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ABSTRACT

Digital transformation has become a strategic priority in the education sector, yet its implementation in schools
often faces internal challenges related to human resource readiness and organizational dynamics. This study aims to
examine the influence of innovation culture and digital competency on digital transformation, with organizational
commitment positioned as a mediating variable. The study adopts a quantitative approach using a survey method and
was conducted at six Center of Excellence Vocational High Schools (SMK PK) in Banyumas Regency, Central Java,
Indonesia. Data were collected from teachers and analyzed using Partial Least Squares—Structural Equation Modeling
(SEM-PLS) with SmartPLS software. The results indicate that innovation culture, digital competency, and
organizational commitment explain 66.8% of the variance in digital transformation, while digital competency and
innovation culture explain 48.3% of the variance in organizational commitment. Path analysis results reveal that digital
competency and innovation culture have positive and significant effects on digital transformation. Both variables also
significantly influence organizational commitment. Furthermore, organizational commitment has a strong positive
effect on digital transformation and is proven to partially mediate the relationships between digital competency and
digital transformation, as well as between innovation culture and digital transformation. These findings highlight the
importance of strengthening teachers’ digital competency, fostering an innovation-supportive school culture, and
enhancing organizational commitment to ensure the successful and sustainable implementation of digital transformation
in vocational schools.
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1. Introduction

Digital transformation has become a strategic agenda in the education sector in response to an
increasingly dynamic and technology-based environment. Schools are required to adopt digital technology to
improve the quality of learning and organizational efficiency. However, various studies show that the
implementation of digital transformation in schools does not always run optimally because it still faces
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internal challenges, particularly those related to human resource readiness and organizational dynamics [ 12,

A number of studies have proven that digital transformation and innovation contribute positively to
school performance and competitiveness. Kamaruddin et al. ! showed that digital transformation can
significantly improve school performance, while Mayasari ¥ asserted that digital innovation encourages
schools to achieve competitive excellence in the provision of educational services. One of the organizational
factors that plays an important role in this process is innovation culture, because schools with an innovative
culture tend to be more open to change and quicker to adopt digital technology. This is reinforced by the
findings of Alshuhumi et al. !, who stated that innovation culture has a significant effect on teachers'
identification and affective commitment in schools.

In addition to a culture of innovation, the success of digital transformation in schools is also determined
by the extent to which teachers have adequate digital competencies to translate the values of innovation into
technology-based learning practices. Butt et al. ) emphasized that the adoption of digital technology in
schools is highly dependent on teachers' ability to use technology effectively. Similarly, Kiefer et al. [* stated
that the success of digital transformation is not only determined by technological readiness, but also by the
readiness of human resources within the school organization in terms of digital competencies and mindset.

However, research findings on the influence of innovation culture on digital transformation show
inconsistent results. Jewapatarakul and Ueasangkomsate ) found that innovation culture has a positive

81 showed that this influence is highly

influence on digital transformation readiness, but Hafeez et al. !
dependent on the organizational context and internal capabilities of schools. The inconsistency of these
findings indicates that the relationship between innovation culture and digital transformation is not always

direct, but is influenced by certain internal mechanisms.

Previous literature tends to view digital transformation as a matter of technology and organizational
structure, while the behavioral and psychological aspects of individuals within schools have received
relatively little attention. In the context of education, particularly vocational schools, the success of digital
transformation is greatly influenced by the level of attachment and commitment of teachers to the institution

91 explained that organizational

and the values of change that are being promoted. Meyer and Allen !
commitment reflects the psychological attachment of individuals that drives their willingness to contribute
and actively engage in achieving organizational goals. In line with this view, Zulgifli and Syarifuddin 1%
emphasized that teachers with a high level of organizational commitment tend to show greater readiness to

support institutional change.

Based on this gap, this study positions organizational commitment as a mediating variable that explains
how innovation culture and digital competency influence digital transformation in schools. By adopting the
perspectives of Social Exchange Theory and Resource-Based View, this study aims to provide a more
comprehensive understanding of the behavioral mechanisms that link innovation culture and digital
competency to the success of digital transformation, particularly in the context of Center of Excellence
Vocational High Schools (SMK PK) in Indonesia.

The structure of this paper consists of an introduction, which explains the phenomenon and gaps in
previous research. The second section explains and develops a framework consisting of a literature review
and the results of previous studies. The third section explains the method, sample selection, and analytical
tools used. The fourth section explains the results of the analysis and discussion. Conclusions and
recommendations for further research are presented in the final section.
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2. Literature review
2.1. Theoretical framework

This study bases its conceptual model on two complementary theoretical frameworks, namely Social
Exchange Theory (SET) and the Resource-Based View (RBV), to explain the process of digital
transformation in schools. Social Exchange Theory emphasizes social exchange mechanisms, whereby a
work environment that supports innovation and learning encourages individuals’ psychological attachment to
the organization [''F 121, In the context of schools, this attachment is reflected in organizational commitment,
which motivates teachers to actively engage in change and support the implementation of digital
transformation . Meanwhile, the Resource-Based View conceptualizes innovation culture as an intangible
organizational resource and digital competency as a strategic human capability that enables schools to
respond to digital environmental demands ©} 31, However, the possession of these resources does not
automatically lead to effective digital transformation. Accordingly, the integration of RBV and SET
highlights organizational commitment as a key mechanism through which internal resources are activated
and translated into sustained digital transformation practices [ [15],

Building on this integrated theoretical perspective, the hypotheses in this study are developed by linking
organizational resources with teachers’ behavioral responses in the digital transformation process. From an
RBYV standpoint, innovation culture and digital competency are expected to directly enhance schools’ digital
transformation capacity. At the same time, consistent with SET, these organizational investments are likely
to elicit reciprocal responses from teachers in the form of stronger organizational commitment, which in turn
facilitates their active support for digital transformation initiatives. Accordingly, the hypotheses capture both
the direct effects of innovation culture and digital competency on digital transformation and their indirect
effects through organizational commitment as a behavioral activation mechanism.

2.2. Social exchange theory

Social Exchange Theory explains that relationships between individuals and organizations are built
through a process of social exchange based on the principle of reciprocity !'!l. In the context of schools, when
teachers perceive a work environment that supports innovation, learning, and competency development, they
tend to build psychological attachment and a sense of obligation to the institution. This attachment is
reflected in organizational commitment, which encourages teachers' willingness to actively participate in
change initiatives and support the implementation of digital transformation. Thus, Social Exchange Theory
provides a behavioral foundation for understanding how organizational values are translated into tangible
support for digital transformation in schools.

2.3. Resource-based view

The Resource-Based View views organizations as a collection of resources and strategic capabilities
that determine the organization's ability to respond to environmental changes ¥l In this study, innovation
culture is positioned as an intangible resource that reflects the school's values, norms, and orientation
towards innovation and learning, while digital competency represents the capabilities of human resources in
utilizing digital technology. However, ownership of these resources and capabilities does not automatically
result in effective digital transformation. Therefore, internal mechanisms are needed to activate and convert
these resources into tangible change practices. In the context of schools, organizational commitment acts as a
mechanism that enables innovation culture and digital competency to contribute effectively to the success of
digital transformation.
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2.4. Digital transformation

Digital transformation in the context of educational organizations is understood as a comprehensive
change process that involves the use of digital technology to change the way schools operate, interact, and
create value. Fitzgerald et al. ['! and Latif et al. '”) explained that digital transformation involves the use of
new digital technologies to drive performance improvements and more effective working models, while
Hening and Kumara '8! emphasized that digital transformation is the combined result of various digital
innovations that shape new practices, values, and structures within organizations. In the context of schools,
digital transformation is not only related to the adoption of technology, but also reflects the institution's
ability to adapt to environmental changes and the demands of the digital age in a sustainable manner (4[],

2.5. Innovation culture

Innovation culture refers to the system of values, norms, and practices in schools that encourage
creativity, learning, and the continuous search for new solutions. Ahmed *° views innovation culture as an
organizational environment that supports the creation of new ideas that contribute positively to
organizational performance. In the context of schools, innovation culture reflects the extent to which
institutions provide space for teachers to experiment, collaborate, and develop adaptive learning approaches.
Previous studies have shown that innovation culture is an important intangible resource because it can
increase organizational readiness to face change and support the success of innovation and digital

transformation 2% [221,

2.6. Digital competency

Digital competency is understood as a set of knowledge, skills, and attitudes that enable individuals to
use digital technology effectively to achieve work goals. Periafiez-Cafadillas et al. [**! explained that digital
competency plays an important role in driving digital transformation because it enables individuals to make
optimal use of technology in an organizational context. In a school environment, teachers' digital
competency reflects their ability to access, use, and integrate digital technology in the learning process and
organizational activities *. This competency includes not only technical skills, but also cognitive aspects

and attitudes that support adaptation to digital change 23} [26],

2.7. Organizational commitment

Organizational commitment describes the level of psychological attachment of individuals to an
organization, which is reflected in their acceptance of values, goals, and desire to remain part of the
organization. Robbins and Judge *” defined organizational commitment as a condition in which individuals
side with the organization and are willing to maintain their membership. In the context of schools, teacher
commitment is reflected in their willingness to contribute optimally to the achievement of institutional goals
and to support change initiatives. Organizational commitment is an important factor because it determines
the extent to which teachers are willing to exert effort, loyalty, and involvement in the digital transformation

process carried out by schools 28} 291,

2.8. Hypothesis development

Previous studies have shown that innovation culture aids digital transformation because it encourages
organizational learning, creativity, and the adoption of new technologies 'Y, However, this relationship is
conditional and is greatly influenced by management support, school readiness, and the dynamic capabilities
of the organization %, Innovation culture influences the school's ability to learn and adapt, enabling more
effective absorption and utilization of digital technology. Thus, the success of digital transformation depends
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not only on technological readiness but also on the readiness of a school culture that supports innovation !,
Based on this description, the following hypothesis is formulated:

H1: Innovation culture has a positive impact on digital transformation.

The success of digital transformation in various sectors, including education, is greatly influenced by the
digital competency of human resources. Digital competency reflects the technical, pedagogical, and affective
abilities of individuals in utilizing digital technology to support work and learning processes 22331 A high
level of digital competency enables schools to adapt, innovate, and collaborate more effectively in a dynamic
digital environment **, Therefore, digital competency is an important prerequisite in supporting the success

135

of digital transformation in schools **!. Based on this description, the following hypothesis is formulated:

H2: Digital competency has a positive impact on digital transformation.

Innovation culture is an important factor that influences teachers' behavior and engagement in schools.
A culture that encourages creativity, continuous learning, and risk-taking makes teachers feel valued and
empowered, thereby strengthening their emotional attachment to the school *®). An innovative work
environment also increases psychological safety and trust, which ultimately strengthens teachers' affective

B8 Thus, innovation culture plays an important role in building strong

commitment and loyalty B7
organizational commitment in the school environment . Based on the above description, the following

hypothesis is formulated:
H3: Innovation culture has a positive effect on organizational commitment.

Digital competency not only contributes to work efficiency, but also influences the level of individual
commitment to the school. Teachers with high digital competency tend to feel more confident, relevant, and
able to adapt to change, thereby increasing emotional attachment and loyalty to the school 2331 In addition,
systematic development of digital competency can increase intrinsic motivation and a sense of belonging,
which ultimately strengthens organizational commitment 3% 40} 411 Based on this description, the following
hypothesis is formulated:

H4: Digital competency has a positive effect on organizational commitment.

Organizational commitment plays an important role in supporting the success of digital transformation
in schools. Teachers with high levels of commitment tend to be more open to change, more involved in the
innovation process, and more willing to support the implementation of digital technology *?I. Strong
commitment also encourages continuous learning and increases the resilience of schools in facing changes in
the digital environment 2 3], Therefore, organizational commitment is an important foundation for the
success of sustainable digital transformation. Based on this description, the following hypothesis is
formulated:

HS5: Organizational commitment has a positive effect on digital transformation.

Innovation culture shapes values, norms, and practices that support experimentation, learning, and
tolerance for failure. An innovative school environment creates psychological safety and organizational
support, which in turn strengthens teachers' organizational commitment ¥ 451 This high level of
commitment increases teachers' readiness and participation in digital transformation initiatives, so that
organizational commitment acts as a mediator that bridges the influence of innovation culture on the success
of digital transformation . Based on this description, the following hypothesis is formulated:

H6: Innovation culture has a positive effect on digital transformation through organizational
commitment.
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High digital competency enables teachers to understand the benefits of digital transformation, use
technology confidently, and adapt to new systems. This fosters a positive attitude toward change and
strengthens organizational commitment P4, Highly committed teachers tend to be more active in supporting
innovation and the application of digital technology, so that organizational commitment functions as a
mediating mechanism that explains how digital competency drives the success of digital transformation more
effectively ¥ Based on this description, the following hypothesis is formulated:

H7: Digital competency has a positive effect on digital transformation through organizational
commitment.

3. Materials and methods

This study was conducted at the Center of Excellence Vocational High Schools (SMK) in Banyumas
Regency, Central Java, Indonesia. A quantitative research approach with a survey method was employed to
collect empirical data from teachers as respondents. The population comprised all teachers from six SMK
Centers of Excellence in Banyumas Regency, totaling 321 individuals.

The sampling technique used was probability sampling with a quota sampling approach, aimed at
ensuring proportional representation from each school. The sampling criteria included teachers who (1) were
actively teaching at an SMK Center of Excellence, (2) had at least one year of teaching experience, and (3)
were willing to participate in the study. Based on these criteria, the authors determined a quota of 56% of the
total teacher population across the six schools.

The sample size was calculated at a 5% error level, resulting in a required sample of 182 respondents.
Data collection was conducted over a one-week period, from 8 August to 15 August 2025, using an online
questionnaire distributed via Google Forms. The distribution process was coordinated through the principals
of each participating school to ensure compliance with the predetermined quota. After screening for
completeness and response consistency, all 182 questionnaires were deemed valid and suitable for further
analysis, as no significant missing or inconsistent data were identified.

The collected data were analyzed using Partial Least Squares—Structural Equation Modeling (SEM-PLS)
with the assistance of SmartPLS software. SEM-PLS was selected because it is suitable for predictive
analysis, complex research models, and does not require strict assumptions of data normality. In addition,
SmartPLS was used due to its robustness, user-friendly interface, and widespread application in social
science and educational research for estimating measurement and structural models simultaneously.

4. Results

4.1. Respondents’ characteristics

The demographic profile shows that the sample was dominated by female respondents (57.7%), while
male respondents accounted for 42.3%. The age distribution indicates that most respondents were in their
productive working years, particularly those aged 2635 years (42.3%), followed by the 36-45 age group
(22.5%). In terms of educational background, respondents were predominantly bachelor’s degree holders
(94.5%), suggesting a relatively homogeneous educational profile. With respect to work experience, almost
half of the respondents had less than five years of working experience (46.7%), indicating a relatively young
workforce, while the remaining respondents were fairly evenly distributed between those with 6—10 years
and more than 10 years of experience.
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Table 1. Respondent Characteristics

Category Frequency Percentage
Gender
Male 77 42.3%
Female 105 57.7%
Age
<25 years old 24 13.2%
26-35 years old 86 42.3%
36-45 years old 41 22.5%
> 45 years old 31 17%
Education
Diploma 2 10.1%
S1 172 94.5%
S2 8 4.4%
Working Time
<5 years 85 46.7%
6-10 years 45 24.7%
> 10 years 52 28.6%

4.2. Outer model evaluation

The outer model evaluation is conducted to assess the reliability and validity of the indicators and
constructs used in the study. The outer model assessment includes testing outer loadings, internal reliability,
and construct validity. Construct validity is evaluated through convergent validity and discriminant validity.
The recommended outer loading value is above 0.70, but values between 0.50 and 0.60 are still acceptable
(471 Internal reliability is evaluated using composite reliability and Cronbach's alpha, with values between
0.70 and 0.90 indicating an adequate level of reliability. Furthermore, convergent validity is assessed through
Average Variance Extracted (AVE), where an AVE value of 0.50 or more indicates that the construct is able
to explain at least 50% of the variance of its indicators. The results of the outer loading, composite reliability,
Cronbach's alpha, and AVE tests are presented in Table 2.

Table 2. Outer Loading, Composite Reliability, Cronbach Alpha, and AVE

Variables Item Outer Loading Cronbach’s Alpha CR AVE
DC1 0.731
DC3 0.758
DC4 0.712
Digital Competency e 0.909 0.927 0.613
(DO) DC6 0.790
DC7 0.791
DC8 0.836
DC9 0.790
DT1 0.789
Digital DT2 0.773
Transformation 0.948 0.955 0.639
(DT) DT3 0.825
DT4 0.820
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Variables Item Outer Loading Cronbach’s Alpha CR AVE
DTS5 0.841
DT6 0.751
DT7 0.763
DTS 0.853
DT9 0.721
DT10 0.838
DTI1 0.810
DTI2 0.799
IC1 0.828
1C2 0.753
Inn"vat(ifg)c“““re e O 0.880 0.909 0.626
IC4 0.792
IC5 0.752
1C6 0.858
EBMI 0.809
EBM2 0.779
EBM3 0.803
Ocrfri‘éﬁ‘g‘;i‘t‘l EBM4 0.845 0.993 0.946 0.716
EBMS5 0.914
EBM6 0.874
EBM7 0.892

Table 2. (Continued)

Based on the analysis results, it is known that all indicators used to measure the constructs in this study
have outer loading values above 0.50, thus meeting the validity criteria and are declared capable of
measuring the constructs under study well. The reliability test results show that the Cronbach's alpha and
composite reliability values for all constructs, namely digital competency, digital transformation, innovation
culture, and organizational commitment, are above the threshold value of 0.70. This indicates that all
constructs have a good level of internal reliability. In addition, the Average Variance Extracted (AVE) value
for each construct also meets the criteria recommended by Hair et al. 7], which is greater than 0.50, meaning
that each construct is able to explain at least 50 percent of the variance of its indicators. Thus, it can be
concluded that the measurement model in this study has met the criteria for convergent validity and
reliability, making it suitable for use in further structural model testing.

4.3. Inner model evaluation

In the structural model evaluation, Construct Cross-Validated Redundancy (Q?) testing was conducted
to assess the predictive ability of the model. Based on the analysis results, the Q? values for the digital

8
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transformation and organizational commitment variables are each greater than zero (Q? > 0), indicating that
the model has predictive relevance. The Q? values obtained are also in the strong category, indicating that the
exogenous variables in the model are able to predict endogenous variables with a high degree of accuracy.

Furthermore, the R-square test results show that the R-square value for the digital transformation
variable is 0.668, which means that 66.8% of the variation in digital transformation can be explained by the
variables of digital competency, innovation culture, and organizational commitment, while the rest is
explained by other variables outside the research model. The R-square value for the organizational
commitment variable is 0.483, which indicates that 48.3% of the variation in organizational commitment can
be explained by digital competency and innovation culture. Based on the criteria used, the R-square value is
in the moderate to strong category, so it can be concluded that the structural model built has good clarity and
predictive power. The results of testing the significance of the relationship between variables are presented in
Table 3.

Table 3. Path Coefficient

Original Sample STDEV T Statistics P Values

Digital competency — Digital transformation 0.194 0.080 2.431 0.015

Digital competency — Organizational commitment 0.301 0.082 3.680 0.000

Innovation culture — Digital transformation 0.280 0.081 3.456 0.001

Innovation culture — Organizational commitment 0.466 0.080 5.819 0.000

Organizational commitment — Digital transformation 0.459 0.067 6.834 0.000

Digital competency — Organizatiopal commitment — Digital 0138 0043 3242 0.001
transformation

Innovation culture — Organizational commitment — Digital 0214 0.045 4788 0.000

transformation

The analysis results show that digital competency has a positive effect on digital transformation with a
T-statistic value of 2.431 and a p-value of 0.015, indicating that the effect is significant. This finding
indicates that the higher the level of digital competency possessed by teachers, the greater the school's ability
to carry out the digital transformation process. Furthermore, innovation culture also has a positive effect on
digital transformation with a T-statistic value of 3.456 and a p-value of 0.001. These results show that a
school culture that supports innovation, learning, and openness to change plays an important role in driving
the success of digital transformation.

In addition to direct effects, the results show that organizational commitment has a positive and
significant effect on digital transformation with a T-statistic value of 6.834 and a p-value of 0.000. This
finding confirms that the level of teachers' commitment to the school increases their readiness and
involvement in supporting the implementation of digital-based changes. Furthermore, the results of testing
the indirect effect show that organizational commitment mediates the relationship between digital
competency and digital transformation with a T-statistic value of 3.242 and a p-value of 0.001. This indicates
that teachers' digital competency will drive digital transformation more effectively when accompanied by a
high level of organizational commitment. In addition, organizational commitment was also found to mediate
the relationship between innovation culture and digital transformation with a T-statistic value of 4.788 and a
p-value of 0.000, indicating that innovation culture will have a stronger impact on digital transformation
when internalized in the form of teachers' commitment to the school.

9
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5. Discussion

The results show that innovation culture has a positive and significant effect on digital transformation,
with a coefficient value of 0.280, a T-statistic of 3.456, and a p-value of 0.001. These findings confirm that
schools with an innovative culture tend to be more adaptive in the face of digital change, because innovation
culture encourages openness to new ideas, the courage to take risks, and the ability to adapt to technological
disruption. In the context of schools, innovation culture facilitates teachers and educational staff to try
technology-based learning methods, utilize digital platforms, and integrate new systems into the educational
process, thereby accelerating the realization of digital transformation.

The results of the analysis show that digital competency has a positive and significant effect on digital
transformation, with a coefficient of 0.194, a T-statistic of 2.431, and a p-value of 0.015. These findings
indicate that the success of digital transformation is not only determined by the availability of technology,
but also by the ability of teachers and schools to understand, operate, and integrate digital technology into
learning activities and school management. Digital competency enables individuals to adapt more quickly to
technological changes, discover new opportunities, and actively contribute to the digitization process, so that
digital transformation can run more effectively and sustainably.

The results show that innovation culture has a positive and significant effect on organizational
commitment, with a coefficient of 0.466, a T-statistic of 5.819, and a p-value of 0.000. These findings
indicate that a conducive innovative culture encourages teachers to feel valued, motivated, and connected to
the school's vision and mission. Innovation culture not only encourages the emergence of new ideas, but also
strengthens teachers' emotional attachment and sense of belonging to the school, thereby increasing their
affective, normative, and sustainability commitment to the organization.

The test results show that digital competency has a positive and significant effect on organizational
commitment with a coefficient of 0.301, T-statistic of 3.680, and p-value of 0.000. These findings indicate
that teachers with good digital competency tend to feel more confident, professional, and valued by the
school. School investment in digital skills development is perceived as a form of organizational support,
which is then reciprocated by teachers through increased loyalty, engagement, and commitment to the school.

The results show that organizational commitment has a positive and significant effect on digital
transformation, with a coefficient of 0.459, a T-statistic of 6.834, and a p-value of 0.000. These findings
confirm that teachers with a high level of commitment tend to be more open to change, more ready to accept
new policies, and more active in supporting the implementation of digital technology in schools.
Organizational commitment functions as a psychological and social force that reduces resistance to change
and increases the sustainability of digital transformation implementation.

The results of the analysis show that organizational commitment acts as a partial mediator in the
relationship between innovation culture and digital competency on digital transformation. These findings
indicate that although innovation culture and digital competency have a direct influence on digital
transformation, this influence becomes stronger and more sustainable when supported by a high level of
teacher commitment. Organizational commitment strengthens teachers' emotional attachment and loyalty,
making them more willing to actively engage in supporting and succeeding the digital transformation agenda
in schools.

Overall, the findings provide clear theoretical support for both Social Exchange Theory (SET) and the
Resource-Based View (RBV). From an RBV perspective, innovation culture and digital competency
function as strategic intangible resources that enable schools to develop and sustain digital transformation

10
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capabilities. These resources enhance organizational adaptability by embedding digital practices within
human capital and organizational routines. Meanwhile, the mediating role of organizational commitment
aligns with SET, suggesting that when schools invest in supportive cultures and digital skill development,
teachers reciprocate through stronger commitment, which in turn facilitates successful digital transformation.
By integrating SET and RBV, this study extends prior research by demonstrating that digital transformation
in educational institutions is not solely a technological issue, but a social and resource-based process driven
by reciprocal relationships and internal capabilities.

6. Conclusion and practical implications

This study successfully proves that innovation culture and digital competency have a positive effect on
digital transformation in schools, both directly and through organizational commitment as a mediating
variable. These findings indicate that the success of digital transformation is not only determined by
technological readiness, but also by an innovative culture and the digital capabilities of human resources,
supported by a strong level of organizational commitment. Organizational commitment has been proven to
play a strategic role in strengthening the influence of innovation culture and digital competency, as the
emotional attachment, loyalty, and willingness of teachers to adapt are key factors in supporting digital
change in the school environment.

The practical implications of this study emphasize the importance of the role of school management in
building a conducive innovation culture and improving the digital competency of teachers and educational
staff. Schools need to create an environment that encourages creativity, openness to new ideas, and the
courage to try digital-based learning technologies. In addition, the development of digital competencies
through continuous training and the provision of adequate technological infrastructure needs to be balanced
with efforts to strengthen organizational commitment through effective communication, performance
rewards, and the creation of a supportive work environment. Thus, digital transformation can run more
optimally and sustainably.

This study has limitations, including the limited number of respondents and the scope of the study,
which only focuses on a specific school context, so the results cannot be generalized widely. Therefore,
further research is recommended to expand the research object to various levels and areas of education and
consider adding other variables relevant to digital transformation. A more diverse research approach is also
expected to provide a deeper understanding of the factors that support the success of digital transformation in
the education sector.
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