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Abstract

Technology has helped people do their jobs by creating, collecting, transforming,
transmitting and storing data. Today, data transformation happens in much greater volume
and speed through a variety of devices. From a business perspective, digital transformation
enables organisations to implement new innovations and reimagine business processes by
leveraging technology. From this point of view, digital transformation involves a form of re-
engineering that is not only related to the way systems work together, but also includes the
entire business itself. This research aims to analyse the needs of banking institutions to
develop a training model through digital mindset. This research uses qualitative with a case
study approach. The participants in this study were managers in banking institutions
conducted at ASK Learning. The results of this study show that corporate culture plays an
important role in digital transformation. Organisations that have a culture open to
innovation, risk and learning tend to be more ready to adopt a digital mindset. For this
reason, the understanding and application of digital transformation required by managers is
crucial for each individual. Thus, the need for a digital mindset based on blended learning is
necessary to integrate digital transformation through the application of technological tools
in classroom learning.
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Introduction

The ongoing era of digital transformation
has a profound impact on almost all aspects of
human life and various industrial sectors (Iden
& Bygstad, 2024). This transformation marks
a shift from conventional systems to a more
digital approach in carrying out various
activities, ranging from social interactions,
business, to public service procedures
(Abiodun et al., 2023). Transformasi digital
tidak hanya melibatkan penggunaan teknologi
baru, tetapi juga memerlukan perubahan dalam
budaya  kerja,  proses  bisnis, dan
strategi(Nguyen-Thi-Huong et al., 2023). For
example, the corporate world, including large
companies, is now implementing digital work
methods that allow operations to be more
efficient and meet the demands of a fast-paced
era. Employees are also faced with the
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adaptation of technology-orientated skills and
working methods.

Companies want a workforce that is
motivated and productive, has up-to-date
skills, and can quickly learn new skills to meet
the changing needs of customers and markets
in the era of digital transformation (Scott et al.,
2023). Despite the prevalence of job hopping,
companies want to provide a work
environment and training and development
opportunities that will help them become an
employer of choice for talented employees.
Employees want to develop skills that are not
only useful for their current job, but also align
with their personal interests and values. With
increasing demands on working time,
employees also have an interest in maintaining
a Dbalance between work and non-work
interests (Li et al., 2024; Akter et al., 2023;
Imran et al., 2021).
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In the organisational structure of the
company, there are basically people who are
placed as managerial level (Arandara &
Takahashi, 2023). A manager in a company is
the one who must first integrate technology
into his own life and then introduce it into the
life of the company (Ichsan et al., 2023).
However, not all managers adopt technology
at the same pace. Some feel very comfortable
with technology, while others don't trust it at
all. Some consider it imperative to integrate
technology within the organisation, while
others think time spent on social networks or
blogs is a waste of time and resources (Yaw
Obeng & Boachie, 2018). After all, it is the
level managers who determine the success of
the company through the choices they make.
To understand the impact of the digital
revolution on a company's  success,
determining the factors that make a company
successful is crucial.

The increasing use of internal social
media in the workplace does not necessarily
mean that companies and their employees
know how to use it optimally (Javed et al.,
2022). When organisations try to transition to
digital transformation, they often jump on the
technology and then try to figure out how it
can fit into their organization (Yaw Obeng &
Boachie, 2018). Instead, companies need to
define their specific goals first, and then think
about how certain digital tools can help them
achieve those goals. Of course, this does not
only apply to executives, but also to managers
and employees. Hence, the Digital mindset
enables individuals to utilise digital tools to
improve efficiency and productivity in their
daily work (Da Costa et al., 2024). An
understanding of digital technologies and
skills helps individuals perform tasks faster,
more efficiently, and with better quality.

Training can contribute to a company's
competitiveness. Competitiveness refers to a
company's ability to maintain and gain market
share in an industry (Awwad et al., 2022).
Despite their different business types,
companies have training practices that help
them gain a competitive advantage in their
markets. That is, their training practices have
helped them grow their business and improve
customer service by equipping employees with
the knowledge and skills they need to be
successful (Bahl et al., 2022). The banking
business is no exception. Several previous
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studies conducted reviews related to the
exploration of digital mindset in business
(Hoyng & Lau, 2023; Allen, 2020). Bertel et
al. (2021) shows that digital transformation is
needed by organisations to increase innovation
in order for businesses to survive. Therefore,
digital transformation is inseparable from the
utilisation of technology. The utilisation of
technology in education provides the
possibility to collect a ‘digital footprint’ of
each activity that can be used for evidence-
based decision-making at the learner and
curriculum levels. However, this can also have
an impact on business performance
measurement. Learning analytics provide a
way to track learner interactions and assist in
the collection, analysis, and reporting of data
about learners during the learning process,
which in turn can improve the overall learning
experience.

The utilisation of technology does not
only focus on the world of education but also
the banking business. The banking business is
a service business related to finance. Thus,
this research aims to analyse the needs of
banking institutions to develop a training
model through digital mindset.

Method

This research uses a qualitative approach
to analyse the needs of the digital mindset to
be developed (Creswell, 2017). Data collection
was conducted through in-depth interviews
with five participants who have a background
as managers in banks. Thus, the selection of
these participants used purposive sampling
technique in accordance with the research
needs. The interviews were conducted by
researchers in each participant's office for 100
minutes per participant. Researchers used
structured  interviews  with  interview
guidelines. The questions given to participants
related to the understanding of digital mindset,
the form of training that has been followed, the
benefits of attending digital mindset training
and the need for blended learning. This
research analysis technique uses the stages of
Miles and Huberman (1994).

Result and Discussion

Companies in the industrialised world
should start considering digital transformation
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and synchronise their business rhythm with the
development of the world. Digital
transformation is the integration of digital
technology in all areas of business,
fundamentally changing the way it operates
and delivers value to customers. Companies
adopt innovative digital technologies to make
cultural and operational changes that better
adapt to changing customer demands. This
research provides an overview of the digital
transformation needs desired by banks as a
service company (Loska & Uotila, 2024).

The banking business is a service
business based on the principle of trust so that
the issue of customer trust is a very important
factor determining the success of this business.
In  conditions of increasingly fierce
competition, every company must try to
survive, not only survive, but the company
must be able to compete and develop. One of
the important things that companies must do in
order to survive and develop is to retain
existing customers. Retaining customers is not
only limited to maintaining service quality but
also improving the quality of human resources
in the business (Gupta & Kiran, 2024).

The results of our interviews with five
participants (three women and two men)
provide a pattern of digital transformation
needs from banking institutions, namely digital
mindset, form of training, and benefits of
training materials.

Table 1. What do you know about digital mindset?

No Participants Statements
1 H (Women, I think digital mindset is
49y.0.) related to digital

developments that
inevitably enter our lives,
organisations, companies.
(February, 2024)

I have heard about digital
mindset from the office
environment during
meetings with other work
units. However, I do not
understand the meaning of
digital mindset and have
never participated in
training specifically on this
material. (February, 2024)

2 S (Women,
30y.0.)

Table 1 shows that both participants have a
different understanding of digital mindset.
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Although both participants came from the
same business field. However, both have
different meanings related to digital mindset.
H explained related to the understanding of
digital mindset related to digital developments.
Then, the researcher deepened by asking the
source of information related to the
understanding of the digital mindset.
“I learnt about digital mindset through
discussions in the office. In terms of
training, [ think I have, maybe e-
learning, or during enrichment at
workshops or divisional meetings.”(H,
February 2024)
From the results of the interview with H, there
were doubts related to the understanding of the
digital mindset. However, H felt that he had
attended training related to the digital mindset.
In contrast to S who gave an answer that he
did not understand the digital mindset. Digital
mindset is a behaviour and mindset in viewing
and utilising technology. Therefore, several
previous studies have shown that digital
mindset is not only related to the ability to use
technology but also analyses how individuals
see and interpret data to create innovation.

“Classroom training (face-to-face) on
digital mindset has been conducted at
the training centre. However, training
that is held for several days, with
dense material, does not rule out the
possibility of causing participant
fatigue, so that it can be an obstacle
for participants to understand the
material well.” (EB, March 2024)

To carry out digital transformation, it is good
that the training conducted requires
adjustments with time. The use of digital
mindset is in accordance with technological
advancements.  Thus, the tremendous
acceleration of technological change requires
individuals to adopt a digital mindset to stay
relevant and adapt quickly to new
technological developments(Hughes et al.,
2023). Digital technology has fundamentally
changed the employment landscape.
Individuals with a digital mindset have a
competitive advantage in finding a job and
building a successful career, as they can adapt
to change, have the necessary digital skills,
and can innovate digitally (Krohn & Jantos,
2022).
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“If the material is not directly related
to work, training is usually more for
broadening  horizons, and not
relatively less implemented in the
workplace. It is possible to forget
about the training material.” (AH,
March 2024).

“It is possible that the purpose of
attending e-learning training is more to
fulfil obligations. Thus, understanding
or mastery of the material is less
important. After completing the e-

learning, 1 just pass by, not
understanding ~ the  material.”(H,
February 2024).

In addition to time adjustments, training
with a digital mindset model must also analyse
work-related materials. This is to make it
casier for participants to implement the
training in the work process. In the digital era,
training and lifelong learning are important.
Individuals with a digital mindset have access
to unlimited online learning resources. They
can continue to develop new skills, gain up-to-
date knowledge, and stay relevant in their
careers. Digital mindset fuels innovation and
creativity (Neeley & Leonardi, 2022).
Individuals with an open mind towards digital
technology can find new solutions, utilise
technology to create new experiences, and face
challenges with innovative approaches.

“Training on digital mindset, intended
by the company so that management
and management of the company have
the same understanding, and can
implement and educate and invite staff
to make part of the implementation of
operations, part of the
perspective and part in facing the
challenges and opportunities that
exist.”(TT, March 2024)

work

Based on the results of interviews that
have been conducted, training related to digital
mindset is seen as a new experience for
banking institutions to face the challenges and
opportunities that exist in digital technology.
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Thus, digital technology enables unlimited
collaboration and connectivity. Individuals
with a digital mindset can utilise technology to
collaborate with people from different parts of
the world, share knowledge, and build an

extensive professional network.

“hybrid (blended) training, seems to be
a combination of online and offline. I
have never participated in a training
model like this. If you use logic, I
think this type of training is ok.
Logically, this training must have been
developed to combine the strengths of
in-class or offline training and online
training. And minimise the
shortcomings of both face-to-face and
online training.” (TT, March 2024)

Referring to the results of interviews with
participants, the need for hybrid-based training
is important to be implemented in banking. In
other words, digital mindset learning material
training is needed and important to be applied
to manager-level employees of banking
institutions (Hughes et al., 2023). Education
on digital mindset material is crucial in
supporting work and operational activities, by
adjusting the scope of work (Solberg et al.,
2020). Such as application development,
increasing work speed and effectiveness, as
product  development  and
communication facilities. However, banking

well as

managers' busy work routines make it difficult
for them to fully participate in digital mindset
learning. Therefore, hybrid training (blended
learning) can be an effective learning delivery
solution due to its time flexibility (Mahmud et
al., 2020). In addition, Job analysis for a
modern manager relating to digital mindset
will include a deep understanding of the role in
a fast-changing digital environment.

The results of this study provide an
overview of the need for a digital mindset in
the training process to the
competence of a manager. However, digital

improve

mindset alone is not enough, so the application
of blended learning is needed in the training
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process. Hence, the role of training and
development in today's banking organisations
to do important to understand what training
and development tools are in the broader
business context (Mulla & Krishnan, 2022).
Digital mindset is
understanding  and

a new approach to
utilising data and
technology. These attitudes and behaviours
enable people and organisations to see new
opportunities and plan for the future. Several
key digital, and digital transformation forces
such as big data, algorithms, AI, robotic
teammates, internal social media, blockchain,
experimentation, statistics, security, and rapid
change have changed the way we live and
work. These forces also affect interactions
with colleagues and demand organisational
restructuring to remain competitive.

Conclusion

This research concludes that to encourage
digital transformation in banking, digital
mindset training is needed for employees at
the manager level. In other words, the digital
mindset training that needs to be developed
must be integrated with a blended learning
system. The use of blended learning to provide
a better learning experience to the trainees.
Therefore, this research has implications for
banking institutions in
resources through training. This research has

improving human

limitations on research methods. So, in future
research, academics can develop blended
learning-based digital mindset training using
various development models.
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