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ABSTRACT

The rapid development and widespread use of information technology has
accelerated the digital transformation of organisations. Using information systems
(IS) to manage and operate business processes is becoming normal. The use of IS
facilitates organisations’ quick responses to market opportunities, significantly
reduces management and labour costs and improves operational efficiency, making
IS an important strategic resource for gaining and sustaining competitive advantage.
However, realising the strategic value of IS doesn’t only depend on IS itself, but
more on its users. Managers, a key group of IS users, are an important bridge
between organisations and frontline employees, intermediating strategic planning
and the real-life business situation. The widespread use of IS has already changed
managers’ work tasks and managerial roles, demanding new managerial
competencies, in particular IS competence in terms of the skills, knowledge, and
experience necessary to fulfil the responsibilities and requirements of managerial
job roles. Given the acceleration of IS iterations and new developments, there is an
urgent need for managers to synchronise their IS capabilities to accomplish
managerial tasks and activities.

Organisational behaviour (OB) research has mainly focused on three traditional
managerial roles, namely, the conceptual, interpersonal, and technical
competencies. However, few studies have systematically explored the IS-related
competencies managers require in today’s new digital contexts. In parallel, the IS
literature has focused on IS usage frequency, intention to use IS, and IS self-efficacy.
There is scant research on how managers can proactively assess the relationship
between their IS capabilities and job requirements in the new organisational context
of digital transformation or how they have responded to the acceleration of IS
iterations and updates to meet the new management challenges brought about by
digitalisation. Accordingly, this thesis poses the following questions: Do IS-related

knowledge, experience, and skills form a new dimension of managerial competence



to fulfil the responsibilities and requirements of managerial roles? How can
managers proactively assess the IS-related competence necessary to fulfil
managerial work demands and influence subsequent team performance?

To address these research questions, this thesis takes an interdisciplinary and
integrated perspective and proposes that the new work context of digitalisation
stimulates managers to be aware of and pay attention to their own deficiencies in
IS competence. This thesis not only advances the novel concept of managers’
perceived IS incompetence to capture the extent to which managers perceive
themselves as lacking the IS-related knowledge and skills needed to fulfil their job
requirements, but also synthesises adaptative structuration theory and self-regulated
learning theory to construct a research model in which managers’ perceived IS
incompetence exerts a positive effect on their IS learning behaviour (i.e., active
learning of IS-related knowledge and skills) while negatively affecting their indirect
IS use (i.e., a behavioural tendency to have others use IS for them). In turn, IS
learning behaviour positively affects team performance while the reverse holds true
for IS indirect use. Additionally, the thesis further posits that the organisational
learning climate (i.e., the extent to which managers perceive organisational policies
and practices that promote, reward and support learning behaviours) reinforces the
positive relationship between managers’ perceived IS incompetence and IS learning
behaviour, as well as the negative relationship between managers’ perceived IS
incompetence and IS indirect use. Conversely, IS job embeddedness (i.e., the
degree to which managers perceive their job responsibilities to be closely related to
IS) is postulated to moderate the positive relationship between IS learning
behaviour and team performance as well as the negative relationship between IS
indirect use and team performance.

The research model was validated via a multisource, three-wave survey that was
completed by 491managers and their 48 immediate supervisors in a large sales
company in the dairy products industry in China. The findings provide empirical

support for the proposed major hypotheses. Specifically, managers’ perceived IS
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incompetence promoted their IS learning behaviour and inhibited IS indirect use.
In addition, when managers perceived a strong organisational learning climate, the
positive relationship between perceived IS incompetence and IS learning
behaviours and the negative relationship with IS indirect use were both enhanced,
which in turn promoted team performance. Furthermore, IS learning behaviour was
positively associated with team performance only when IS job embeddedness was
high.

The main innovations of this thesis are as follows. First, the thesis proposes the new
concept of managers’ perceived IS incompetence, which increases awareness and
deepens the understanding of the new competencies required by managers in
today’s era of digital transformation associated with widespread IS applications.
The three traditional managerial competencies recognised by the OB field reflect
the core competencies necessary to fulfil managerial responsibilities and tasks.
However, they fail to reflect contemporary corporate practices characterised by IS
and digital transformation, especially as IS has become a necessary tool for
managers to fulfil the requirements of their job roles and has placed new demands
on their competencies. More importantly, the findings validate the important
theoretical and practical value of managers’ proactive self-assessment, emphasising
the importance of managers’ proactive assessment of their own IS competence and
the IS competencies required for their actual work, which expands previous IS
research that mainly focuses on the frequency of IS behaviours and behavioural
intentions.

Second, based on an interdisciplinary and integrated research perspective, the thesis
integrates theories from OB and IS to systematically explore the underlying
mechanisms and boundary conditions by which managers’ perceived IS
incompetence affects team performance. The introduction of managers’ IS
theoretical learning (IS learning behaviour) and IS practical learning (reducing
others using IS for them) as two key mediating mechanisms deepens the scholarly
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challenges. The moderating roles of organisational learning climate and IS job
embeddedness paint a complete picture to reveal how managers’ cognitive and
behavioural processes influence team performance.
Third, the thesis diverts OB scholars’ attention from the positive effects of
managerial competence to the positive effect of managers’ perceived incompetence,
highlights the importance of actors’ self-perception and self-regulation, and
proposes how and when managers’ perceived IS incompetence enhances team
performance. Previous studies of managers’ competence have mainly focused on
its positive effects, but scant research has explored the effects of managers’
incompetence, in particular their self-awareness and perception of incompetence to
fulfil managerial work demands. How to prompt managers to perceive their own
incompetence and take the initiative to learn is an important theoretical and
practical issue. Our findings enrich and extend the theoretical perspective of
managerial competence research, deepen the understanding of managers’ IS
incompetence in the context of digital transformation practices and provide
valuable practical suggestions and guidance.

Keywords: Managers’ perceived IS incompetence; Organisational learning
climate; IS learning behaviour; IS indirect use; IS job embeddedness; Team

performance
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