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Abstract 

This study examined digital leadership practices for enhancing staff well-being and 

organizational growth in private universities in Delta State, Nigeria. Three research 

questions guided the study, and three null hypotheses were tested at the 0.05 level of 

significance. A descriptive survey with ex-post facto design was adopted. The population 

comprised 1000 staff of private universities in Delta State. Using cluster sampling, 250 

staff were selected from Admiralty University of Nigeria, Ibusa; Edwin Clark University, 

Kiagbodo; Michael and Cecilia Ibru University, Agbarha-Otor; Novena University, Ogume-

Amai; Western Delta University, Oghara; Eagle Heights University, Omadino-Warri; and 

Margaret Lawrence University, Umunede/Sports University, Ugboko. Data were collected 

using a self-developed questionnaire titled “Digital Leadership Practices for Enhancing 

Staff Well-being and Organizational Growth Questionnaire (DLPESWOGQ)”. The 

instrument was pilot-tested and established reliable with a test-retest coefficient of 0.84. 

A four-point Likert scale of Strongly Agree, Agree, Disagree, and Strongly Disagree was 

used. The researchers personally administered 250 copies of the questionnaire and 

retrieved them. Data were analyzed using simple percentages, mean, standard deviation, 

and t-test. A benchmark mean of 2.50 was set for decision on research questions. Findings 

revealed that effective digital leadership practices significantly enhance staff well-being 

and organizational growth by fostering supportive digital environments. A significant 

number of staff remain uncomfortable with digital tools and competencies, preferring 

traditional methods that rely on physical presence and direct supervision to accomplish 

tasks as the digital culture is not human-centred. The study concluded that digital leaders 

who prioritize employee well-being and leverage technology for innovation and 

productivity drive sustainable organizational growth. It was recommended that private 

university management invest in digital leadership training to improve staff welfare and 

institutional performance. 
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Introduction 

Digital leadership has become critical in the era of hybrid workplaces, where 

sustaining employee engagement and organizational resilience requires new leadership 

practices. The shift from traditional, on-site models to hybrid systems that blend physical 

and remote work has fundamentally altered how leaders influence, coordinate, and 

motivate teams. Recent studies indicate that digital leadership mainly defined by the 

strategic use of technology, trust-building, and virtual support positively impacts 

employee engagement when communication is high-quality and trust mechanisms are 

institutionalized (Nurhidayah & Muliansyah, 2024). 

 

Hybrid work models challenge conventional command-and-control leadership 

because they depend on distributed teams and heavy reliance on digital tools. Two core 

competencies now determine organizational sustainability in volatile environments: 

leadership versatility and digital savviness (Aarons, 2020). Digital leadership therefore 

represents a fusion of technological proficiency and socio-emotional practice, including 

trust-building, psychological safety, and asynchronous coordination. It reframes 

leadership from hierarchical control to facilitating digitally-mediated work (Öngel et al., 

2023). The post-pandemic rise of hybrid arrangements has also reshaped attitudes 

toward flexibility, autonomy, and performance metrics. Empirical evidence shows that 

while hybrid systems can improve work-life balance and maintain productivity, they 

simultaneously introduce challenges related to employee engagement, equity, and 

communication standards (Lauring & Jonasson, 2025). 

 

Conceptually, digital leadership refers to the skills, habits, and practices through 

which leaders align people, technology, and organizational processes to achieve strategic 

goals in digitally mediated contexts. Core competencies include digital fluency, strategic 

vision for digital transformation, change management, and socio-emotional capabilities 

such as trust-building and fostering psychological safety in virtual teams. Contemporary 

frameworks organize these into competency bundles highlighting strategy, people, 

technology, and governance that leaders must integrate to drive effective digital change 

(Khaw et al., 2022). 

 

Organizational culture and digital leadership co-construct each other. A learning-

oriented, psychologically safe culture accelerates digital experimentation, while visible 

digital leadership institutionalizes norms such as digital etiquette and data-driven 

decision making, which build resilience and continuous improvement. Digital culture has 

been identified as a key mediating variable between leadership behaviors and 

transformation success (Basalamah & Basalamah, 2025). 

 

Traditional definitions describe leadership as the ability to influence groups 

toward a shared vision (Robbins & Judge, 2023). However, leadership in the digital era 

demands new capabilities to ensure organizational sustainability amid rapid 

technological change (Erhan et al., 2022). Digital leaders must create a supportive digital 

culture, maintain stakeholder relationships, and align organizational goals with the 

adoption of new digital tools. In higher education, this challenge is acute: universities are 

becoming increasingly digital-driven, yet many staff struggle to keep pace with the 

required competencies (Cortellazzo et al., 2019). This gap underscores the need to 
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examine how digital leadership practices can enhance staff well-being and organizational 

growth in Delta State private universities as several staff prioritize traditional method 

and leadership presence to get the job done. 

 

Statement of the Problem 

The pace of digital adoption has accelerated across institutions and organizations, 

driven by globalization, remote work, and technological innovation. While digitalization 

is reshaping competitiveness and value creation, its impact on staff well-being and 

organizational growth has been uneven. In many private universities in Delta State, a gap 

exists between the demand for digital leadership and the reality of staff competence and 

practice. This low digital readiness creates resistance to change, reduces engagement in 

hybrid work settings, and limits the capacity of institutions to leverage technology for 

productivity and innovation. At the same time, digital resources and cutting-edge 

technologies have become key indicators of institutional competitiveness. Organizations 

that lack digital competencies are falling behind, while those that integrate technology 

effectively are opening new opportunities, streamlining operations, and improving 

service delivery. Enhancing staff well-being and optimizing organizational processes 

through digital tools is therefore a central goal of digitalization. 

 

Despite these benefits, evidence suggests that digital leadership practices in many 

private universities are still underdeveloped. Leaders often lack the skills to foster trust, 

psychological safety, and digital fluency in virtual/hybrid teams. This deficit hinders both 

employee welfare and institutional growth. It is against this background that this study 

seeks to examine digital leadership practices for enhancing staff well-being and 

organizational growth in Delta State private universities. 

 

Research Questions 

1. To what extent do digital leadership practices enhance staff well-being in Delta 

State private universities?   

2. To what extent do digital leadership practices enhance organizational growth in 

Delta State private universities?   

3. What approaches can be adopted to improve digital leadership practices for 

enhancing staff well-being and organizational growth in Delta State private 

universities? 

 

Hypotheses 

1. There is no significant relationship between digital leadership practices and staff 

well-being in Delta State private universities.   

2. There is no significant relationship between digital leadership practices and 

organizational growth in Delta State private universities.   

3. There is no significant relationship between approaches to improve digital 

leadership practices, staff well-being, and organizational growth in Delta State 

private universities. 
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Literature Review 

This study is anchored on Transformational Leadership Theory propounded by 

James MacGregor Burns (1978) and later expanded by Bass (1985). The theory 

emphasizes vision, inspirational motivation, individualized consideration, intellectual 

stimulation, and empowerment. Transformational leaders articulate a compelling vision, 

motivate followers beyond self-interest, and foster creativity to meet organizational 

goals. These dimensions are particularly relevant for managing rapid technological 

change and promoting continuous learning in digital environments. 

 

Bachtiar et al. (2023) argue that the most effective leadership approach for digital 

transformation centers on purpose-driven empowerment rather than command-and-

control. Similarly, Fakhfakh et al. (2025) found that transformational digital leadership 

significantly enhances sustainable performance by promoting a digital organizational 

culture that supports innovation and flexibility. Carbonara and Basile (2025) further 

reported that transformational components such as inspirational motivation and 

individualized consideration moderate performance, especially in remote and smart-

working contexts. These studies confirm that transformational leadership acts as an 

enabler of creativity during technological change, rather than a replacement for it. Thus, 

the theory provides a suitable lens for examining how digital leadership practices can 

enhance staff well-being and organizational growth. 

 

Digital leadership refers to the practices through which leaders leverage digital 

technologies, drive digital transformation, promote adaptability, and support 

virtual/hybrid work environments. Core competencies include digital literacy, visionary 

guidance for technology adoption, empathetic virtual communication, data-driven 

decision making, and creation of supportive digital cultures (Liu, 2026; Khaw et al., 2022).  

 

Empirical evidence links digital leadership to higher job satisfaction, engagement, 

innovation, and affective well-being. Leaders who champion digital initiatives reduce 

perceived job demands while increasing job resources, thereby mediating improvements 

in employee well-being (Liu, 2026). Digital leadership also fosters psychological safety, 

meaning-making, and reduced burnout (Sow & Aborbie, 2018). Mihardjo and Sasmoko 

(2019) conceptualize it as the intersection of digital culture and digital competence. 

 

Digital leadership is a consistent predictor of organizational performance. 

Leaders with strong digital competencies align technology use, human capital 

development, and strategic objectives, resulting in improved adaptability, innovation 

rates, and post-crisis recovery (Mollah et al., 2025). Phakamach et al. (2023) describe 

digital leadership as a dynamic capability that transforms organizations and secures 

competitive advantage.  

 

In the public sector, Susilawati (2021) found that digital leadership improved 

service responsiveness, transparency, and public trust during the COVID-19 pandemic. In 

manufacturing, Dióssy et al. (2025) reported that digital leadership enhanced operational 

performance by building learning-oriented cultures that balance technological efficiency 

with human adaptability. Asif et al. (2024) further confirmed that digital transformation, 
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corporate culture, and leadership act synergistically to improve sustainable performance. 

Across industries, digital leadership converts technological potential into strategic 

advantage and measurable performance outcomes (Ongena et al., 2024). 

 

Higher education institutions are rapidly shifting toward digital operations in 

teaching, research, administration, and student services (Overby, 2019). This transition 

is now essential for competitiveness and accessibility. However, many academic and 

administrative staff in Nigerian universities adapt slowly due to limited digital literacy, 

resistance to change, inadequate training, generational gaps, and heavy workloads (Oguh 

& Temofeh, 2024). This misalignment creates underutilization of systems, inefficiencies, 

and missed innovation opportunities. 

 

Leadership plays a pivotal role in closing this gap. Although Vice-Chancellors and 

deans may not be visible in daily operations, their strategic communication, policies, and 

vision shape institutional culture (Godson, 2023). When leaders model digital fluency and 

invest in intuitive tools, training, mentoring, and user-centered design, staff experience 

reduced administrative burden, greater work flexibility, and higher job satisfaction 

(Godson, 2023). Proactive digital leadership thus goes beyond technology adoption to 

building structured pathways for continuous digital growth. 

 

Literature suggests several strategies for developing digital leadership. These 

include formal training programs online, in-person, or blended focused on digital 

competencies, strategic thinking, ethical AI use, and change management. Experiential 

approaches such as rotation programs, hackathons, innovation projects, and reverse 

mentoring, where digital natives mentor senior leaders, also enhance skill internalization 

(Oguh & Temofeh, 2024). 

 

Validated assessment scales help leaders identify gaps in human-centric 

dimensions like growth mindset, ethical AI use, and participative style, enabling targeted 

development. At the organizational level, building digital cultures through role modeling, 

psychological safety, continuous learning norms, and cross-functional collaboration is 

critical. Institutions must also invest in digital teams and align leadership development 

with transformation goals using data analytics (Juntrakot et al., 2025). 

 

Juntrakot et al. (2025) validated a context-specific digital leadership development 

model for secondary school administrators in Thailand using mixed methods. The model 

integrated success factors, leadership components, training/mentoring processes, and 

measurable outcomes. The guidebook received high ratings for suitability and feasibility, 

demonstrating that structured, context-based models effectively enhance digital 

leadership competencies in educational settings. This supports the need for similar 

models in Nigerian private universities. 

 

Methodology 

The study is a descriptive survey using ex-post facto design. The population 

comprises 1000 private university staff in Delta State. Cluster sampling technique was 

used to select sample of 250 staff from Admiralty University of Nigeria, Ibusa; Edwin Clark 
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University, Kiagbodo; Michael and Cecilia University, Agbarha-Otor; Novena University, 

Ogume-Amai; Western Delta University, Oghara; Eagle Heights University, Omadino-

Warri; Margaret Lawrence University, Umunedel Sport University, Ugboko. A self-

developed questionnaire titled “Digital Leadership Practices for Enhancing Staff Well-

being and Organizational Growth Questionnaire – DLPESWOGQ)” was used to gather 

information from participants. To establish reliability, the instrument underwent a test-

re-test in a pilot study, yielding a coefficient index of 0.84 and above. Responses were 

measured using a four-point Likert scale: Strongly Agree (SA), Agree (A), Disagree (D), 

and Strongly Disagree (SD). The researchers personally distributed 250 questionnaires 

to the selected participants. Simple percentage, Mean score, Standard deviation and t-test 

were used to analysed data at 0.05 level of significance. Benchmark of 2.50 was 

established to accept any item with a mean rating of 2.50 or above as agreed while any 

item with a mean rating less than 2.50 was regarded as disagreed for research questions. 

Results 

Table 1: Responses to digital leadership practices and staff well-being in Delta State 

private universities 

 
S/N Items SA A D SD STD Mean  Remark 

1.  

Effectively uses digital 

tools to communicate 

clearly and transparently 

with the team. 

76 

(30.4%) 

97 

(38.8%) 

55 

(22%) 

22 

(8.8%) 
.86 3.88 

Agreed  

2.  

Leader’s adoption of 

digital workflows 

reduces unnecessary 

administrative burden 

and helps maintain a 

healthy work-life balance 

80 

(32%) 

71 

(28.4%) 

44 

(17.6%) 

55 

(22%) 

.88 2.76 

Agreed 

3.  

Encourages the use of 

digital technologies in 

ways that support my 

professional growth and 

skill development. 

65 

(26%) 

101 

(40.4%) 

22 

(8.8%) 

62 

(24.8%) 

.91 2.81 

Agreed 

4.  
Promotes flexible digital 

working arrangements 

34 

(13.6%) 

76 

(30.4%) 

54 

(21.6%) 

86 

(34.4%) 
.86 2.48 

Disagreed 

5.  

Sets clear boundaries 

around digital 

communication to 

prevent burnout 

88 

(35.2%) 

81 

(32.4%) 

42 

(16.8%) 

39 

(15.6%) 
.87 3.79 

Agreed 

Table 1 shows responses on digital leadership practices and staff well-being in 

Delta State private universities. From the remark, the respondents agreed on items 1, 2, 3 

and 5 while respondents disagreed with item 4. 

 

Table 2: Responses to digital leadership practices and organizational growth in Delta 

State private universities. 

 
S/N Items SA A D SD STD Mean  Remark 

1.  

Effectively leverages 

digital tools and 

platforms to drive 

innovation and new 

41 

(16.4%) 

119 

(47.6%) 

49 

(19.6%) 

41 

(16.4%) 
.81 2.68 

Agreed  



IJDEIH, Vol. 2, No. 03, pp. 01–13 | URIEN, James 

© I J D E I H  |  w w w . u b u e a j o u r n a l s . o r g  | P a g e  | 7 

ideas within the 

organization. 

2.  

Use of digital 

strategies has 

improved operational 

efficiency and 

productivity across 

teams. 

60 

(24%) 

44 

(17.6%) 

83 

(33.2%) 

63 

(25.2%) 

.88 3.76 

Agreed 

3.  

Promotes the 

adoption of emerging 

digital technologies 

that support the 

organization’s long-

term growth 

objectives. 

75 

(30%) 

77 

(30.8%) 

18 

(7.2%) 

80 

(32.%) 

.92 3.81 

Agreed 

4.  

Encourages data-

driven decision 

making through 

digital analytics and 

insights, leading to 

better organizational 

outcomes. 

82 

(32.8%) 

55 

(22%) 

100 

(40%) 

13 

(5.2%) 

.86 2.94 

Agreed 

5.  

Fosters digital 

collaboration that 

enhances knowledge 

sharing and cross-

functional teamwork 

107 

(42.8%) 

52 

(20.8%) 

65 

(26%) 

22 

(8.8%) 

.93 2.90 

Agreed 

Table 2 shows responses on digital leadership practices and organizational 

growth in Delta State private universities. From the remark, the respondents agreed on 

all items. 

 

Table 3: Responses to approaches to improve digital leadership practices to enhance staff 

well-being and organizational growth in Delta State private universities. 

 
S/N Items SA A D SD STD Mean  Remark 

1.  

Digital leaders in our 

organization 

effectively use 

collaborative digital 

tools to foster 

transparent 

communication and 

reduce employee 

isolation 

33 

(13.2%) 

40 

(16%) 

72 

(28.8%) 

105 

(42%) 

.72 2.36 

Disagreed  

2.  

Provide adequate 

training and resources 

on new digital 

technologies 

 

50 

(20%) 

50 

(20%) 

80 

(32%) 

70 

(28%) 

.98 3.56 

Disagreed 

3.  

Promote flexible 

remote/hybrid work 

policies supported by 

digital infrastructure, 

92 

(36.8%) 

65 

(26%) 

84 

(33.6%) 

09 

(3.6%) 
.63 2.41 

Agreed 
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contributing to better 

work-life balance 

and staff well-being 

4.  

Regular feedback 

through digital 

performance 

dashboards, helping 

employees feel 

recognized and 

supported 

78 

(31.2%) 

76 

(30.4%) 

34 

(13.6%) 

62 

(24.8%) 

.82 2.84 

Agreed 

5.  

Encourage innovation 

by leveraging data 

analytics and digital 

tools to identify 

growth opportunities 

103 

(41.2%) 

64 

(25.6%) 

50 

(20%) 

33 

(13.2%) 

.93 2.70 

Agreed 

Table 3 shows responses on approaches to improve digital leadership practices 

to enhance staff well-being and organizational growth in Delta State private universities. 

From the remark, the respondents agreed on items 3, 4 and 5 while respondents 

disagreed with items 1 and 2. 

 

Table 4: Descriptive Analysis showing digital leadership practices and staff well-being in 

Delta State private universities 

Variables N X STD P-value Level of 

Sign 

Decision 

Digital Leadership  

250 

3.52 .82  

0.011 

 

0.05 

 

Significant 

Staff well-being 2.98 .86 

 A descriptive analysis of digital leadership practices and staff well-being in Delta 

State private universities. The statistics in the table showed mean scores of 3.52 and 2.98 

respectively, standard deviations of .82 and .86.  Since the p-value < 0.05, therefore the 

null hypothesis is rejected.  

Table 5: Descriptive Analysis showing digital leadership practices and organizational 

growth in Delta State private universities 

Variables N X STD P-value Level of 

Sign 

Decision 

Digital leadership 

practices 

 

250 

2.92 .86  

0.010 

 

0.05 

 

Significant 

Organizational growth 3.32 .94  

A descriptive analysis showing digital leadership practices and organizational 

growth in Delta State private universities. The statistics in the table showed mean scores 

of 2.92 and 3.32 respectively, standard deviations of .86 and .94.  Since the p-value < 0.05, 

therefore the null hypothesis is rejected. 
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Table 6: Descriptive Analysis showing approaches to improve digital leadership practices 

to enhance staff well-being and organizational growth in Delta State private universities 

Variables N X STD P-value Level of 

Sign 

Decision 

Approaches to improve 

digital leadership 

practices 

 

250 

3.40 .96  

0.11 

 

0.05 

 

Not Significant 

Staff well-being and 

organizational growth 

3.12 .92  

A descriptive analysis showing approaches to improve digital leadership practices 

to enhance staff well-being and organizational growth in Delta State private universities. 

The statistics in the table showed mean scores of 3.40 and 3.12 respectively, standard 

deviations of .86 and .94.  Since the p-value > 0.05, therefore the null hypothesis is 

retained. 

 

Discussion of Findings 

This study found that digital leadership practices significantly enhance staff well-

being in Delta State private universities. Specifically, leaders who create supportive digital 

environments reduce technostress and burnout while improving work-life balance. By 

promoting psychological safety, empathetic virtual communication, and manageable 

digital workloads, these practices build resilience against digital overload and foster 

higher engagement, satisfaction, and sustainable performance. This finding aligns with 

Liu (2026), who reported that digital leadership reduces perceived job demands and 

increases job resources, thereby mediating improved employee well-being. Liu’s parallel 

mediation model showed that leaders who champion digital initiatives ease workloads 

and provide necessary digital resources during transformation. Similarly, Godson (2023) 

noted that staff who feel confident and empowered in digital environments experience 

lower stress, greater flexibility, and higher job satisfaction. The result confirms that digital 

leadership is not only about technology adoption but about creating human-centered 

digital cultures that protect staff welfare.  

 

The study also revealed that digital leadership practices significantly drive 

organizational growth in Delta State private universities. Digitally competent leaders 

accelerate digital transformation, foster innovation, and enhance operational agility, 

enabling institutions to remain competitive. These leaders build agile organizations 

capable of sustainable performance, higher productivity, and long-term expansion. This 

result is consistent with Phakamach et al. (2023) and Mollah et al. (2025), who framed 

digital leadership as a dynamic capability that transforms organizations and secures 

competitive advantage through innovation and adaptability. In the public sector, 

Susilawati (2021) found that digital leadership improved service responsiveness, 

transparency, and operational effectiveness during the COVID-19 crisis. On the 

manufacturing side, Dióssy et al. (2025) reported that digital leadership advanced 

operational performance by developing learning-oriented cultures that balance 

technological efficiency with human adaptability. Collectively, these studies support the 
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view that digital leadership converts technological potential into strategic institutional 

growth. 

 

The findings further showed that targeted approaches can strengthen digital 

leadership practices and by extension, staff well-being and organizational growth. Such 

as formal training programs in digital literacy, data-driven decision making, strategic 

thinking, and ethical AI use. Experiential strategies such as rotation programs, 

hackathons, innovation projects, and reverse mentoring where digital natives mentor 

senior staff. Building supportive digital cultures through role modeling, psychological 

safety, continuous learning norms, and cross-functional collaboration. This corroborates 

Oguh and Temofeh (2024), who emphasized that organizations must invest in structured 

development pathways, digital teams, and resources aligned with transformation goals. 

Juntrakot et al. (2025) also validated that context-specific development models 

combining training, mentoring, and experiential learning significantly enhance digital 

leadership competencies in educational settings. The implication is that Delta State 

private universities can bridge the digital readiness gap by adopting these structured, 

human-centric approaches rather than relying on ad-hoc technology adoption. Overall, 

the findings confirm that digital leadership acts as a catalyst for both human and 

institutional outcomes. When leaders combine technological proficiency with socio-

emotional competencies, they create environments where staff thrives and organizations 

grow. 

 

Conclusion 

In conclusion, the study established that effective digital leadership practices 

serve as a powerful catalyst for both staff well-being and organizational growth in Delta 

State private universities. By creating supportive digital environments, fostering 

psychological safety, and leveraging technology for innovation, digital leaders enhance 

employee engagement, reduce burnout, and improve work-life balance. At the 

institutional level, these practices accelerate digital transformation, strengthen 

operational agility, and drive sustainable performance. Therefore, the integration of 

technological proficiency with socio-emotional competencies is essential for universities 

to thrive in the digital era. Digital leadership must remain human-centred to ensure 

human creativity, judgement and well-being are not reduced to algorithmic processes. 

  

Recommendations 

The following recommendations were made in the study the stakeholders should 

develop digital leadership development programs, prioritize employee well-being 

initiative, foster open communication and feedback, leverage technology to drive 

innovation and productivity, monitor and evaluate digital leadership effectiveness 
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