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ABSTRACT

This research is intended to examine the impact of technology adoption in work
processes, emotional intelligence, and digital competence on the performance of
the employees in agribusiness companies. Adopting the quantitative strategy with
the survey technique, data were obtained from the surveys with the responses of
180 agribusiness employees. Structural Equation Modeling (SEM) with the help of
the SmartPLS 4 program has been used as the technique to conduct the analysis.
The findings reveal the significant influence of technology adoption in work
processes towards employee performance. It also indicates the significant
influence of emotional intelligence, which validates the significance of the
management of emotions in the face of modern work dynamics. Digital
competence is found to be an essential prerequisite in maximizing the efficiency
and productivity in work, especially in the application of agricultural information
systems and loT-based technologies. This research offers managerial implications
in the form of recommendations to management in the agribusiness to put more
emphasis on technology training as well as the soft skill development of
employees. The research also enriches the knowledge with the integration of
technological as well as psychological orientations existing in the context of
agribusiness, which has remained relatively under-theorized empirically.

Keywords: Digital competence; Emotional intelligence; Employee performance;
Technology adoption; Work process

INTRODUCTION

Information and communication technology (ICT) has transformed working
processes in all fields, including the agribusiness sector, which used to be linked with
manual, time-consuming methods. Technologies like the Internet of Things, artificial
intelligence, big data analytics, and systems in the cloud have introduced dramatic
improvement in production, distribution, as well as supply chain management (Aulia et
al., 2021). The technologies facilitate real-time tracking, improved predictions about the
weather and crop yield, as well as the automation of manual processes. For the
agribusiness sector, the use of such technologies is not only technical in nature but is
also applicable to work systems as well as human resource management. The
employees have to adjust to digital work equipment, application-based reporting
mechanisms, as well as even higher-level virtual communication (Renwarin et al.,
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2022). With the help of technology, decision-making becomes quicker as well as data-
driven in nature, which increases operational efficiency as well as the competitiveness
of the companies operating in today's globalized marketplace (Aulia, 2023; Tannady &
Dewi, 2024).

Digitalisation has pushed agribusiness companies to employ management
information systems, enterprise resource planning (ERP) applications, as well as
sensor-based technologies and automation technologies to assist in making better
decisions (Aulia et al., 2024). As such, workers in the agribusiness industry have to
face new challenges, i.e., the necessity to learn about carrying out functions with
different technologies and applications related to their occupations and duties
(Wahyoedi et al., 2024). The ability to use digital tools, read technical data, as well as
perform operations using information systems is now the critical skill in work quality as
well as productivity improvement (Harahap et al., 2025). Without the human resource
readiness to embrace such technologies, the digitalisation processes carried out by
companies will not proceed optimally (Diawati et al., 2019).

However, its adoption is not always smooth in practice. Even as companies can
invest in the required infrastructure and systems to facilitate digitalization, in practice,
many companies encounter barriers to its adoption (Awaludin et al., 2016). Resistance
to change, either in the form of ignorance or in the form of lack of confidence with
regard to new technology, is one such primary challenge. It can delay the process of
digital transformation as well as the realization of overall organizational objectives
(Hataani & Mahrani, 2013). There exist many individual considerations affecting
technology adoption in the workplace. The readiness of employees to utilize technology
effectively and efficiently is one such critical consideration. Such readiness involves
technical knowledge, computer skills, as well as a willingness to change (Siagian et al.,
2024). In the absence of such readiness, workers will likely experience difficulties in
adjusting to new systems, which in turn has negative impacts on productivity as well as
performance. Accordingly, understanding the individual considerations is critical to
developing an effective digital transformation strategy (Zamzam et al., 2023).

Emotional intelligence is also a critical factor in affecting employees' responses to
the impact created through digital transformation. Fast-paced and large-scale changes
tend to bring psychological pressure, ambiguity, as well as resistance from people who
feel inadequately prepared in their minds (Mahrani & Alwi, 2022). Under these
circumstances, emotional intelligence helps individuals to identify, observe, as well as
handle one's own as well as other people's feelings, to effectively deal with challenges.
People with high emotional intelligence manage to adjust to change with ease, respond
to stress better, exhibit empathy, as well as effective communication skills in work
groups (Syafitri & Mahrani, 2021). This is particularly critical in the work environment in
the digital age where cross-functional work requires the extensive use of technology.
Good emotional intelligence helps workers not only sustain stable performance in the
face of change but even transform into people who encourage the rest to develop with
them (Ade et al., 2022).

Moreover, digital competence has turned into an essential need in today's
Industry 4.0 era that cannot be overlooked. The competence comprises the capability
to utilize different digital applications, comprehend and interpret digital data, as well as
critically evaluate technology-based information. In the context of the highly digitalized
modern workplace, workers must be able to communicate with automated machines,
cloud-based technologies, as well as loT-based technologies, which are increasingly
used in the agribusiness sectors. Highly competent employees with high digital
capability do not only perform their work more effectively but also have the capability to
develop innovations, streamline work processes, as well as solve work problems
independently (Juharsah et al.,, 2024). This has the effect of enhancing overall
organizational efficiency. In the agribusiness chain, for example, the utilization of
technologies such as drone technologies, weather apps, as well as agricultural
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information systems necessitates high digital capability in utilising them in an effective
as well as productive manner (Aulia et al., 2021).

Employee performance is one of the primary measures of an organization's
success, including in the rapidly competitive agribusiness industry. Optimal
performance is determined not only by the technical and structural elements of an
organization but also by the individual elements such as the capability to adjust to
technology, emotional intelligence, and proficiency in digital competence (Renwarin et
al., 2022). The three areas are said to make the greatest contribution to the role played
by employees to adjust to alterations in the digital work environment, as well as
increasing the effectiveness and efficiency of daily work. Since the three variables have
high significance, an in-depth empirical analysis is required to determine the degree to
which technology adoption in work processes, emotional intelligence, and digital
competence influence employee performance, especially in the agribusiness business
(Tannady & Dewi, 2024). The current research is required to bridge the gap in the
existing literature, which has largely examined the technical and organizational views in
technology adoption but has greatly neglected the individual elements. As such, the
research is likely to vyield theoretical as well as practical contributions towards
enhancing human resource performance through a technology-based and personal
capability-building strategy (Wahyoedi et al., 2024).

Previous studies have discussed the relationship between technology and
employee performance; however, most have focused primarily on the manufacturing,
service, or information technology sectors (Diawati et al., 2019; Harahap et al., 2025;
Siagian et al., 2024). These studies generally emphasize the effectiveness of using
technology systems and their impact on operational efficiency, often within relatively
homogeneous contexts. On the other hand, the agribusiness industry has unique
characteristics that include geographical challenges, limited digital infrastructure, and
varying levels of technology literacy among workers. This requires a different approach
and understanding for digital transformation in the sector compared to others. The
research gap lies in the lack of comprehensive studies that integrate psychological
factors such as emotional intelligence and digital competence with technology adoption
to analyze their impact on employee performance in the agribusiness industry. In fact,
the challenges in this sector are not only technical but also involve individual readiness
to face changes in work systems.

However, the major concern is that the majority of agribusiness employees still
struggle to adapt to new digital frameworks. Restraints such as poor digital literacy, low
self-esteem, and resistance to change curb the effectiveness of technology uptake.
This is not a technology issue only but also a human resource issue, since employees'
willingness to learn, adapt, and operate in an online work environment decides the
success of change. If issues are not addressed, the potential benefits of technology
uptake in terms of raising productivity and efficiency will not be effectively realized. This
makes the issue very crucial to the competitiveness and sustainability of agribusiness
firms in the age of digitalization.

The originality of this study lies in its holistic framework that brings technology
adoption, emotional intelligence, and digital proficiency together in one analytical model
for the agribusiness sector. In contrast to earlier studies, which mostly focus on
technical or organizational factors, this study focuses on the intersectionality of
technological proficiency and human capabilities in shaping employee performance.
This is particularly a suitable approach given the nature of agribusiness as a
multidimensional industry where digitalization not only requires infrastructure but also
human adaptability.

Therefore, in the current study, it is empirically investigated to what extent
technology adoption, emotional intelligence, and digital competence influence
employee performance in agribusiness companies. Closing the literature gap, this
study contributes theoretically, as it strengthens the human resource readiness debate
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regarding digital transformation, and practically, as it provides suggestions for adaptive
HR strategy formulation in the agribusiness sector.

METHOD

This study employed a quantitative explanatory research design. The research
was conducted in agribusiness companies located in West Java, Indonesia. Data
collection took place between January and February 2025 through an online survey
distributed to employees in selected companies. The population comprised employees
working in agribusiness companies that had adopted digitalized work processes such
as management applications, digital reporting systems, and loT-based technologies. A
purposive sampling technique was applied to ensure that respondents met specific
criteria: (1) having worked for at least one year in the company, and (2) being actively
involved in digitally supported work processes. A total of 180 valid responses were
obtained, which exceeded the minimum sample size required for SEM analysis as
suggested by Hair et al. (2019), namely 10 times the largest number of structural paths
pointing to a construct. This sample size was considered sufficient to ensure statistical
power in hypothesis testing.

The research model consists of four latent variables (constructs) including:
Technology Adoption (TA) (X1) measured by indicators related to the use of digital
tools, system integration, and automation in daily tasks; Emotional Intelligence (El) (X2)
measured by indicators such as self-awareness, self-regulation, empathy, and social
skills; Digital Competence (DC) (X3) measured by indicators such as ability to operate
digital applications, interpret digital data, and evaluate digital information; and
Employee Performance (EP) (Y) measured by indicators such as task completion,
efficiency, quality of work, and innovation. The model hypothesizes direct influences of
TA, El, and DC on EP, while also recognizing potential indirect influences through
interactions among independent variables.

Data were collected using a structured questionnaire with items measured on a
five-point Likert scale (1 = strongly disagree, 5 = strongly agree). The indicators for
each construct were adapted from prior validated studies to ensure content validity.
The questionnaire was pilot-tested with 30 respondents to examine reliability and
clarity, and the results confirmed that the items were reliable and valid for use in the
main study.

Data Analysis Procedure

Data were analyzed using Structural Equation Modeling—Partial Least Squares
(SEM-PLS) with the SmartPLS version 4 software. The choice of SEM-PLS was
justified because it is suitable for exploratory research with relatively small to medium
sample sizes, does not require multivariate normality, and is capable of analyzing
complex models with multiple constructs and indicators.

The analysis was carried out in the following steps:

1. Measurement Model (Outer Model) Evaluation: testing construct validity and

reliability using:

a. Indicator reliability (outer loadings = 0.70)

b. Internal consistency reliability (Composite Reliability = 0.70)

c. Convergent validity (Average Variance Extracted, AVE = 0.50)

d. Discriminant validity (Fornell-Larcker criterion and HTMT ratio).

2. Structural Model (Inner Model) Evaluation: testing relationships between
constructs using:
a. Path coefficients and their significance (t-statistics, p-values) via
bootstrapping (5,000 resamples).

b. Coefficient of determination (R?) to assess explained variance.

c. Effect size (2) to evaluate the relative impact of each exogenous variable.
d. Predictive relevance (Q?) using blindfolding procedure.
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3. Hypothesis Testing: hypotheses were accepted if the path coefficient was
significant at p < 0.05.

Technology
Adoption
(X1)

Emotional
Intelligence
(X2)

Employee
Performance

(Y)

Digital
Competence
(X3)

Figure 1. Research Model

RESULT AND DISCUSSION
Characteristics of Respondents

Table 1 shows that the respondents were fairly balanced across gender, with
60% male and 40% female. Most respondents were in the productive age group of 26-
35 years (40%) and 36-45 years (30%). Educational background was dominated by
bachelor’'s degree holders (62.2%), which indicates adequate academic preparation to
adapt to digital work processes.

Table 1. Characteristics of Respondents

Category Classification Frequency (n) Percentage (%)
Gender Male 108 60
Female 72 40
< 25 Years 28 15.6
Age 26-35 Years 72 40
36-45 Years 54 30
> 45 Years 26 14.4
High School/Diploma 38 211
Education Bachelor 112 62.2
Postgraduate 30 16.7
1-3 Years 64 35.6
Tenure 4-5 Years 52 28.9
>5 Years 64 35.6
Operations/Production 88 48.9
Type of Job Supply Chain/Distribution 46 25.6
Other 46 25.6

Source: Primary data processed, 2025
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The tenure distribution shows that both relatively new employees and those with
longer work experience are represented. Most respondents worked in
production/operations (48.9%), which aligns with the study’s focus on digital
transformation in agribusiness processes.

Measurement Model of Variables

Table 2 presents the results of the convergent validity and reliability tests. All
indicators have factor loadings above 0.70, indicating that each item strongly reflects its
construct. Cronbach’s Alpha and Composite Reliability values are above 0.70, meeting
the internal consistency criteria. The AVE values for all indicators are above 0.50,
confirming convergent validity. This means the indicators used are reliable and valid in
measuring the latent variables of technology adoption, emotional intelligence, digital
competence, and employee performance.

Table 2. Measurement Model Results

Variables Loading Cronbach’s Alpha CR AVE
Technology Adoption (X1) 0.72-0.84 0.84 0.88 0.65
Emotional Intelligence (X2) 0.75-0.86 0.86 0.90 0.68
Digital Competence (X3) 0.78-0.89 0.88 0.92 0.70
Employee Performance (Y) 0.76-0.88 0.87 0.91 0.69

Source: Primary data processed, 2025

Hypothesis Testing

Table 4 presents the results of the structural model testing. All three hypotheses
are supported. Technology adoption has a positive effect on employee performance (3
=0.29,t=5.432, p < 0.001). Emotional intelligence also has a significant positive effect
(B =0.25,t=4.019, p < 0.01). Digital competence shows the strongest positive effect
(B =0.41,t =6.103, p < 0.001). The effect size (f?) indicates that digital competence
has the largest contribution (0.18, moderate effect), followed by technology adoption
(0.12) and emotional intelligence (0.10).

Table 3. Structural Model Results

Hypothesis B T-Value  P-Value F? Description
H1 TA — EP 0.29 5.432 0.000 0.12 Significant
H2 El - EP 0.25 4.019 0.000 0.10 Significant
H3 DC — EP 0.41 6.103 0.000 0.18 Significant

Source: Primary data processed, 2025

Results from the data analysis show that Technology Adoption in work processes
is positively related to employee performance with the value of the t-statistic as 5.432
and p < 0.001. The research outcome indicates the higher the relevant technology use
position integrated into employees' work processes, the higher the productivity
improvement, effectiveness, and work efficiency that can be realized. The technologies
in consideration comprise work information systems, automation tools, as well as cloud
applications that facilitate faster communication as well as reporting processes.
Appropriate technology use can decrease manual work burden, lower error rates, as
well as hasten the completion of work. Employees who use technology have the culture
to employ data-based decision-making as well as work flexibility. Therefore, the
findings highlight the value in the provision of technological infrastructure as well as
digital training to employees to ensure the digital transformation processes can have a
direct influence in the improvement in the individuals' as well as the overall
organization's performance.

Emotional intelligence is also seen to have an important influence on employee
performance with the t-statistic value being 4.019 and the p-value <0.01. It is important
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to note the significance of individual capability to notice, comprehend, as well as
manage emotions efficiently, personal emotions as well as those in the workplace.
Employees with higher emotional intelligence can be able to stay emotionally stable, be
empathetic, as well as communicate effectively with the team, ultimately leading to
enhanced individual as well as group work performance. The working environment in
the agriculture business world, which is now being computerized, requires fast
adaptation to the new environment, which most likely generates psychological
pressure. Under such a scenario, emotional intelligence acts as an emotional buffer
allowing employees to stay productive as well as focused despite difficulties.
Furthermore, emotional intelligence ensures the creation of a good working climate,
minimizing conflict with people, as well as instilling an ethos of cooperation, all which
directly lead to the attainment of optimal work performance.

In the meantime, Digital Competence has the most significant positive influence
towards employee performance in the current research, with the value of the t-statistic
being 6.103 and the value less than 0.001. This finding proves the capability to master
digital technology, such as to operate work applications, analyze digital data, as well as
to comprehend technological knowledge, to be the critical criterion in defining the
degree to which employees can succeed in performing their work. Digital competence
allows employees to adjust to system modifications faster, streamline work processes,
and enhance precision as well as speed in the fulfilment of obligations. Employees
who have high digital competence also can better manage to overcome challenges in
the industry 4.0 era, where the adaptation to work management computer software,
cloud computing-based information systems, as well as automation technologies is the
new standard in the operational process. They are not only work efficiently, but also
help to develop innovations as well as technology-based solutions. This finding
supports the necessity to implement continuous digital training programs in companies,
particularly those in the agribusiness business, which is currently in the process to
achieve full digitalization in work processes.

Technology Adoption, Emotional Intelligence, and Digital Competence in Driving
Employee Performance

In this study, Technology Adoption, Emotional Intelligence, and Digital
Competence were found to have significant positive effects on employee performance
in agribusiness companies. This shows that both technical aspects (technology
adoption and digital competence) and non-technical aspects (emotional intelligence)
are critical determinants of performance improvement in digitalized work environments.
These results are in line with Aulia et al. (2021) and Tannady & Dewi (2024), who
explained that digital transformation not only simplifies procedures and expedites task
completion but also requires employees to adapt to new working methods. Appropriate
technology adoption facilitates faster decision-making, reduces errors, and increases
operational efficiency.

Renwarin et al. (2022) emphasized that readiness of human capital is one of the
main challenges in digital transformation, particularly when employees lack sufficient
training or technological literacy. However, the results of this study indicate that when
technology is well-integrated into daily work processes, it significantly increases
productivity and performance. This happens because employees who adopt technology
tend to apply data-driven decision-making and demonstrate higher work flexibility,
which aligns with findings by Harahap et al. (2025) who argue that digital competence
enhances employees’ ability to innovate and adapt in Industry 4.0.

In terms of emotional intelligence, this study shows that it also plays a significant
role in enhancing employee performance. This finding is in accordance with Syafitri &
Mahrani (2021) and Ade et al. (2022), who stated that emotional intelligence helps
employees remain emotionally stable, empathetic, and effective in communication. In
agribusiness settings, characterized by dynamic field conditions and uncertainties,
emotional intelligence becomes even more crucial. Employees face time pressures,
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variable natural conditions, and the need to coordinate across functions; therefore, the
ability to manage emotions and maintain cooperative relationships directly supports
performance. This confirms that non-technical competencies are not only
complementary but fundamental in digital work environments.

The strongest effect found in this study was digital competence. This confirms
Juharsah et al. (2024), who highlight digital competence as an essential skill in today’s
Industry 4.0 workplace. Employees with higher digital competence can operate digital
tools more effectively, analyze data accurately, and adapt quickly to technological
changes. In agribusiness, digital competence is particularly important due to the
increasing application of drones, 10T devices, and mobile-based agricultural monitoring
systems (Aulia et al., 2021). The current findings further show that employees with
higher digital competence not only work efficiently but also contribute to innovation and
problem-solving in the workplace. This suggests that continuous digital training is a
strategic necessity for agribusiness companies.

Overall, the findings of this study emphasize the significance of the synergy
between technology adoption, emotional intelligence, and digital competence in
improving employee performance. Unlike previous research, which often examined
these variables separately (Diawati et al.,, 2019; Siagian et al., 2024), this study
demonstrates that their combination produces a stronger influence on performance.
This provides both theoretical and practical contributions: theoretically, it validates the
multidimensional nature of performance improvement in digitalized environments;
practically, it implies that agribusiness companies must design holistic employee
development programs that simultaneously address technological, emotional, and
digital capabilities.

The novelty of this research lies in its integrative approach: while prior studies
have largely focused on technological or psychological aspects in isolation, this study
combines both perspectives into a single model tested in the agribusiness context. This
approach not only provides a more comprehensive understanding of employee
performance in digital transformation but also offers sector-specific insights, given the
unique challenges of agribusiness such as geographical dispersion, uneven digital
infrastructure, and varied technology literacy. Therefore, the findings enrich existing
literature by highlighting that sustainable performance improvement in agribusiness
requires a balanced development of technological readiness and human resource
capability.

CONCLUSION

This research concludes that the adoption of work process technology, emotional
intelligence, and digital competence has a profound effect on employee work
performance in the agribusiness industry sector. These three variables complement
one another rather than existing independently in shaping productive, efficient, and
responsive work environment to technological advancements. The adoption of
technology accelerates the work process while enhancing accuracy, whereas
emotional intelligence assists in mitigating pressure as well as developing good
working relationships. Digital competence offers the technical base required in
leveraging technology to the fullest extent. The interaction of the three variables
creates working environments conducive to overall improvement in performance at the
individual as well as the organizational level.

Practically, the findings offer strategic insights to the management of
agribusiness companies to invest in technological infrastructure as well as human
resource development with the same emphasis. Regular training in digital skills should
be prioritized to enable employees to keep abreast with technological progress and to
effectively work with new systems. On the other hand, enhancing emotional intelligence
through soft skills development, stress management training, and effective
communication is critical to building adaptive, collaborative, and resilient work groups in
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the context of change. These insights are not only relevant for company management
but also for government agencies and policymakers in designing workforce
development programs that support the digital transformation of the agribusiness
sector.

Theoretically, this study contributes by offering an integrative model that
combines technological and psychological factors in explaining employee performance
within digital transformation. This provides a broader understanding of performance
determinants beyond technical readiness, highlighting the importance of emotional and
cognitive dimensions in shaping adaptive capabilities. As such, the research enriches
the literature on human resource management and organizational performance in
Industry 4.0, especially in the agribusiness context.

Nevertheless, this research has several limitations. The data were collected only
from agribusiness companies in West Java, Indonesia, using a cross-sectional survey
method. Therefore, the results cannot be generalized to all agribusiness sectors or
other regional contexts. Future research may expand the scope by including
longitudinal designs, larger samples, and additional variables such as digital leadership
or organizational culture to provide a more comprehensive understanding of employee
performance in the era of digital transformation.
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