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The digital era brings significant changes in improving business performance for MSMEs. The
purpose of this study is to examine and analyze the relationship pattern between Digital skills,
Digital Entrepreneurship, Job satisfaction, and the sustainable performance of MSME
entrepreneurs. The population in this study is creative MSME entrepreneurs in West Java and
Special Region of Yogyakarta with a target sample of 260 MSME entrepreneurs. This study
uses purposive sampling technique. The MSME entrepreneurs who return the questionnaire
are 229 MSMEs. The data processing technique uses Partial Least Square. The results find that
digital skills do not have significant positive effect on the performance of MSME
entrepreneurs but have significant positive effect on job satisfaction. Digital entrepreneurship
has positive effect on the sustainable performance of MSME entrepreneurs. In addition, job
satisfaction has positive effect on the sustainable performance of MSME entrepreneurs.
Furthermore, job satisfaction mediates the effect of Digital Skills on the sustainable
performance of MSME entrepreneurs.

1. INTRODUCTION

The digital era has brought major changes in the business
world both service and manufacturing companies [1, 2]. It
requires companies to have fast and flexible strategic agility
[3]. Changes in consumer tastes and lifestyles inevitably have
to be followed up with changes in digital-based technology for
companies who want to survive and develop [4]. Digital
technology can be widely utilized and optimized, especially in
the business sector. Digital-based technology has become an
economic and social force. It also can shape and produce new
models and strategies by abandoning conventional
approaches. This has an impact on fundamental changes in the
organizational structure and business processes that have
implications for the human resource aspect. Digital technology
is believed to be able to accelerate business growth even more
[1, 4,5].

Currently, MSMEs are faced with a fact that distance, space,
and time are no longer being obstacles to interact with
consumers and world community. Digital communication is a
demand for someone to always train their digital skills so that
their performance continues to improve. Besides being able to
improve performance, it can also have an impact on a person's
overall life quality [6]. Likewise, digital skills increase
positive outcomes for individuals [7, 8], and the
competitiveness and sustainability of companies in the long
term [9]. In the MSMEs context, skills gap can be occured
because of uneven infrastructure, lack of literacy, and
difficulty in accessing digital training. Access to digital
technology has played a major role for MSMEs to be able to
thrive in digital entrepreneurship [10]. Unfortunately, field
observations show that some companies are still faced with
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several obstacles, especially in human resources aspect [4, 5]
in the context of MSMEs [11]. In Indonesia, especially West
Java and the Special Region of Yogyakarta (DY), have some
constrained from the aspect of digital skills and digital
entrepreneurship so that it is predicted to have an impact on
job satisfaction and the performance of MSME entrepreneurs.

The obstacles faced by MSMEs in Indonesia in terms of the
implementation of business digitization, besides human
resources, are as follows: lack of infrastructure and adequate
information system, relational capital, as well as social and
behavioral problems of MSMEs [12-16]. These obstacles are
expected to have significant impact in various activities, such
as: (a) change in customer service from offline to online; (b)
the uneven spread of internet infrastructure network which has
negative impact to the business sustainability; (c) increase in
capital for IT and business investment; (d) the need for digital
literacy improvement for MSMEs, which on average are still
operating conservatively. It becomes a strategic issue for both
business actors, the government, and universities to participate
in solving these problems. It seems that digital technology has
change the MSMEs entreprenurial business model to be more
digitally-based.

Many study results prove that digital skills and digital
entrepreneurship create entrepreneurship opportunities at
more affordable cost and wider market [4, 5, 17], besides being
able to increase satisfaction [7, 8] and entrepreneur
performance [9, 18]. This study is carried out to fill the
research gaps and brought the novelty for the literature with
these reasons:

1. Lack of research that bring out digital skills and digital
entrepreneurship topics in the context of MSMEs in Asia,
especially in Indonesia [17, 19, 20]. This study also connects
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the dots with job satisfaction, which is still rarely explored [7,
8] and sustainable performance of MSMEs entrepreneurs [9,
18].

2. Lack of implementation of business digitization by
MSMEs in Indonesia due to number of obstacles faced by the
organization, which requires readiness to change in terms of
the adoption and diffusion of business digitization in the
context of MSMES in emerging markets [12-16].

3. The volatile and hostile change in business environment,
especially from the digital aspects, which requires MSMESs to
be able to create high quality products and excellent service,
so that it can lead to sustainable performance of MSMEs
entrepreneurs in the long term [21-24].

Therefore, this study examines and analyzes the pattern of
relationships between Digital skills, Digital Entrepreneurship,
Job satisfaction, and Performance of MSME entrepreneurs.

2. LITERATURE REVIEW

2.1 Digital skills on the sustainable performance of MSME
entrepreneurs

Digital skills are assets that can improve employee
performance [17, 19, 20]. The main point that to develop
digital skills with digital literacy. Digital literacy is a strategic
and significant concept in assessing the types of skills and the
extent to which an understanding must be possessed by
individuals. Ferrari [25] explained that digital literacy consists
of information management, collaboration, communication
and sharing, knowledge and content-making, responsibility
and ethics, evaluation and problem solving, and technical
operations. In this matter, increasing the expertise of
technology and information media requires information
literacy, media literacy, as well as information and
communication technology literacy. These three literacies
become important so that digital literacy of individuals can be
increased [26]. Santoso et al. [20] find that the higher the
digital literacy possessed by the employee, the better the
innovation he created in developing the company. Prezioso
and Margherita [27] propose efforts to develop digital skills
through fast integration of information and communication
technologies (ICTs). It is important to make it easier for
employees to train digital skills, so that there is no gap in
digital skills between employees. However, in a company,
there are many obstacles in efforts to improve digital skills
which have resulted in widening gaps such as lack of training
programs and managerial support [17]. Some literature agrees
that the cause of the slow performance or company
development is low digital skills and vice versa. When
companies are able to develop HR digital skills, it would
improve individual and organizational performance [9, 19, 28-
30]. Bergdahl [31] assert that there is no time limit to stop
learning technology. Technology is a science that continues to
develop and to keep pace with its development. Companies
can also apply Technology-Enhanced Learning (TEL). TEL
applies technology adoption and diffusion that makes it a work
culture so that employees have work engagement. Digital
skills are also important and must be met by employees in
order to maintain the company's survival [18] and
organizational performance [9]. There is a linkage between
individual performance and organizational performance,
which in this study is MSMEs. When the management is able
to manage individual performance to achieve organizational
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outcomes, then the assessment of organizational can be carried
out. This is because the accumulation of individual
performance can lead to MSMEs performance [32, 33].
Organizational performance is the effectiveness for achieving
organizational goals, efficiency which consieres the
relationship between output and input needed to achieve the
output, and adaptation whcih reflects the organizational
capability to adapt to environmental changes which provide
the contribution to achieve superior organizational
performance [34].

H1. Digital skills have positive effect on the sustainable
performance of MSME entrepreneurs

2.2 Digital Entrepreneurship and sustainable performance
of MSME entrepreneurs

Currently, the world has a big agenda as the main driver of
new industrial order based on industry 4.0 [35]. Digital
entrepreneurship can be used as an effort to address this
agenda [35-40]. The digital business-oriented business model
has provided a very attractive opportunity for demanding
business people to explore digital entrepreneurship [1, 4, 10,
31, 41]. Some business people already have digital platforms
that are applied to the fields of marketing, finance, and other
business transactions [4, 42]. In addition, Elia et al. [4] state in
generating new businesses, business people can develop
digital entrepreneurship by utilizing digital technology. In
addition, the researches of [1, 2, 43, 44] state that the
transformation from conventional business to digital can be
done by exploring entrepreneurial business processes. This
can be an effective strategy to align with business demands in
the current global era and has grown rapidly throughout the
world [10, 42, 45]. Yin et al. [46] conclude that digital
entrepreneurship can be used to improve employee
performance and company performance [5, 47]. Business
people can freely develop business models associated with
internet media and digital platforms in a more agile manner by
implement digital entrepreneurship [3, 4, 48]. More
specifically, the researches of [4, 48] grouping digital
entrepreneurship which is associated with digital business
models, digital platform strategies, digital ecosystems, digital
entrepreneurship, and digital social processes. All of which
expected to have an impact on the business people
performance. This effort must also be supported by the
exchange, transfer, and knowledge acquisition that have an
impact on the acquisition of new unique resources and
generate new products and service offerings that are supported
by the digital environment [10, 49, 50].

H2. Digital entrepreneurship has positive effect on the
performance of MSME entrepreneurs

2.3 Digital skill and job satisfaction

The business world is experiencing rapid technological
developments where social activities are starting to move to
the digital world era. The emergence of the COVID-19
pandemic has also encouraged the use of digital technology
more intensively due to restrictions on physical interaction
between humans [51, 52]. Therefore, everyone who works in
the company is required to be able to master digital technology
in order to be able to keep up with the rapid technological
advances [53, 54]. Humans are currently entering a new era
with a new lifestyle due to very complex technological
developments. The current average employee also has a new



work method, namely remote work [55]. This demands
employees to have digital skills in order to maintain the
company's competitiveness in the midst of the digital
technology development [27, 55, 56].

Some literature states that the ability of human resources in
mastering digital technology is referred to as digital skills [9,
18, 57]. Van Laar et al. [53] state that digital skills include
several skills including information, communication,
collaboration, critical thinking, creativity, and problem
solving. On the other hand, the development of digital
technology must also adjust to the characteristics of the
company's human resources. Sukma and Wijaya [51] divide
several aspects that must be met by digital technology in order
to be able to provide satisfaction for its users, namely ease of
use, quality of information, useful function, clarity of
language, and aesthetics. Digitization is expected to be able to
facilitate human work so that it have an impact on job
satisfaction [7, 8]. There are other things that must also be
considered in adopting digital technology so that employees
continue to get job satisfaction, namely salaries, job
promotions,  supervision, rewards, colleagues, work
environment, and work communication [58, 59]. In addition,
Carlisle et al. [18] state that employee job satisfaction is
strongly supported by digital technology. Employees will get
higher job satisfaction with digital skills [51, 58, 59]. In the
MSMEs context, it seems that this study is more focused on
the manager and strategic planner level [60, 62]. It is important
considering that the study which links job satisfaction of
MSMEs entrepreneurs and sustainable performance of
MSMEs entrepreneurs is needed to be explored further.

H3. Digital skills have positive effect on job satisfaction of
MSME entrepreneurs

2.4 The effect of job satisfaction on the performance of
MSME entrepreneurs

Satisfaction is defined as an “affective or emotional
response of a person to work”. Employees like or dislike their
work, perhaps even with the employee's condition [62]. This
definition has important implications that a person can be
relatively satisfied with one aspect or even dissatisfied with
another aspect. Job satisfaction is one of the central points and
strategies used by companies to improve one's performance
[63]. Companies often face important and serious problems in
increasing job satisfaction. When someone faces problems
related to the workload and work environment as well as
changes in technology, it can reduce job satisfaction so that
performance will decrease [64]. Jex et al. [65] adds that
someone who has an affection for work and the work
environment will have an impact on their attitude towards their
work. This affective attitude will be closely related to other
components, namely cognitive and behavior. Someone who
has high performance is usually characterized by being able to
work efficiently and effectively, has minimal job breakdown,
low absenteeism, and decreased turnover [66-68]. The
researches of [69, 70] conclude that job satisfaction can
improve one's performance. Someone who has high job
satisfaction will have a high level of involvement in his work.
H4. Job satisfaction has positive effect on the sustainable
performance of MSME entrepreneurs

2.5 The mediating role of job satisfaction

The mediating role of job satisfaction is a crucial aspect to
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be discussed, as it can lead to the increase of individual
performance and even organizational performance as a whole.
Job satisfaction matters considering that when job satisfaction
increase, it will also increase organizational performance. The
study from [71] concluded that job satisfaction is proven to be
a mediator in the relationship between organizational learning
and organizational performance. This finding is strengthened
by Na-Nan et al. [72] which mentioned that job satisfaction is
beneficial mediate the antecedent variable in increasing their
organizational performance. In addition, in the context of
MSMEs in emerging markets, Mustafa et al. [61] proved that
job satisfaction turns out to be a crucial aspect that is necessary
to improve innovative work behavior. When there is a change
in the organization, they should pay serious attention to the job
satisfaction of the entrepreneurs, managers, and strategic
planners. This is important as it can have an impact to the ups
and downs of organizational performance. Job satisfaction can
be a crucial mediator in the interrelationship of organizational
change and organizational performance [60]. In addition, the
results of the study which are more focused to the competency
aspects proved that job satisfaction can be a mediator in the
relationship between competency or skills with organizational
performance [73].

H5. Job satisfaction mediates the effect of digital skills on
the sustainable performance of MSME entrepreneurs

3. METHOD

This study uses a quantitative approach because it uses
primary data through the provision of questionnaires and
interviews with several key respondents. The study examines
aspects related to the performance of MSME entrepreneurs
related to digital skills, digital entrepreneurship, and job
satisfaction of MSME entrepreneurs. Furthermore, the pattern
of the relationship is tested and analyzed by statistical
procedures to generalize the predictive theory [74, 75].
Entrepreneurs (owners and managers) of creative MSMES in
West Java and Special Region of Yogyakarta are used as the
population. The target sample in this study is 260 MSME
entrepreneurs by using purposive sampling technique. After
further checking, it turned out that 229 MSME entrepreneurs
returned the questionnaire. Purposive technique is done by
sorting the sample with the following characteristics: (1)
MSMEs have at least 4 years of operation, (2) MSMEs have a
creative product business, (3) MSMEs have a net profit of IDR
15 million per month. The Likert scale technique for digital
skills, digital entrepreneurship, and job satisfaction is used
with a choice of scores: a score of 5 (strongly agree) to a score
of 1 (strongly disagree). Especially for the performance of
MSME entrepreneurs, they have a choice of scores; a score of
5 (very high) to a score of 1 (not high). Researchers use Partial
Least Square (PLS) in testing the statistical technique of this
research hypothesis. Furthermore, the indicators and
guestionnaire items are adopted and developed from existing
sources to facilitate the measurement of variables.

The measurement of the sustainable performance of
MSMEs entrepreneurs is adopted from the study carried out
by the studies of [9, 52], which consists of 5 items. The
example of the items are “MSMEs entrepreneur is able to
improve their competitive advantage among the competitors”
and “MSMEs entrepreneur is able to improve the brand image
of the company”. Digital skills are measured with the items
adopted from the studies of [19, 55] which consists of 8 items.



The example of the items are “We can operate internal and
external communications through digital platform and
sharing” and “We carry out social media engagement through
planning, promoting, and monitoring projects by connecting
with our social channels”. Digital entrepreneurship is
measured with the items adopted from the studies of [1, 49]
with 5 items. The example of the items are “Adapting digital
entrepreneurship in my business will give more good things to
happen” and “I believe that digital entrepreneurship will help
my business to achieve success”. Finally, job satisfaction is
measured with the items adopted from the studies of [64, 76]
which consists of 5 items. The examples of the items are “this
job meets most of my expectations” and “I would again accept
this job if it is offered without any hesitation or doubt”.

The author first carried out pilot test to ensure the feasibility
though the validity and reliability of the questionnaire item.
Furthermore, the results of the validity and reliability tests are
analyzed with the PLS technique and the results can be
explained in detail in the sub-research results.

4. RESULT
4.1 Respondent characteristics

Characteristics of respondents are divided into several
categories, namely gender, age and education which can be
seen in the Table 1. The majority of respondents in this study
are male (82.1%); have age of 20-30 years old (37.1%) and
have diploma education (95.2%) . This means that the
respondents are on the productive age. Furthermore, according
to their education, they have the knowledge and information
that makes them capable to run a business.

Table 1. Respondent characteristics

Result
Male: 187 respondents (82%)

Characteristics

Gender Female: 42 respondents (18%)
20-30 years old: 85 respondents (37%)
Age 31-40 years old: 76 respondents (33%)
More than 40 years old: 68 respondents (30%)
Education Diploma/Bachelor: 217 respondents (95%)
Background Master: 12 respondents (5%)

4.2 Outer model evaluation

Outer model analysis is conducted to test the validity and
reliability of the constructs. Validity testing uses convergent
validity and construct validity. Convergent validity requires an
indicator to have a loading factor value of 0.7 so that it can be
called a valid indicator. The construct validity requires an
AVE value 0.5 so that it can be said to be a valid construct.
The reliability value refers to the composite reliability value
which is required to have a value of 0.7. The test results are
shown in Table 2.

Table 2 shows the process of evaluating the outer model in
this study. The first analysis shows that in the evaluation of
convergent validity, two indicators are not valid because they
have a loading factor value of <0.7, namely SAT3 and DE4 so
they have to be dropped from the analysis. After removing the
invalid indicators, it is found that all indicators have a loading
factor value of >0.7 or they are valid. Construct validity
analysis is also shown in Table 2 where the AVE value on all
variables has a value >0.5 so that it is concluded that all
variables have met the validity standard. Reliability analysis is
also needed in this study by referring to the composite
reliability value. The value of composite reliability on all
variables shows a value of >0.7 so it can be concluded that it
is reliable.

Table 2. Validity analysis

Indicators Loading Factor Validity Loading Factors AVE Composite Reliability

BP1 0.840 Valid 0.832

BP2 0.893 Valid 0.891

BP3 0.806 Valid 0.811 0,722 0,928
BP4 0.851 Valid 0.853

BP5 0.855 Valid 0.860

DE1 0.731 Valid 0.839

DE2 0.705 Valid 0.814

DE3 0.704 Valid 0.771 0,641 0,877
DE4 0.685 Invalid Dropped

DE5 0.803 Valid 0,778

DS1 0.745 Valid 0.743

DS2 0.832 Valid 0.832

DS3 0.843 Valid 0.843

DS4 0.852 Valid 0.852

DS5 0.839 valid 0.839 0,683 0,945
DS6 0.861 Valid 0.862

DS7 0.831 Valid 0.830

DS8 0.801 Valid 0.802

SAT1 0.795 Valid 0.802

SAT2 0.721 Valid 0.733

SAT3 0.618 Invalid Dropped 0,607 0,860
SAT4 0.744 Valid 0.750

SAT5S 0.801 Valid 0.827
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4.3 Inner model evaluation

Testing of the inner model or structural model is conducted
to predict causal relationships between variables or test
hypotheses. Hypothesis testing is done by bootstrap. The
results of the PLS bootstrap output in this research model are
shown in Figure 1.

~
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Figure 1. Inner model research result

4.3.1 R square

The coefficient of determination can be seen in the R-square
table by multiplying the R-square value by 100%, if the result
is more than 67% then it indicates a good coefficient of
determination, if the result is less than 67% but more than 33%
indicates a moderate coefficient of determination, and if less
than 33% but more than 19% indicates a weak coefficient of
determination [77]. The coefficient of determination test
results show that all variables have a good coefficient of
determination as shown in Table 3.

Table 3. R-Square

Endogenous Variables R Square
Bussines Performance 0.285
Satisfaction 0.475

Table 3 shows the R-Squared value on the bussines
performance variable is 0.285 or 28.5% based on the [77]
category, the results are categorized as weak values. The
satisfaction variable has an R Square value of 0.475 or 47.5%
which is categorized in the medium value. It can be understood
that the effect of exogenous variables on business performance
variables is still weak, while the effect of exogenous variables
on satisfaction variables is moderate.

4.3.2 Goodness of FIT

PLS can also identify global optimization criteria to
determine the goodness of fit (GoF) model. The Gof index is
calculated from the square root of the average communality
index and the average R-squared value. GoF = 0.1 means
small, GoF = 0.25 means medium, GoF = 0.36 means large.
GOF value can be calculated using the formula Goodness of
fit = (Communality X R*2) . The calculation results are shown
in Table 4.

Table 4. Results of Goodness of Fit Model (GoF)

Construct Communality R Square
Bussines Performance 0,577 0,285
Digital Entrepreneurship 0,390
Digital Skill 0,581
Satisfaction 0,347 0,475
Average 0,473 0,380
Gof 0,448

Based on Table 4, it can be seen that the GoF value of the
model reaches 0.423 which is greater than 0.36 so that the
model is included in the large category.

4.4 Hypothesis Test
The results of hypothesis testing are shown in Table 5. The

results in Table 4 show that all hypotheses are accepted (H2,
H3, H4 and H5) except H1 is rejected.

Table 5. Path coefficients

Original Sample (O) T Statistics ((O/STDEV|) P Values
H1 Digital Skills -> Bussiness Performance -0.290 1.763 0.079
H2 Digital Entrepreneurship -> Bussiness Performance 0.509 4.068 0.000*
H3 Digital Skills -> Satisfaction 0.689 18.838 0.000*
H4 Satisfaction -> Bussiness Performance 0.304 3.156 0.002*
H5  Digital Skills -> Satisfaction -> Bussiness Performance 0.209 2.993 0.003*

Note *=sign 0.05

5. DISCUSSION AND IMPLICATION

This study finds that digital skills do not have positive effect
on the performance of MSME entrepreneurs (H1 is rejected).
This finding does not support the previous studies from [17,
19, 20]. Based on observations and interviews in the field, it is
found that in general there are still MSME entrepreneurs who
do not have good digital skills. Even ironically, some of them
are less able to anticipate technological changes in the business
world because MSMEs that improve the skills of their
employees from the digital side do not yet have a commitment
to allocate other resources in order to support each other. Even
though some empirical evidence explains that the number of
jobs and business activities related to digital continues to
increase. Of course, this situation and condition must be
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captured by MSMEs as an exciting opportunity. The need for
digital literacy is also an important aspect that cannot be
underestimated [20]. One’s low digital skills will be able to
reduce individual performance and even organizational
performance [9, 19, 28, 29]. It must be realized that currently
digital skills have become a necessity for employees and
managers so that MSMESs can maintain long-term survival.
The results also prove that digital entrepreneurship has
positive effect on the performance of MSME entrepreneurs
(H2 is accepted). These results support [5, 40, 47] MSMESs in
West Java and the Special Region of Yogyakarta (DIY) must
be able to harmonize all their business activities with digital
technology. Volatile and hostile business demands, especially
from the digital side of business, make MSMEs in Special
Region of Yogyakarta and West Java increasingly have the



expertise to develop their entrepreneurship through mastering
digital entrepreneurship. Since several digital platforms have
been offered from various channels from upstream to
downstream [2, 43, 44]. Various fields already exist in each
service such as finance, marketing, operations, and other
services. All of them are intended to simplify and improve
services that can satisfy customers. Actually, it is not easy to
develop a business if there is no commitment, hard work and
smart work from MSME actors in Special Region of
Yogyakarta and West Java. MSME business players must be
able to develop a digital-based business model that
strengthened by digital platform strategies and policies that
can increase customer satisfaction and loyalty.

This study also produces findings that digital skills have
positive effect on job satisfaction of MSME entrepreneurs (H3
is accepted). Currently, remote work has hit all the business
world. Digital skills are a very important and strategic aspect
so that when someone can conduct his business activities with
his digital skills, the employee tends to be satisfied and has
high self-efficacy. Hecker et al. [55] offer several concepts
related to digital skills. First, digital skills are missing pieces
of the puzzle and must be completed immediately. Second,
closing the digital skills gap which is a must for the company
for employees. Third, companies must intensify education and
training in operating and utilizing digital technology. Fourth,
divide employee groups into older groups who are less able to
keep up with digital developments and younger groups who
are able to keep up with digital developments. Therefore, the
ability of business people and managers related to these digital
skills must continue to be improved so that they are satisfied
with their work [51, 58, 59]. Companies like MSMESs must
also pay attention to other aspects including compensation,
non-financial rewards, and other remuneration programs as
well as a digital work environment that can support each other.

The results also prove that job satisfaction has positive
effect on the performance of MSME entrepreneurs (H4 is
accepted). This also supports the previous studies where job
satisfaction can improve work performance both in terms of
work performance, process performance [64, 70] and
organizational performance [78, 79]. Managers are sometimes
faced with problems of unexpected behavior and unqualified
performance. Although unpleasant, it becomes unattractive
when the organization cannot overcome these problems.
Companies can implement negative reinforcement to
eliminate unwanted behavior and poor performance.Some
managers and researchers argue that there is no justifiable
reason for the use of negative reinforcement in an
organizational environment. Other views argue that there are
times when negative reinforcement is the most efficient and
effective way to modify behavior, apart from being able to
implement positive reinforcement. It is important because
when job satisfaction increases, a person tends to be able to
properly explore all his potential and abilities to be able to
develop his business even though there are very heavy
challenges in the current era. The results prove that job
satisfaction mediates the effect of Digital Skills on the
performance of MSME entrepreneurs (H5 is accepted).
MSME entrepreneurs who have good digital skills will be able
to improve their performance through job satisfaction. The
aspect of job satisfaction is a crucial aspect so that companies
must really pay attention to and have programs and policies
related to job satisfaction.
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6. RESEARCH  LIMITATIONS
RESEARCH AGENDA

AND FUTURE

1. This study uses purposive sampling technique with samples
from MSMEs in Special Region of Yogyakarta and West
Java. These two provinces have a very large number of
creative MSMES, so there are concerns that they will not be
able to generalize the population. In the future, researchers
should conduct sample clusters in each province by also
grouping creative industries more specifically.

2. Topics related to digital skills are very appropriate to do in
the current era but should be applied to medium to upper
companies that use digital technology-based services.

3. The model can be developed by considering other variables
which are expected in the long term to have an impact on
business sustainability and the company's competitive
advantage.

ACKNOWLEDGMENT

We express our gratitude to Department of Management
Universitas Islam Indonesia, who has funded this research
with the scheme of International Collaboration of 2022, No:
10/P/HibahKolaborasilnt/PPMJur.M;j/X11/2022.

REFERENCES

[1] Cavallo, A., Ghezzi, A., Dell'Era, C., Pellizzoni, E.
(2019). Fostering digital entrepreneurship from startup to
scaleup: The role of venture capital funds and angel
groups. Technological Forecasting and Social Change,
145: 24-35.
https://doi.org/10.1016/j.techfore.2019.04.022
Steininger, D.M. (2019). Linking information systems
and entrepreneurship: A review and agenda for IT-
associated and digital entrepreneurship research.
Information  Systems  Journal, 29(2): 363-407.
https://doi.org/10.1111/isj.12206

Fachrunnisa, O., Adhiatma, A., Ab Majid, M.N.,
Lukman, N. (2020). Towards SMEs’ digital
transformation: The role of agile leadership and strategic
flexibility. Journal of Small Business Strategy, 30(3): 65-
85.

Elia, G., Margherita, A., Passiante, G. (2020). Digital
entrepreneurship ecosystem: How digital technologies
and collective intelligence are reshaping the
entrepreneurial process. Technological Forecasting and
Social Change, 150(6): 119791.
https://doi.org/10.1016/j.techfore.2019.119791
Martinez, A., Martin, L., Marlow, S. (2018).
Emancipation through digital entrepreneurship? A
critical realist analysis. Organization, 25(5): 585-608.
https://doi.org/10.1177/1350508418777891

Kim, M., Oh. J., Kim, B. (2021). Experience of digital
music services and digital self-efficacy among older
adults: Enjoyment and anxiety as mediators. Technology
in Society, 67: 101773.
https://doi.org/10.1016/j.techsoc.2021.101773

Gimpel, H., Huber, J., Sarikaya, S. (2016). Customer
satisfaction in digital service encounters: The role of
media richness, social presence, and cultural distance. In
Twenty-Fourth European Conference on Information

(2]

3]

[4]

(5]

(6]

[7]


https://www.sciencedirect.com/journal/technology-in-society
https://www.sciencedirect.com/journal/technology-in-society

[8]

[9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

Systems (ECIS), Istanbul,
http://aisel.aisnet.org/ecis2016_rp/91
Kispeter, E. (2018). Digital Skills and Inclusion Research
Working Group Evidence Brief “What digital skills do
adults need to succeed in the workplace now and in the
next 10 years?”.
https://assets.publishing.service.gov.uk/government/upl
oads/system/uploads/attachment_data/file/807831/What
_digital_skills_do_adults_need_to_succeed_in_the_wor
kplace_now_and_in_the next 10 years .pdf, accessed
on Dec. 2, 2022.

Yu, J., Moon, T. (2021). Impact of Digital Strategic
Orientation on Organizational Performance through
Digital Competence. Sustainability, 13(17): 9766.
https://doi.org/10.3390/su13179766

Ghezzi, A., Cavallo, A. (2020). Agile business model
innovation in digital entrepreneurship: Lean startup
approaches. Journal of Business Research, 110: 519-537.
https://doi.org/10.1016/j.jbusres.2018.06.013

Syafri, W., Prabowo, H., Nur, S.A., Muafi, M. (2021).
The Impact of Workplace Green Behavior and Green
Innovation on Green Performance of SMES: A case
study in Indonesia. Journal of Asian Finance, Economics
and Business, 8(5): 365-374.
https://doi.org/10.13106/jafeb.2021.vol8.n05.0365
Arianto, B. (2020). Pengembangan UMKM Digital di
Masa Pandemi COVID-19. ATRABIS: Jurnal
Administrasi Bisnis, 6(2): 233-247.
https://doi.org/10.38204/atrabis.v6i2.512

Harmawan, B.N. (2023). Hambatan Umkm “Go-
Online”.
HTTPS://MKP.FISIPOL.UGM.AC.ID/2018/11/21/HA
MBATAN-UMKM-GO-ONLINE/, accessed on Feb. 4,
2023.

Hermawan, D. (2023). Tantangan Digitalisasi UMKM
Berbasis Budaya. https://www.bi.go.id/id/bi-
institute/Bl-Epsilon/Pages/Tantangan-Digitalisasi-
UMKM-Berbasis-Budaya.aspx, accessed on Feb. 4,
2023.

Sari, R., Sayadi, H., Komariah, S. (2021). Sosialisasi
tantangan usaha kecil di era digital pada pelaku usaha
kecil di kelurahan kenten palembang. Suluh Abdi : Jurnal
limiah Pengabdian Kepada Masyarakat, 3(2): 89-93.
https://doi.org/10.32502/suluhabdi.v3i2.3971
Setyaningrum, R.P., Muafi, M. (2023). Indonesia’s
successful women entrepreneurs: Servant leadership, E-
Commerce Digitalization Adoption, self efficacy as
Mediation and Adoption of E-Commerce Digitization as
Moderation. Quality Access to Success, 24(192): 235-
248. https://doi.org/10.47750/QAS/24.192.28
AL-Athami, A., Ehigiator, E. (2019). Roadmap for
establishing a common channel for digital skills
development: Developing employees’ digital skills in the
Janképing Region. http://www.diva-
portal.se/smash/get/diva2:1384887/FULLTEXTO1.pdf
Carlisle, S., lvanov, S., Dijkmans, C. (2021). The digital
skills divide: evidence from the European tourism
industry. Journal of Tourism Futures.
https://doi.org/10.1108/JTF-07-2020-0114

Chaker, R. (2020). Digital Skills Are Predictors of
Professional Social Capital Through Workplace and
Social Recognition. Italian Journal of Sociology of
Education, 12(2): 23-50.
http://dx.doi.org/10.14658/pupj-ijse-2020-2-2

Turkey.

471

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

Santoso, H., Abdinagoro, S.B., Arief, M. (2019). The
role of digital literacy in supporting performance through
innovative work behavior: The case of indonesia’s
telecommunications industry. International Journal of
Technology, 10(8): 1558-1566.

Carayannis, E.G. (2012). Absorptive capacity and
organizational learning. Encyclopedia of the Sciences of
Learning, 25-27. https://doi.org/10.1007/978-1-4419-
1428-6_1620

Kashina, E., Yanovskaya, G., Fedotkina, E., Tesalovsky,
A., Vetrova, E., Shaimerdenova, A., Aitkazina, M.
(2022). Impact of digital farming on sustainable
development and planning in agriculture and increasing
the competitiveness of the agricultural business.
International Journal of Sustainable Development and
Planning. 17(8): 2413-2420.
https://doi.org/10.18280/ijsdp.170808

Kraus, S., Burtscher, J., Niemand, T., Tierno, N.R.,
Syrja P. (2017). Configurational paths to social
performance in SMEs: The interplay of innovation,
sustainability, resources and achievement motivation.
Sustainability, 9(10): 3-17.
https://doi.org/10.3390/5u9101828

Urba, S., Chervona, O., Panchenko, V., Artemenko, L.,
Guk, O. (2022). Features of the application of digital
technologies for human resources management of an
engineering enterprise. Ingénierie des Syst@mes
d’Information. 27(2): 205-211.

Ferrari, A. (2012). Digital competence in practice: An
analysis of frameworks. Seville: Joint Research Centre,
Institute  for Prospective Technological Studies.
https://ifap.ru/library/book522.pdf

Rizaldi, D.R., Nurhayati, E., Fatimah, Z. (2020). The
Correlation of Digital Literation and STEM Integration
to Improve Indonesian Students’ Skills in 21st Century.
International Journal of Asian Education, 1(2): 73-80.
http://files.eric.ed.gov/fulltext/ED608337.pdf

Prezioso, G., Margherita, E.G. (2021). Exploring
organizational strategies for development of digital
skills: A case study. In the Big Data-Driven Digital
Economy: Artificial and Computational Intelligence,
Springer, Cham, pp. 243-259.
https://link.springer.com/chapter/10.1007/978-3-030-
73057-4_19

Garcia, K.R., Rodrigues, L., Pereira, L., Busse, G. et al.
(2021). Improving the digital skills of older adults in a
COVID-19 pandemic  environment.  Educational
Gerontology, 47(5): 196-206.
https://doi.org/10.1080/03601277.2021.1905216
Youssef, A.B., Dahmani, M., Ragni, L. (2022). ICT use,
digital skills and students’ academic performance:
exploring the digital divide. Information, 13(3): 129.
https://doi.org/10.3390/info13030129

Fabian, N., Dong, J., Bhattacharya, A., Verhoef, P.
(2020). The Value of Being different: Industry digital
fashion, firm digital skills and financial performance. In
ICIS 2020, pp. 1-9.
https://aisel.aisnet.org/icis2020/governance_is/governan
ce_is/4

Bergdahl, N., Nouri, J., Fors, U. (2020). Disengagement,
engagement and digital skills in technology-enhanced
learning. Education and information technologies, 25(2):
957-983. https://doi.org/10.1007/510639-019-09998-w


javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)

[32]

[33]

[34]

[35]

[36]

[37]

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

Allen, R.S., Helms, M.M. (2002). Employee perceptions
of the relationship between strategy, rewards and
organizational performance. Journal of Business
Strategy. 19(2): 115-139.
https://doi.org/10.54155/jbs.19.2.115-139

Mathis, R.L., Jackson, J.H. (2004). Human Resource
Management.

Homburg, C., Krohmer, H., Workman, J.P.Jr. (1999).
Strategic consensus and performance: The role of
strategy type and market-related dynamism. Strategic
Management Journal, 20: 339-357.
https://doi.org/10.1007/978-3-319-17356-6_68

Kraus, S., Palmer, C., Kailer, N., Kallinger, F. L.,
Spitzer, J. (2018). Digital entrepreneurship: A research
agenda on new business models for the twenty-first
century. International Journal of Entrepreneurial
Behavior & Research, 25(2): 353-375.
https://doi.org/10.1108/IJEBR-06-2018-0425

Bowen, R., Morris, W. (2019). The digital divide:
Implications for agribusiness and entrepreneurship.
Lessons from Wales. Journal of Rural Studies, 72(7): 75-
84. https://doi.org/10.1016/j.jrurstud.2019.10.031

Dy, A.M. (2019). Levelling the playing field? Towards a
critical-social perspective on digital entrepreneurship.
Futures, 135: 102438.
https://doi.org/10.1016/j.futures.2019.102438

Fossen, F.M., Sorgner, A. (2019). Digitalization of work
and entry into entrepreneurship. Journal of Business
Research. 104: 1-16.
https://doi.org/10.1016/j.jbusres.2019.09.019
Ngoasong, M.Z. (2018). Digital entrepreneurship in a
resource-scarce context. Journal of Small Business and
Enterprise Development, 25(2): 483-500.
https://doi.org/10.1108/jsbed-01-2017-0014

Richter, C., Kraus, S., Brem, A., Durst, S., Giselbrecht,
C. (2017). Digital entrepreneurship: Innovative business
models for the sharing economy. Creativity and
Innovation Management, 26(3): 300-310.
https://doi.org/10.1111/caim.12227

Zaheer, H., Breyer, Y., Dumay, J. (2019). Digital
entrepreneurship: ~ An interdisciplinary  structured
literature review and research agenda. Technological
Forecasting and Social Change, 148: 119735.
https://doi.org/10.1016/j.techfore.2019.119735

Nadia, A., Youssef, J. (2019). The Typology of Digital
Entrepreneurship in Morocco. Indian Journal of Science
and Technology, 12(31).
https://doi.org/10.17485/ijst/2019/v12i31/147274
Hsieh, Y.J., Wu, Y.J. (2019). Entrepreneurship through
the platform strategy in the digital era: Insights and
research opportunities. Computers in Human Behavior,
95(33): 315-323.
https://doi.org/10.1016/j.chb.2018.03.033

Vial, G. (2019). Understanding digital transformation: A
review and a research agenda. The Journal of Strategic
Information Systems, 28(2): 118-144.

Sahut, J.M., landoli, L., Teulon, F. (2019). The age of
digital entrepreneurship. Small Business Economics, 56:
1159-1169. https://doi.org/10.1007/s11187-019-00260-8
Yin, Z., Gong, X., Guo, P., Wu, T. (2019). What drives
entrepreneurship in digital economy? Evidence from
China. Economic Modelling, 82: 66-73.
https://doi.org/10.1016/j.econmod.2019.09.026

472

[47]

(48]

[49]

[50]

[51]

[52]

[53]

[54]

[58]

[56]

[57]

[58]

[59]

Nambisan, S., Wright, M., Feldman, M. (2019). The
digital transformation of innovation and
entrepreneurship: Progress, challenges and key themes.
Research Policy, 48(8): 103773.
https://doi.org/10.1016/j.respol.2019.03.018

Richter, C., Kraus, S., Syrj&P. (2015). The shareconomy
as a precursor for digital entrepreneurship business
models. International Journal of Entrepreneurship and
Small Business, 25(1): 18-35.
https://doi.org/10.1504/IJESB.2015.068773

Dong, J.Q. (2019). Moving a mountain with a teaspoon:
Toward a theory of digital entrepreneurship in the
regulatory environment. Technological Forecasting and
Social Change, 146(45): 923-930.
http://dx.doi.org/10.1016/j.techfore.2018.07.050
Geissinger, A., Laurell, C., Sandstrém, C., Eriksson, K.,
Nykvist, R. (2019). Digital entrepreneurship and field
conditions for institutional change—Investigating the
enabling role of cities. Technological Forecasting and
Social Change, 146(41): 877-886.
https://doi.org/10.1016/j.techfore.2018.06.019

Sukma, Y.A.A., Wijaya, F.P. (2020). The Influence of
Satisfaction Using Learning Management System on the
Competencies of Digital Talent Scholarship Thematic
Academy Participants. In 2nd International Conference
Innovation in Education (IColE 2020), pp. 247-252.
Atlantis Press.

Sapta, I., Muafi, M., & Setini, N. M. (2021). The role of
technology, organizational culture, and job satisfaction in
improving employee performance during the Covid-19
pandemic. The Journal of Asian Finance, Economics,
and Business, 8(1): 495-505.
https://doi.org/10.2991/assehr.k.201209.228

van Laar, E., van Deursen, A.J., van Dijk, J.A., de Haan,
J. (2019). Determinants of 21st-century digital skills: A
large-scale survey among working professionals.
Computers in Human Behavior, 100: 93-104.
https://doi.org/10.1016/j.chb.2019.06.017
Zaragoza-S&z, P., Marco-Lajara, B., Ubeda-Garcia, M.
(2021). Digital skills in tourism. A study from the next
tourism generation (NTG) alliance. Measuring Business
Excellence. https://doi.org/10.1108/MBE-11-2020-0151
Hecker, 1., Spaulding, S., Kuehn, D. (2021). Digital
Skills and Older Workers. Urban Institute, September,
14.
https://www.urban.org/sites/default/files/publication/10
4771/digital-skills-and-older-workers_0.pdf

Abbas, Q., Hussain, S., Rasool, S. (2019). Digital literacy
effect on the academic performance of students at higher
education level in Pakistan. Global Social Sciences
Review, 4(1): 154-165.

Ké&ssi, O., Lehdonvirta, V. (2019). Do digital skill
certificates help new workers enter the market? Evidence
from an online labour platform.

Riyanto, S., & Herlissha, N. (2020). Job Satisfaction
Management, Work Motivation and Employee
Engagement to Improve Employee Performance.
International Journal of Business and Management
Invention (1IBMI), 9(7), 11-16.
https://doi.org/10.1787/1815199X

Westlund, S.G., Hannon, J.C. (2008). Retaining talent:
Assessing job satisfaction facets most significantly
related to software developer turnover intentions. Journal
of Information Technology Management, 19(4): 1-15.



[60] Limna, P., Sitthipon, T., Siripipattanakul, S., Jaipong, P.,
Auttawechasakoon, P. (2022). The mediating effect of
job satisfaction between the relationship of ethical
change management and organisational performance in
Thailand. Review of Advanced Multidisciplinary
Science, Engineering & Innovation (Ramsey). 1(1): 1-
15. https://ssrn.com/abstract=4080890
Mustafa, M.M., Cortzier, A., Ramos, H.M. (2021).
Exploring the effects of small- and medium-sized
enterprises employees’ job satisfaction on their
innovative work behaviours: The moderating effects of
personality. Journal of Organizational Effectiveness
People and Performance. 8(2): 228-250.
https://doi.org/10.1108/JOEPP-07-2020-0133
Kreitne, R., Kinichi, A., Cole, N. (2007). Organizational
Behavior. 6" ed, McGraw Hill, Avenues of The
Americas, New York
[63] Jex, S.M., Britt, T.W. (2008). Organizational
Psychology: A Scientist-Practitioner Approach. 2™
edititon, John Wiley & Sons, Hoboken, New Jersey.
[64] Rahman, M.H., Fatema, M.R., Ali, M.H. (2019). Impact
of motivation and job satisfaction on employee’s
performance: An empirical study. Asian Journal of
Economics, Business and Accounting, 10(4): 1-10.
https://doi.org/1’10.9734/AJEBA/2019/v10i430112
[65] Jex, S.M (2002). Organizational Psychology: A
Scientist-Practitioner Approach. New York: John Wiley
& Sons.
[66] Azeem, S. (2010). Job satisfaction and organizational
commitment among employees the sultanate of Oman.
Journal of Psychology, 1(4): 295-299.
Crossman, A., Zaki, B.A. (2003). Job satisfaction and
Employee Performance of Lebanese Banking Staff.
Journal of Managerial Psychology. 18(4). 368-376.
https://doi.org/10.1108/02683940310473118
Ostroff, C. (1992). The relationship between satisfaction,
attitude, and performance: An organizational level
analysis. Journal of Applied Psychology, 77: 963-974.
https://psycnet.apa.org/doi/10.1037/0021-9010.77.6.963
Nurdiansyah, R., Mariam, S., Ameido, M.A., Ramli,
A.H. (2020). Work motivation, job satisfaction, and
employee performance. Business and Entrepreneurial
Review. 20(2): 153-162.

[61]

[62]

[67]

[68]

[69]

473

[70] Ramli, A.H. (2019). Work environment, job satisfaction
and employee performance in health services. Business
and  Entrepreneurial  Review,  19(1):  29-42.
http://dx.doi.org/10.25105/ber.v19i1.5343

Hendri, M.l. (2019). The mediation effect of job
satisfaction and organizational commitment on the
organizational learning effect of the employee
performance. International Journal of Productivity and
Performance  Management,  68(7):  1208-1234.
https://doi.org/10.1108/1JPPM-05-2018-0174

Na-Nan, K., Kanthong, S., Joungtrakul, J., Smith, 1.D.
(2021). Mediating effects of job satisfaction and
organizational commitment between problems with
performance appraisal and organizational citizenship
behavior. Journal Open Innovation Technology, Market,
and Complexity, 6(3).
https://doi.org/10.3390/joitmc6030064

Katily, A.R., llmi, Z., Amalia, S. (2021). Job satisfaction
and employee performance—Determination by discipline,
organization culture, and competence. Journal of
Scientific Papers: Social Development and Security.
11(1): 41-51. https://orcid.org/0000-0002-3176-3954
Hair, J.F., Babin, B.J., Money, A.H., Samouel, P. (2003).
Essentials of Business Research Methods, John Wiley &
Sons, NY.

[75] Malhotra, N.K., Hall, J., Shaw, M., Oppenheim, P.P.
(2004). Essentials of Marketing Research: An Applied
Orientation. Pearson Education, Frenchs Forest, NSW.
Hsiao, J.M., Chen Y.C. (2012). Antecedents and
consequences of job satisfaction: A case of automobile
component manufacturer in Taiwan. Journal of
Organizational Innovation, 5(2): 164-178.

Chin, W.W. (1998). The Partial Least Squares Approach
to Structural Equation Modeling. Modern methods for
business research, 295(2): 295-336. IUniverse, USA.
Prasetio, A.P., Siregar, S., Luturlean, B.S. (2020). The
effects of job satisfaction and organizational
commitment on organizational citizenship behavior.
Jurnal Siasat Bisnis, 19(2): 99-108.
https://doi.org/10.20885/jsb.vol19.iss2.artl

Sofo, F. (1999), Pengembangan Sumber Daya Manusia,
Terjemahan, Airlangga University Press.

[71]

[72]

[73]

[74]

[76]

[77]

[78]

[79]


https://www.google.co.id/search?hl=id&tbo=p&tbm=bks&q=inauthor:%22Thomas+W.+Britt%22



