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Abstract

Grounded in Social Cognitive Theory, this study investigates how digital technologies
shape employees” work experiences and social life in digitally transforming hotel organi-
zations. Specifically, it examines the role of digital empowering leadership in fostering
digital work engagement through the mediating mechanisms of digital self-efficacy and
digital thriving at work within five-star hotels in Egypt. As digital technologies increas-
ingly redefine how employees interact, collaborate, and derive meaning from their work,
understanding the human and social consequences of digital transformation has become
a critical research priority. Data were collected from 394 full-time employees working in
five-star hotels in Egypt and analyzed using Partial Least Squares Structural Equation
Modeling (PLS-SEM) with WarpPLS software. The findings reveal that digital empowering
leadership significantly enhances employees’ digital work engagement, digital self-efficacy,
and digital thriving at work. Furthermore, digital self-efficacy and digital thriving at work
positively influence digital work engagement and partially mediate the relationship be-
tween digital empowering leadership and digital work engagement. By highlighting how
digitally enabled leadership shapes employees’ psychological capabilities and flourishing
in technology-rich workplaces, this study contributes to the growing literature on the social
implications of digital technologies in organizational settings. The findings underscore
that successful digital transformation extends beyond technological adoption to encom-
pass employees” empowerment, well-being, and meaningful engagement in digital work
environments. Practical implications are provided for hotel managers seeking to culti-
vate human-centered digital workplaces that support employees’ social and psychological
flourishing amid ongoing technological change.

Keywords: digital technologies; digital empowering leadership; digital work engagement;
digital self-efficacy; digital thriving at work; social life; hospitality industry

1. Introduction

The accelerating pace of digital transformation has fundamentally reshaped the opera-
tional and strategic landscape of the hospitality industry, particularly within five-star hotels
where advanced technologies and Al-enabled systems are deeply embedded in service
delivery and customer experience [1-5]. Hotels are increasingly investing in digital infras-
tructures, revenue management systems, and intelligent service technologies to enhance
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efficiency and competitiveness [6,7]. While these technological advancements offer substan-
tial opportunities, they simultaneously impose new psychological and behavioral demands
on employees, requiring them to adapt, learn, and remain engaged in digitally intensive
work environments [8-10]. Consequently, understanding how leadership can effectively
foster employee engagement in such contexts has become a critical research priority.

Emerging research highlights the pivotal role of digital leadership in facilitating organi-
zational transformation and enhancing employee outcomes [11-14]. In particular, empow-
ering leadership—characterized by autonomy support, participative decision-making, and
confidence building—has been widely recognized as a key driver of employee motivation,
engagement, and performance in hospitality settings [15-18]. More recently, scholars have
begun to extend this perspective to digital contexts, suggesting that digital empowering
leadership can play a vital role in fostering employees’ readiness for technological change
and innovation [19-22]. However, despite these advances, the literature remains fragmented,
with limited empirical attention devoted to how digital empowering leadership specifically
influences digital work engagement—a contextually nuanced construct reflecting employees’
cognitive, emotional, and behavioral investment in digital work processes [23,24].

A critical gap in the literature lies in the insufficient integration of psychological mecha-
nisms that explain how leadership translates into engagement within digital environments.
Drawing on Social Cognitive Theory [25-27], individual cognition—particularly self-efficacy—
plays a central role in shaping behavior and motivation. Digital self-efficacy, defined as
employees’ belief in their ability to effectively use digital technologies, has been identified as a
key determinant of technology adoption, innovation, and work outcomes in hospitality [28-30].
Prior studies have demonstrated that leadership behaviors can enhance self-efficacy, which in
turn drives engagement and performance [31,32]. Nevertheless, there remains a pronounced
scarcity of empirical investigations that explicitly position digital self-efficacy as a mediat-
ing mechanism through which digital empowering leadership translates into digital work
engagement, particularly within the underexplored context of the hotel industry.

In parallel, the concept of thriving at work—encompassing a joint sense of vitality
and learning [33]—has gained increasing attention as a critical psychological resource in
dynamic and demanding work environments. In the hospitality industry, thriving has
been linked to improved service performance, innovation, and engagement [34-36]. Recent
systematic reviews emphasize the importance of thriving in fostering employee adaptability
and well-being in digitally transformed workplaces [37,38]. However, despite its relevance,
limited research has explored thriving at work within explicitly digital contexts or examined
its role as a mediator linking leadership and digital engagement outcomes. Existing studies
tend to focus on traditional leadership styles or general work engagement, overlooking the
distinct nature of digital work environments [39,40].

Furthermore, while prior studies have examined either self-efficacy or thriving inde-
pendently, there is a notable lack of integrative frameworks that simultaneously consider
both constructs as complementary mediators in the relationship between digital empow-
ering leadership and digital work engagement. Social Cognitive Theory suggests that
behavioral outcomes are shaped by the dynamic interplay between environmental factors
(e.g., leadership), personal cognitive factors (e.g., self-efficacy), and experiential states
(e.g., thriving) [41,42]. Yet, empirical studies in hospitality have rarely adopted such a
holistic perspective, particularly within digitally intensive settings. This omission limits our
understanding of the multi-path mechanisms through which leadership drives employee
engagement in the digital era.

Additionally, the majority of existing research has been conducted in non-Middle
Eastern contexts, raising concerns regarding the generalizability of findings to emerging
economies such as Egypt, where the pace and nature of digital transformation in hospitality

https://doi.org/10.3390/50c16080245


https://doi.org/10.3390/soc16080245

Societies 2026, 16, 245

30f21

may differ [43—45]. Although some studies have explored digital transformation and
leadership in Egyptian hotels [3,46], there remains a paucity of empirical work examining
employee-level psychological processes in this context, particularly within five-star hotels
characterized by high technological intensity.

To address these gaps, the present study develops and tests a comprehensive model
grounded in Social Cognitive Theory to examine how digital empowering leadership
influences digital work engagement through the mediating role of digital self-efficacy
as well as digital thriving at work. By concentrating on employees working in five-star
hotels within the Greater Cairo region, this study not only contributes to the growing
literature on digital transformation in hospitality but also provides context-specific insights
into the psychological mechanisms underpinning employee engagement in emerging
markets. In doing so, it responds to recent calls for more integrative, theory-driven, and
contextually grounded research on leadership and employee behavior in digital work
environments [23,47,48]. Moreover, by conceptualizing digital empowering leadership as a
context-specific leadership capability that extends traditional empowering leadership to
technology-mediated work environments, this study contributes to the emerging literature
on digital leadership in hospitality.

2. Theoretical Foundation and Hypotheses Development
2.1. Social Cognitive Theory

This study draws on Social Cognitive Theory (SCT) to explain how leadership influ-
ences employee behavior in digitally intensive work environments. SCT posits that human
functioning results from the reciprocal interaction between environmental influences, per-
sonal cognitive factors, and behavioral outcomes [25-27]. Within organizational contexts,
leadership behaviors constitute a critical environmental factor that shapes employees’ inter-
nal cognitions—such as self-efficacy—and psychological states, which subsequently drive
behavioral responses, including work engagement.

A central premise of SCT is that individuals are proactive agents who regulate their
own motivation and behavior through cognitive mechanisms [49,50]. Among these mecha-
nisms, self-efficacy is particularly influential, as it determines how individuals perceive
challenges, exert effort, and persist in the face of difficulties [26]. In parallel, SCT acknowl-
edges the role of affective and experiential states, suggesting that individuals” sense of
vitality and growth—captured through constructs such as thriving—can further reinforce
positive work behaviors.

In digital work settings, where employees are required to continuously adapt to evolving
technologies and complex systems, the interplay between leadership (environment), digital
self-efficacy (cognition), and digital thriving (psychological state) becomes especially salient.
Recent studies in hospitality and tourism have increasingly adopted SCT to explain how digital
leadership shapes employee attitudes and behaviors, particularly under conditions of rapid
technological change [30,47]. Building on this perspective, the present study conceptualizes
digital empowering leadership as a key environmental driver that enhances employees’
cognitive confidence and psychological vitality, ultimately fostering digital work engagement.

2.2. Digital Empowering Leadership and Digital Work Engagement

Empowering leadership has long been recognized as a leadership style that en-
hances employees’ intrinsic motivation by granting autonomy, encouraging participation
in decision-making, and fostering a sense of competence and meaning at work [15]. Within
hospitality settings, such leadership behaviors are particularly valuable due to the service-
oriented and dynamic nature of hotel operations, where employees must respond quickly
to customer needs and operational challenges [16,18,50,51].
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With the advent of digital transformation, empowering leadership has evolved into a
more context-specific form—digital empowering leadership—which emphasizes enabling
employees to effectively engage with digital tools, platforms, and Al-enabled systems [20,21].
This form of leadership not only provides traditional empowerment but also equips employees
with the support, autonomy, and confidence needed to navigate digital complexities.

Although digital empowering leadership builds upon the principles of traditional
empowering leadership, the two constructs are not conceptually identical. Traditional em-
powering leadership primarily emphasizes delegation of authority, participative decision-
making, autonomy, and employees’ general psychological empowerment [15,52,53]. In
contrast, digital empowering leadership extends these behaviors to technology-mediated
work environments by explicitly enabling employees to confidently utilize digital technolo-
gies, experiment with new digital tools, continuously develop digital competencies, and
adapt to ongoing technological change. Beyond granting autonomy, digitally empowering
leaders reduce uncertainty associated with digital transformation by facilitating technology-
related learning, encouraging digital experimentation, and fostering employees’ confidence
in using digital systems. Consequently, digital empowering leadership represents a context-
specific leadership capability designed to support employees in digitally intensive work-
places rather than merely a digital application of traditional empowering leadership.

Digital work engagement extends the traditional concept of work engagement into
technology-mediated environments, reflecting employees’ vigor, dedication, and ab-
sorption in digital tasks and processes [23,24]. In hotel contexts, this includes engage-
ment with property management systems, Al-driven customer service tools, and digital
communication platforms [54].

Existing literature suggests that leadership plays a vital role in enhancing engage-
ment by aligning job resources with employees’” needs and capabilities [55,56]. In digital
environments, leaders who empower employees to experiment with technology, make
decisions, and develop digital competencies can significantly enhance their motivation to
engage in digital work. However, despite growing interest in digital leadership, empirical
research specifically examining the direct effect of digital empowering leadership on digital
work engagement remains limited and fragmented. From an SCT perspective, digital
empowering leadership enhances employees’ perceived control and confidence, which in
turn increases their willingness to invest cognitive and emotional energy in digital tasks.
Therefore, it is hypothesized that

H1: Digital empowering leadership positively influences digital work engagement.

2.3. Digital Empowering Leadership and Digital Self-Efficacy

Self-efficacy is a foundational construct in SCT, reflecting individuals’ beliefs in their
capability to perform specific tasks successfully [26]. In digital work environments, digital
self-efficacy refers to employees’ confidence in their ability to effectively use and adapt to
digital technologies [29,57]. This construct is particularly critical in the hospitality industry,
where employees frequently interact with complex digital systems and are expected to
continuously update their technological skills [28].

Leadership behaviors play a crucial role in shaping self-efficacy by providing mastery
experiences, social persuasion, and psychological support [27]. Empowering leaders, by
delegating authority, encouraging participation, and fostering a supportive environment,
create conditions that enhance employees’ confidence in their abilities [58]. In digital
contexts, leaders who actively promote learning, experimentation, and digital skill devel-
opment can significantly strengthen employees’ digital self-efficacy [20,59].
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Empirical evidence supports this relationship, showing that digital leadership posi-
tively influences self-efficacy, which in turn enhances employee performance and innova-
tion in hospitality settings [30,32]. Despite this, limited research has explicitly examined
digital empowering leadership as a driver of digital self-efficacy within hotel environments.
Drawing on SCT, it is argued that digital empowering leadership fosters employees” belief
in their digital capabilities by providing both structural and psychological support. Hence,
it is hypothesized that

H2: Digital empowering leadership positively influences digital self-efficacy.

2.4. Digital Empowering Leadership and Digital Thriving at Work

Thriving at work is conceptualized as a psychological state characterized by the joint
experience of vitality (feeling energized) and learning (continuous growth) [33]. In the
hospitality industry, thriving has been associated with improved service performance,
creativity, and overall well-being [34,36].

In digitally transformed workplaces, thriving becomes increasingly important as
employees face ongoing technological changes and must continuously acquire new
skills [60,61]. Leaders play a central role in fostering thriving by creating environments
that support learning, autonomy, and psychological safety [40]. Empowering leadership, in
particular, enhances thriving by enabling employees to explore new ideas, take initiative,
and develop their competencies [39].

However, the concept of digital thriving at work remains underdeveloped in the liter-
ature, with most studies focusing on general thriving rather than its application in digital
contexts. Moreover, the relationship between digital empowering leadership and thriving
has not been sufficiently explored in hospitality settings. From an SCT perspective, digital
empowering leadership provides the environmental conditions necessary for employees
to experience both vitality and learning in digital work environments. Accordingly, it is
hypothesized that

H3: Digital empowering leadership positively influences digital thriving at work.

2.5. Digital Self-Efficacy and Digital Work Engagement

Digital self-efficacy plays a pivotal role in shaping employees’ behavior in technology-
driven environments. According to SCT, individuals with higher self-efficacy are more
likely to embrace challenges, exert greater effort, and remain persistent, leading to higher
levels of engagement [26,49].

In hospitality contexts, digital self-efficacy has been linked to technology adoption,
innovative work behavior, and job performance [29,62]. Employees who are confident in their
digital abilities are more likely to interact effectively with digital systems, experience less
technology-related stress, and demonstrate higher levels of motivation and engagement [63].
Furthermore, digital self-efficacy enhances intrinsic motivation by reducing uncertainty and
increasing perceived control over digital tasks [64]. This, in turn, fosters a deeper level of
cognitive and emotional investment in digital work. Thus, it is hypothesized that

H4: Digital self-efficacy positively influences digital work engagement.

2.6. Digital Thriving at Work and Digital Work Engagement

Thriving at work represents a key psychological resource that enhances employees’
motivation and performance. Employees who experience vitality and learning are more
likely to be proactive, resilient, and fully engaged in their work [33,38].
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In hospitality settings, thriving has been shown to positively influence work en-
gagement by fostering enthusiasm, adaptability, and a positive outlook toward work
challenges [53,65,66]. In digital environments, thriving becomes even more critical, as
employees must continuously adapt to technological changes and develop new compe-
tencies [37]. Employees who thrive in digital work contexts are more likely to embrace
new technologies, actively participate in digital processes, and maintain high levels of
engagement. Therefore, it is hypothesized that

H5: Digital thriving at work positively influences digital work engagement.

2.7. The Mediating Role of Digital Self-Efficacy

SCT suggests that environmental factors influence behavior through cognitive mech-
anisms, particularly self-efficacy [27]. In this study, digital empowering leadership is
expected to enhance digital work engagement by strengthening employees’ digital self-
efficacy. Empirical studies have consistently demonstrated the mediating role of self-efficacy
in the relationship between leadership and employee outcomes [31,32]. In digital contexts,
leaders who empower employees and support their technological development can signifi-
cantly enhance their confidence in using digital tools, which in turn drives engagement [30].
Thus, digital self-efficacy serves as a key explanatory mechanism linking leadership to
digital engagement. Therefore, it is hypothesized that

He6: Digital self-efficacy mediates the relationship between digital empowering leadership and
digital work engagement.

2.8. The Mediating Role of Digital Thriving at Work

Beyond cognitive mechanisms, SCT also emphasizes the role of affective and experiential
states in shaping behavior. Thriving at work represents such a state, reflecting employees’
energy and continuous development [33]. Prior research indicates that thriving mediates
the relationship between organizational factors and work engagement [39,67]. In digital
environments, empowering leadership can foster thriving by creating supportive conditions
that encourage learning and vitality [40]. However, the mediating role of thriving in digital
leadership contexts remains underexplored, particularly in hospitality. This study argues that
digital empowering leadership enhances employees’ sense of vitality and learning in digital
work settings, which in turn promotes engagement. Accordingly, it is hypothesized that

H7: Digital thriving at work serves as a mediating mechanism linking digital empowering leadership
to digital work engagement.

The study’s theoretical framework is presented in Figure 1 below.

Digital self-efficacy
H2 H4
Digital ing [ T s S aae 7 =
1gital empowering Hi 5| Digital work engagement
leadership | o ;

H
Digital thriving at work /

Figure 1. Research conceptual framework.
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3. Methodology
3.1. Study Context

The study conducted on Five-star hotels offering an ideal setting for examining the
proposed framework due to their high reliance on digital technologies and Al-enabled
systems. Employees in these hotels regularly interact with advanced digital tools across core
operations such as guest management, reservations, marketing, and back-office functions,
making them particularly suitable for investigating the impact of leadership on digital
competencies and engagement. The present research targets employees engaged on a
full-time basis operating within Egyptian five-star hotels located in the Greater Cairo,
with particular emphasis on functional departments with intensive technology use. These
include front desk and guest relations, where staff handle bookings, digital check-ins, and
Al-supported guest services; sales and marketing, which leverage digital platforms for
promotions, analytics, and customer interactions; and IT and operations teams, responsible
for maintaining and optimizing digital systems and supporting organizational digital
transformation. Targeting these departments ensures employees have meaningful, frequent
engagement with digital technologies, providing a solid foundation to examine how digital
empowering leadership influences digital self-efficacy and thriving, which in turn promote
digital work engagement.

3.2. Study Sample

The study included full-time employees actively performing digital or technology-
driven tasks. Eligible participants had a minimum of six months of tenure in roles requiring
routine interaction with digital systems, Al tools, or technology-enabled processes. Tar-
geted departments were front desk and guest relations, sales and marketing, and IT and
operations. Employees excluded from the study included part-time, temporary, or contract
staff, those on extended leave, and individuals whose roles did not involve substantial
use of digital technologies, as they would be less able to provide relevant insights into the
relationships under investigation.

Due to the wide geographical distribution of Egyptian five-star hotels, a purposive
sampling technique was employed. This approach of non-probability method is frequently
applied when probability sampling is not feasible because of logistical challenges, limited
resources, or a broadly dispersed population.

Data were collected between January and March 2026. Out of the 500 questionnaires ad-
ministered, 394 were deemed suitable for analysis, reflecting a usable response proportion
of 78.8%. Based on the criterion outlined by Hair et al. [68], which advocates a minimum
ratio of ten participants per observed variable, a sample of no fewer than 360 individuals
was necessary for the 36 indicators employed in the study. Consequently, the achieved
sample size of 394 surpasses this recommended benchmark and is therefore regarded as
adequate to ensure the credibility and robustness of subsequent statistical procedures.

3.3. Measures

Digital Empowering Leadership (DEL): This construct was measured using a 12-item
scale adapted from Ahearne et al. [15], capturing leadership behaviors that foster employees’
sense of meaning, participation in decision-making, confidence, and autonomy. Items were
contextualized to reflect the digital environment and the use of technology.

Digital Thriving at Work (DTAW): Thriving was assessed using a 10-item scale based on
Porath et al. [33], measuring vitality and learning during digital work. Vitality reflects employees’
energy and enthusiasm, while learning represents continuous personal and professional growth.

Digital Work Engagement (DWE): A six-item scale adapted from Zia et al. [23] captured

employees’ focus, effort, and involvement in digital job tasks.
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Digital Self-Efficacy (DSE): This construct assessed employees’ confidence in per-
forming tasks using digital technologies, measured with an eight-item scale based on
Chen et al. [69] and Liu and Kamioka [59].

3.4. Ethical Considerations

The study complied with the ethical standards of the Declaration of Helsinki, ensuring
voluntary participation, informed consent, the right to withdraw at any time, and strict
confidentiality and secure handling of all data for research purposes only.

3.5. Common Method Bias

To reduce the risk of common method bias (CMB), both procedural and statistical
techniques were applied. At the design stage, respondent anonymity and confidentiality
were guaranteed to limit social desirability bias, while items were mixed and arranged
by construct to reduce context-related effects. From a statistical perspective, Harman’s
single-factor test showed that no single factor explained more than 50% of the total vari-
ance, indicating that CMB was not a major concern. In addition, multicollinearity was
assessed using Variance Inflation Factors (VIFs), all of which were below the recommended
threshold of 3.3, further confirming the absence of serious bias issues. Taken together,
these procedural and statistical assessments suggest that common method bias is unlikely
to have substantially influenced the study findings. Nevertheless, as with most cross-
sectional survey research relying on self-reported data, the possibility of residual method
bias cannot be entirely eliminated. Accordingly, the findings should be interpreted with
appropriate caution.

3.6. Analytical Strategy

The data were examined using Partial Least Squares Structural Equation Modeling
(PLS-SEM) with WarpPLS version 8.0 [70]. This technique is well-suited for analyzing
complex models involving multiple latent constructs, particularly when data normality
is uncertain and sample sizes are moderate. The analysis was conducted in two phases.
First, the measurement model was assessed to verify reliability, convergent validity, and
discriminant validity. Second, the structural model was evaluated to test the proposed
relationships among the study variables.

4. Results
4.1. Participants’ Profile

The demographic profile of the respondents presented in Table 1 indicates a predomi-
nantly male sample, with males accounting for 61.42% of the participants, while females
represent 38.58%. In terms of age distribution, the largest proportion of employees falls
within the 30 to less than 45 years category (50.76%), followed by those aged between 45
and 60 years (25.89%), and a smaller segment aged below 30 years (23.35%). Regarding ed-
ucational attainment, the majority of respondents hold an undergraduate degree (70.56%),
whereas 17.26% have a high school education or below, and a relatively smaller proportion
(12.18%) possess postgraduate qualifications or higher.

Table 1. Demographic Characteristics of Respondents (N = 394).

Variable Group n %
Male 242 61.42
Gender Female 152 3858

https://doi.org/10.3390/50c16080245


https://doi.org/10.3390/soc16080245

Societies 2026, 16, 245 9 of 21

Table 1. Cont.

Variable Group n Y%
18-<30 92 23.35
Age (Years) 30-<45 200 50.76
45-60 102 25.89
High school or lower 68 17.26
Education Level Bachelor’s degree 278 70.56
Postgraduate degree or higher 48 12.18

4.2. Measurement Model

As shown in Table 2, the psychometric evaluation demonstrates that all constructs
meet the required standards of reliability and validity. The factor loadings for digital
empowering leadership (DEL), digital self-efficacy (DSE), digital thriving at work (DTAW),
and digital work engagement (DWE) exceed the recommended cut-off values, confirming
satisfactory indicator reliability. Internal consistency is also supported, as both Cronbach’s
alpha (CA) and composite reliability (CR) values are above the accepted thresholds.

Table 2. Measurement Model Results and Psychometric Properties.

Construct Indicators Loading CR CA AVE VIF
DEL1 0.714
DEL2 0.732
DEL3 0.808
DEL4 0.752
DEL5 0.824
Digital empowering leadership DEL6 0.716 0939 0928 0579 1667
(DEL) DEL7 0.772
DELS 0.735
DEL9 0.706

DEL10 0.812
DEL11 0.727
DEL12 0.824

DSE1 0.736
DSE2 0.766
DSE3 0.743

Dlgltal(sgégfﬁcacy EEE;L gzzi 0906 0.881 0568 2.061
DSE6 0.758
DSE7 0.778
DSES 0.728

DTAW1 0.747

Digital Thriving at Work DTAW2  0.732
(DTAW) DTAW3  0.758
DTAW4 0721

0914 0.895 0.549 2.079
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Table 2. Cont.

Construct Indicators Loading CR CA AVE VIF
DTAWS5 0.768

DTAWG6 0.714

Digital Thriving at Work DTAW? 0.761
(DTAW) DTAWS  0.728

DTAW9 0.752

DTAW10  0.729

DWE1 0.876

DWE2 0.788

Digital Work Engagement. DWE3 0.848
(DWE) DWE4 0.743

DWE5 0.836

DWES6 0.791

0914 0.895 0.549 2.079

0922 0.898 0.664 1.855

Convergent validity is confirmed through average variance extracted (AVE) values
greater than 0.50 for all constructs. In addition, variance inflation factor (VIF) results fall
within acceptable ranges, indicating the absence of multicollinearity issues. Overall, the
measurement model is considered sound and appropriate for further structural analysis.

Table 3 presents the correlation matrix assessed using the Fornell-Larcker criterion,
which confirms the presence of satisfactory discriminant validity among the study con-
structs. Consistent with this criterion, each construct exhibits stronger associations with
its own indicators than with other variables, indicating that the constructs are empirically
distinct and discriminant validity is adequately established.

Table 3. Latent Variable Correlations and Square Roots of AVE.

Construct DEL DSE DWE DTAW
Digital empowering leadership (DEL) 0.761

Digital self-efficacy (DSE) 0.500 0.754

Digital Work Engagement. (DWE) 0.501 0.629 0.815

Digital Thriving at Work (DTAW) 0.594 0.632 0.562 0.741

Table 4 reports the heterotrait-monotrait (HTMT) ratio results, which further support
the discriminant validity of the study constructs. Overall, the results provide empirical
support for the discriminant validity of the constructs, indicating that they represent
conceptually and statistically distinct dimensions, providing additional evidence for the
adequacy and robustness of the measurement model.

Table 4. Discriminant Validity Assessment (HTMT Ratios).

Construct DEL DSE DWE DTAW
Digital empowering leadership (DEL)

Digital self-efficacy (DSE) 0.555

Digital Work Engagement. (DWE) 0.551 0.708

Digital Thriving at Work (DTAW) 0.656 0.714 0.628

Note: HTMT values below 0.90 (and ideally below 0.85) indicate adequate discriminant validity.
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4.3. Model Fit

The model fit and quality indices demonstrate that the proposed model meets the
recommended standards and exhibits strong overall adequacy [69]. APC, ARS, and AARS
indicate significant explanatory and predictive power. Collinearity diagnostics are within
acceptable limits; AVIF and AFVIF both below the recommended thresholds. The GoF
reflects strong overall model performance. Collectively, the indices detailed in Appendix A
confirm that the model is robust, well-specified, and suitable for hypothesis testing.

4.4. Evaluation of the Measurement Model and Hypothesis

Table 5 and Figure 2 present the outcomes of the analysis of direct relationships
among the study variables. As shown in Table 5, all proposed relationships are statistically
significant and receive empirical support. Specifically, digital empowering leadership
(DEL) positively influences digital work engagement (DWE, B = 0.12, p < 0.01, f> = 0.063),
digital self-efficacy (DSE, B = 0.53, p < 0.01, f> = 0.283), and digital thriving at work (DTAW,
B =0.61, p <0.01, > = 0.372). In turn, both DSE (B = 0.24, p < 0.01, f* = 0.158) and DTAW
(B =0.42, p <0.01, f2 = 0.290) have positive effects on DWE. The coefficient of determination
values indicate that the model explains 28% of the variance in DSE, 37% in DTAW, and
51% in DWE. Predictive relevance, assessed using Q?, is also satisfactory, with Q? values of
0.282 for DSE, 0.372 for DTAW, and 0.520 for DWE, demonstrating that the model has good
predictive accuracy for the endogenous constructs.

Table 5. Results of Direct Effects and Structural Model.

Hypothesis Structural Path B p-Value F? Conclusion

H-1 DEL — DWE 0.12 <0.01 0.063 Accepted
H-2 DEL — DSE 0.53 <0.01 0.283 Accepted
H-3 DEL — DTAW 0.61 <0.01 0.372 Accepted
H-4 DSE — DWE 0.24 <0.01 0.158 Accepted
H-5 DTAW — DWE 0.42 <0.01 0.290 Accepted

Coefficient of Determination (R?):

DSE =0.28

DTAW =0.37

DWE = 0.51

Predictive Relevance (Q?):

DSE = 0.282

DTAW = 0.372

DWE = 0.520

In terms of indirect mediation effects, Table 6 reveals that digital self-efficacy (DSE)
and digital thriving at work (DTAW) have a partial mediation effect on the relationship
between digital empowering leadership (DEL) and digital work engagement (DWE). For
HB6, the indirect effect of DEL on DWE through DSE is 0.127 (SE = 0.034, t = 3.741), with a
bootstrapped 95% confidence interval ranging from 0.061 to 0.194 and a variance accounted
for (VAF) of 0.515, indicating partial mediation. Similarly, for H7, the indirect effect of DEL
on DWE via DTAW is 0.256 (SE = 0.034, t = 7.535), with a 95% bootstrapped confidence
interval of 0.190 to 0.323 and a VAF of 0.681, also suggesting partial mediation. These
results demonstrate that both DSE and DTAW serve as significant mechanisms through
which DEL enhances employees’ digital work engagement.
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Figure 2. Final study results.

Table 6. Results of mediation analysis.

. Indirect 95% CI
Hypothesis Indirect Path Patha Pathb SE t-Value ———_———_- - VAF Mediation
Effect (LL) (UL)
He DEL — DSE — DWE 0.530 0.240 0.127 0.034 3.741 0.061 0.194 0.515 Partial
H7 DEL — DTAW — DWE 0.610 0.420 0.256 0.034 7.535 0.190 0.323 0.681 Partial

5. Discussion

The results provide empirical support for all seven proposed hypotheses. Specifically,
digital empowering leadership was found to positively influence digital work engagement,
digital self-efficacy, and digital thriving at work. In addition, both digital self-efficacy and
digital thriving at work positively influenced digital work engagement and significantly
mediated the relationship between digital empowering leadership and digital work en-
gagement. These findings provide comprehensive support for the proposed research model
grounded in Social Cognitive Theory.

The findings of this study provide a comprehensive and theoretically grounded expla-
nation of how digital empowering leadership enhances digital work engagement within
technology-intensive hotel environments. Consistent with prior research, the results con-
firm that digital empowering leadership exerts a significant positive influence on digital
work engagement. This finding aligns with earlier studies demonstrating that empowering
leadership fosters higher levels of engagement by enhancing autonomy, participation,
and meaningfulness at work [15,16,18]. More specifically, in digital contexts, the present
results support emerging evidence that leadership behaviors tailored to technological
environments—such as digital leadership—play a critical role in enhancing employee
engagement [48,56]. This suggests that empowerment becomes more impactful when it is
aligned with digital work structures, enabling employees not only to feel motivated but
also to effectively navigate digital systems and tasks.

The study further reveals that digital empowering leadership significantly enhances
digital self-efficacy, reinforcing the central premise of Social Cognitive Theory that external
influences shape individuals’ beliefs in their capabilities [26,49]. This finding is consistent
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with empirical studies in hospitality and related sectors, which have shown that leadership
behaviors positively influence employees’ self-efficacy, particularly in technology-driven
environments [30,32]. In line with Kim et al. [28], employees in hotel settings rely heavily
on their confidence in using information systems to perform effectively. The current results
extend this understanding by demonstrating that digital empowering leadership serves as
a key mechanism through which such confidence is developed, particularly by providing
support, learning opportunities, and autonomy in digital work processes.

Additionally, the findings indicate that digital empowering leadership has a positive
effect on digital thriving at work, highlighting the importance of leadership in fostering not
only cognitive resources but also positive psychological states. This result is consistent with
prior hospitality research showing that empowering and supportive leadership enhances
employees’ vitality and learning [39,40]. Furthermore, studies such as Chang et al. [34]
and Wu et al. [36] emphasize that thriving at work is a critical outcome in service-oriented
industries, as it enables employees to maintain energy and continuously develop their
skills. The present study extends this stream of research by situating thriving within digital
work environments, suggesting that digital empowering leadership plays a crucial role in
helping employees perceive digital transformation as an opportunity for growth rather
than a source of strain.

Moreover, the results demonstrate that digital self-efficacy has a significant positive
effect on digital work engagement. This finding is strongly supported by Social Cognitive
Theory, which posits that individuals with higher self-efficacy are more likely to engage
in tasks, exert effort, and persist in challenging situations [26]. Empirically, this result is
consistent with previous studies linking self-efficacy to engagement and performance in
digital and hospitality contexts [29,62]. Similarly, Zhan et al. [63] and Paredes-Aguirre and
Fernandez-Solis [64] highlight that employees with higher levels of digital self-efficacy
experience greater motivation and lower levels of uncertainty when interacting with digital
technologies. Thus, the present findings reinforce the notion that confidence in digital
capabilities is a critical prerequisite for meaningful engagement in digital work.

The study also finds that digital thriving at work significantly enhances digital work
engagement, which is consistent with prior research emphasizing the role of thriving as
a key driver of positive work behaviors. For instance, Chang and Busser [65] and Kim
et al. [66] demonstrate that employees who experience vitality and learning are more likely
to be engaged and perform effectively. Additionally, recent reviews highlight thriving as a
crucial resource in dynamic and digital work environments, where continuous learning and
adaptability are essential [37,38]. The present study extends these findings by confirming
that thriving remains a critical determinant of engagement even in digitally intensive
contexts, suggesting that employees who feel energized and are continuously developing
their skills are more likely to immerse themselves in digital tasks.

Importantly, the mediation results provide deeper insights into the mechanisms
through which digital empowering leadership influences digital work engagement. The
significant mediating role of digital self-efficacy supports prior research demonstrating
that self-efficacy acts as a key cognitive pathway linking leadership to employee out-
comes [31,32]. In digital contexts, this finding suggests that leadership enhances engage-
ment not only directly but also indirectly by strengthening employees’ confidence in their
ability to use digital technologies. This is consistent with studies such as Frick et al. [20] and
Liu and Kamioka [59], which highlight the role of leadership in building digital competence
and confidence among employees.

Similarly, the mediating role of digital thriving at work underscores the importance
of affective and experiential mechanisms in shaping employee engagement. This finding
aligns with previous studies indicating that thriving mediates the relationship between
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organizational factors and work engagement [39,67]. By extending this mechanism to
digital environments, the present study demonstrates that leadership fosters engagement
not only by enhancing employees’ capabilities but also by promoting their sense of vitality
and continuous learning. This dual mediation finding is particularly significant, as it
highlights that both cognitive and psychological resources are necessary to fully explain
how leadership drives engagement in digital contexts.

6. Theoretical Implications

This study makes several important theoretical contributions to the hospitality and
organizational behavior literature, particularly within the context of digital transformation.
First, it extends Social Cognitive Theory (SCT) into digitally intensive work environments
by empirically demonstrating how leadership influences employee behavior through both
cognitive and experiential mechanisms. While SCT has long emphasized the role of self-
efficacy in shaping behavior [26,49), this study advances the theory by integrating digital
self-efficacy and digital thriving at work within a unified framework. In doing so, it
provides a more comprehensive explanation of how environmental factors (i.e., digital
empowering leadership) translate into behavioral outcomes (i.e., digital work engagement)
in technology-driven contexts.

Second, the study contributes to the digital leadership literature by refining the concep-
tualization of empowering leadership within digital environments. Although prior research
has established the importance of empowering leadership in hospitality [15,16], this study
demonstrates that its effectiveness is contingent upon its alignment with digital work
demands. By introducing and empirically validating the concept of digital empowering
leadership, the study responds to recent calls for more context-specific leadership models
that reflect the realities of digital transformation [20,22]. This shifts the theoretical discourse
from generic leadership behaviors to more technology-contingent leadership approaches.
Specifically, this study argues that digital empowering leadership should be viewed as a
distinct context-specific leadership construct rather than merely empowering leadership
applied in digital settings. Its unique focus on facilitating employees” digital capability
development, technology-related autonomy, and confidence in navigating digital work
differentiates it from conventional empowering leadership and broadens the conceptual
understanding of leadership in digitally transforming organizations.

Third, the study advances the literature on work engagement by contextualizing it
within digital work environments. While traditional engagement research has focused on
general job resources, this study highlights the importance of digital-specific resources, such
as technological confidence and continuous learning capacity. By demonstrating that both
digital self-efficacy and digital thriving significantly predict digital work engagement, the
study enriches existing engagement models and aligns with recent research emphasizing
the evolving nature of engagement under digital transformation [23,24].

Fourth, the study offers a novel contribution by adopting a dual mediation perspec-
tive, simultaneously examining cognitive (self-efficacy) and experiential (thriving) pathways.
Prior research has typically investigated these mechanisms in isolation [31,39], limiting the
understanding of how leadership influences employee outcomes. By integrating both media-
tors, this study provides a more holistic and process-oriented explanation, suggesting that
engagement is not a single-stage outcome but rather the result of interconnected psychological
processes. This integrative approach contributes to theory development by highlighting the
complementarity of cognitive and affective mechanisms in digital work settings.

Finally, the study contributes to the hospitality and tourism literature in emerging
markets, particularly Egypt. While digital transformation has been widely studied in
developed economies, there is limited empirical research examining employee-level mecha-
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nisms in emerging contexts [43,44]. By focusing on five-star hotels in Greater Cairo, this
study provides contextually grounded insights and enhances the generalizability of digital
leadership theories across different economic and cultural settings.

7. Practical Implications

The findings offer practical guidance for hotel executives and human resource managers
seeking to strengthen employee engagement during digital transformation. Given that many
hotels, particularly in emerging economies, operate under financial, technological, and work-
force constraints, the recommendations presented below emphasize practical, scalable, and
cost-effective initiatives that can be integrated into existing organizational practices.

First, hotels should foster digitally empowering leadership as a core managerial capa-
bility. Rather than relying on costly leadership development programs, organizations can
embed empowering behaviors into routine management practices. Supervisors can encourage
employee participation in digital decision-making, hold brief digital check-ins during daily
meetings to discuss technology-related challenges and opportunities, and gradually delegate
responsibility for routine digital tasks. A train-the-trainer approach, whereby digitally com-
petent managers share their expertise with colleagues, represents an efficient mechanism for
disseminating digital leadership practices while minimizing training costs.

Second, organizations should continuously strengthen employees’ digital self-efficacy
through accessible learning opportunities. Instead of investing heavily in external training,
hotels can leverage internal expertise by promoting peer learning, informal mentoring, and
knowledge sharing among employees. Designating departmental “digital champions” to
support colleagues, alongside providing access to vendor manuals, online tutorials, and
short learning sessions, can enhance employees’ confidence in using digital technologies
while requiring minimal financial investment.

Third, managers should cultivate work environments that promote digital thriving
and sustainable engagement. The findings demonstrate that employees are more engaged
when they experience both continuous learning and vitality in digital work. Managers
can foster these conditions by encouraging experimentation with digital technologies,
recognizing employees’ learning efforts, providing regular constructive feedback, and
maintaining psychologically safe environments where mistakes are viewed as learning
opportunities. In parallel, practical measures such as equitable workload distribution,
rotation of digitally demanding tasks, and short recovery breaks can help sustain employee
energy and reduce the risk of digital fatigue.

Finally, hotel organizations should adopt a human-centered approach to digital trans-
formation. Digital investments are most effective when technological implementation is
accompanied by leadership support and employee capability development. Rather than
pursuing large-scale technological upgrades that may exceed organizational resources, man-
agers should prioritize incremental digital improvements that employees can readily adopt
and master. Simple internal assessments, such as brief surveys or supervisor evaluations,
can help identify employees requiring additional support, while recruitment processes can
emphasize candidates’” adaptability, learning orientation, and digital readiness. By aligning
technological initiatives with employee development, hotels can maximize the return on
digital investments while fostering a more engaged, confident, and resilient workforce.

8. Study Limitations and Future Research Avenues

Notwithstanding its contributions, this study is subject to several limitations that pro-
vide opportunities for future scholarly inquiry. Foremost, the adoption of a cross-sectional
research design constrains the extent to which causal inferences can be drawn regarding
the relationships among the examined constructs. Although the proposed framework is
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anchored in Social Cognitive Theory, subsequent studies may benefit from employing
longitudinal or experimental methodologies to more effectively capture the evolving and
reciprocal interactions among leadership, self-efficacy, thriving, and employee engagement
over time. Such designs would also allow researchers to examine how these relationships
evolve as digital transformation progresses. Accordingly, the observed relationships should
be interpreted as theoretically supported associations rather than definitive causal effects.
Future research employing longitudinal, time-lagged, experimental, or multi-source de-
signs would provide stronger evidence regarding the causal mechanisms proposed in this
study while further reducing potential common method bias.

Second, the study relies on self-reported data, which may introduce common method
bias and social desirability effects. Although statistical remedies can mitigate this issue, future
studies are encouraged to use multi-source data, such as supervisor ratings of employee
engagement or objective performance indicators, to enhance the robustness of the findings.

Third, the research model focuses on two mediating mechanisms (digital self-efficacy
and digital thriving at work), which, while theoretically justified, do not capture the full
complexity of employee behavior in digital environments. Future research could extend
the model by incorporating additional mediators such as psychological safety, digital
resilience, or cognitive flexibility, which have been highlighted as important factors in
digital transformation contexts.

Fourth, the study was conducted exclusively among employees working in five-star
hotels located in Greater Cairo, a context characterized by relatively advanced digital
infrastructure, greater investment in technological innovation, and more mature digital
transformation initiatives than many other hospitality settings. Consequently, employees in
this context may experience higher levels of exposure to digital technologies and digitally
empowering leadership than employees in lower-tier hotels, smaller hospitality businesses,
or organizations operating in less digitally developed regions. Therefore, caution should be
exercised when generalizing the findings beyond similar organizational contexts. Future
research is encouraged to replicate the proposed model across different hotel categories,
geographical regions, service sectors, and cultural environments to examine the robustness
and boundary conditions of the observed relationships.

Fifth, the study is conducted within five-star hotels in Greater Cairo, which may limit
the generalizability of the findings to other contexts, such as lower-tier hotels, different
regions, or other service industries. Future research could conduct cross-cultural or multi-
industry comparisons to examine whether the proposed relationships hold across different
organizational and cultural settings.

Sixth, from a methodological perspective, future studies could employ advanced
analytical techniques, such as longitudinal structural equation modeling or multilevel
modeling, to capture the nested nature of hospitality organizations (e.g., employees within
departments, departments within hotels). This would provide deeper insights into how
leadership operates at different organizational levels.

Finally, future research could explore alternative model configurations, such as serial
mediation (e.g., digital empowering leadership — digital self-efficacy — digital thriving —
engagement) or reciprocal relationships, to further unpack the dynamic interplay between
cognitive and psychological mechanisms in digital work environments.
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Appendix A. Measurement Scales

My manager helps me understand how my use of digital technologies relates to the

DEL.1 o,
organization’s goals.
DEL.2 My manager helps me understand the importance of my role in achieving digital
) transformation in the organization.
DEL 3 My manager helps me see how my use of digital tools contributes to overall
’ organizational effectiveness.
DELA4 My manager encourages me to express my ideas and suggestions about digital
’ work processes.
Digital DEL.5 My manager listens to my ideas about improving digital systems and technologies.
Empowerin, My manager considers my input when making decisions related to digital tools
P & DEL.6 y 8 ynp & &
Leadership ' and systems.
(DEL) DEL.7 My manager expresses confidence in my ability to perform at a high level using
’ digital technologies.
DEL.8 My manager believes I can handle demanding tasks involving digital systems.
DEL.9 My manager shows confidence in my capabilities to effectively use digital tools.
DEL.10 My manager allows me to make decisions regarding how I use digital technologies
’ without constant supervision.
DEL.11 My manager gives me freedom in how I use digital tools to perform my job.
DEL.12 | My manager allows me discretion in carrying out digitally enabled tasks.
I believe I can succeed at almost any endeavour to which I set my mind by utilizing
DSE.1
digital technologies
DSE.2 Even when things are tough, I can perform quite well by utilizing digital technologies
DSE.3 I will be able to achieve most of the goals that I have set for myself by utilizing
' digital technologies
DSE.4 When facing difficult tasks, I am certain that I will accomplish them by utilizing
Digital ' digital technologies
Self-Efficac Compared to other people, I can do most tasks very well by utilizin
y DSE.5 P peop y y 8
(DSE) ' digital technologies
DSE.6 I will be able to successfully overcome many challenges by utilizing
' digital technologies
DSE.7 I am confident that I can perform effectively in many different tasks by utilizing
' digital technologies
DSE.8 In general, I think that I can achieve outcomes that are important to me by

utilizing digital.
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Digital Work
Engagement.

DWE.1 While performing the digital job task(s), I am really focused.

DWE.2 While performing the digital job task(s), I give a lot of attention.

DWE.3 While performing the digital job task(s), It has a great deal of personal meaning to me.

DWE.4 While performing the digital job task(s), I feel a strong sense of belonging.

(DWE) DWES While perff)rming the digital job task(s), I am willing to put extra effort on them
without being asked.

While performing the digital job task(s), I really push myself to work on it beyond

DWE.6
what is expected of me.

DTAW.1 | Atwork, I find myself learning often when using digital technologies.

At work, I continue to learn more and more over time through digital systems

DTAW.2
and tools.

DTAW.3 At work, I see myself continually improving in using digital technologies.

. DTAW.4 | Atwork, I am not learning when working with digital technologies. (R)
Digita

Thriving at DTAW.5
Work and systems.

At work, I have developed a lot as a person through my use of digital tools

(DTAW) DTAW.6 | Atwork, I feel alive and vital when working with digital technologies.

DTAW.7 | Atwork, I have energy and spirit while performing digital job tasks.

DTAW.8 | Atwork, I do not feel very energetic when using digital systems. (R)

DTAW.9 | Atwork, I feel alert and awake when engaging in digital work tasks.

DTAW.10 | Atwork, Ilook forward to each new day of working with digital technologies.
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