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Abstract 

This study examines the relationship between digital leadership, HR innovation, and 

e-business growth in rural enterprises of Raipur district, Chhattisgarh. Using a 

quantitative analytical design, data were collected from 250 respondents, including 

HR professionals and small business owners, through structured questionnaires. The 

results reveal a significant positive correlation (r = 0.68, p < 0.01) between digital 

leadership and HR digitalization. Regression analysis further indicates that HR digital 

transformation explains over 55% of the variance in organizational growth and 

employee performance, emphasizing its strategic role in enhancing competitiveness 

and operational efficiency. The findings highlight that leadership vision, digital 

mindset, and HR technology adoption are critical drivers for sustainable e-business 

development in rural contexts. The study supports Transformational Leadership 

Theory and Human Capital Theory, underscoring that digital competencies and HR 

innovation jointly foster long-term enterprise resilience. Policy implications include 

the need for leadership training, digital HR infrastructure, and inclusive skill 

development initiatives. The research provides valuable insights for policymakers, 

rural entrepreneurs, and HR practitioners seeking to promote digital transformation 

within emerging economies. 
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1. Introduction 

1.1. Background: Digital Transformation and Leadership in Rural India 

Digital transformation refers to the adoption and integration of digital technologies (like ICT, mobile internet, e-commerce 

platforms, etc.) into business and societal processes to improve efficiency, access, and innovation. In India, over the past decade, 

initiatives such as Digital India have aimed to bridge the digital divide yet significant disparities remain between urban and rural 

areas in digital infrastructure, literacy, and uptake. The rural context often faces challenges such as unreliable connectivity, 

limited access to devices, and lower levels of formal education, which slow down digital adoption [1]. 

Leadership in digital transformation encompasses not only technological change but also change in mindset, skills, culture, and 

governance. Effective digital leadership is about envisioning the technology-enabled future, mobilizing resources, managing 

human capital, and fostering adaptability in organizations. In rural settings, leadership may additionally need to be deeply 

embedded in community and local institutions, given geographical, socio-cultural, and resource constraints. 

 

1.2. Significance of HR Strategies in Fostering E-Business Development 

Human Resource (HR) strategies play a pivotal role in enabling e-business growth. They include recruiting digital-competent 

talent, training and upskilling existing employees, creating incentive structures for innovation, facilitating change-management, 

and ensuring leadership supports and models digital behaviors. Studies of Indian organizations have shown that implementing 

digital HR technologies together with strategic HR roles (e.g. change agent, strategic partner) improves business outcomes [2].

https://doi.org/10.54660/IJMOR.2025.4.5.88-94
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In rural micro-entrepreneur settings, e-business can open up 

markets, reduce transaction costs, and catalyze income 

diversification. However, lack of digital skills, scant 

managerial capacity, weak organizational structure, and HR 

practices not aligned with digital ways of working often 

hinder these opportunities [3]. 

 

1.3. Objectives and Research Questions 

Given this background, the study aims to analyze how digital 

leadership and HR strategies together can enable sustainable 

e-business growth in the rural Raipur context. Specific 

objectives include: 

1. To assess the current level of digital leadership in rural 

Raipur businesses. 

2. To examine the HR practices and strategies employed by 

rural enterprises for digital readiness (e.g. training, talent 

acquisition, change leadership). 

3. To investigate how these HR strategies and digital 

leadership interact to affect organizational performance 

and growth in e-business. 

 

1.4. Scope and Limitations of the Study 

Scope 

• Geographical scope: The study is focused on rural areas 

in Raipur district, Chhattisgarh, India. 

• Sectoral scope: It will include small and medium rural 

enterprises that are engaged or aiming to engage in e-

business or digital commerce. 

• Temporal scope: Data will be collected during a defined 

period (e.g. over one year), capturing current practices 

and recent changes. 

 

Limitations 

• Data limitations due to infrastructure constraints in rural 

areas (e.g., limited digital records, difficulty in reaching 

remote firms). 

• Possible bias due to self-reporting in surveys or 

interviews. 

• Generalizability: Findings from Raipur rural areas may 

not fully generalize to other rural districts with different 

socio-economic or cultural contexts. 

 

2. Research Methodology 

2.1. Research Design 

The study will use a mixed-methods analytical approach, 

combining quantitative and qualitative research strands. The 

quantitative strand will provide measurable data on levels of 

digital leadership, HR strategy adoption, and business 

performance indicators. The qualitative strand will explore 

deeper insights, perceptions, and contextual factors via 

interviews. An explanatory sequential design is planned: first, 

quantitative data collection and analysis; then qualitative 

interviews to explain and enrich the quantitative findings. 

This approach has been shown effective in similar rural 

Indian mixed-method studies [4, 5]. 

 

2.2. Study Area 

The study will be conducted in selected rural regions of 

Raipur district, Chhattisgarh, India. Selection criteria for 

villages will include: level of e-business activity 

(existing/aspirant), accessibility, and diversity in terms of 

socio-economic profiles. For representativeness, multiple 

villages across different blocks of the rural Raipur district 

will be included. 

 

2.3. Sampling Technique and Size 

2.3.1. Population / Sampling Frame: Rural enterprises / 

businesses operating in e-business or intending to adopt 

digital business models; HR or managerial staff within these 

firms. 

 

2.3.2. Quantitative strand: A probabilistic sampling method 

will be used ideally stratified random sampling of villages, 

then of enterprises within villages. Stratification may be by 

block, by size of business (micro, small, medium), or by level 

of digital adoption. Sample size calculation: using standard 

formula for quantitative surveys, where Z is for 95% 

confidence level, p is estimated proportion (if unknown, use 

0.5), d is margin of error. A sample size of 250 enterprises 

(depending on population) might be targeted to allow 

meaningful statistical analysis. 

 

2.4. Data Collection 

Quantitative data from structured questionnaires 

administered to business owners / managers / HR heads. 

Instruments to measure digital leadership (e.g. scale items for 

vision, digital culture, adaptability), HR strategy dimensions 

(training, hiring, incentives, digital literacy), and outcome 

measures (e-business performance, growth, employee 

satisfaction). Pre-testing / pilot testing of questionnaire to 

ensure clarity and validity. Data collection may be field visits, 

possibly supplementing with remote interviews where 

necessary. 

 

2.5. Data Analysis Tools 

Use SPSS (or a similar statistical package) to perform 

descriptive statistics (means, frequencies, cross-tabulations), 

inferential statistics (correlations, regressions, maybe 

ANOVA) to test hypotheses (e.g., relationship between 

digital leadership & business performance). Possible use of 

factor analysis if developing or validating a measurement 

scale. 

 

3. Results and Analysis 

3.1 Profile of Respondents 

A total of 250 respondents participated in the survey 

conducted across selected rural blocks of Raipur district, 

Chhattisgarh. Respondents represented a mix of small and 

medium enterprises engaged in agriculture-linked trade, 

retail, service-based micro-enterprises, and small 

manufacturing units with varying levels of e-business 

adoption. 
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Table 1: Demographic Characteristics 
 

Variable Category Frequency (n=250) Percentage (%) 

Gender 
Male 188 75.2 

Female 62 24.8 

Age Group 

21–30 years 48 19.2 

31–40 years 92 36.8 

41–50 years 68 27.2 

Above 50 years 42 16.8 

Educational Qualification 

Secondary or below 64 25.6 

Graduate 118 47.2 

Postgraduate or above 68 27.2 

Designation 
Owner/Manager 170 68.0 

HR/Administrative Officer 80 32.0 

 

Interpretation: 

Most respondents were male (75.2%), with the largest age 

group between 31–40 years, indicating that mid-career 

professionals dominate rural enterprise management. Nearly 

half held undergraduate degrees, reflecting growing 

educational engagement in rural entrepreneurship. These 

patterns align with findings by Bhatia-Kalluri (2021), who 

observed similar demographic trends among rural digital 

entrepreneurs in central India [2]. 

 

 
 

Fig 1: Demographic Distribution of Survey Respondents (n=250) 
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Table 2: Firm Size and Type 
 

Firm Size (No. of Employees) Frequency Percentage (%) 

Micro (1–10 employees) 136 54.4 

Small (11–50 employees) 82 32.8 

Medium (51–100 employees) 32 12.8 

Sector Frequency Percentage (%) 

Agribusiness & Agro-processing 76 30.4 

Retail & Trading 94 37.6 

Manufacturing 32 12.8 

Services (Education, Tourism, etc.) 48 19.2 

 

 
 

Fig 2: Firm Size Distribution & Business Sector Distribution 

 

Interpretation: 

A majority of firms (54.4%) are micro-enterprises employing 

fewer than ten individuals, typical of rural industrial 

structures. Retail and agribusinesses dominate, indicating 

that digital adoption is increasingly relevant in commerce and 

value-chain management [7]. 

 
Table 3: Level of Digital Adoption 

 

Digital Adoption Level Description Frequency Percentage (%) 

Low Basic smartphone and social media use; minimal digital records 84 33.6 

Moderate Use of online payment systems, WhatsApp marketing, limited e-commerce presence 102 40.8 

High Integrated e-business platforms, digital HR tools, and data-driven decisions 64 25.6 

 

Interpretation: 

Approximately 66.4% of respondents reported moderate to 

high levels of digital adoption. While full-scale e-business 

integration remains limited, over 40% use online payments 

and social media marketing, signifying progress toward 

digital maturity in rural enterprises. Similar transitional 

stages have been documented by Sharma & Chatterjee (2023) 

in their analysis of rural MSME digitization in India [8]. 

 

3.2. Correlation between Digital Leadership and HR 

Innovation 

The relationship between Digital Leadership (DL) and HR 

Innovation (HRI) was examined using Pearson’s correlation 

coefficient to understand how leadership competencies 

influence innovative HR practices such as digital recruitment, 

online learning platforms, and performance analytics. 

 

Table 4: Correlation Matrix between Digital Leadership and HR Innovation Variables (n = 250) 
 

Variables 1 2 3 4 5 6 

1. Digital Vision (DL₁) 1      

2. Technological Readiness (DL₂) 0.74** 1     

3. Change Management Ability (DL₃) 0.67** 0.71** 1    

4. HR Innovation in Training (HRI₁) 0.63** 0.58** 0.55** 1   

5. HR Innovation in Recruitment (HRI₂) 0.60** 0.62** 0.54** 0.69** 1  

6. HR Innovation in Performance Management (HRI₃) 0.64** 0.59** 0.61** 0.72** 0.70** 1 
Note: p < 0.01 (two-tailed) indicates statistical significance. 
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Fig 3: Correlation Matrix: Leadership vs Hr Innovation 

 

Interpretation: 

The analysis reveals strong positive correlations (r = 0.55–

0.74) among variables, suggesting that firms demonstrating 

higher digital leadership (vision, readiness, adaptability) also 

exhibit higher HR innovation levels. The strongest link was 

observed between Digital Vision and Technological 

Readiness (r = 0.74), followed closely by their connection 

with HR Innovation in Performance Management (r = 0.64). 

This finding is consistent with Jani et al. (2023) [2], who 

established that digital leadership significantly enhances HR 

innovation in Indian enterprises through competency-based 

alignment and technological readiness. 

 

3.3. Impact of HR Digitalization on Organizational 

Growth and Employee Performance 

A multiple regression analysis was conducted to determine 

the predictive impact of HR Digitalization (HRD) on 

Organizational Growth (OG) and Employee Performance 

(EP). 

 

Table 5: Regression Results: Effect of HR Digitalization on Organizational Growth and Employee Performance 
 

Predictor Variables B (Unstandardized Coefficient) β (Standardized Coefficient) t-value Sig. (p) 

Constant 1.024 — 4.21 0.000 

Digital Recruitment Practices 0.218 0.29 5.46 0.000** 

E-Learning & Training Programs 0.187 0.26 4.32 0.001** 

Digital Performance Evaluation 0.235 0.31 5.71 0.000** 

HR Data Analytics Usage 0.201 0.27 4.89 0.000** 

R² = 0.58 Adjusted R² = 0.56 F (4, 245) = 46.72 p < 0.001 — 
Note: p < 0.01 indicates high statistical significance. 

 

Interpretation: 

The regression model explains 56% of the variance in 

organizational growth and employee performance, indicating 

a strong explanatory power. The most influential predictors 

were Digital Performance Evaluation (β = 0.31) and Digital 

Recruitment Practices (β = 0.29), suggesting that effective 

digital monitoring and hiring strategies significantly boost 

productivity and growth. Results confirm that HR 

digitalization is a strategic enabler of performance efficiency 

and competitive advantage, even in rural e-business contexts. 
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Fig 4: Regression Analysis: HR Digitalization on Organizational Growth R2 = 0.58, Adjusted R2 = 0.56, F(4, 245) = 46.72, p < 0.001 

 
Table 6: Summary of Organizational Growth and Employee Performance Indicators 

 

Indicators Mean (M) Std. Deviation (SD) Rank 

Increased Online Sales Revenue 3.94 0.61 1 

Improved Employee Productivity 3.82 0.64 2 

Enhanced Market Reach 3.78 0.68 3 

Reduced Turnover Intentions 3.55 0.72 4 

Improved Decision-Making Speed 3.51 0.77 5 

 

 
 

Fig 5: Organizational Growth and Employee Performance Indicators 

 

Interpretation: 

Respondents rated online sales and employee productivity as 

the highest growth outcomes of HR digitalization initiatives, 

while decision-making speed ranked lower, reflecting 

ongoing challenges in digital integration and data-driven 

culture in rural enterprises. 

 

4. Discussion 

4.1. Interpretation of Key Findings 

The results indicate a strong and positive relationship 

between digital leadership and HR innovation, confirming 

that leadership vision and technological readiness 

significantly influence the adoption of innovative HR 

practices in rural enterprises. This aligns with Jani et al. 

(2023) [2], who found that digital leadership competence 

promotes HR technology adoption and enhances workforce 

agility in Indian organizations. 

The high correlation coefficients (r = 0.55–0.74) observed 

between leadership dimensions (digital vision, change 

management) and HR innovation variables (digital 

recruitment, training, and performance systems) highlight 

that leadership is not merely administrative but strategic. In 

the rural Raipur context, where resource limitations often 

hinder innovation, leaders who demonstrate openness to 

digital tools and strategic HR planning are more capable of 

sustaining e-business operations. 

Furthermore, regression analysis revealed that HR 

digitalization accounts for 56% of the variance in 

organizational growth and employee performance, 

emphasizing its centrality to business success. These findings 



 International Journal of Management and Organizational Research  www.themanagementjournal.com 

 
    182 | P a g e  

 

echo the conclusions of Das & Mishra (2022) [7], who 

demonstrated that digital HR practices mediate the 

relationship between leadership agility and organizational 

growth in MSMEs. 

 

4.2. Theoretical Implications 

Transformational Leadership Theory, which posits that 

visionary leadership inspires employees to embrace change 

and innovation (Bass & Riggio, 2006) [9]. In rural enterprises, 

transformational digital leaders act as change catalysts, 

guiding the transition from traditional to digital HR 

ecosystems. Human Capital Theory, which emphasizes the 

role of skill development and learning in driving 

organizational performance (Becker, 1993) [10]. The study 

validates that investment in digital HR training enhances 

employee productivity and overall firm competitiveness. By 

integrating these theories, the study contributes to the 

conceptual understanding of how digital leadership and HR 

digitalization jointly enhance e-business resilience in rural 

settings. 

 

4.3. Practical Implications 

Rural enterprise owners require structured leadership 

development programs emphasizing digital strategy, 

technological forecasting, and change management. Local 

institutions like the Raipur District Industries Centre (DIC) 

and MSME Development Institute can design capacity-

building workshops targeting rural entrepreneurs. HR 

digitalization improved productivity and satisfaction by 

providing transparent performance systems and continuous 

learning opportunities. These outcomes mirror the “digital 

empowerment” model proposed by Sharma & Chatterjee 

(2023) [8], highlighting the need for inclusive, skill-oriented 

HR ecosystems. The moderate adoption level (40.8%) of 

digital business practices suggests untapped potential. 

Integrating HR digital tools with e-commerce, marketing, and 

data analytics systems could enhance competitiveness and 

scalability. 

 

5. Conclusion and Recommendations 

5.1. Summary of Findings 

The study confirms that digital leadership strongly influences 

HR innovation and e-business growth in rural Raipur. 

Quantitative analysis of 250 enterprises shows a significant 

correlation (r = 0.68, p < 0.01) between digital leadership and 

HR digitalization. HR technology adoption explained about 

55% of organizational growth and employee performance 

variance, proving its critical role in rural enterprise 

competitiveness [1, 2]. 

 

5.2. Strategic Implications 

• For Policymakers: Improve rural digital infrastructure, 

promote HR digitalization under Digital India 2.0, and 

offer leadership training via local MSME and DIC 

centers. 

• For Entrepreneurs: Adopt digital HR tools (e-

recruitment, e-payroll), invest in leadership upskilling, 

and collaborate through local digital business networks 
[3, 5]. 

 

5.3. Recommendations 

1. Launch digital leadership and HR skill programs through 

district training centers. 

2. Implement affordable HR digital systems for rural 

MSMEs. 

3. Encourage integration of HR and e-business systems for 

data-driven decisions. 

4. Focus on inclusive digital literacy, especially for 

women-led enterprises [4, 6]. 

 

5.4. Scope for Future Research 

Future studies should compare other districts, include 

qualitative insights (e.g., interviews), and analyze long-term 

effects of HR digitalization on productivity. 
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