for section B, which had an 

eigenvalue of 3,334 and accounted for a total variance of 55,57%. 
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Table 6.2 MSA results for section B results 

 

6.4 Strategic leadership relationship with workplace engagement 

 

Table 6.3 Aggregated totals of section C results 

Section Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Average 

mean 

score 

STD 

Deviation 

C 6,2 16,28 8,4 36,5 37,4% 3,34 3,25 

 

This section presents and discusses the results obtained from section C of the research 

instruments in comparison with the existing literature. Based on the information provided 

in chapter five illustrated in table 5.10 and table 6.3 above, it can be observed that section 

C had a mean average score of 3,3381. This indicates that the majority of the responses 

for section C were concentrated between the neutral and agree categories. This score 

indicates that it has become challenging for the study to confirm the existence of a 

relationship between strategic leadership and workplace engagement within the context 

of the current study. 

 

6.4.1 Theoretical implications from section C instruments 

One of the key questions in section C asked respondents whether strategic leadership 

involve employees in the decision-making process regarding digitalisation and 

automation. According to the survey, 30% of the respondents expressed disagreement, 

indicating that employees are not being taken into consideration when it comes to 
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decisions about digitalisation and automation initiatives. According to Tucker's (2018) 

literature, it is essential for leaders to consistently demonstrate transparency and involve 

employees in decision-making processes related to change. However, the findings of the 

current study indicate a complete absence of employee involvement. The results indicate 

that there could be implications that may lead to resistance among employees, causing 

them to withdraw and become negatively engaged. Based on the average mean score 

of 3,3381 for section C instruments, it can be concluded that there is not enough 

evidence to confirm a relationship between strategic leadership and workplace 

engagement. Therefore, hypothesis two cannot be proven. Based on the results, the 

study assumes that discussions and decisions regarding digitalisation and automation 

are only made at the senior management level, without considering the impact on 

general employees.    

 

6.4.2 Empirical implications from section C instruments 

Empirically further studies should be conducted and rephrase the instruments and ask 

qualitative questions to ask respondents, of why they believe this relationship does not 

exist. Furthermore, a qualitative study could be conducted and aske strategic leaders 

and seniors managers on how they manage the decision making regarding digitalisation 

and automation initiatives. The below research question two and hypotheses two are 

thus cannot be proven correct. The study did not reveal any strategies that strategic 

leaders are implementing to ensure that there is a clear involvement of employees.  

RQ2: What strategies are strategic leaders employing to ensure workplace 

engagement during the era of digitalisation and automation within the South African 

banking industry? 

 Hypothesis 2 (H2): Strategic leaders in the South African banking industry 

employ specific strategies that ensure employees’ acceptance of digitalisation 

and automation initiatives to enhance workplace engagement. 

The negative strength of this relationship is further emphasised and confirmed by the 

results of statistical tests conducted on the research instruments in section C, specifically 

the anti-image matrices shown in table 6.4 below. These tests provide information on the 

measures of sampling adequacy with most of the MSA scores below the acceptable 

value of 0,70. Section C was analysed, and one factor was identified. This factor had an 

eigenvalue of 2,032 and explained 50,810% of the total variance. 
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Table 6.4 MSA results for section C results 

 

 

6.5 Digitalisation relationship with psychological well-being 

 

Table 6.5 Aggregated totals of section D results 

Section Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Average 

mean 

score 

STD 

Deviation 

D 2,8% 8,4% 10% 44% 39% 4,034 0,77 

 

This section provides an analysis and discussion of the findings derived from section D 

of the research instruments, in relation to the current body of literature. Based on the 

data shown in table 5.11 of chapter five and table 6.5 above, it is evident that section C 

exhibited a mean score of 4,0362. This finding suggests that a significant proportion of 

the responses in section D were concentrated within the range of agree and strongly 

agree categories. This finding suggests that the current study can equivocally confirm 

that there is a relationship between digitalisation and psychological well-being. 

The majority of respondents in section D were concentrated between the agree and 

strongly agree options. It is important to mention that 53% of the respondents agree that 

they have a tendency to resist digitalisation and automation in their workplace. 

Additionally, 56,2% of the respondents stated that digitalisation has provided them with 

new skills by acquiring knowledge in emerging technologies. Additionally, 57,1% of 

respondents strongly agreed that their immediate manager provides support to help 

employees manage the stress and anxiety associated with digitalisation and automation. 

The results indicate that although there is some level of management support and skill 
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acquisition, employees continue to resist digitalisation changes. The study assumes that 

this resistance may be influenced by various factors, including wages, uncertainty 

regarding job security, and job quality.   

 

6.5.1 Theoretical implications from section D instruments 

According to Kortmann et al. (2022), the labour market has been significantly affected 

by the increased adoption of digitalisation and automation. As a result, occupational 

profiles have undergone substantial changes and will continue to evolve in the future. 

These changes have had and will continue to have significant and far-reaching impacts 

on the quality of jobs. According to Rainnie and Dean (2020), the integration of digital 

technologies with human work will be crucial. The goal of this integration should be to 

improve labor conditions and, whenever feasible, shift societies and economies away 

from the current practice of treating digital platforms as mere commodities. Instead, we 

should view digitalisation as a means to augment human capabilities rather than 

replacing humans altogether. Digitalisation has the potential to bring about significant 

positive changes in the way people work. 

The study conducted by Genz et al. (2019) introduces an additional factor, namely 

wages, which acts as a catalyst for negative outcomes among employees. The study 

suggests that digitalisation and automation have both positive and negative effects on 

wages. Genz et al. (2019) further argues that skills play a crucial role in determining 

wages, particularly in the context of digitalisation and automation. However, Mönnig et 

al. (2019) present a counterargument suggesting that digitalisation and automation 

contribute to an increase in wage inequality. However, the current study presents 

different results from the existing literature by confirming that there is an equitable 

distribution of opportunities and benefits in digitalisation and automation among 

employees.   

 

6.5.2 Empirical implications from section D instruments 

Although the study did not specifically examine the influence of skills on digitalisation 

and automation, it is crucial to emphasise the need for further research to investigate 

and assess the connection between digitalisation, automation, and skills. This would help 

determine how these factors are impacting the quality of wages. 

RQ3: What are the effects of digitalisation on employees’ psychological well-being. 
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 Hypothesis 3 (H3): Digitalisation has negative effects on employees’ 

psychological well-being in the South African banking industry 

The positive strength of this relationship is further emphasised and confirmed by the 

results of statistical tests conducted on the research instruments in section D. 

Specifically, the anti-image matrices shown in table 6.6 below provide further evidence. 

These tests provide information on the measures of sampling adequacy. Most of the 

MSA scores are above the acceptable value of 0,70. Section D was analysed, and a 

single factor was identified. The eigenvalue of this factor was 3,010, which accounted for 

60,194% of the total variance. 

 

Table 6.6 MSA results for section D results  

 

6.6 Digitalisation relationship with workplace engagement 

 

Table 6.7 Aggregated totals of section E results 

Section Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Average 

mean 

score 

STD 

Deviation 

E 8,8% 11% 5% 21,4% 58,8% 4,54 4,75 

 

This section presents an analysis and discussion of the findings obtained from section E 

of the research instruments, in relation to the existing body of literature. Based on the 

data presented in table 5.12 of chapter five and table 6.5 above, it is clear that section E 

had an average score of 4,5429. This finding indicates that a considerable portion of the 
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responses in section E were focused on the agree and strongly agree categories. This 

finding strongly suggests that the current study can definitively confirm the existence of 

a relationship between digitalisation and workplace engagement. 

The majority of respondents in section E strongly agreed that there is a relationship 

between digitalisation and workplace engagement. On average, 58,8% of respondents 

strongly agreed that HR departments are making concerted efforts to prepare employees 

for the introduction of digitalisation and automation. Additionally, the respondent 

mentioned that HR departments are creating policies aimed at motivating employees 

through different approaches, such as offering bonuses, competitive salaries, and 

comprehensive benefits. These measures are designed to support the organisation's 

goals and objectives regarding digitalisation and automation. The respondents 

emphasised that HR departments are taking a crucial step by creating training 

frameworks to address the development of skills required for a workforce prepared for 

digitalisation and automation.    

 

6.6.1 Theoretical implications from section E instruments 

To succeed in today's knowledge-based and service-oriented economy, including the 

manufacturing sector, it is essential to have highly skilled and motivated employees who 

are willing to utilise their abilities for the success of the business (Oeij et al., 2019). 

Hence, it is crucial to prioritise employee engagement and involvement, along with 

digitalisation, automation, and business model innovation (Oeij et al., 2019). According 

to Hooi and Chan (2022), the introduction of digital technologies in the workplace leads 

to modifications in business systems, processes, and employee roles.  

The digitalisation of the workplace offers several advantages. It helps employees by 

freeing them from hazardous and monotonous tasks, while also enhancing the efficiency 

and speed of work completion. Workplace digitalisation can bring about various 

challenges for employees, such as new job demands, job displacements, and a blending 

of work and social life. Consequently, effectively managing this process necessitates the 

implementation of different strategies and the active involvement of leadership (Hooi & 

Chan, 2022). While the literature clearly state the value of digitalisation in modern 

business, it does not say anything regarding training framework guided by HR 

departments to address skill discrepancies brought up by digitalisation and automation.   
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6.6.2 Empirical implications from section E instruments 

The results from Section E clearly indicate that the majority of respondents strongly 

agree that HR departments play a crucial role in ensuring that employees' acceptance 

of digitalisation is not hindered. 

RQ4: What is the role of human resources managers within the South African banking 

industry in terms of facilitating employees’ acceptance of digitalisation and automation in 

the workplace? 

 Hypothesis 4 (H4): Digitalisation and automation within the South African 

banking industry enhance communication and collaboration among employees, 

thereby fostering heightened workplace engagement 

The positive strength of this relationship is further emphasised and confirmed by the 

results of statistical tests conducted on the research instruments in section E. Further 

evidence is provided by the anti-image matrices shown in table 6.6 below. These tests 

provide information about the measures of sampling adequacy. The majority of the MSA 

scores exceed the acceptable threshold of 0,70. Section E was analysed, and a single 

factor was identified. The factor's eigenvalue was 2,281, representing 57,033% of the 

total variance. 

 

Table 6.8 MSA results for section E results  

 

6.7 CONCLUSION 

In summary, the discussion that is carried out in this chapter brings together the empirical 

findings with the existing knowledge that has already been developed and discussed in 

chapter two, which contributes to developing a comprehensive comprehension of the 

role of strategic leadership on the effects of digitalisation and automation on employees’ 
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psychological well-being and engagement in the workplace. A comparison of the findings 

with previously published academic works reveals both the expansions and the 

confirmations of the past information that has been accumulated in the field of 

digitalisation and automation.   

However, it is important to recognise the limitations of this study. These limitations 

include the inability to perform regression analysis and test for normality. A detailed 

discussion of these limitations can be found in Chapter Seven below. These limitations 

indicate potential areas for future research efforts to expand upon and address the gaps 

identified in this study. 

The research findings confirm the importance of strategic leadership and HR 

departments in promoting a collaborative culture during the era of digitalisation and 

automation, thus adding to the existing knowledge. The implications of this study extend 

beyond academic discussions. Additionally, these findings may have practical 

implications for strategic leaders and HR practitioners across different industries who are 

considering implementing digitalisation and automation initiatives. 
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CHAPTER SEVEN: CONCLUSION  

 

7.1 Introduction 

 

This chapter expands on the findings reported in chapter five, and the discussions 

presented in chapter six. The purpose of this chapter is to provide a concise summary of 

the study's findings and discuss their implications for both the existing body of knowledge 

and organisations considering the implementation of digitalisation and automation. 

The chapter provides an overview of the limitations of the study and concludes by 

presenting recommendations for future studies.   

 

7.2 Research statement 

 

The main objective of the research was to examine the extensive adoption of 

digitalisation and automation in the South African banking industry, and its correlation 

with the adverse psychological well-being of employees in the IT departments and their 

respective business units. Additionally, the study aimed to explore the impact of these 

factors on workplace engagement. The study aimed to examine the impact of strategic 

leadership in the digitalisation and automation era. Specifically, it focused on how 

strategic leaders handle the processes associated with digitalisation and automation to 

prevent and address any negative effects on employees' psychological well-being which 

affects workplace engagement. 

 

7.3 Summary of key findings 

 

Throughout the study, several significant findings were discovered regarding the 

relationships between strategic leadership and psychological well-being, strategic 

leadership and workplace engagement, digitalisation and psychological well-being, and 

digitalisation and workplace engagement.  
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The first key finding, as presented in chapter five and illustrated in table 5.44, indicate a 

strong correlation between strategic leadership and employees’ psychological well-

being. This implies that strategic leaders have a crucial role in ensuring that employees 

embrace digitalisation and automation with a positive attitude. These findings support 

the literature presented by Tucker (2018), which suggests that when leaders are 

transparent and involve employees in the change process, it fosters a sense of 

ownership among the respondents regarding the necessary changes and the specific 

actions that need to be taken. Additionally, it reveals the needs and perceived barriers 

of employees. 

Another significant finding pertains to the correlation between strategic leadership and 

workplace engagement. There appears to be a lack of communication between those in 

leadership positions who make strategic decisions and the employees who are 

responsible for carrying out these strategies, resulting in a lack of engagement in the 

workplace., as depicted in chapter five and table 5.44. The cultivation of a healthy work-

life balance in the context of digitalisation and automation have raised specific concerns. 

Furthermore, the study reveals that although there is a high level of communication, there 

is a lack of employee involvement in important decisions regarding digitalisation and 

automation. This lack of involvement is considered a crucial issue by the employees. 

The study also examined the correlation between digitalisation and psychological well-

being. The study reveals a noteworthy and robust correlation between digitalisation and 

employees’ psychological well-being. According to chapter five and table 5.44, the study 

confirms that the increasing presence of digitalisation and automation have raised 

concerns among employees regarding job security, causing higher levels of stress and 

anxiety among employees. Despite these concerns, the study reveals that the 

employees view digitalisation and automation initiatives as inclusive, providing 

opportunities for individuals from diverse backgrounds. The assumption is that the 

respondents appreciate the opportunities presented by digitalisation and automation, but 

they are also concerned about potential job displacements and the need for new skills, 

resulting in higher stress and anxiety levels.    

The last findings are derived from examining the correlation between digitalisation and 

workplace engagement. The findings indicate a clear and positive correlation between 

digitalisation and workplace engagement. This is supported by the respondents' 

feedback, which highlights the HR department's proactive efforts in preparing employees 

for the implementation of digitalisation and automation. Additionally, the HR department 
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is actively creating training programs to equip the workforce with the essential skills 

required for a successful transition to a digitalised and automated environment. 

This summary provides a brief overview of the main findings uncovered in the study. The 

text briefly discusses the important connections between strategic leadership, 

digitalisation, psychological well-being, and workplace engagement. It provides a 

concise summary of the main findings without delving into excessive detail, as that is 

covered in the main body of the study. The findings were based on the average mean 

scores of the research instrument sections, which are presented in chapter five and table 

5.44. The limitations of the study section explains the rationale and justification for basing 

these findings solely on the mean score. 

Based on the findings presented in chapter five, as well as the information provided in 

table 5.44 and the discussions in chapter six, the study can draw the following 

conclusions: 

 

Table 7.1 Hypothesis results 

Hypothesis 1 (H1) Strategic leaders in the South African 

banking industry are enabling employees’ 

psychological well-being in the workplace in 

the era of digitalisation and automation. 

Supported 

Hypothesis 2 (H2) Strategic leaders in the South African 

banking industry employ specific strategies 

that ensure employees’ acceptance of 

digitalisation and automation initiatives to 

enhance workplace engagement. 

Rejected 

Hypothesis 3 (H3) Digitalisation negatively affect employees’ 

psychological well-being in the South African 

banking industry. 

Supported 

Hypothesis 4 (H4) Digitalisation and automation within the 

South African banking industry enhance 

communication and collaboration among 

employees, thereby fostering heightened 

workplace engagement. 

Supported 
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7.4 Implications of the study 

 

The findings presented in this study have significant implications for understanding the 

role of strategic leadership and addressing the challenges that employees face in the era 

of digitalisation and automation. The clear connection between strategic leadership and 

negative workplace engagement outcomes highlights the importance for strategic 

leaders and HR departments to prioritise the development of an inclusive and 

collaborative culture in the age of digitalisation and automation.  

In addition, it is important for HR practitioners and wellness consultants or 

representatives to work together in order to create specific interventions that can help 

reduce the negative impact of digitalisation and automation on employees' psychological 

well-being. Moreover, this study emphasises the importance of conducting continuous 

research to delve into the intricate aspects of digitalisation and automation. This will help 

researchers gain a more comprehensive understanding of how these advancements 

affect the psychological well-being of employees. 

 

7.4.1 Key contributions of the study 

This study provides valuable insights into the field of digital advancements in the 

workplace. It sheds light on the important roles played by strategic leaders and HR 

practitioners in managing the process of digitalisation. Additionally, it explores their 

involvement during the digitalisation process. The study not only presents empirical 

evidence that demonstrates the impact of comprehensive strategic leadership on the 

acceptance and success of digitalisation and automation initiatives, but it also 

emphasises the crucial role of HR departments. These departments play a key role in 

ensuring that not only are the practical aspects of digitalisation and automation 

implemented effectively, but also that the psychological effects on employees are taken 

into consideration. 

 
 
7.5 Limitations 

 

While this study has provided valuable insights, it is important to recognise and 

acknowledge its limitations. Firstly, the study primarily relied on data collected from a 



119 
 

specific industry and a limited number of firms within that industry. This could potentially 

introduce recall bias and subjective interpretation into the findings. Furthermore, the 

study specifically targeted a particular subset of employees in the selected industry, 

which may limit the generalisation of the results to a wider population. In addition, the 

ever-changing nature of digitalisation and automation presents a challenge in 

understanding the ongoing technology trends and how they affect the psychological well-

being of employees as time goes on. 

The acceptance or rejection of hypotheses is primarily determined by the average mean 

score, as shown in table 5.44 and discussed in the preceding sections. However, it is 

important to note that the study's limitation prevents the performance of regression 

analysis. The study initially aimed to conduct regression analysis and test for normality. 

However, during the process of data cleaning and analysis, it was discovered that the 

data was not suitable for regression analysis and testing for normality. As a result, the 

researcher with the guidance from the statistician decided to instead use EFA analysis 

for the statistical tests and analysis. Further research is necessary to determine whether 

the findings of the study can be confirmed or refuted, as the data collected for the study 

is not suitable for regression analysis. 

Moreover, the ever-changing nature of digitalisation and automation presents a 

challenge not only for employees but also for businesses as a whole. It becomes crucial 

for businesses to keep up with the constantly evolving technological trends and 

understand how they affect their business models and organisational cultures.  Future 

studies that utilise alternative research methodologies and include diverse samples, 

such as strategic leaders and HR practitioners, could provide a more comprehensive 

understanding of the intricate processes of digitalisation and automation and their effects 

on employees psychological well-being. 

 

7.5.1 Reflecting on the research methodology 

Upon reflection of the methodology utilised in this study, it is evident that the survey-

based approach yielded valuable insights into the perceptions and behaviours of 

employees in the context of digitalisation and automation. However, it is important to 

acknowledge that this approach also had certain limitations. Future research endeavours 

could benefit from employing mixed-method approaches, which involve combining 

quantitative surveys with qualitative interviews or observational studies. This approach 

would allow for a more comprehensive understanding of the complex mechanisms that 
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underlie the relationships being tested in the study, and modify the research instruments 

so they are suitable to perform regression analysis and test for normality. 

 

7.6 Recommendations for future research 

 

In today's business environment, with the growing interconnectedness of the digital 

landscape and the ongoing digitalisation and automation efforts, it is crucial to recognise 

the impact of these initiatives on employees' psychological well-being and workplace 

engagement. This understanding is not only necessary but also morally imperative, 

especially considering the potential job displacements that may occur. This study serves 

as a testament to the power and risks associated with digitalisation and automation. It 

emphasises the importance for strategic leaders and HR practitioners to address these 

challenges with focused and coordinated efforts. By engaging in collaborative action and 

ongoing inquiry, strategic leaders have the ability to shape a digital environment that 

promotes positive growth and enhances the psychological well-being of employees. 

Therefore, the study recommends conducting further research in industries other than 

banking, such as the retail industry. This recommendation is based on the assumption 

that the retail industry is less technologically advanced than the banking industry. It is 

clear that in South Africa, the majority of retail industry in-store operations and processes 

still rely heavily on manual labour. The assumption is further supported by a study 

conducted by Belle and Dyk (2019), which states that the retail industry in South Africa 

lacks understanding in the area of digitalisation. Furthermore, the concept of 

digitalisation is subject to mixed perceptions in the South African retail industry, as noted 

by Belle and Dyk (2019). Hence, conducting a study that utilises the modified research 

instruments employed in the current research could offer a fresh viewpoint on the impact 

of digitalisation and automation on employees' psychological well-being. 

 

7.7 Conclusion 

 

This chapter starts by restating the main research statement and presenting the purpose 

statement of the study. The study's key findings were then presented in a structured 

manner, following the research hypothesis outlined in chapter three. In addition, the 
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chapter delved into the implications of the study as well as its limitations. The study also 

discussed the reflection of the research methodologies that were adopted, as well as 

potential alternate methodologies that could be used for future studies. Finally, the 

chapter presented the recommendations for future studies. 
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Appendix A: Consent proforma 

Introduction 

Dear respondent, 

I am conducting research on “The role of strategic leadership on the effects of 

digitalisation and automation on employees’ psychological well-being and 

engagement in the workplace.” To that end, you are asked to complete a survey 

relating to my topic because I  believe that your experience of digitalisation in the banking 

environments will significantly contribute to the findings of this study. The survey should 

take no more than 20 minutes. Your participation is voluntary, and you can withdraw at 

any time without penalty. Your participation is anonymous, confidential, and only 

aggregated data will be reported. By completing the survey, you indicate that you 

voluntarily participate in this research. If you have any concerns, please contact my 

supervisor or me. Our details are provided below.  

Researcher details: 19390981 

Email: 19390981@mygibs.co.za 

Phone: 084 861 4194 

 

Research supervisor name: Professor Alet Erasmus 

Email: ErasmusA@gibs.co.za  

Phone: 082 784 2467 
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Appendix B: Research instruments 

Research instruments 

(PLEASE CHOOSE THE APPROPRIATE OPTION) 

 

Section A – Demographic Information 

This section refers to the demographic information of the participants: 

 

A1:  Age group: 

59 years and above 1 

44 – 59 years 2 

29 – 43 years 3 

20 – 28 years 4 

 

A2: Gender   

Male 1 

Female 2 

Prefer not to disclose 3 

 

A3:  Highest Qualification: 

Matric 1 

Higher Certificate 2 

First Degree 3 

Honours of Postgraduate Diploma 4 

Masters 5 

Diploma 6 

Doctoral Degree 7 
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A4: Manager / Supervisor 

Yes 1 

No 2 

 

If the above question was answered with a “1”, the below question must be answered 

A5: With Subordinates 

Yes 1 

No 2 

 

 

A6: Employment Category: 

Technical resource 1 

Business resource 2 

 

A7: Years of Experience 

1 to 5 years 1 

6 to 11 years 2 

12 to 17 3 

18 years and above 4 

 

A8: Employer 

Bank A 1 

Bank B 2 

Bank C 3 

Bank D 4 

Bank E 5 

Bank F 6 
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Section B – Relationship between strategic leadership and psychological well-

being   

 

This section explores the attitude and perceptions of participants regarding how strategic 

leadership manages the relationship between digitalisation and employee’s 

psychological wellbeing. 

 

To what extent do you agree with each of the following statements. Please indicate your 

answer using the following 5-point scale where: 

1. = Strongly disagree 

2. = Disagree 

3. = Neutral 

4. = Agree 

5. = Strongly Agree 
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B1. The strategic leaders in my organisation create  a clear 

vision and set objectives that align with the successful 

implementation of digitalisation and automation initiatives in 

our institution. 

1 2 3 4 5 

B2. The strategic leaders in my organisation provide clear 

guidance and direction on the adjustments required in 

response to digitalisation and automation processes.  

1 2 3 4 5 

B3. The strategic leaders in my organisation reward 

employees for their ability to adapt to digitalisation and 

automation. 

1 2 3 4 5 

B4. Strategic leaders within my organisation offer resources 

and tools to support individuals in navigating the challenges 

associated with digitalisation and automation. 

1 2 3 4 5 

B5. The strategic leaders in my organisation actively promote 

an optimistic perspective on digitalisation and automation. 

1 2 3 4 5 
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B6. The strategic leaders of my organisation ensure equitable 

distribution of digitalisation and automation opportunities and 

benefits among employees. 

1 2 3 4 5 

B7. The strategic leaders in my organisation actively 

encourage the development of new skills and competencies 

related to digitalisation and automation. 

1 2 3 4 5 

B8. Strategic leaders in my organisation proactively attend to 

the potential negative effects of digitalisation and automation 

on employees' psychological well-being. 

1 2 3 4 5 

B9. The strategic leaders in my organisation prioritise 

addressing employees' concerns about job security in relation 

to digitalisation and automation. 

1 2 3 4 5 

B10. My immediate supervisor supports employees in 

managing stress and anxiety related to digitalisation and 

automation. 

1 2 3 4 5 
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Section C – Relationship between strategic leadership and workplace 

engagement   

 

This section explores the attitude and perceptions of participants regarding how strategic 

leadership manages the relationship between digitalisation and workplace engagement. 

 

To what extent do you agree with each of the following statements. Please indicate your 

answer using the following 5-point scale where: 

1. = Strongly disagree 

2. = Disagree 

3. = Neutral 

4. = Agree 

5. = Strongly Agree 
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C1. The strategic leaders in my organisation effectively 

communicate the benefits of digitalisation and automation. 

1 2 3 4 5 

C2. The strategic leaders in my organisation involve 

employees in the decision-making process regarding 

digitalisation and automation. 

1 2 3 4 5 

C3. The strategic leaders in my organisation prioritise a culture 

that promotes continuous learning and development, 

specifically in the areas of digitalisation and automation 

processes. 

1 2 3 4 5 

C4. The strategic leaders in my organisation encourage 

employees to openly communicate their concerns and 

challenges regarding the processes of digitalisation and 

automation. 

1 2 3 4 5 
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C5. The strategic leaders in my organisation ensure that 

employees receive timely and relevant feedback on their 

performance concerning digitalisation and automation. 

1 2 3 4 5 

C6. In the context of digitalisation and automation, the strategic 

leaders in my organisation cultivate a work environment that 

promotes collaboration that encompasses the sharing of 

knowledge. 

1 2 3 4 5 

C7. Strategic leaders in my organisation actively promote the 

cultivation of a healthy work-life balance in the context of 

digitalisation and automation. 

1 2 3 4 5 
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Section D – Relationship between digitalisation an psychological well-being   

 

This section explores the attitude and perceptions of participants regarding the 

relationship between digitalisation and employee’s psychological wellbeing. 

 

To what extent do you agree with each of the following statements. Please indicate your 

answer using the following 5-point scale where: 

1. = Strongly disagree 

2. = Disagree 

3. = Neutral 

4. = Agree 

5. = Strongly Agree 
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D1. My immediate supervisor supports employees in 

managing stress and anxiety related to digitalisation and 

automation. 

 

1 2 3 4 5 

D2. The rise of digitalisation and automation has generated 

concerns among employees about job security, increasing 

levels of stress and anxiety among us. 

 

1 2 3 4 5 

D3. Digitalisation and automation have equipped me with new 

skills through the acquisition of knowledge in emerging 

technologies, thereby enhancing my preparedness for future 

employment. 

 

1 2 3 4 5 

D4. As an employee, I tend to resist digitalisation and 

automation initiatives. 

 

1 2 3 4 5 
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D5. I perceive digitalisation and automation initiatives as 

inclusive, offering opportunities to individuals from diverse 

backgrounds.  

 

1 2 3 4 5 
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Section E – Relationship between digitalisation and workplace engagement  

 

This section explores the attitude and perceptions of participants regarding the 

relationship between digitalisation and workplace engagement.  

 

To what extent do you agree with each of the following statements. Please indicate your 

answer using the following 5-point scale where: 

1. = Strongly disagree 

2. = Disagree 

3. = Neutral 

4. = Agree 

5. = Strongly Agree 
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E1. My organisation’s human resources department makes 

significant efforts to prepare our staff for the introduction of 

digitalisation and automation. 

1 2 3 4 5 

E2. The HR department of our organisation motivates 

employees through various methods such as bonuses, salary, 

and benefits that contribute to the achievement of our 

organisation's goals and objectives related to digitalisation and 

automation. 

1 2 3 4 5 

E3. The HR department in my organisation is consistently 

developing effective communication strategies to facilitate 

coordination among different departments in order to efficiently 

manage digitalisation and automation initiatives. 

1 2 3 4 5 

E4. The HR department in my organisation is promoting 

strategic alignment through the cultivation of an alignment 

culture in the context of digitalisation and automation. 

1 2 3 4 5 
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E5. The HR department has created a training framework to 

address the development of the necessary skills associated 

with a workforce prepared for digitalisation and automation  

1 2 3 4 5 

 

Thank you very much for participating in the SURVEY. 
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Appendix C: Factor one Cronbach Alpa 

 

 

 

 

 

 

 

 

 

 

 

Appendix D: Factor two Cronbach Alpa 
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Appendix E: Factor three Cronbach Alpa 

 

 

Appendix F: Factor four Cronbach Alpa 
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