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The aim of this study was to identify the factors that affect the 
organizational agility of BNN in the context of the Industrial Revolution 4.0. 
The research employs a quantitative approach, with variables such as 
Digital Leadership, Adaptive Culture, Innovation Management, Digital 
Talent, Organizational Agility, and Organizational Performance. A purposive 
sampling technique was used, and data were collected through 
questionnaires. Structural Equation Modeling (SEM) was applied for data 
analysis, processed using Smart PLS 3.0. Additionally, a Focus Group 
Discussion (FGD) was conducted to confirm the findings. The study's results 
demonstrate that Digital Leadership, Adaptive Culture, Innovation 
Management, and Digital Talent significantly influence organizational 
agility. Moreover, Digital Leadership, Adaptive Culture, and Innovation 
Management also have an impact on organizational performance, whereas 
Digital Talent does not. Furthermore, strategic agility was found to be 
ineffective in moderating the relationship between organizational agility 
and organizational performance. The research suggests that BNN should 
focus on enhancing Digital Leadership and Digital Talent, alongside 
fostering innovation, to improve law enforcement and prevent drug abuse. 
BNN must also be prepared to address the opportunities and challenges 
presented by the Industrial Revolution 4.0. While technological 
advancements in this era could enhance the capabilities of BNN’s 
operations, they may also introduce new forms of criminal activity. 

 
INTRODUCTION 
An organization or company that intends to undergo digital transformation must prepare itself to 
face cultural changes as a consequence of implementing digital technologies. According to a survey, 
57% of companies worldwide are currently undergoing digital transformation. However, of that 
number, about a third experience failure. This failure is mainly due to the lack of a full understanding 
of the digital transformation process. It is not only about creating a digital version of a physical 
product but also encompasses changes in consumer behavior, employees, and various other cultural 
aspects. There are four supporting components of digital transformation: empowered employees, 
engaged customers, transformed products, and optimized operations. 

The transformation of bureaucratic organizations towards agility and high adaptability with 
increasingly fluid work structures through a matrix-oriented organizational model focused on results 
is the answer to respond to the growing demands of society. Bureaucratic organizational 
transformation requires collaboration and synergy that is built both horizontally and vertically 
within each government agency. Another equally important aspect is changing the way of working, 
culture, and mindset so that the bureaucratic organization can become more adaptive, agile, and fluid 
in delivering excellent service. 

Entering the third phase of the Medium-Term Development Plan (RPJM), the government’s attention 
to the issues of drug abuse and illicit drug trafficking continues to receive appreciation and positive 
responses. Various achievements in the prevention and eradication of drug abuse and trafficking by 
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government agencies and components of society, particularly the National Narcotics Agency (BNN), 
have resulted in the issuance of Presidential Instruction No. 2 of 2020 regarding the 2020-2024 
Action Plan for the Prevention and Eradication of Drug Abuse and Illicit Trafficking (P4GN). Efforts 
to accelerate and innovate in P4GN should indeed be an important policy choice for the government, 
given the ongoing dynamics of drug abuse and trafficking in both the world and Indonesia. This issue 
has led to a rise in the prevalence of drug abuse, despite an increase of only 0.03%, from 1.77% in 
2018 to 1.8% in 2019. This increase reflects the widespread and highly profitable illicit drug trade, 
which remains untaxed and inflation-free. 

In line with the President of Indonesia, Joko Widodo's vision for strengthening the prevention and 
eradication of drugs, the BNN continues to work hard on operations across various regions. The 
government is making massive efforts to combat the drug trade. Locations suspected of being centers 
for illicit drug trafficking have become primary targets for eradication, as part of the program 
initiated by President Joko Widodo. This program demonstrates the government's strong 
commitment to combating drug crimes that threaten the younger generation and social stability. This 
commitment highlights a collaborative approach, where the Indonesian National Police (Polri) will 
not only take action on the ground but also strengthen surveillance in border areas and waters, which 
often serve as key routes for international drug trafficking. Additionally, surveillance has been 
tightened in border areas, with instructions for local police to increase patrols and monitoring in 
their respective regions. Indonesia has over 900 villages known as "drug villages." These areas are 
generally located in regions with complex social and economic issues. This situation is exploited by 
drug lords to dominate and control the communities in these villages, forming what is known as 
patron-client relationships. 

The mission of BNN is formulated comprehensively, emphasizing the importance of empowering 
society and strengthening the organization itself. The vision and mission will serve as guidance and 
reference for BNN's actions during the 2020-2024 period. It is expected that through professional 
efforts in eradicating illicit drug trafficking and implementing comprehensive drug abuse prevention, 
along with the development of institutional capacity, BNN will provide optimal public services that 
can save and protect society from the dangers of drugs. The challenge faced by BNN, as depicted in 
the diagram above, is how to create an agile BNN organization in the era of Industry 4.0. The efforts 
in preventing and eradicating drug abuse and trafficking, which have a very broad scope, require a 
professional and high-performing institutional support system. Good organizational management 
and a proportional organizational structure will create a supporting system that aids BNN's core 
processes in achieving the organization's vision and national development goals. Moreover, the 
essence of a government organization is to provide optimal public service, which must be inherent 
in the objectives of strengthening and developing the institution. 
BNN’s organization in the era of the Industrial Revolution has undergone an organizational 
transformation, so it is necessary to conduct research to assess whether the current organization’s 
agility aligns with dynamic environmental changes and enhances organizational performance, and 
whether it is functioning well. This is because, theoretically, organizational agility can improve the 
organization's performance. BNN must become an agile organization according to the theory of 
organizational agility in order to improve its performance. 

Research objectives: 

1. To analyse and develop the influence of Digital Leadership, Adaptive Culture, Innovation 
Management, and Digital Talent on Organizational Agility. 

2. To analyse and develop the influence of Digital Leadership, Adaptive Culture, Innovation 
Management, and Digital Talent on Organizational Performance. 

3. To analyse and develop the influence of Organizational Agility on Organizational 
Performance. 

4. To analyse and develop the variable of Strategic Agility to moderate Organizational Agility 
and Organizational Performance. 
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Gambar 1:  Kerangka Konsep Berpikir 

Source: Concept development by the author 

The hypothesis of this study is: 

H1.  Digital Leadership affects Organizational Agility 
H2.  Adaptive Culture affects Organizational Agility 
H3.  Innovation Management affects Organizational Agility 
H4.  Digital Talent affects Organizational Agility 
H5.  Digital Leadership affects Organizational Performance 
H6.  Adaptive Culture affects Organizational Performance 
H7.  Innovation Management affects Organizational Performance 
H8.  Digital Talent affects Organizational Performance 
H9.  Organizational Agility affects Organizational Performance 
H10.  Strategic Agility can moderate Organizational Agility and Organizational Performance 

2. METHOD 

This research uses a quantitative method with techniques for collecting, processing, simplifying, 
presenting, and analysing quantitative data descriptively in order to provide organized data on 
events. The research type is conducted by distributing questionnaires to respondents to obtain 
accurate data and information. The quantitative data will be collected using instruments and 
analysed using statistical procedures, specifically SEM and hypothesis testing. 

Population & Sample in this research consist of: 

• BNN Headquarters: 14 people (Work Structure Leadership) 
• BNN Provincial Offices (BNNP): 33 people (Head of BNN in all provinces in Indonesia) 
• BNN Regency Offices (BNNK): 153 people (Head of BNN in all regencies in Indonesia) 

Thus, the total number of respondents is 200 people. 

3. RESEARCH RESULTS 
In this study, descriptive statistical analysis was conducted to describe the respondents' answers for 
each research variable, which will then be used to determine the tendency of respondents' answers 
regarding the state of each research variable. The tool used for conducting descriptive data analysis 
was SMART PLS. Based on the research results obtained from 200 respondents through the 
distribution of questionnaires, an ordinal scale was used in this study. The answers provided by 
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respondents were then scored using an agree-disagree scale technique, developing statements that 
generate answers ranging from strongly agree to strongly disagree across various value ranges. The 
scoring technique used had a minimum score of 1 and a maximum score of 5. 

3.1 Descriptive analysis of variables 

Digital Leadership Variable: All respondents strongly agreed, with the highest score being 4.416, 
indicating that the Leadership & members of BNN actively engage in Knowledge Sharing. The mean 
value for the Digital Leadership variable is 4.354, or Strongly Agree. 

Adaptive Culture Variable: All respondents strongly agreed, except for the question about BNN 
working according to public aspirations, where the average response was "Agree". The highest score 
was 4.403, indicating that BNN always works according to the organization's Vision and Mission. The 
mean value for the Adaptive Culture variable is 4.283, or Strongly Agree. 

Innovation Management Variable: All respondents strongly agreed, with the highest score being 
4.382, indicating that BNN's leadership has an innovative character. The mean value for the 
Innovation Management variable is 4.303, or Strongly Agree. 

Digital Talent Variable: All respondents strongly agreed, with the highest score being 4.429, 
indicating that BNN's leadership has strong digital communication skills. The mean value for the 
Digital Talent variable is 4.372, or Strongly Agree. 

Strategic Agility Variable: All respondents strongly agreed, with the highest score being 4.355, 
indicating that BNN's organization encourages innovation. The mean value for the Strategic Agility 
variable is 4.227, or Strongly Agree. 

Organizational Agility Variable: All respondents strongly agreed, with the highest score being 4.397, 
indicating that BNN's organization has a flexible budget that responds to environmental changes. The 
mean value for the Organizational Agility variable is 4.356, or Strongly Agree. 

Organizational Performance Variable: All respondents strongly agreed, with the highest score being 
4.355, indicating that BNN's strategy aligns with environmental changes. The mean value for the 
Organizational Performance variable is 4.258, or Strongly Agree. 

3.2 Validity test (convergent validity) 

 

Figure 2: Structural SEM model  

(Source: Smart PLS data processing results, January 2024) 

a. The results of the Outer Loadings Test on the Digital Leadership variable show that all 
indicators of the Digital Leadership variable are valid, as they have loading factor values 
greater than 0.70. It can be concluded that these 20 indicators are valid and capable of 
measuring the Digital Leadership variable. 

b. The results of the Outer Loadings Test on the Adaptive Culture variable show that all 
indicators of the Adaptive Culture variable are valid, as they have loading factor values 
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greater than 0.70. It can be concluded that these 14 indicators are valid and capable of 
measuring the Adaptive Culture variable. 

c. The results of the Outer Loadings Test on the Innovation Management variable show that 
all indicators of the Innovation Management variable are valid, as they have loading factor 
values greater than 0.70. It can be concluded that these 16 indicators are valid and capable of 
measuring the Innovation Management variable. 

d. The results of the Outer Loadings Test on the Digital Talent variable show that all 
indicators of the Digital Talent variable are valid, as they have loading factor values greater 
than 0.70. It can be concluded that these 6 indicators are valid and capable of measuring the 
Digital Talent variable. 

e. The results of the Outer Loadings Test on the Organizational Agility variable show that all 
indicators of the Organizational Agility variable are valid, as they have loading factor values 
greater than 0.70. It can be concluded that these 8 indicators are valid and capable of 
measuring the Organizational Agility variable. 

f. The results of the Outer Loadings Test on the Strategic Agility variable show that all indicators 
of the Strategic Agility variable are valid, as they have loading factor values greater than 0.70. 
It can be concluded that these 18 indicators are valid and capable of measuring the Strategic 
Agility variable. 

g. The results of the Outer Loadings Test on the Organizational Performance variable show that 
all indicators of the Organizational Performance variable are valid, as they have loading factor 
values greater than 0.70. It can be concluded that these 18 indicators are valid and capable of 
measuring the Organizational Performance variable. 

3.3. Reliability test (composite reliability) 

In addition to the validity test, a construct reliability test was also conducted in the model 
measurement (outer model) to prove the accuracy, consistency, and precision of the instruments in 
measuring the construct. In PLS, to measure the reliability of a construct with reflective indicators, 
composite reliability testing can be performed, with the condition that if the construct has a 
composite reliability and Cronbach's alpha value greater than 0.5, it can be concluded that the 
manifest variable has good accuracy, consistency, and precision in measuring the construct. The 
results of the testing using Smart PLS 3.0 software are presented in the table below: 

Table 2: Composite reliability 

 

Source: Researcher's data processing (2024) 

The composite reliability values for all constructs are excellent, as they are above 0.5. It can be 
concluded that all the construct indicators are reliable, meaning that all the manifest variables of the 
six latent variables have good accuracy, consistency, and precision in measuring the constructs. 

4.4. Structural model measurement (inner model) 

The inner model is a test on the structural model conducted to examine the relationships between 
latent constructs. In this study, the inner model testing was performed by presenting the R2 values 
for the endogenous latent constructs. Next, the structural model in the inner model was tested using 
the predictive-relevance (Q2) value. 

The hypotheses in this study will be tested using the path coefficient values, as presented below. 
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Figure 3: Full SEM PLS model algorithm 

(Source: Data Processing Results Smart PLS, 2024) 

Y = 0.084X1 + 0.189X2 + 0.290X3 + 0,388X4 + ζ 

Z    = 0.080X1 + 0.104X2 + 0.123X3 + - 0.029X4 + 0,134Y + ζ 

Explanation: 

X1 = Digital Leadership 

X2 = Adaptive Culture 

X3 = Innovation Management 

X4 = Talent Digital 

X5 = Strategic Agility 

  Y = Organizational Agility 

  Z = Organizational Performance 

     ζ = Residual atau Error 

3.4. Coefficient of determination (R2) 

The coefficient of determination is a number that indicates the extent of the contribution or influence 
that exogenous latent variables have on endogenous latent variables. Based on the results of testing 
using Smart PLS 3.0 software, the following results were obtained: 

Table 3: Coefficient of determination values 

 
(Source: data processing results smart PLS, 2024) 

In Table 3 above, the R Square value for the Organizational Agility variable is 0.810 or 81%, indicating 
a strong model because the R square is in the interval >0.75 (Hair et al., 2011). This result shows that 
Digital Leadership, Adaptive Culture, Innovation Management, and Talent Digital together contribute 
81% to Organizational Agility, while the remaining (1-R Square) 19% represents the contribution of 
other factors not studied. Next, the R Square value for the Organizational Performance variable is 
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0.904 or 90.4%, indicating a strong model because the R square is in the interval >0.75 (Hair et al., 
2011). This result shows that Digital Leadership, Adaptive Culture, Innovation Management, Talent 
Digital, and Organizational Agility together contribute 90.4% to Organizational Performance, while 
the remaining (1-R Square) 9.6% represents the contribution of other factors not studied. 

3.5 Predictive-relevance (Q2) 

The change in the R2 value is used to assess whether the measurement of exogenous latent variables 
on endogenous latent variables has a substantive effect. This can be measured using the effect size 
f2. 

The formula for effect size f2 is as follows:  

Effect Size f2 = R2
Included - 

R2
excluded 

 1- R2
Included 

A model is considered to have relevant predictive value if the Q-square value is greater than 0 (>0). 
The predictive relevance value is obtained using the formula: 

Q2 = 1 – (1 – R12) (1 – R22) .…… (1 – Rn2) 

Q2 = 1 – (1 – 0,81) (1 – 0.904) 

Q2 = 1– (0,01824) 

Q2 = 0,98176 

Based on the calculations above, the Q-Square value obtained is 0.98176. This indicates that 98.17% 
of the variability in the research data can be explained by the research model. The remaining 0.93% 
is explained by other factors outside of this research model. Therefore, based on these results, it can 
be stated that the research model has a good goodness of fit." 

3.6. Statistical hypothesis testing 

The hypothesis testing in this study is based on the values obtained from the SEM analysis with the 
hypothesis testing value threshold. Below are the results of the complete model testing and the 
hypotheses of this study: The Smart PLS 3.0 program only provides the bootstrap resampling 
method. The significance value used is 1.96 (significance level = 5%) (Ghozali and Latan, 2016:80). 
Thus, constructs with t-values > 1.96 are considered to have a significant effect. The following is a 
summary of the hypothesis testing results. 

Table 4: Results of statistical hypothesis testing 

 
Source: Data processing results smart PLS, 2024 
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Based on the results of hypothesis testing in Table 4, the following can be explained: 

1. H1. Digital Leadership Affects Organizational Agility. Hypothesis 1 explains the effect of 
Digital Leadership on Organizational Agility. From the data processing results, it is known 
that the t-stat value = 2.044 > 1.96, thus H0 is rejected, and H1 is accepted. This means that 
the Digital Leadership variable has a positive and significant effect on the Organizational 
Agility variable. 

2. H2. Adaptive Culture Affects Organizational Agility. Hypothesis 2 explains the effect of 
Adaptive Culture on Organizational Agility. From the data processing results, it is known that 
the t-stat value = 2.680 > 1.96, thus H0 is rejected, and H2 is accepted. This means that the 
Adaptive Culture variable has a positive and significant effect on the Organizational Agility 
variable. 

3. H3. Innovation Management Affects Organizational Agility. Hypothesis 3 explains the effect 
of Innovation Management on Organizational Agility. From the data processing results, it is 
known that the t-stat value = 2.657 > 1.96, thus H0 is rejected, and H3 is accepted. This means 
that the Innovation Management variable has a positive and significant effect on the 
Organizational Agility variable. 

4. H4. Talent Digital Affects Organizational Agility. Hypothesis 4 explains the effect of Talent 
Digital on Organizational Agility. From the data processing results, it is known that the t-stat 
value = 4.880 > 1.96, thus H0 is rejected, and H4 is accepted. This means that the Talent Digital 
variable has a positive and significant effect on the Organizational Agility variable. 

5. H5. Digital Leadership Affects Organizational Performance. Hypothesis 5 explains the effect 
of Digital Leadership on Organizational Performance. From the data processing results, it is 
known that the t-stat value = 2.120 > 1.96, thus H0 is rejected, and H5 is accepted. This means 
that the Digital Leadership variable has a positive and significant effect on the Organizational 
Performance variable. 

6. H6. Adaptive Culture Affects Organizational Performance. Hypothesis 6 explains the effect of 
Adaptive Culture on Organizational Performance. From the data processing results, it is 
known that the t-stat value = 2.041 > 1.96, thus H0 is rejected, and H6 is accepted. This means 
that the Adaptive Culture variable has a positive and significant effect on the Organizational 
Performance variable. 

7. H7. Innovation Management Affects Organizational Performance. Hypothesis 7 explains the 
effect of Innovation Management on Organizational Performance. From the data processing 
results, it is known that the t-stat value = 2.390 > 1.96, thus H0 is rejected, and H7 is accepted. 
This means that the Innovation Management variable has a positive and significant effect on 
the Organizational Performance variable. 

8. H8. Talent Digital Affects Organizational Performance. Hypothesis 8 explains the effect of 
Talent Digital on Organizational Performance. From the data processing results, it is known 
that the t-stat value = 0.549 < 1.96, thus H0 is accepted, and H8 is rejected. This means that 
the Talent Digital variable does not have an effect on the Organizational Performance 
variable. 

9. H9. Organizational Agility Affects Organizational Performance. Hypothesis 9 explains the 
effect of Organizational Agility on Organizational Performance. From the data processing 
results, it is known that the t-stat value = 2.535 > 1.96, thus H0 is rejected, and H9 is accepted. 
This means that the Organizational Agility variable has a positive and significant effect on the 
Organizational Performance variable. 

10. H10. Strategic Agility Affects Organizational Performance. Hypothesis 10 explains the effect 
of Strategic Agility on Organizational Performance. From the data processing results, it is 
known that the t-stat value = 0.242 < 1.96, thus H0 is accepted, and H10 is rejected. This 
means that the Strategic Agility variable does not enhance the Organizational Performance 
variable. 

4. CONCLUSION 

1. The research findings show that Digital Leadership influences Organizational Agility. Digital 
leadership creates an environment where the organization can be more responsive to change. 
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Digital leaders promote a culture of innovation, cross-team collaboration, and fast decision-
making based on data, all of which are essential to creating a more adaptive and agile 
organization. With strong digital leadership, organizations are better able to face challenges and 
seize opportunities that arise in the digital era more effectively, thereby enhancing organizational 
agility. 

2. The research findings show that Adaptive Culture influences Organizational Agility. Adaptive 
culture provides a solid foundation for organizational agility. When an organization has a culture 
that encourages employees to continuously learn, innovate, and quickly adapt to change, the 
organization is better able to adjust to the ever-changing environment. Thus, adaptive culture 
can serve as a catalyst that enables the organization to increase its agility, allowing it to move 
faster and more responsively in the face of emerging challenges and opportunities. 

3. The research findings show that Innovation Management influences Organizational Agility. 
Effectively managed innovation can be a key driver in increasing organizational agility. When an 
organization has good systems and processes in place to manage innovation, they are better able 
to identify new opportunities, test new ideas, and implement innovative solutions quickly. By 
leveraging effective innovation management, organizations can create products, services, and 
processes that are more adaptive to market changes and public needs. Therefore, innovation 
management can significantly enhance organizational agility by allowing organizations to 
respond quickly and efficiently to changes, thus maintaining competitiveness in a dynamic 
environment. 

4. The research findings show that Talent Digital influences Organizational Agility. The presence 
and management of employees with strong digital skills can be a key factor in improving 
organizational agility. Employees with good digital talent can help organizations adopt new 
technologies, develop innovative solutions, and improve operational efficiency. Furthermore, 
employees with strong digital talent are also more likely to have the ability to learn and adapt 
quickly to technological changes and market needs. Therefore, they can assist organizations in 
becoming more responsive to change, increasing organizational agility. Thus, investing in the 
development and recruitment of high-quality digital talent can significantly contribute to 
enhancing organizational agility in the face of challenges and opportunities in the digital era. 

5. The research findings show that Digital Leadership influences Organizational Performance. 
Digital leadership can have a significant impact on the overall performance of the organization. 
Leaders who are capable of leading digital transformation and integrating digital technologies 
into strategies and business processes can improve productivity, efficiency, and innovation. 
Additionally, digital leadership can foster a culture that supports collaboration, continuous 
learning, and adaptation to change, all of which are key factors in improving organizational 
performance. Thus, organizations led by competent digital leaders tend to perform better in the 
long term as they can be more responsive to market changes, identify new opportunities, and 
meet customer needs more effectively. 

6. The research findings show that Adaptive Culture influences Organizational Performance. 
Adaptive culture can have a significant positive impact on the overall performance of the 
organization. A culture that encourages collaboration, experimentation, and continuous learning 
can help increase productivity, innovation, and employee satisfaction. Adaptive culture also 
creates an environment where employees feel more empowered and motivated to try new things, 
take controlled risks, and contribute positively to the organization's success. Therefore, 
organizations with an adaptive culture tend to have higher performance levels because they are 
able to quickly adapt to market, technological, and business environment changes while 
optimizing employee potential within the organization. 

7. The research findings show that Innovation Management influences Organizational Performance. 
Effective innovation can be one of the key factors that enhances overall organizational 
performance. By having good systems and processes to manage innovation, organizations can 
produce products, services, or processes that are more efficient, innovative, and relevant to 
needs. Successful innovation can improve the competitiveness of the organization, increase 
public satisfaction, and enhance operational efficiency. Furthermore, innovation can also 
improve employee motivation and engagement, which contribute to the overall performance 
improvement of the organization. Investing in effective innovation management can have a 
significant positive impact on organizational performance by helping the organization remain 
relevant, competitive, and successful in an ever-evolving strategic environment. 
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8. The research findings show that Talent Digital does not influence Organizational Performance. 
Digital talent plays a significant role in improving organizational performance, especially in 
today's digital era. However, there are several reasons why Digital Talent might not directly affect 
organizational performance. If the organization’s policies and culture do not support innovation, 
collaboration, and experimentation, then the potential of digital talent will not be fully utilized. A 
rigid or hierarchical culture can stifle creativity and innovation, reducing the positive impact 
digital talent could bring. If an organization has great digital talent but lacks adequate 
infrastructure and resources, the organization might not be able to implement digital ideas or 
solutions effectively, thus failing to improve organizational performance. Digital Talent needs 
clear direction and goals from the organization to contribute significantly to performance. If the 
organization lacks a clear strategy or well-defined vision, digital talent might lose focus or spend 
time and resources on initiatives that are not aligned with the organization's needs. 

9. The research findings show that Organizational Agility influences Organizational Performance. 
Organizations with high agility tend to be more responsive to market changes, technology, and 
the business environment. They can identify new opportunities more quickly, address challenges 
more effectively, and adjust their business strategies more efficiently. This leads to performance 
improvements in terms of revenue growth, market share, and profitability. More agile 
organizations are able to quickly test and implement new ideas. The organization fosters a 
culture of innovation, collaboration, and continuous learning, which enhances its ability to 
produce more innovative and relevant products and services. Agile organizations often have 
more flexible and adaptive structures and processes, enabling them to quickly adjust operations 
to market demands and shifting customer needs, thus improving operational efficiency and 
reducing product or service cycle times. Organizations with high agility are more competitive in 
rapidly changing business environments. They can respond to market trends and competition 
more quickly and effectively, enabling them to maintain or improve their position. The BNN 
organization, in the context of the Industry 4.0 era, based on the research results, has already 
implemented organizational agility effectively, as addressed in the background problem. 

10. The research findings show that Strategic Agility is less impactful in driving Organizational 
Performance. Flexible and responsive strategies are crucial for overall organizational 
performance, but there are several reasons why strategic agility may not directly influence 
organizational performance. If there is no good mechanism for executing strategic plans on time 
and efficiently, a flexible strategy might not produce the expected impact on performance. A 
flexible strategy that is not based on a strong understanding of the environment and customers 
may face difficulties in achieving the desired performance. Organizations may struggle to plan 
and implement strategies effectively, which could limit the strategy’s impact on performance. If 
the organization lacks good decision-making processes or does not have accurate data to support 
decisions, a flexible strategy may not generate the expected impact on organizational 
performance. 
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