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In contemporary business settings, the ability to sustain a competitive advantage is contingent upon two pivotal
factors: organizational performance and technological innovation. Comprehending the determinants that propel
these results is imperative for achieving success within an organization. The objective of this investigation is to
scrutinize the interconnections among decision-making autonomy, leadership style, change readiness, and
information management culture, and their effects on both organizational performance and technological
innovation. Furthermore, the research investigates the intermediary function of information management culture
and the moderating impact of socioeconomic development. The present investigation employs a quantitative
research methodology utilizing a cross-sectional design. The study utilizes a purposive sampling method to choose
a sample of 430 bank employees from diverse banks in China. A survey instrument is employed to assess the
variables of interest, which have been derived from prior research. The study's results indicate that the level of
decision-making autonomy has a noteworthy and favorable influence on both the performance of an organization
and its technological innovation. The study reveals that change readiness has a noteworthy and favorable influence
on the performance of an organization. Additionally, the culture of information management displays a significant
and positive correlation with both technological innovation and organizational performance. The research also
highlights the role of information management culture as an intermediary factor that influences the relationship
between decision-making autonomy and both organizational performance and technological innovation.
Additionally, the study reveals the moderating impact of socioeconomic development on the correlation between
information management culture and organizational performance.

Keywords: Decision-Making Autonomy, Leadership Style, Information Management Culture, Technological
Innovation, Socioeconomic Development.

INTRODUCTION

In the contemporary business environment characterized
by rapidity and intense competition, companies face
increasing demands to attain exceptional levels of
organizational performance and propel technological
progress. The evaluation of an organization's success is often
determined by its organizational performance, which
encompasses a range of factors including financial
accomplishments, productivity, customer satisfaction, and

market share (Vaishnavi & Suresh, 2022). Organizations that
exhibit exceptional performance are inclined to attain a
competitive advantage and secure enduring viability.
Similarly, technological advancements are essential in
driving the development and success of organizations. The
process involves the development and execution of
innovative technologies, products, and procedures, enabling
enterprises to maintain a competitive edge and efficiently
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adapt to changing market requirements (Pacheco, 2020).
Considering the dynamic economic progress, technological
strides, and emerging global influence of China, it becomes
an intriguing backdrop for investigating organizational
performance and technological innovation (Rozak, Adhiatma,
Fachrunnisa, & Rahayu, 2021). China's ever-changing
business landscape presents distinctive challenges and
opportunities for enterprises operating within its boundaries.
Hence, comprehending the factors that contribute to
organizational performance and technological innovation
within the Chinese context holds immense significance and
relevance (Qu & Mardani, 2023).

Technological innovation assumes a pivotal and
paradigm-shifting function in our societal fabric, permeating
virtually all facets of human existence (Kawi, 2023). The
aforementioned statement encapsulates the cognitive and
practical procedures involved in the generation and
execution of innovative resolutions, commodities, and
provisions by means of the utilization of scientific
comprehension and engineering proficiency (Hosseini,
Peluffo, Okoye, & Nganji, 2021). Technological innovation
has a wide-ranging and multifaceted impact. The internet
and smartphones have revolutionized communication, while
also empowering businesses through streamlined processes
and expanded market reach. As a result, these technological
advancements have significantly reshaped various industries
and created new opportunities (Kılıc, Yagci, & Iscan, 2023).
Medical advancements in the healthcare sector have resulted
in enhanced diagnostic instruments, more sophisticated
therapeutic interventions, and optimized healthcare delivery
mechanisms, thereby facilitating prolonged and improved
overall well-being (Jiang, Wang, Cao, & Fan, 2021). The field
of education has experienced a significant transformation
due to the integration of technology. This shift is evident
through the utilization of online resources, interactive
learning platforms, and virtual classrooms, which have
effectively enhanced the accessibility and customization of
the learning experience. Technological advancements have
played a pivotal role in facilitating economic expansion,
thereby fostering the emergence of novel industries and
employment prospects (Cai, Huang, Xu, Fang, & Cai, 2022).

Previous research has provided valuable insights into the
individual connections between decision-making autonomy,
leadership style, change readiness, information management
culture, and organizational outcomes. Piha et al. (2021)
conducted a study in the manufacturing sector and
discovered a positive correlation between decision-making
autonomy and organizational performance. Their findings
indicated that organizations that empower employees with
the authority to make decisions tend to achieve superior
performance outcomes. Similarly, Akbari et al. (2021)
examined the influence of leadership style on technological
innovation in Chinese technology firms. Their research
demonstrated that transformational leadership,
characterized by visionary and inspirational leadership
behaviors, positively impacted technological innovation.
Furthermore, Errida et al. (2023) investigated the effect of
change readiness on organizational performance in the
service sector. Their findings underscored the significance of

employees' proactive and adaptable behaviors in attaining
favorable performance outcomes. Additionally, Nurmadewi
and ER (2019) explored the influence of information
management culture on organizational performance in the
financial industry. Their study shed light on the role of
effective knowledge sharing, data governance, and
information utilization in driving organizational
performance.

Prior studies have elucidated the distinct connections
among decision-making autonomy, leadership style, change
readiness, information management culture, and
organizational outcomes. It is imperative to cultivate a
comprehensive comprehension of these variables and their
interplay within the framework of organizational efficacy
and technological advancement. The intricate and ever-
changing nature of organizational surroundings may result
in a combined impact of these elements on ultimate results.
Concurrently investigating these relationships is imperative
to acquire a comprehensive comprehension of the factors
that drive organizational performance and technological
innovation. The objective of this research is to address the
existing gap in the literature by investigating the
interrelationships among decision-making autonomy,
leadership style, change readiness, information management
culture, and their effects on both organizational performance
and technological innovation. The present study aims to
investigate the intermediary function of information
management culture and the moderating impact of
socioeconomic development on the aforementioned
associations. Through a thorough examination of these
variables, the present investigation aims to offer significant
perspectives on the essential drivers and mechanisms that
form the basis of both organizational effectiveness and
technological advancement. The study's particular aims are
outlined as follows:

To investigate the impact of decision-making autonomy
on organizational performance and technological innovation.

To examine the influence of leadership style on
organizational performance and technological innovation.

To explore the relationship between change readiness
and organizational performance as well as technological
innovation.

To assess the impact of information management culture
on organizational performance and technological innovation.

To examine the mediating role of information
management culture in the relationships between decision-
making autonomy, leadership style, change readiness, and
organizational outcomes.

To explore the moderating effect of socioeconomic
development on the relationships between information
management culture and organizational outcomes.

This study makes several significant contributions to the
existing knowledge base. First, this study provides a holistic
understanding of the factors influencing organizational
performance and technological innovation by examining the
connections between decision-making autonomy, leadership
style, change readiness, information management culture,
and organizational outcomes. Second, by examining the



3 / 24Wang C. / J INFORMSYSTEMSENG, 8(3), 22104

mediating function of information management culture and
the moderating impact of socioeconomic development, this
research adds to the theoretical knowledge of the
mechanisms and contextual effects at work. Thirdly, the
study's practical ramifications for companies in China and
elsewhere are important because they offer insightful advice
for policies that seek to increase productivity and foster
innovation. Finally, by shining fresh light on the hitherto
understudied areas, this study adds to the body of
knowledge on Chinese organizational performance and
technological innovation.

LITERATURE REVIEW
Organizational Performance
The study of organizational performance holds

significant importance within the realms of management and
business administration. It assesses an organization's
performance in meeting its goals. Scholars and researchers
have studied organizational performance to discover major
variables and improvement measures. Numerous factors
have been recognized as crucial determinants of
organizational performance, and one such pivotal element is
leadership. According to Hossain et al. (2022), effective
leadership plays a vital role in bolstering organizational
performance. They contend that transformational leaders,
who inspire and motivate their followers, can greatly
enhance the overall effectiveness of the organization.
Additionally, Xia, Han, and Zhang (2020) propose that a
leader's emotional intelligence and ability to cultivate
relationships significantly contribute to shaping
organizational performance. Another determinant that
influences organizational performance is employee
engagement. Research conducted by Zaghini et al. (2020)
establishes a positive correlation between employee
engagement and organizational performance. They argue
that engaged employees exhibit stronger commitment to
their work, higher levels of productivity, and greater
contributions to the achievement of organizational goals.
Furthermore, organizational culture emerges as a critical
factor that impacts performance. According to Gonzalez,
Agrawal, Johansen, and Hooker (2022), organizational
culture encompasses a collection of commonly held
assumptions, values, and beliefs that influence the conduct of
personnel operating within the organizational context.
According to Hossin et al. (2021), a strong and favorable
organizational culture, which is distinguished by clearly
articulated values and standards, fosters employee
dedication, creativity, and teamwork, ultimately resulting in
improved organizational outcomes.

Technological Innovation
Technological advancement plays a pivotal role in

shaping the success and competitiveness of organizations
within the ever-evolving business landscape of today. It
encompasses the process of introducing novel or enhanced
technologies, products, or services that bring forth
substantial progress and value generation (Rozak et al., 2021).
The exploration of technological innovation has garnered
considerable scholarly and research attention, with the

objective of comprehending its catalysts, effects, and
strategies for effective implementation. Multiple drivers have
been identified as catalysts for technological innovation. One
prominent driver is market competition. Scholars like Tzima
et al. (2020) contend that competition creates incentives for
firms to invest in technological advancements, enabling them
to gain a competitive edge. Organizations striving to
differentiate themselves in the market frequently engage in
research and development endeavors, thereby fostering
technological innovation. Moreover, technological
innovation is propelled by the availability of knowledge and
resources. Asafo-Agyei and Kodongo (2022) propose the
concept of absorptive capacity, which refers to an
organization's aptitude to effectively acquire, assimilate, and
utilize external knowledge. They suggest that organizations
with higher absorptive capacity are more likely to engage in
technological innovation as they can leverage external
knowledge sources such as research institutions, customers,
and suppliers. Technological innovation yields extensive
impacts on organizations, industries, and society as a whole.
One notable impact is the amplification of productivity and
efficiency. According to research conducted by Zhang and
Wang (2022), the implementation of technological
advancements, such as automation and digitization, can lead
to significant improvements in productivity and operational
efficiency. By implementing novel technologies and
optimizing procedures, corporations can attain cost
efficiencies, increased productivity, and enhanced quality.

Decision-Making Autonomy and Organizational
Performance

Several research studies have investigated the
relationship between the level of decision-making
independence and the performance of an organization.
Morioka et al. (2018) contend that decentralized decision-
making empowers employees, enhances their motivation
and job satisfaction, and ultimately improves organizational
performance. This stems from the notion that individuals
closest to operational frontlines possess more pertinent
information and can make timely decisions that positively
impact performance. Furthermore, Asadi et al. (2022) suggest
that decision-making autonomy plays a crucial role in job
design, significantly influencing employee performance.
They put forth the Job Characteristics Model, which
underscores autonomy as one of the core job characteristics
that can lead to heightened levels of job satisfaction,
motivation, and performance (Zhang, Ge, & Li, 2021).
Empirical studies have consistently furnished evidence
supporting the positive impact of decision-making
autonomy on organizational performance. Piha et al. (2021)
examined the relationship between decision-making
authority and organizational effectiveness, with results
indicating that greater levels of decision-making authority
were associated with enhanced organizational performance,
as gauged by various performance indicators.

Decision-Making Autonomy and Technological
Innovation

Numerous studies have extensively explored the
correlation between decision-making autonomy and
technological innovation. Decision-making autonomy



Wang C. / J INFORMSYSTEMS ENG, 8(3), 221044 / 24

empowers individuals and teams to take risks, explore novel
ideas, and make independent decisions regarding
technological advancements (Papakostopoulou, Kučera, &
Tycová, 2022). This freedom allows them to promptly
respond to market changes, seize opportunities, and drive
innovation within the organization. Research conducted by
Boyer and Touzard (2021) suggests a positive influence of
decision-making autonomy on technological innovation.
When individuals are granted autonomy in making decisions
regarding the adoption and implementation of novel
technologies, they tend to exhibit a greater propensity for
risk-taking, experimentation, and the generation of
innovative solutions. The capacity to independently arrive at
decisions fosters a culture of innovation and stimulates
individuals to engage in creative thinking and pursue
technological progress (Li et al., 2022). The empirical
research has presented convincing evidence regarding the
favorable influence of decision-making autonomy on
technological innovation. Adamo and Willis (2022)
conducted an empirical investigation to explore the
correlation between decision autonomy and technological
innovation in the context of research and development (R&D)
teams. The study's results indicate that teams possessing
greater decision autonomy demonstrated an increased
probability of participating in exploratory research,
generating original concepts, and achieving innovative
outcomes. Cai et al. (2022) conducted a research study to
investigate the influence of decision autonomy on
technological innovation within small and medium-sized
enterprises (SMEs). The study findings indicated that SMEs
with greater levels of decision-making autonomy showcased
higher levels of technological innovation. This was
manifested through the development and implementation of
innovative products, procedures, or services (Giudici,
Garofalo, Bozzi, & Castelletti, 2022).

Leadership Styles and Organizational Performance
The significance of leadership in determining the success

and performance of organizations is paramount. A multitude
of leadership styles have been identified and extensively
scrutinized with regard to their impact on organizational
performance. Transformational leadership is a leadership
style that is distinguished by leaders who stimulate and
encourage their followers to attain elevated levels of
performance (LaForett & De Marco, 2020). Leaders achieve
this by formulating a persuasive vision, establishing elevated
standards, providing assistance, and nurturing the
individual advancement and maturation of their adherents.
Multiple studies have demonstrated a positive relationship
between transformational leadership and organizational
performance. Hossain et al. (2022) introduced the concept of
transformational leadership and proposed its positive
influence on diverse aspects of organizational performance,
including employee satisfaction, commitment, and
productivity. Research conducted by Sapta et al. (2021)
discovered a robust positive correlation between
transformational leadership and overall organizational
performance. Transformational leaders create a positive
work environment, inspire their followers to exceed their
self-interest, and drive organizational success. On the other

hand, transactional leadership emphasizes the exchange of
rewards and punishments to motivate followers to achieve
specific goals. Transactional leaders establish clear
expectations, provide feedback, and offer rewards based on
performance (Wang, Qian, Gu, Xu, & Zeng, 2022). While
transactional leadership is effective in maintaining
organizational performance and attaining short-term goals,
its impact on long-term performance is limited. Pirayesh and
Pourrezay (2019) introduced the concept of transactional
leadership as a contrast to transformational leadership.
Research has indicated that transactional leadership can
positively influence specific performance outcomes such as
task performance and compliance. However, it may not
foster the same level of employee satisfaction and
commitment as transformational leadership (González-Cruz,
Botella-Carrubi, & Martínez-Fuentes, 2019). Sridadi et al.
(2022) argued that transactional leadership can be more
effective when combined with transformational leadership,
creating a more comprehensive and impactful leadership
approach.

Leadership Style and Technological Innovation
Transformational leadership has gained widespread

recognition as a leadership style that exerts a positive
influence on technological innovation within organizations.
Transformational leaders inspire and motivate their
followers by crafting a compelling vision, stimulating
intellectual curiosity, and fostering a culture of creativity and
risk-taking (Sorokina et al., 2022). They encourage employees
to challenge established norms, think outside the box, and
explore new ideas. Research consistently highlights a
positive correlation between transformational leadership and
technological innovation. Siriram (2022) discovered that
transformational leadership positively impacted the
innovative behavior of employees, resulting in higher levels
of technological innovation. Similarly, Bush et al. (2021)
demonstrated that transformational leadership significantly
predicted technological innovation within research and
development (R&D) teams. Moreover, transformational
leadership has been found to enhance knowledge sharing
and collaboration, essential elements for technological
innovation. By cultivating a supportive and empowering
work environment, transformational leaders motivate
employees to share their expertise, exchange ideas, and
collaborate on innovative projects (Singh, Giudice, Chierici,
& Graziano, 2020). This knowledge-sharing process
facilitates the generation and implementation of novel
technological ideas. Transactional leadership, characterized
by the exchange of rewards and punishments based on
meeting performance targets, also has the potential to impact
technological innovation. While transactional leadership may
not directly foster innovative behavior, it can provide the
necessary structure, resources, and incentives to support
technological innovation endeavors (Iqbal, Ahmad, & Li,
2021). Research suggests that transactional leaders can
facilitate technological innovation by establishing clear goals,
offering rewards for innovative accomplishments, and
providing support and guidance throughout the innovation
process. By setting performance expectations and
incentivizing innovation, transactional leaders create an
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environment where employees are motivated to actively
engage in technological innovation (Chen, Tee, & Chang,
2022).

Change Readiness and Organizational Performance
Numerous studies consistently indicate that change

readiness plays a vital role in influencing organizational
performance. When individuals and organizations are
prepared and receptive to change, they are more likely to
respond adeptly to new challenges, embrace innovative
practices, and achieve desired performance outcomes.
Research conducted by Denicolai et al. (2021) revealed a
significant association between change readiness and
successful organizational change outcomes. Empirical
evidence suggests that organizations exhibiting higher levels
of change readiness exhibit superior performance during
periods of change, as indicated by factors such as employee
satisfaction, commitment, and productivity. Faulks et al.
(2021) conducted a study that revealed a favorable
association between change readiness and enhanced
financial performance. Moreover, the concept of change
readiness is intricately associated with organizational agility,
which pertains to the capacity to promptly and efficiently
adapt to alterations in the external environment (Iqbal &
Asrar-ul-Haq, 2018). Organizations that exhibit higher levels
of change readiness are better equipped to adapt to shifts in
the market, technological advancements, and other external
factors. This adaptability empowers organizations to seize
emerging opportunities and mitigate risks, ultimately
leading to enhanced performance (Vaishnavi & Suresh, 2022).

Change Readiness and Technological Innovation
Change readiness has emerged as a crucial factor

influencing the success of technological innovation within
organizations. When individuals and organizations possess a
readiness for change, they exhibit the necessary mindset,
skills, and behaviors to effectively adopt and implement
technological advancements (Chirumalla, 2021). Extensive
research has consistently demonstrated the positive impact
of higher levels of change readiness on technological
innovation. A study conducted by Kamble et al. (2021)
revealed a significant association between change readiness
and the adoption and implementation of technological
innovations within organizations. Organizations
characterized by greater change readiness displayed a
stronger willingness to embrace new technologies, adapt
their processes, and explore innovative solutions. Moreover,
change readiness cultivates a culture of openness to change,
experimentation, and risk-taking, all of which are crucial for
fostering technological innovation (Kolade et al., 2022).
Employees who possess a readiness for change are more
inclined to embrace new ideas, challenge conventional
practices, and actively contribute to the development and
implementation of technological innovations (Mahmud,
Islam, & Mitra, 2023). Furthermore, research conducted by
Hussain and Papastathopoulos (2022) indicated that higher
levels of change readiness were associated with enhanced
innovation performance.

Information Management Culture and Organizational

Performance
Extensive research consistently confirms the significant

influence of information management culture on
organizational performance. An organizational culture that
values and prioritizes the effective management and
utilization of information yields various benefits, including
improved decision-making, enhanced productivity, and
overall performance (Ojo, Raman, & Downe, 2019).
Numerous studies have established a positive correlation
between information management culture and key
performance indicators within organizations. For instance, a
study conducted by Eniola et al. (2019) revealed that
organizations fostering a strong information management
culture experienced higher levels of employee productivity,
efficiency, and innovation. Similarly, research by Meghani et
al. (2021) demonstrated that a positive information
management culture was associated with improved financial
performance.

Information Management Culture and Technological
Innovation

Extensive research indicates a strong correlation between
information management culture and technological
innovation within organizations. The establishment of a
proficient information management culture is of paramount
importance in expediting the procurement, distribution, and
application of knowledge and information, which are
indispensable in propelling technological advancement (Ma,
Chen, Zheng, & Wu, 2022). A plethora of research
consistently indicates that entities that possess a favorable
culture of information management are more predisposed to
participate in and effectively carry out technological
innovation endeavors. Research conducted by Alraja et al.
(2022) uncovered that a supportive information management
culture significantly influences technological innovation in
manufacturing firms. Maureen et al. (2018) found a
significant correlation between information management
culture and the implementation of innovative technologies in
service organizations. Establishing an environment that
fosters knowledge sharing, collaborative efforts, and
transparent communication is imperative in fostering a
climate conducive to proficient information administration.
This particular culture not only fosters advancements in
technology but also encourages ingenuity and the
production of novel concepts. According to Qiu and Luo
(2022), the provision of pertinent information to employees
and the cultivation of a culture that places a premium on
knowledge sharing and the pursuit of novel ideas can
enhance the likelihood of generating innovative
technological concepts. Tatarinova et al. (2022) assert that an
organizational culture that prioritizes the effective
management and integration of information across various
departments and functions is crucial in facilitating the
creation and execution of technological advancements.

Information Management Culture as Mediator
According to research, the level of decision-making

autonomy directly affects how well an organization performs.
The ability to make timely and informed decisions is
increased when people or teams are given more autonomy in
decision-making. This empowerment leads to increased
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productivity, enhanced creativity, and overall improved
performance within the organization (Maureen, van der Meij,
& de Jong, 2020). Furthermore, decision-making autonomy
enables organizations to exhibit greater flexibility and
adaptability when faced with changes and challenges in the
business environment (To, Swabey, Bown, & Thai, 2022). The
culture of information management within an organization
plays a crucial role in mediating the relationship between
decision-making autonomy and organizational performance.
The culture of an organization influences how information is
managed, shared, and utilized (Ma et al., 2022). It can either
facilitate or impede the effectiveness of decision-making
processes. An information management culture that values
open communication, knowledge sharing, and the utilization
of data and information for decision-making purposes
strengthens the impact of decision-making autonomy on
organizational performance. Such a culture ensures that
relevant and accurate information is readily accessible,
shared, and effectively utilized to support the decision-
making processes, thus resulting in improved performance
outcomes (Maureen et al., 2020).

The culture of managing information plays a vital role in
connecting decision-making autonomy with technological
innovation. The dominant culture within an organization has
a significant impact on the management, dissemination, and
application of information (Uchendu, Nurse, Bada, & Furnell,
2021). The aforementioned phenomenon has a direct effect
on the efficacy of decision-making independence in
propelling technological advancement. A corporate
environment that promotes transparent communication,
knowledge dissemination, and the utilization of information
for decision-making purposes cultivates a favorable climate
for the development of technological innovation (MacFadyen
et al., 2022).

The culture of information management plays a crucial
role as a mediator in the connection between leadership and
organizational performance. A company's informational
practices are heavily influenced by the culture that prevails
there (Palacios Hidalgo, Gómez Parra, & Huertas Abril, 2020).
Because of this, leadership strategies may benefit or suffer in
their ability to propel organizational performance.
Leadership has a greater impact on organizational
performance when the culture emphasizes open lines of
communication, rewards the sharing of knowledge, and
places a premium on effective data utilization. Pei and
Suwanthep (2020) stressed the importance of instilling a
culture that ensures the availability of pertinent information,
its exchange across stakeholders, and its effective usage to
back up decision-making processes and boost performance
enhancements.

The culture existing within an organization holds
substantial influence over the management, sharing, and
utilization of information. This influence, in turn, can either
facilitate or hinder the effectiveness of leadership practices in
driving technological innovation (Zolduoarrati, Licorish, &
Stanger, 2022). An information management culture that
promotes transparent communication, encourages the
sharing of knowledge, and places emphasis on the effective
utilization of information strengthens the impact of

leadership on technological innovation. Within such a
culture, relevant information becomes readily accessible,
shared among all stakeholders, and effectively employed to
support the diverse processes integral to innovation (Rozak
et al., 2021).

The culture of information management plays a crucial
role as a mediator in the relationship between change
readiness and organizational performance. Within an
organization, the prevailing culture significantly influences
how information is managed, shared, and utilized. This, in
turn, has the potential to either facilitate or hinder the
effectiveness of change readiness in driving organizational
performance (Huang, Niu, & Pan, 2021). An information
management culture that fosters open communication,
encourages knowledge sharing and emphasizes the effective
utilization of information strengthens the impact of change
readiness on organizational performance. Such a culture
ensures that relevant information pertaining to market
trends, customer needs, and internal processes is easily
accessible, shared among stakeholders, and effectively
utilized to support processes aimed at improving
performance (Chowdhury et al., 2022).

Information management culture serves as a mediator in
the relationship between change readiness and technological
innovation (Ma et al., 2022). An organization's culture shapes
how information is managed, shared, and utilized, which can
either facilitate or hinder the effectiveness of change
readiness in driving technological innovation. An
information management culture that promotes open
communication, knowledge sharing, and the effective use of
information enhances the impact of change readiness on
technological innovation (Malik, De Silva, Budhwar, &
Srikanth, 2021). It ensures that relevant information about
technological advancements, market trends, and customer
needs is accessible, shared, and effectively utilized to support
innovation processes (Kim, Merrill, Xu, & Kelly, 2022).

Socioeconomic Development as Moderator
The relationship between information management

culture and organizational performance is moderated by
socioeconomic development. A higher level of
socioeconomic development enhances the impact of
information management culture on organizational
performance (Lima, Torkomian, Pereira, Oprime, & Hashiba,
2021). Organizations operating in regions with advanced
infrastructure, technology, and educational resources are
better positioned to leverage their information management
culture for improved performance outcomes. They have
access to cutting-edge information systems, skilled
employees, and a supportive ecosystem that facilitates the
effective utilization of information (Li et al., 2022).
Conversely, socioeconomic development also mitigates the
impact of information management culture on organizational
performance. In regions or countries with lower levels of
socioeconomic development, organizations face various
challenges, including limited resources, deficient
infrastructure, and a lack of skilled labor (Halder & Sarda,
2021). These constraints impede the effective implementation
and utilization of information management culture, thereby
limiting its influence on organizational performance
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(Dmuchowski, Dmuchowski, Baczewska-Dąbrowska, &
Gworek, 2023). Socioeconomic growth moderates
information management culture and technical innovation.
Information management culture influences technical
innovation as a nation's level of living rises. Businesses in
regions with strong infrastructure, cutting-edge technology,
and skilled workers can use their information management
culture to innovate (Kostakis & Tsagarakis, 2022). The
supporting environment allows them to employ cutting-edge
technology, experiment in well-equipped labs, and try new
ideas. However, the influence of information management
culture on technical innovation is also lessened by
socioeconomic progress (García-Cabrera et al., 2023).
Organizations in areas or nations with lower socioeconomic
development levels struggle with issues like scarce resources,
shoddy infrastructure, and a lack of competent labor. These
constraints impede the effective implementation and
utilization of information management culture, thereby
limiting its influence on technological innovation (Xiao, Wu,
Wang, & Zhao, 2023).

CONCEPTUAL FRAMEWORK AND
HYPOTHESES DEVELOPMENT
The conceptual framework of this study is based on

exploring the interconnections among different factors that
influence both organizational performance and technological
innovation. The primary components examined in this
research encompass decision-making autonomy, leadership
style, change readiness, information management culture,
socioeconomic development, organizational performance,
and technological innovation. The study posits the following
hypothesis and conceptual framework which is shown in
Figure 1.

H1: Decision-making autonomy has a significant and
positive impact on organizational performance.

H2: Decision-making autonomy has a significant and
positive impact on technological innovation.

H3: Leadership style has a significant and positive impact
on organizational performance.

H4: Leadership style has a significant and positive impact
on technological innovation.

H5: Change readiness has a significant and positive
impact on organizational performance.

H6: Change readiness has a significant and positive
impact on technological innovation.

H7: Information management culture has a significant
and positive impact on organizational performance.

H8: Information management culture has a significant
and positive impact on technological innovation.

H9a: Information management culture mediates the
relationship between decision-making autonomy and
organizational performance.

H9b: Information management culture mediates the
relationship between decision-making autonomy and
technological innovation.

H9c: Information management culture mediates the

relationship between leadership style and organizational
performance.

H9d: Information management culture mediates the
relationship between leadership style and technological
innovation.

H9e: Information management culture mediates the
relationship between change readiness and organizational
performance.

H9f: Information management culture mediates the
relationship between change readiness and technological
innovation.

H10a: Socio-economic development moderates the
relationship between Information management culture and
organizational performance.

H10b: Socio-economic development moderates the
relationship between Information management culture and
technological innovation.

Figure 1. Conceptual Framework

Methodology
The study utilized a quantitative approach with a cross-

sectional design as its research methodology. The design
employed in this study enabled the acquisition of data from
a particular sample at a singular instance, thereby enabling a
momentary depiction of the research phenomena under
investigation. The study focused on employees working in
the banking sector of China, and purposive sampling was
utilized to select participants who met specific criteria
relevant to the research objectives. The sample size was
determined based on statistical considerations to ensure
adequate power for analysis and representativeness of the
target population. A sample size of 430 participants was
deemed appropriate for achieving statistical significance and
enabling reliable analysis. In this investigation, an
established questionnaire served as the principal instrument
for gathering information. The questionnaire had measures
meant to measure decision-making freedom, leadership style,
change preparedness, information management culture,
organizational performance, and technological innovation,
among other pertinent factors of interest. The survey was
given to participants in a number of different formats,
including online questionnaires, emails, and in-person.
Validated scales or established measurement items were
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used to assess the variables, ensuring the reliability and
validity of the collected data. Furthermore, the questionnaire
encompassed demographic data, comprising gender, age,
level of education, and occupational history. The data that
was gathered underwent several statistical analyses utilizing
suitable software, such as SPSS. The data was summarized
and an overview of the variables under study was provided
through the computation of descriptive statistics, including
means, standard deviations, and frequencies. The study
employed inferential statistics, specifically correlation
analysis, regression analysis, and mediation and moderation
analysis, to investigate the associations between variables
and evaluate the proposed hypotheses (Yang et al., 2021).

Measure
The present study employed a self-report questionnaire

to assess decision-making autonomy, which included items
adapted from the investigation conducted by Chatzopoulou,
Dimitratos, and Lioukas (2021). The survey consisted of
seven items that required respondents to indicate their level
of agreement with the statements. The leadership style
variable was evaluated using the 8-item scale adopted from
Wu, Kader Cassim, Priambodo, and Ko (2022). This widely
employed scale captures various leadership behaviors and
encompasses items related to transformational, transactional,
and laissez-faire leadership styles. Change readiness was
assessed using a questionnaire adapted from the Change
Readiness Scale, initially developed by Suseno, Hudik, Fang,
and Guo (2020). The questionnaire comprises 4 items
measuring individuals' attitudes and beliefs regarding
organizational change. Participants responded to statements
assessing their readiness for change, openness to new ideas,
and willingness to take risks. The information management
culture variable was measured using a 5-item scale adapted
from Huang et al. (2021). This scale captures an
organization's practices and norms relating to information
management, encompassing aspects such as data governance,
knowledge sharing, and information accessibility.
Organizational performance was assessed using a self-report
Likert scale questionnaire based on the Organizational
Performance Scale developed by Rahman and Hosain (2021).
The questionnaire comprised 5 items assessing the
organizational performance. Technological innovation was
evaluated using a questionnaire adapted from Lee and Seo
(2022) in the field of innovation and technology management.
The questionnaire comprised 6 items assessing the
organization's focus on innovation. All items were measured
on a 5-point Likert scale.

RESULTS
Demographic Profile of the Respondents
Table 1 provides a detailed breakdown of the

demographic details of the sample population, which
comprises people working in the banking industry. The
study had 430 people in all, allowing for an extensive

analysis of their varied backgrounds. To capture the
intricacies of this population, both perplexity and burstiness
are crucial in conveying the information effectively. The age
distribution of the participants reveals intriguing patterns.
The sample includes 41.16% of mid-career professionals. The
sample includes 27.67% under-30 years. 10.70% are 50+ years
and 20.47% are 40-49 years. This broad age mix gives
complexity to the analysis, revealing the viewpoints of
people at different career phases.

Examining gender distribution, the sample exhibits a
relatively balanced representation. Male participants
comprise 60.23% of the sample, while female participants
make up 39.77%. This gender parity facilitates a
comprehensive analysis of the research findings, allowing for
an exploration of potential gender-related nuances and
perspectives within the banking sector. 47.21% of the sample
has a bachelor’s degree, indicating a well-educated banking
staff. 22.79% have master's degrees, demonstrating the
sample's high education level. 20.23% have a high school
education or less, whereas 9.77% have a doctorate or
professional degree. Turning to job positions, the sample
encompasses a range of roles within the banking sector. Loan
officers constitute the largest group, accounting for 22.79% of
the sample.

Following closely behind are branch managers,
representing 18.14%, and relationship managers, with a
frequency of 13.72%. The sample also includes individuals in
various other job positions, such as teller/customer service
representative, risk analyst, IT/technology specialist,
compliance officer, and human resources, albeit with varying
frequencies. This diversity of job positions provides a
comprehensive snapshot of the banking sector workforce,
capturing the perspectives of individuals across different
roles. Years of work experience shed light on the professional
backgrounds of the participants. The majority of the sample,
comprising 34.19%, possesses 1-5 years of experience,
suggesting a relatively young workforce. 25.12% of the
sample had 6–10 years of experience, 18.37% had 11–15 years,
and 11.86% had 16+ years. 10.47% have less than a year of
work experience. Considering the size of the banks where
participants are employed, the sample exhibits a balanced
distribution. Medium-sized banks have the highest
representation, accounting for 47.21% of the sample. Large-
sized banks account for 30.00% of the sample, while small-
sized banks represent 22.79% of the population. Geographic
representation also diversifies the study. The banking sector
is urban-centric, hence 64.88% of the sample is urban. The
sample is 21.16% suburban and 13.95% rural. Lastly, the
socioeconomic background of the participants exhibits
considerable variation. 27.02% are low-income, 53.95%
middle-income, and 19.07% high-income. This distribution
shows the socioeconomic diversity of the sample population,
allowing a nuanced interpretation of the research findings in
the context of varied income levels and their potential impact
on banking behaviors and views.
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Table 1. Demographic Profile of Respondents
Demographic Variable Frequency Percentage

Age

20-29 years 119 27.67%
30-39 years 177 41.16%
40-49 years 88 20.47%

50 years and above 46 10.70%

Gender
Male 259 60.23%
Female 171 39.77%

Education Level

High school diploma or below 87 20.23%
Bachelor's degree 203 47.21%
Master's degree 98 22.79%

Doctorate or professional degree 42 9.77%

Job Position

Teller/Customer Service Representative 71 16.51%
Loan Officer 98 22.79%

Branch Manager 78 18.14%
Relationship Manager 59 13.72%

Risk Analyst 48 11.16%
IT/Technology Specialist 28 6.51%
Compliance Officer 29 6.74%
Human Resources 21 4.88%

Other 35 8.14%

Years of Work Experience

Less than 1 year 45 10.47%
1-5 years 147 34.19%
6-10 years 108 25.12%
11-15 years 79 18.37%

16 years and above 51 11.86%

Bank Size
Small (local/community banks) 98 22.79%
Medium (regional banks) 203 47.21%

Large (national/international banks) 129 30.00%

Geographic Location
Urban 279 64.88%
Suburban 91 21.16%
Rural 60 13.95%

Socioeconomic Background
Low-income 116 27.02%
Middle-income 232 53.95%
High-income 82 19.07%

Descriptive Statistics
Table 2 presents the descriptive statistics for six variables:

Decision Making Autonomy, Leadership Styles, Change
Readiness, Information Management Culture,
Organizational Performance, and Technological Innovation.
The table provides information on the number of
observations (N), minimum and maximum values, and mean,

and standard deviation for each variable. All variables have
a sample size of 430, and the values span from 1 to 5. The
mean DMA score stands at 4.09, exhibiting a standard
deviation of 0.652. The mean scores for LS, CR, IMC, OP, and
TI are 4.15, 4.11, 3.97, 3.94, and 4.01, respectively. These
variables showcase their own distinct characteristics within
the organization. Moreover, their standard deviations are
recorded as 0.604, 0.796, 0.738, 0.748, and 0.726, respectively.

Table 2. Descriptive Statistic
N Minimum Maximum Mean Std. Deviation

DMA 430 1 5 4.09 0.652
LS 430 1 5 4.15 0.604
CR 430 1 5 4.11 0.796
IMC 430 1 5 3.97 0.738
OP 430 1 5 3.94 0.748
TI 430 1 5 4.01 0.726

DMA=Decision Making Autonomy, LS=Leadership Styles, CR=Change Readiness, IMC=Information Management Culture,
OP=Organizational Performance, TI=Technological Innovation.

Normality Assessment
The outcomes of the normality assessment performed on

five variables, namely Decision Autonomy, Leadership
Styles, Change Readiness, Information Management Culture,

Organizational Performance, and Technological Innovation,
are presented in Table 3. The purpose of this assessment is to
determine if the distribution of data for each variable closely
resembles a normal distribution. The tabular presentation
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furnishes details regarding the magnitude of the sample size
(N) and the skewness and kurtosis measures for each of the
variables (Figure 2). The statistical measure of skewness
quantifies the degree of asymmetry exhibited by a given
distribution. Table 3 displays negative skewness values for
all variables, which range from -0.490 to -1.144. The
aforementioned values suggest that the distributions exhibit
a minor degree of left skewness, which implies the presence
of a tail that extends toward the left-hand side of the
distribution. Nonetheless, the skewness values exhibit
relatively diminutive magnitudes, indicating that the
deviation from normality is not statistically significant. For
all variables, the kurtosis statistic, which quantifies the shape

of the distribution's tails, exhibits deviation from 0. The
range of kurtosis values observed falls between -0.307 and
0.354, which suggests that there are differences in the
heaviness of the tails of the distribution. Kurtosis values that
are positive in nature indicate the presence of heavier tails,
which implies that the distribution comprises more extreme
values in comparison to a normal distribution. On the
contrary, when kurtosis values are negative, it indicates the
presence of lighter tails(Nawaz, Su, & Nasir, 2021).
Consequently, the distributions of the variables in this
particular sample exhibit deviations from a strictly normal
distribution (Avotra et al., 2021).

Table 3.Normality Test
N Skewness Kurtosis

Statistic Statistic Std. Error Statistic Std. Error
DMA 430 -0.543 0.118 -0.307 0.235
LS 430 -0.689 0.118 0.172 0.235
CR 430 -1.144 0.118 2.135 0.235
IMC 430 -0.84 0.118 1.064 0.235
OP 430 -0.699 0.118 0.888 0.235
TI 430 -0.490 0.118 0.354 0.235

DMA=Decision Making Autonomy, LS=Leadership Styles, CR=Change Readiness, IMC=Information Management Culture,
OP=Organizational Performance, TI=Technological Innovation.

Figure 2.Normal Distribution of Variables

KMO and Bartlett’s Test
Table 4 shows Kaiser-Meyer-Olkin (KMO) sampling

adequacy and Bartlett's sphericity results. These statistical
tests evaluate data for factor analysis. KMO sampling
adequacy measures factor analysis data quality. The KMO
rating is 0.909, indicating a high level of adequacy (Nawaz,
Chen, & Su, 2023). Bartlett's test of sphericity determines if

the analysis's correlation matrix is significantly different
from an identity matrix, indicating unrelated variables. The
test yields 12211.178 chi-squares. The test's df is 595 and Sig.
is 0.000 The significance level of 0.000 shows a considerable
divergence from an identity matrix, indicating that the
variables are associated and suitable for factor analysis. The
significance level of 0.000 strongly supports the data's
eligibility for factor analysis.

Table 4. KMO and Bartlett’s Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .909

Bartlett's Test of Sphericity
Approx. Chi-Square 12211.178

df 595
Sig. .000

Confirmatory Factor Analysis
After assessing the normality of the data, the next step

was to confirm the internal consistency, reliability, and
validity of the data. The findings of the analysis show that
factor loading values of all the items are greater than the



11 / 24Wang C. / J INFORMSYSTEMSENG, 8(3), 22104

threshold value i.e. 0.4. Moreover, Table 5 also shows that
the value of Cronbach's alpha of all variables is greater than

0.7 which indicates that data has satisfactory reliability.

Table 5. Confirmatory Factor Analysis
Variables Items Factor loading Cronbach's Alpha

Decision Making Autonomy

DMA1 0.690 0.920
DMA2 0.560
DMA3 0.841
DMA4 0.799
DMA5 0.718
DMA6 0.766
DMA7 0.681

Leadership Styles

LS1 0.724 0.824
LS2 0.818
LS3 0.779
LS4 0.797
LS5 0.629
LS6 0.828
LS7 0.692
LS8 0.581

Change Readiness

CR1 0.789 0.844
CR2 0.735
CR3 0.787
CR4 0.724

Information Management Culture

IMC1 0.760 0.843
IMC2 0.688
IMC3 0.791
IMC4 0.581
IMC5 0.684

Organizational Performance

OP1 0.711 0.828
OP2 0.788
OP3 0.674
OP4 0.645
OP5 0.807

Technological Innovation

TI1 0.711 0.894
TI2 0.769
TI3 0.664
TI4 0.717
TI5 0.630
TI6 0.673

Correlation Analysis
After assessing the reliability of the construct, the next

step is to check the correlation between variables. Correlation
measures the strength and direction of the relationship

between two variables. The values of correlation should be
less than 1. Table 6 shows the result of the correlation
analysis and all the values are less than 1 which indicates
that all relations are statistically significant. The correlation
matrix is also presented in Figure 3 for better visualization.

Table 6. Correlation Analysis
DMA LS CR IMC OP TI

DMA
Pearson Correlation 1 .484** .457** .505** .513** .547**
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430

LS
Pearson Correlation .484** 1 .771** .676** .658** .692**
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430

CR
Pearson Correlation .457** .771** 1 .702** .664** .664**
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430

IMC
Pearson Correlation .505** .676** .702** 1 .794** .745**
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430
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DMA LS CR IMC OP TI

OP
Pearson Correlation .513** .658** .664** .794** 1 .819**
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430

TI
Pearson Correlation .547** .692** .664** .745** .819** 1
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000

N 430 430 430 430 430 430
** Correlation is significant at the 0.01 level (2-tailed).

DMA=Decision Making Autonomy, LS=Leadership Styles, CR=Change Readiness, IMC=Information Management Culture,
OP=Organizational Performance, TI=Technological Innovation.

Figure 3. Correlation Matrix

Regression Analysis
Table 7 provides the results of a regression analysis that

examines the relationships between various variables. Each
row in the table represents a specific hypothesis (H1 to H8),
and the table includes information on estimated beta values,
F-statistics, p-values, and whether each hypothesis is
supported. Hypothesis H1 examines the relationship
between Decision Making Autonomy (DMA), represented as
Variable 1, and Organizational Performance (OP), the
outcome variable. The estimated beta value of 0.125 suggests
a positive relationship between DMA and OP. The F-statistic
of 3.305 and a p-value of 0.001 indicate that this relationship
is statistically significant. Therefore, hypothesis H1 is
supported. Hypothesis H2 explores the relationship between
DMA and Technological Innovation (TI), represented as
Variable 2. The beta value of 0.187 indicates a positive
relationship. The F-statistic is 4.877, and the p-value is 0.000,

both indicating a statistically significant relationship. Thus,
hypothesis H2 is supported. Moving Hypothesis H3
investigates the relationship between Leadership Styles (LS)
as Variable 3 and Organizational Performance (OP). The beta
value of 0.168 suggests a positive relationship. The F-statistic
is 2.923, and the p-value is 0.004, indicating a statistically
significant relationship. Therefore, hypothesis H3 is
supported. Hypothesis H4 explores the relationship between
LS and TI. The beta value of 0.301 implies a positive
relationship. The F-statistic is 5.193, and the p-value is 0.000,
indicating a statistically significant relationship. Hence,
hypothesis H4 is supported. Moving on to Hypothesis H5, it
examines the relationship between Change Readiness (CR),
represented as Variable 4, and Organizational Performance
(OP). The beta value of 0.102 suggests a positive relationship.
The F-statistic is 2.288, and the p-value is 0.023, indicating a
statistically significant relationship. Therefore, hypothesis H5
is supported. Hypothesis H6 investigates the relationship
between CR and TI. The beta value of 0.089 suggests a
positive relationship. The F-statistic is 1.974, and the p-value
is 0.049, indicating a statistically significant relationship.
Hence, hypothesis H6 is supported. Hypothesis H7 explores
the relationship between Information Management Culture
(IMC), represented as Variable 5, and Organizational
Performance (OP). The beta value of 0.579 suggests a positive
relationship. The F-statistic is 13.578, and the p-value is 0.000,
indicating a highly significant relationship. Therefore,
hypothesis H7 is supported. Lastly, Hypothesis H8 examines
the relationship between IMC and TI. The beta value of 0.416
suggests a positive relationship. The F-statistic is 9.654, and
the p-value is 0.000, indicating a statistically significant
relationship. Hence, hypothesis H8 is supported. The
residual histograms can be seen from Figure 4 to evaluate the
regression analysis.

Table 7. Regression Analysis
Hypothesis Relation Beta Value F P-value Hypothesis Supported

H1 DMA-> OP 0.125 3.305 0.001 Yes
H2 DMA-> TI 0.187 4.877 0.000 Yes
H3 LS -> OP 0.168 2.923 0.004 Yes
H4 LS -> TI 0.301 5.193 0.000 Yes
H5 CR -> OP 0.102 2.288 0.023 Yes
H6 CR -> TI 0.089 1.974 0.049 Yes
H7 IMC -> OP 0.579 13.578 0.000 Yes
H8 IMC -> TI 0.416 9.654 0.000 Yes
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Figure 4. Regression Analysis Between Variables

Mediation Analysis
Table 8 displays the results of a mediation analysis that

investigates the indirect relationships between variables.
Each row in the table represents a specific hypothesis (H9a to
H9f), and the table includes information on estimated beta
values, T-statistics, p-values, and whether each hypothesis is
supported. Hypothesis H9a examines the indirect effect of
Decision-Making Autonomy (DMA), represented as Variable
1, on Organizational Performance (OP), the outcome variable,
through the mediator variable Information Management
Culture (IMC). The estimated beta value of 0.172 suggests a
positive indirect relationship between DMA and OP through
IMC. The T-statistic of 4.522 and a p-value of 0.001 indicate
that this indirect effect is statistically significant. Therefore,
hypothesis H9a is supported. Hypothesis H9b investigates
the indirect effect of DMA on Technological Innovation (TI),
represented as Variable 2, through the mediator IMC. The
beta value of 0.255 indicates a positive indirect relationship.
The T-statistic is 6.423, and the p-value is 0.001, suggesting a
statistically significant indirect effect. Hence, hypothesis H9b
is supported. Hypothesis H9c examines the indirect effect of

Leadership Styles (LS), represented as Variable 3, on OP
through the mediator IMC. The beta value of 0.276 implies a
positive indirect relationship. The T-statistic is 5.821, and the
p-value is 0.001, indicating a statistically significant indirect
effect. Thus, hypothesis H9c is supported. Hypothesis H9d
explores the indirect effect of LS on TI through the mediator
IMC. The beta value of 0.417 suggests a positive indirect
relationship. The T-statistic is 8.593, and the p-value is 0.001,
indicating a statistically significant indirect effect. Therefore,
hypothesis H9d is supported. Moving on to Hypothesis H9e,
it investigates the indirect effect of Change Readiness (CR),
represented as Variable 4, on OP through the mediator IMC.
The beta value of 0.197 indicates a positive indirect
relationship. The T-statistic is 5.246, and the p-value is 0.001,
suggesting a statistically significant indirect effect.
Hypothesis H9e is supported. Lastly, Hypothesis H9f
examines the indirect effect of CR on TI through the
mediator IMC. The beta value of 0.253 suggests a positive
indirect relationship. The T-statistic is 6.414, and the p-value
is 0.001, indicating a statistically significant indirect effect.
Hence, hypothesis H9f is supported.

Table 8.Mediation analysis
Hypothesis Relation beta T value P value Hypothesis Supported

H9a DMA-> IMC -> OP 0.172 4.522 0.001 Yes
H9b DMA-> IMC -> TI 0.255 6.423 0.001 Yes
H9c LS -> IMC -> OP 0.276 5.821 0.001 Yes
H9d LS -> IMC -> TI 0.417 8.593 0.001 Yes
H9e CR -> IMC -> OP 0.197 5.246 0.001 Yes
H9f CR -> IMC -> TI 0.253 6.414 0.001 Yes

Moderation Analysis
The H10a and H10b hypothesis of the study state that

socioeconomic development significantly moderates the
relationship between information management culture,
organizational performance, and technological innovation

(Table 9). The result provides support for the hypothesis
which states that socioeconomic development significantly
moderates the relationship between IMC and OP, and IMC
and TI (t=10.430, p=0.001; t=3.414, p=0.007) (Figure 5 and
Figure 6).
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Table 9.Moderation Analysis
Hypothesis Relation beta T value P value Hypothesis Supported
H10a IMC x SED -> OP 0.176 10.430 0.001 Yes
H10b IMC x SED -> TI 0.104 3.414 0.007 Yes

Figure 5. SED as a moderator between IMC and OP

Figure 6. SED as a moderator between IMC and TI

DISCUSSION
Hypothesis 1 states that decision-making autonomy has a

significant and positive impact on organizational
performance. Employees have a tremendous sense of
empowerment, drive, and increased responsibility for their
activities when given the freedom to use their decision-
making skills. This further greatly improves the
organization's overall performance (Hoff, Song, Wee, Phan,
& Rounds, 2020). Giving employees decision-making
autonomy enables them to use their knowledge, creativity,
and skill to make decisions that align with the firm's goals
and aspirations. Consequently, a prevailing sentiment of
ownership and accountability is nurtured, which leads to
amplified levels of job satisfaction and unwavering
commitment (Alkaraan, Elmarzouky, Hussainey, &
Venkatesh, 2023). Additionally, facilitating decision-making
autonomy expedites the decision-making process, enabling
organizations to promptly and effectively respond to ever-
changing market dynamics, customer exigencies, and
competitive forces. By embracing decision-making autonomy,
organizations foster a culture of innovation, where
employees are not only encouraged but also inspired to
explore uncharted territories of fresh ideas and experiment
with a wide spectrum of diverse approaches (Niu, Ying,
Yang, Bao, & Sivaparthipan, 2021). This, in turn, sets the
stage for the genesis of pioneering products, services, and

processes, propelling technological advancements and
fortifying the organization's competitive edge (Kotiloglu,
Blettner, & Lechler, 2023).

Hypothesis 2 states that decision-making autonomy has a
significant and positive impact on technological innovation.
When employees are bestowed with decision-making
autonomy in the realm of technological innovation, they are
more inclined to actively partake in the exploration and
implementation of emerging technologies and visionary
concepts (Papakostopoulou et al., 2022). This newfound
freedom allows them to discern and seize opportunities for
innovation, experiment with unorthodox methodologies, and
venture into calculated risks, unburdened by excessive
bureaucratic encumbrances. Such flexibility and liberation in
decision-making serve as fertile ground for cultivating a
vibrant culture of innovation, instilling within employees a
mindset that fosters creative ideation and contributes to the
ever-evolving landscape of technological advancements
(Adamo & Willis, 2022). Decentralized decision-making
empowers employees to harness their expertise and
knowledge, enabling them to identify technological gaps and
conceive groundbreaking solutions. Moreover, this approach
facilitates seamless collaboration and knowledge exchange,
as diverse perspectives and ideas find a welcoming home
within the fabric of the innovation process (Vakulenko,
Shams, Hellström, & Hjort, 2019). The culmination of such
collective efforts often yields the genesis of novel products,
processes, and services that amplify technological innovation
and propel organizational growth (Vogel-Heuser et al., 2020).

Hypothesis 3 states that leadership style has a significant
and positive impact on organizational performance. Various
leadership styles, including transformational, transactional,
and empowering leadership, have demonstrated their
positive influence on organizational outcomes (Princes &
Said, 2022). Transformational leaders serve as beacons of
inspiration and motivation for their employees, encouraging
them to push the boundaries of innovation while
establishing a shared vision that harmonizes with the
organization's objectives (Riggio, 2022). On the other hand,
transactional leaders excel at creating explicit expectations,
offering rewards based on performance, and upholding
effective channels of communication. Empowering leaders,
in turn, embrace the philosophy of delegating authority,
fostering employee autonomy, and nurturing a culture that
champions both accountability and continuous improvement
(Princes & Said, 2022). These diverse leadership styles
contribute to the betterment of organizational performance
by elevating employee motivation, commitment, and overall
job satisfaction. Moreover, effective leadership styles
contribute to the establishment of a positive organizational
culture, characterized by trust, open lines of communication,
and seamless collaboration (Pirayesh & Pourrezay, 2019).
Within such cultures, employee engagement and
commitment thrive, creating an environment conducive to
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knowledge sharing and fostering effective teamwork. These
interrelated elements directly impact organizational
performance by fostering cooperation, coordination, and the
efficient utilization of resources (Gemeda & Lee, 2020).

Hypothesis 4 states that leadership style has a significant
and positive impact on technological innovation.
Transformational leadership has a profound impact on
fostering innovation. These leaders inspire and motivate
employees to think outside the box, embrace change, and
venture into uncharted territories of ideas (Akbari et al.,
2021). They provide unwavering support, eliminate barriers,
and instill a culture that encourages taking calculated risks.
These practices create an environment ripe for the emergence
of innovative solutions and technological advancements.
Similarly, transactional leadership also plays a vital role in
driving technological innovation. By establishing a clear
framework, setting expectations, and offering rewards for
innovative endeavors, transactional leaders provide the
necessary structure to support and incentivize innovation
(Caldwell, 2020). Performance goals are set, and employees
are duly rewarded for their creative contributions, fueling
the exploration and implementation of new technologies and
processes. The organizational culture, availability of
resources, and the broader support for innovation in the
environment all interact with leadership style to mold the
ultimate outcomes of innovation (Tao et al., 2021). Striking a
balance between different leadership styles becomes crucial,
as a sole focus on transactional aspects can inadvertently
stifle creativity and discourage risk-taking, while an
excessive emphasis on transformational aspects may lack the
necessary structure and accountability. By integrating
leadership style approaches and considering the contextual
factors at play, organizations create an environment that
nurtures innovation, fosters creative collaboration, and
propels the development of revolutionary technological
advancements (Gemeda & Lee, 2020).

Hypothesis 5 states that change readiness has a
significant and positive impact on organizational
performance. Change readiness encompasses several pivotal
factors, including the flexibility, agility, and willingness of an
organization to learn and innovate. Organizations that
possess a profound readiness for change are aptly equipped
to anticipate and embrace emerging opportunities
(Indriastuti & Fachrunnisa, 2021). They demonstrate an
inherent ability to swiftly and effectively adapt their
strategies and processes, aligning seamlessly with the ever-
shifting demands of the market. This remarkable
adaptability and agility bestow upon organizations a distinct
competitive advantage, fostering heightened operational
efficiency and overall performance (Katz, Stump, Charney-
Sirott, & Howlett, 2019). Additionally, change readiness
nurtures a culture of perpetual improvement and learning
deep within the organization's core. It cultivates an
environment where employees not only embrace change but
actively seek out innovative solutions and participate in
collaborative problem-solving (Vaishnavi & Suresh, 2022).
When employees are adequately prepared and embrace
change with open arms, they exhibit a natural inclination to
adopt new technologies, processes, and pioneering

approaches that propel organizational performance. Change
readiness plays a vital role in enhancing employee
engagement and motivation, as it fosters a sense of
empowerment and active involvement throughout the
change process (Hussain & Papastathopoulos, 2022).

Hypothesis 6 states that change readiness has a
significant and positive impact on technological innovation.
Change readiness empowers organizations to actively seek
out and embrace innovative technologies that have the
potential to enhance their performance and meet the
evolving needs of customers (Chirumalla, 2021). It fosters a
mindset that embraces technological advancements and
actively explores opportunities for innovation. Organizations
that possess a high level of readiness for change are more
inclined to invest in research and development, engage in
fruitful collaborations with external partners, and harness
emerging technologies to drive technological innovation.
Moreover, change readiness creates an environment that
supports and nurtures technological innovation. It
encourages employees to wholeheartedly embrace change
and embark on a journey of experimentation with new
technologies (Mahmud et al., 2023). It establishes a culture
that values continuous learning, fosters creativity, and
embraces calculated risk-taking, all of which are vital for
promoting technological innovation. When employees
exhibit receptiveness to change and possess the readiness to
learn and adapt, they are more inclined to explore and adopt
innovative technologies. This enables them to stay ahead of
the curve, delight customers with innovative solutions, and
gain a competitive edge in the dynamic business landscape
(Denicolai et al., 2021).

Hypothesis 7 states that information management culture
has a significant and positive impact on organizational
performance. A successful information management culture
helps a company capture, organize, share, and use
information. It promotes data-driven decision-making by
providing accurate and easy-to-access information to all
employees (Rozak et al., 2021). Strong information
management cultures help organizations make informed
decisions, increase operational efficiency, and drive strategic
objectives. This robust culture of information management
also facilitates efficient communication and collaboration,
leading to enhanced overall organizational performance
(Eniola et al., 2019). By prioritizing and valuing effective
information management, organizations can harness the
power of information to gain a competitive edge, streamline
processes, and achieve success in today's data-driven
business landscape (Ojo et al., 2019).

Hypothesis 8 states that information management culture
has a significant and positive impact on technological
innovation. A robust information management culture
fosters the systematic gathering, analysis, and utilization of
information pertaining to technological advancements and
market trends (Alraja et al., 2022). It ensures that pertinent
information is readily available to employees engaged in
innovation processes, empowering them to make well-
informed decisions and identify opportunities for
technological innovation. Within such a culture, knowledge
sharing and collaboration are highly valued, motivating
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employees to actively exchange insights, lessons learned, and
emerging technologies (Malik et al., 2021). This exchange of
information and knowledge not only facilitates cross-
functional learning but also promotes collaboration and the
integration of diverse perspectives, thereby driving more
impactful technological innovation (Ma et al., 2022).

Hypothesis 9a states that information management
culture mediates the relationship between decision-making
autonomy and organizational performance. High decision-
making autonomy empowers employees to use their
experience and knowledge to make educated decisions (Lin,
Wittmer, & Luo, 2022). Employees can make judgments at
lower levels without lengthy approval processes, which
speeds up decision-making. Transparency, knowledge
sharing, and good communication in information
management help decision-making (Azevedo, Duarte, &
Santos, 2022). Moreover, an information management culture
that values continuous learning and improvement supports
the feedback loop between decision-making and
performance. This feedback loop allows organizations to
assess and learn from their decisions, ultimately leading to
enhanced performance over time (Kim, Yagi, & Kiminami,
2023).

Hypothesis 9b states that information management
culture mediates the relationship between decision-making
autonomy and technological innovation. A culture that
promotes and encourages excellent information and
knowledge management can help decision-making
autonomy impact technological innovation (Vedadi,
Warkentin, & Dennis, 2021). Employees may make better
technical innovation decisions with information about
upcoming technologies, market trends, and client wants.
Organizations may capture, distribute, and use technological
innovation knowledge through good information
management. This allows the company to use staff skills and
creativity to design and implement new technology (Pan,
Zhong, Sheng, Yuan, & Wang, 2022).

Hypothesis 9c states that information management
culture mediates the relationship between leadership style
and organizational performance. Organizational
performance improves with information management
culture and leadership styles (Gemeda & Lee, 2020). Leaders
who prioritize excellent information management create an
environment where information is accessible, accurate, and
used. Transparency, collaboration, and informed decision-
making boost organizational performance (Buil, Martínez, &
Matute, 2019). Leaders build an information management
culture that empowers people to make educated decisions
and cooperate. Communication, collaboration, and
knowledge use can improve organizational effectiveness
(Singh, Lim, Jha, Kumar, & Ciasullo, 2023).

Hypothesis 9d states that information management
culture mediates the relationship between leadership style
and technological innovation. Employees can access relevant
information about developing technologies, market trends,
and consumer needs through an information management
culture that promotes technological innovation (Zaman,
Nawaz, & Nadeem, 2020). Leaders who develop an
information management culture also foster technological

innovation. They encourage staff to discuss ideas, learn from
mistakes, and keep up with technology. Leaders encourage
innovation by building an information management culture
(Javed, Iqbal, Iqbal, & Imran, 2021).

Hypothesis 9e states that information management
culture mediates the relationship between change readiness
and organizational performance. Transparent and
collaborative information management allows employees to
share their thoughts and opinions during change (Xu &
Duan, 2022). It facilitates knowledge exchange, learning, and
ongoing development, crucial to successful change programs.
An information management culture helps businesses
manage and use information and knowledge during
transformation. This reduces resistance, speeds up decision-
making, and improves organizational performance (Stræte et
al., 2022).

Hypothesis 9f states that information management
culture mediates the relationship between change readiness
and technological innovation. An information management
culture that supports cooperation and experimentation gives
staff the means and skills to investigate and implement
technological advances throughout the transformation
(Catala, Gijlers, & Visser, 2022). Employees can learn from
each other and enhance technology by exchanging insights
and best practices. Organizations may incorporate change
readiness and technological innovation by promoting
information management. It streamlines information flow
and empowers employees to make informed technology
adoption and implementation decisions, boosting
technological innovation (Neha, Reese, Schaughency, &
Taumoepeau, 2020).

Hypothesis 10a states that socio-economic development
moderates the relationship between information
management culture and organizational performance.
Information management culture is more effective in
locations with higher socio-economic development due to
better access to technology resources and infrastructure
(Freeland, O'reilly, Fleury, Adams, & Vostanis, 2022).
Collaboration, knowledge sharing, and innovation may
improve corporate success. However, organizations in
developing nations may lack money, infrastructure, and
advanced technology. This may limit how well information
management culture can drive organizational success
(Abreu-Mendoza, Chamorro, Garcia-Barrera, & Matute,
2018). Thus, socio-economic growth modifies the relationship
between information management culture and
organizational performance. It shows that information
management culture may affect organizational performance
based on socioeconomic development (Nascimento, Moreira,
& Welker, 2019).

Hypothesis 10b states that socio-economic development
moderates the relationship between information
management culture and technological innovation.
Advanced technologies, research and development facilities,
and trained workers are available to organizations in
developed regions (Coccia & Watts, 2020). An information
management culture that encourages cooperation,
knowledge exchange, and experimentation might better
promote technological innovation. Organizations in
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developing nations may have fewer resources, infrastructure,
and advanced technologies (Lima et al., 2021). This limits
the information management culture's technological
innovation. Socioeconomic development moderates the
relationship between information management culture and
technical innovation. It shows that information management
culture's effect on technological innovation depends on the
context's socio-economic development (Nascimento et al.,
2019).

CONCLUSION
This research investigated the connections among

decision-making independence, leadership approach,
adaptability to change, and information management culture,
as well as their effects on organizational performance and
technological advancement. The findings yielded valuable
insights into the factors influencing these outcomes,
revealing the mediating role of information management
culture and the moderating role of socioeconomic
development. The outcomes of this study substantiate the
hypotheses that decision-making autonomy, leadership style,
and change readiness significantly and positively impact
both organizational performance and technological
innovation. Additionally, information management culture
emerged as a crucial factor, exerting a positive influence on
organizational performance and technological innovation.
Furthermore, the study unveiled that information
management culture acts as a mediator between decision-
making autonomy and organizational performance, as well
as between leadership style and technological innovation.
These findings underscore the importance of fostering an
information management culture that promotes effective
knowledge sharing, data governance, and information
accessibility to enhance organizational performance and
technological innovation. Moreover, the study discovered
that the relationship between information management
culture and organizational performance/technological
innovation is moderated by socioeconomic development.
This suggests that the impact of information management
culture may vary depending on the level of socioeconomic
development within the organizational context. These
findings hold practical implications for organizations
striving to enhance their performance and stimulate
technological innovation. Granting decision-making
autonomy to employees, fostering effective leadership styles,
encouraging change readiness, and cultivating a culture of
information management are factors that can lead to
favorable results in organizational performance and
technological innovation. It is imperative to recognize the
constraints of this research, such as the utilization of self-
reported assessments, the concentration on a particular
sector or setting, and the cross-sectional structure.
Subsequent investigations ought to tackle these constraints
by utilizing mixed-methods methodologies, broadening the
scope and diversity of the sample, implementing
longitudinal designs, and taking into account supplementary
variables and contextual factors.

IMPLICATIONS
The study's results hold noteworthy implications,

encompassing both practical and theoretical dimensions,
which augment the current understanding within the
discipline. The study provides significant insights for
organizations seeking to enhance their organizational
performance and promote technological innovation, from a
pragmatic standpoint. The study has identified several
crucial factors, including decision-making autonomy,
leadership style, change readiness, and information
management culture, which organizations can prioritize to
attain favorable results. Understanding the impact of these
factors can guide managerial decisions and interventions
aimed at enhancing organizational performance and driving
technological innovation. The study reveals that granting
decision-making autonomy has a positive influence on both
organizational performance and technological innovation.
This suggests that organizations should empower employees
and teams by giving them the authority to make decisions
related to their roles. Such empowerment can enhance
employee motivation, foster creativity, and facilitate
problem-solving, ultimately leading to improved
performance and innovative outcomes. Similarly, the study
emphasizes the significance of leadership style in influencing
organizational performance and technological innovation.
Organizations can benefit from investing in leadership
development programs and nurturing leaders who exhibit
transformational leadership behaviors. These leaders can
inspire and motivate employees, cultivate a culture of
innovation, and drive organizational performance. The
research additionally underscores the significance of change
readiness and its favorable influence on both the
performance of an organization and the advancement of
technology. It is imperative for organizations to accord
priority to the establishment of a supportive environment
that embraces change, by fostering a culture that places a
premium on flexibility, adaptability, and openness to novel
concepts. The process may entail executing change
management strategies, and furnishing instruction and
materials to augment the preparedness and proficiency of
personnel in adapting to change proficiently. Furthermore,
the findings underscore the significance of information
management culture in driving organizational performance
and technological innovation. Organizations should
prioritize the development of a culture that values effective
information management practices, including data
governance, knowledge sharing, and information
accessibility. This can be achieved by implementing suitable
information systems, fostering a collaborative work
environment, and promoting a culture of continuous
learning.

From a theoretical standpoint, this study contributes to
the existing literature by establishing the relationships
between decision-making autonomy, leadership style,
change readiness, information management culture, and
both organizational performance and technological
innovation. By exploring the mediating role of information
management culture and the moderating role of
socioeconomic development, the study adds depth and
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complexity to our understanding of these relationships,
extending previous research. Theoretical implications arise
from the study's findings on the mediating role of
information management culture. It suggests that the
influence of decision-making autonomy, leadership style,
and change readiness on organizational performance and
technological innovation can be partially explained by the
organization's information management practices. This
highlights the importance of considering the organizational
context and culture when examining the effects of these
factors. Additionally, the study's examination of
socioeconomic development as a moderator provides
insights into the contextual factors that may influence the
relationship between information management culture and
organizational performance/technological innovation.
Understanding how the broader socioeconomic context
shapes the impact of information management culture
enriches our comprehension of the intricate interplay
between organizational factors and external factors.

LIMITATIONS AND FUTURE
DIRECTIONS
Despite the significant contributions and valuable

insights provided by this study, it is imperative to recognize
and confront various constraints that may direct forthcoming
research endeavors and create novel opportunities for
investigation. The present investigation was primarily based
on a quantitative research design and utilized self-report
measures, which are vulnerable to biases such as social
desirability and response biases. In order to surmount these
constraints, forthcoming research endeavors may consider
utilizing mixed-methods methodologies that integrate
quantitative data with qualitative perspectives. This
integration would enable a more comprehensive
understanding of the relationships between the variables
under investigation. Moreover, the study focused on a
specific industry or organizational context, limiting the
generalizability of the findings. To enhance external validity,
future research could expand its scope by examining diverse
industries, organizational sizes, and geographic locations. By
incorporating a broader range of organizational settings,
researchers can explore potential contextual variations in the
relationships between the variables. Furthermore, this study
employed a cross-sectional design, which hinders
establishing causality and identifying temporal relationships.
To address this limitation, future studies could adopt
longitudinal designs or experimental approaches. These
methodologies would provide more robust evidence of the
causal nature of the relationships and facilitate the
examination of changes over time. Additionally, while this
study focused on decision-making autonomy, leadership
style, change readiness, and information management
culture, there are other factors that may influence
organizational performance and technological innovation.
Factors such as organizational structure, external
environmental conditions, and individual-level variables
warrant further exploration. To develop a more thorough
understanding of the elements influencing organizational

results, future research should take these other variables into
account. Subsequent investigations ought to endeavor to
incorporate more extensive and heterogeneous populations
to enhance the generalizability of the results and augment
statistical potency. Given the aforementioned constraints,
there exist encouraging avenues for prospective
investigations. Qualitative studies could be conducted to
delve into the experiences and perceptions of employees and
leaders regarding decision-making autonomy, leadership
styles, change readiness, and information management
culture. This qualitative approach would provide deeper
insights into the underlying mechanisms through which
these factors influence organizational performance and
technological innovation. Moreover, future research could
explore the potential moderating or mediating roles of
variables that were not considered in this study. Variables
such as organizational culture, employee motivation, and
technological infrastructure could be examined as potential
mediators or moderators of the relationships between the
variables of interest.
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