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Abstract. This study examines digital leadership and its impact on the
efficiency and effectiveness of administrative decision-making within the context
of digital transformation. It aims to develop a theoretical framework based on
previous studies addressing the concept of digital transformation, along with an

empirical analytical framework derived from respondents’ opinions. The study was

conducted on a sample of senior and middle management staff at Wasit University, including
deans, assistant deans (administrative and academic), and heads of departments. The
total number of participants was 68.

Digital leadership is considered the independent variable and is measured
through four dimensions: digital competence, digital citizenship, digital insight,
and digital strategy. Administrative decision-making is the dependent variable and
is measured through two dimensions: decision efficiency and decision
effectiveness. Digital transformation is introduced as a mediating variable and is
represented through four dimensions: human requirements, technological
infrastructure, digital culture, and digital skills development.

The questionnaire was used as the primary data collection tool. The study
employed several statistical methods, including Pearson correlation analysis, t-test,
multiple regression analysis, F-test, and coefficient of determination (R?), in order
to examine relationships among variables and measure the impact of the

independent variable on the dependent variable.
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The findings indicate a significant positive relationship between digital
leadership and administrative decision-making. Furthermore, digital transformation
plays a mediating role, confirming that the effectiveness of administrative
decisions depends largely on the level of digital maturity within the institution.

The study recommends adopting an integrated strategic approach that links
digital leadership with digital transformation to enhance organizational
performance, efficiency, and sustainability.

Keywords: digital leadership, administrative decision-making, decision
efficiency, decision effectiveness, digital transformation, Wasit University.

OUPPOBOE JIMAEPCTBO U EI'O BJIMSAHUE HA
IOOEKTUBHOCTDb U PE3YJbBTATUBHOCTb
AJIMUHUCTPATUBHBIX PEHIEHU YEPE3 IIU®POBYIO
TPAHC®OPMAIINIO. AHAJIMTUYECKOE NCCJIIEAOBAHHUE
MHEHHMM BBIBOPKH PYKOBOJIUTEJIEMA BBICHIEIO U CPEJHEI'O
3BEHA YHUBEPCUTETA BACUT
Kacum X0y0 A00ac
nokTop dhunmocoduu B o01acTu yrpasiaeHus: ouznecom (Business
Administration)
Kadenpa 6uznec-anmunuctpupoBanust / Komiemx ynpasieHus v
SKOHOMUKHU
Ynusepcurer Bacur

AnHoTanus. /[aHHOE HMccnenoBaHnEe paccMaTpuBaeT MU(GPOBOE JTUAECPCTBO
M ero BiausgHHE Ha O(PPEKTUBHOCTP W  PE3YJNBTATUBHOCTH  NPUHSITHS
aJIMUHUCTPATUBHBIX PEIICHUN B YyCIOBUAX IMpoBoi TpaHchopmarmu. Llenbro
paboThl sBisieTCs (OPMUPOBAHUE TEOPETUUECKOM paMKH Ha OCHOBE paHee
NPOBENEHHBIX  HWCCJIENOBAHMUM,  MOCBSMIEHHBIX  KOHIENIMH  IU(POBOM
TpaHcopMmaruu, a TaKKe TIOCTPOCHHE OSMIMPUKO-aHATUTUYECKON MOJeNH,

OCHOBAHHOM Ha MHEHUSIX PECIIOHACHTOB.
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UccnenoBanre ObUIO MPOBENCHO HA BHIOOPKE PYKOBOJUTENEH BBHICIIETO U
CpeaHero 3BeHa YHuBepcutTera Bacut, BKIIrOUas JIEKaHOB, 3aMECTUTEIIEN IEKAHOB
(M0 aAMUHUCTPATUBHBIM U aKaJEMHYECKHM BOIpOCaM), a TaKXKe 3aBEIyIOIIHUX
kadeapamu. OO0IIEEe YUCTIO YIACTHUKOB COCTABUIIO 68 YEIOBEK.

[udpoBoe AUAEPCTBO paccMaTpUBAETCS KaK HE3aBUCHUMas TMEpEMEHHas U
U3MEPSIETCS YEThIPbMSI U3MEPEHUsIMU: LUPPOBasi KOMIETEHTHOCTh, IM(poBOE
IpaXXJaHCTBO, IUGpOoBasi MPOHULIATETLHOCTh U LUdpoBas crpaterus. [lpunsrue
aJIMUHUCTPATUBHBIX PEIICHUI BBICTYIAET 3aBUCUMOMN MEPEMEHHON U U3MEpAETCS
yepe3 JBa u3MepeHus: dPPEeKTUBHOCTD PEIIEHUN U Pe3yJbTaTUBHOCTh PEIICHUH.
[udposas tpanchopmaiusi BHICTYHAeT B POJIM MEAMMPYIOUIEH MEPEMEHHON U
MpEACTaBICHA  YETBHIPhbMS  KOMIIOHEHTAMH:  4YeJoBe4Yeckue  TpeOoBaHUS,
TEeXHOJIOTHYECKass HHPPACTPYKTypa, udpoBas KyiabTypa U pa3BUTHE ITU(POBBIX
HaBBIKOB.

B kadecTBe OCHOBHOTO HMHCTpYMEHTa cOOpa JIaHHBIX MCIOJIb30BaIaCh
anketa. /(11 aHaiM3a JAHHBIX NPUMEHSIINCh CTATUCTUYECKUE METOMAbI, BKIIOUAs
KOpPEISALMOHHBIN aHaJIN3 IIupcona, t-KpuTepui, MHOKECTBEHHBIN
perpeccuoHHbii ananu3, F-kpurepuit m xoadpdunment naerepmunHarmu (R?), c
LEIbI0 H3YyYECHUS B3aUMOCBSI3€d MEXKIYy NEPEMEHHBIMU W OLEHKH BIIMUSHUS
HE3aBUCUMOU NEPEMEHHON HA 3aBUCHMYIO.

Pe3ynprarel nccneqoBaHus MOKa3ad HAJIWYUE 3HAYMMOW MOJIOKHUTEIBHOU
CBSI3U  MEXIy  HUGPOBBIM  JIMAEPCTBOM M MPOLECCOM  MPUHATHUS
aJMUHUCTPATUBHBIX pemieHud. Kpome toro, nudpoas Tpanchopmaius urpaet
MEIUUPYIOLLYIO0 POJb, MOATBEPKIas, 4TO 3PGEKTUBHOCTh aJIMUHUCTPATUBHBIX
pelieHnii BO MHOTOM 3aBUCUT OT YPOBHS ITU(DPOBOM 3pEIOCTH OpPTraHU3alINH.

UccnenoBanue PEKOMEHIyEeT BHEJIpEHHE UHTETPUPOBAHHOTO
CTPATErMYECKOT0 MOAX0/a, O0BEIUHSIONIETO ITU(PPOBOE TUACPCTBO U ITU(PPOBYIO
TpaHc(OpMalMio, I [OBBIIICHUS  OPraHU3alMOHHOW  3(PPEeKTUBHOCTH,

PE3YJIBbTATUBHOCTH U YCTOﬁqHBOFO Pa3BUTHA.
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KitoueBbie croBa: 1udpoBoe IUAEPCTBO, MPUHATHE AJIMHUHHCTPATUBHBIX
pemeHnii, 3¢HEKTUBHOCTh pEIICHUM, Pe3yJbTATUBHOCTh pPEIICHUM, IUdpoBas
TpaHchopmarus, Y HuBepcureT Bacur.

Introduction

Digital transformation is a fundamental pillar for keeping pace with the
advanced era, as it represents an institutional transformation and a revolution in
service delivery, aimed at increasing efficiency and effectiveness. The success of
this transformation requires facing many challenges and initiatives that have been
undertaken by many countries.

The success of digital transformation and change is closely related to a new
type of leadership, namely digital leadership, which provides a scientific vision
and a modern approach that aligns with the digital era. It helps bring about changes
in employee behavior and performance and facilitates the transition from a
traditional society to an information and communications revolution society
characterized by growth, innovation, and creativity in all fields.

To achieve this, institutions need this new type of leadership equipped with
high technological skills and a digital strategic vision, which facilitates and
contributes to the success of digital transformation. Therefore, information and
digital technology have become an urgent necessity for organizations today in
order to achieve the desired competitive advantage (Khaw et al., 2022).

Accordingly, it is necessary to select the correct and appropriate model from
among multiple models in building digital operations to make high-quality
decisions. Thus, achieving the desired goals requires effective administrative
decisions, which are those decisions that depend on a high level of accurate,
timely, and high-quality information.

In this context, such quality is rarely available except through the use of
digital technology and the adoption of a digital leadership model, which helps

overcome obstacles, improve quality, and enhance administrative decision-making.
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Digital leadership effectively relies on data and analysis and plays a decisive role

in improving the quality of administrative decisions.

Research Methodology

First: Research Problem

The research problem can be clarified through the following questions:

1) What is the level of impact of digital leadership on the efficiency and
effectiveness of administrative decision-making at the university under study?

2) What is the impact of digital transformation on the efficiency and
effectiveness of decision-making at the university under study?

3) Do the combined dimensions of digital leadership have an impact on the
efficiency and effectiveness of administrative decisions within the university under
study, as reflected in the mediating role of digital transformation?

Second: Importance of the Research

1) This study benefits administrative leaders in various colleges of the
university by developing a scientific digital vision that is aligned with the
requirements of the current era and its digital needs.

2) Identifying the most important obstacles that hinder the implementation
of this concept at the university under study.

Third: Research Objectives
1. Focusing on a contemporary administrative approach, namely digital

leadership, and its role in improving the efficiency and effectiveness of
administrative decision-making through digital transformation.

2. Highlighting the technological skills and digital mindset required for effective
leadership in the digital age and its role in enhancing and accelerating
administrative decision-making at the university through digital modernization,
in order to achieve a higher level of performance and effectiveness.

3. Clarifying the relationship between digital leadership and the efficiency and
effectiveness of administrative decision-making through digital transformation

at the university.
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Fourth: Research Hypotheses

Based on the problem, its importance, and the objectives it seeks to achieve,
a set of main and sub-hypotheses was formulated as follows:

First main hypothesis:

There is a statistically significant effect between digital leadership and
managerial decision-making.

Second main hypothesis:

There is a statistically significant effect between digital transformation and
administrative decision-making.

Third main hypothesis:

There is a significant effect of digital leadership on digital transformation.

Fourth main hypothesis:

There is a significant effect between digital leadership and administrative
decision-making through the mediating role of digital transformation.

Theoretical Framework of the Research

First: Digital Leadership

Digital leadership is not only about the use of technology; rather, it
represents a strategic approach to an organizational culture that focuses on
achievement and participation (Domeny, 2017). It revolves around how to benefit
from the opportunities provided by the digital era and represents a completely
different structure compared to traditional leadership models. In this context,
leadership is no longer limited to predefined paths but is based on flexible learning
opportunities and areas of interest aimed at improving institutions and their leaders
(Abu Bakr & Al-Suwaiti, 2024, p. 166).

Digital leadership refers to the rethinking, reimagining, and renewal of the
concept of leadership within the context of the technological revolution, which
places digital technology at its core. It enables individuals and organizations in the

digital era to lead others and create space for digital thinking through digital
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insight, digital decision-making, digital implementation, and digital guidance to
ensure the achievement of organizational goals (Bartsch et al., 2020).

It is not limited to individuals who are experts in computing or
programming; rather, it refers to individuals who can lead organizations through
the effective use of modern information and communication technologies in the
digital age (Hussein & Aasi, 2024, p. 102; Robbins & Judge, 2009). The concept
also includes leaders operating in a digital environment with previously unfamiliar
dynamics and non-traditional communication systems (Nouri & Muhammad, 2022,
p. 164).

Digital leadership contributes to facilitating decision-making processes and
enables managers and leaders to plan efficiently and effectively in order to respond
to work requirements (Al-Ammari, 2022). It also ensures high-quality performance
in accordance with technical and technological standards required to keep pace
with contemporary developments (Abdul Karim & Muhammad, 2025, p. 168).

Thus, digital leadership is not a fixed concept; rather, it evolves over time as
society becomes more digital and is influenced by several factors such as
infrastructure development, social changes, and innovative work patterns in the
digital era. Accordingly, digital leadership reflects the ability of decision-makers to
understand digital opportunities and challenges and to navigate within them.

This requires both technical skills and a digital mindset for effective
leadership in the digital age (Kashkool et al., 2024, p. 25). All leaders across
different fields are now required to overcome new constraints and provide
opportunities related to information and communication technologies in an
effective way (Collin et al., 2015; Al-Ta’1 & Al-Hadrawi, 2019, p. 23).

At the same time, digital leadership allows employees to work more
independently and with greater flexibility regarding their workplace, as they are no
longer restricted to a single location. It provides multiple communication channels

and enhances flexibility, which improves knowledge management and fosters the
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development of new work methods and organizational structures (Al-Khafaji et al.,
2022, p. 712).

Therefore, digital leadership is an integrated model aimed at achieving
organizational excellence. It is based on a digital leader who embodies vision,
values, culture, collaboration, communication, and the ability to make decisions
and manage virtual teams (Jameson et al., 2022; Al-Jiyousi, 2013, p. 13).

Its importance lies in supporting administrative staff in simplifying
procedures and managing information more efficiently and less complexly. It also
facilitates participation in decision-making processes and reduces bureaucratic
hierarchy (Al-Shamrani, 2023, p. 504).

In addition, it enables departments and leaders to plan efficiently and
effectively to meet work requirements and deliver high-quality outputs according
to modern technical standards (Kamal & Mahmoud, 2022, p. 166). Digital
leadership 1s characterized by its independence from time and place constraints and
relies heavily on information technology, which reduces the effort required from
leaders (Al-Aqtaash, 2019).

According to Hassan (2011), digital leadership requires technological
awareness, where leaders are sensitive to technological developments in hardware,
software, networks, and applications. It also requires qualifications characterized
by competitiveness, the ability to face challenges, and a high level of human
awareness.

Effective digital leadership requires a shift in managerial thinking and a
modern approach to educational and administrative responsibilities in line with
technological advancement (Obaid, 2024, p. 67). It also requires individuals with
innovative competencies capable of developing communication networks between
stakeholders, using various applications, and managing organizations
electronically in a correct and efficient manner.

Digital leadership can therefore be defined as a practical approach to

developing a culture of innovation and sustaining it through the adoption of ideas
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that can be rapidly implemented using information technology and systematic
organizational processes (Montaser, 2024, p. 935).

Theoretical framework of the research

First: Digital Leadership

Digital leadership in reality is not only the use of technology, but a strategic
view of organizational culture that focuses on achievement and participation
(Domeny, 2017). It concerns the ability to benefit from opportunities provided by
the digital era, which represents a fundamentally different structure compared to
traditional leadership models (Abu Bakr & Al-Suwaiti, 2024, p. 166).

Digital leadership involves rethinking, reimagining, and renewing the
concept of leadership in the context of the technological revolution. It places
digital technology at the center, enabling individuals and organizations to lead
effectively in the digital era through digital insight, decision-making,
implementation, and guidance to achieve organizational goals (Bartsch et al., 2020;
Hussein & Aasi, 2024, p. 102).

It is not limited to technical expertise or programming skills, but refers to the
ability to manage organizations using modern ICT tools (Robbins & Judge, 2009).
It also reflects leadership in a digital environment where traditional physical
interaction is reduced (Nouri & Muhammad, 2022, p. 164).

Digital leadership contributes to facilitating decision-making and improving
planning efficiency, while ensuring high-quality performance aligned with
technological standards (Al-Ammari, 2022; Abdul Karim & Muhammad, 2025, p.
168).

It is not a fixed concept but continuously evolving with digital
transformation, infrastructure development, and innovation. Therefore, digital
leaders must understand digital opportunities and challenges, and possess both

technical and cognitive skills (Kashkool et al., 2024, p. 25).
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Digital leadership also enhances flexibility, remote communication, and
knowledge management, allowing employees greater independence and improving
organizational structures (Al-Khafaji et al., 2022, p. 712).

Its importance lies in simplifying administrative procedures, improving
information management, supporting decision-making participation, and reducing
hierarchical barriers (Al-Shamrani, 2023, p. 504).

Accordingly, digital leadership can be defined as a practical approach aimed
at fostering innovation and effective organizational development through ICT
adoption and rapid implementation of ideas (Montaser, 2024, p. 935).

Dimensions of Digital Leadership

1. Digital Proficiency

Digital proficiency refers to the leader’s possession of essential
technological knowledge and skills, including understanding and effectively using
modern digital technologies in management processes (Kadhim et al., 2025, p. 63).

It also includes continuous learning, self-development, and participation in
digital learning communities. Additionally, digital leaders must be capable of
managing distributed work environments and virtual networks, encouraging
innovation and testing new ideas while addressing problems from multiple
perspectives (Montaser, 2024, p. 951).

2. Digital Citizenship

Digital citizenship refers to the values and responsible behaviors adopted by
individuals when interacting with digital technologies (Bashir, 2025, p. 534). It
requires ensuring access to technological resources, adopting digital platforms, and
aligning leadership practices with technological developments. Integrating digital
citizenship enhances communication with stakeholders and improves
responsiveness to internal and external digital changes (Obaid, 2024, p. 82).

3. Digital Insight

Digital insight refers to the leader’s ability to analyze current and future

challenges and to develop a clear vision for organizational growth. It enables
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leaders to identify opportunities in complex environments and make faster, data-
driven decisions in response to rapid technological changes, thereby ensuring
competitive advantage (Al-Harbi, 2025, p. 183; Al-Hadrawi & Shaker, 2023, p.
319).

4. Digital Strategy

Digital strategy refers to the planned use of digital technologies to improve
organizational performance and achieve strategic objectives.It supports
performance evaluation using benchmarking systems and enables leaders to
identify strengths, weaknesses, opportunities, and threats. It also focuses on
adopting modern technologies across all organizational activities to achieve
predefined performance indicators (KPIs) and improve competitiveness (Al-
Shanwani, 2023; Al-Ghamdi, 2025, p. 559).

Second: The efficiency and effectiveness of the administrative

Decision efficiency and effectiveness of administrative decisions

Concept of administrative decision

The administrative decision is a practical process essential for organizations,
used to address problems and develop organizational activities. The success or
failure of an organization largely depends on the quality of its decisions, as
effective decisions play a pivotal role in overcoming problems efficiently (Al-
Sayed & Aql, 2022, p. 62).

When a manager assumes a leadership role, they make a series of decisions
related to directing employees, coordinating efforts, motivating staff, and solving
organizational problems. In general, most managerial actions are the result of
decision-making processes, regardless of their outcomes. A decision is a mental
judgment that precedes action (Al-Mashout, 2023, p. 3211).

Administrative  decision-making is a process that considers the
organizational environment, anticipates potential obstacles, and analyzes problems
that may affect effectiveness. Therefore, decision-makers must carefully evaluate

possible challenges and work to avoid or solve them (Al-Hamadat, 2006).
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Decision-making is one of the most difficult administrative tasks, as it
involves selecting the most appropriate alternative among several options,
distinguishing between urgent and important issues, and determining the correct
course of action (Al-Zoubi & Al-Shayab, 2018, p. 303).

The importance of administrative decisions stems from the responsibility
placed on managers. A decision is defined as a conscious selection of one
alternative among several to solve a specific problem (Abbas, 2011). It represents a
behavioral choice made after analyzing a given situation and determining
appropriate actions or avoiding undesirable ones (Abdel-Aal, 2017, p. 34).

Thus, decision-making is considered the core of the administrative process,
as organizational success depends heavily on the ability of leadership to make
sound and effective decisions (Al-Baraki, 2023, p. 398).

Effectiveness of the decision

Decision effectiveness depends on the ability of the decision-maker to select
the most appropriate alternative among available options. This requires scientific
analysis, accurate evaluation of reality, and access to sufficient information about
the problem and its alternatives before making a decision (Kanaan, 1999).

An effective decision is made within a comprehensive understanding of the
organization and its environment, not based on a narrow or temporary view of the
problem. It requires balancing risks and benefits of each alternative before
implementation (Al-Ghazali, 2012, p. 43).

An effective decision is not merely a theoretical choice but one that
produces real impact and achieves intended results. It is not a weak or symbolic
action but a practical decision that influences organizational performance.
Effective managers focus on making fewer but more impactful decisions rather
than many minor ones (Al-Hawari, 2006).

Effectiveness also refers to decisions that are implemented successfully and
produce tangible outcomes, not just intentions or recommendations. It requires real

participation in decision formulation and execution (Ibrahim, 2015, p. 70).
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According to Muhannad (2006), decision effectiveness depends not only on
making the decision but also on considering all relevant facts objectively to
achieve desired goals. Al-Ghazali (2012) adds that effective decision-making
includes ease of implementation, acceptance by stakeholders, and improved
decision quality.

Improving decision effectiveness

Organizations can improve decision effectiveness through:

- forming qualified decision-making teams,

- training and developing managerial skills,

- applying professional and ethical standards in decision-making,

- improving group decision quality through structured collaboration (Abu
Samra, 2014, p. 40).

Difference between efficiency and effectiveness

Although efficiency and effectiveness are interrelated, they are conceptually
different.

« Efficiency refers to achieving results with minimum resource use (input-output
ratio).
« Effectiveness refers to the extent to which organizational goals are achieved.

Al-Alaq (1983) defines efficiency as the optimal use of resources to obtain
desired outputs, while effectiveness refers to achieving the intended results
regardless of resource consumption. Barnard distinguishes between them by stating
that effectiveness relates to achieving organizational goals, while efficiency relates
to satisfying individual needs and motivations within the organization. Ultimately,
an organization is considered effective when it achieves its objectives and efficient
when it uses its resources optimally (Muhanna, 2006, p. 52).

Definition of an effective decision

An effective decision is one that achieves organizational goals and maintains
an acceptable balance between means and objectives within specific environmental

conditions (Al-Hassani, 2013, p. 47).
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Decision Efficiency

The concept of efficiency dates back to the Italian economist Vilfredo
Pareto, who developed the idea of optimal resource allocation, later known as the
Pareto optimum. According to Pareto, any allocation of resources is either efficient
or inefficient, where inefficiency reflects suboptimal use of resources.

Drucker (1974) defines efficiency as doing things correctly or in the best
possible way. It refers to the optimal use of available human and material resources
at the lowest possible cost. In this sense, efficiency focuses on maximizing value
while minimizing costs and waste.

Decision efficiency refers to the ability to achieve outputs using the least
possible inputs. It reflects the economic dimension of decision-making, where
goals are achieved through rational resource utilization. Efficiency can be
measured through the ratio of useful outputs to total inputs, requiring decision-
makers to manage limited resources effectively and reduce unnecessary
consumption of time, effort, and materials (Hassan & Al-Ajami, 2013, p. 196).

In general, efficiency means achieving specific goals with minimum
resource use. It requires simplifying operations, improving processes, and adopting
cost- and time-saving strategies. In this context, efficiency is closely related to
productivity and operational optimization (Al-Shammari, 2025, p. 708).

Finally, it is important to note that successful administrative decisions
require both efficiency and effectiveness; a good decision is one that achieves
objectives while using resources optimally (Anfal & Shaima, 2025, p. 47).

Digital Transformation (DT)

Digital transformation is one of the most important contemporary topics,
increasingly adopted by organizations globally, especially after the Fourth
Industrial Revolution. It integrates technologies such as artificial intelligence,
cloud computing, Internet of Things, robotics, and 3D printing into organizational
processes, enabling significant improvements in performance and connectivity

between the physical and virtual worlds (Shalfouh, 2024, p. 9).
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Digital transformation is not limited to automation of existing processes but
requires a comprehensive rethinking of how organizations operate and interact
with their environment (Al-Sayed, 2020; Darbas, 2025, p. 63). It represents a
fundamental organizational shift aimed at improving services and facilitating
access for beneficiaries (Sharif Shaheen, 2013).

Digital transformation also means redesigning organizational processes to
make services faster, simpler, and more efficient for users (Eid, 2021, p. 9). Its
success depends on several prerequisites, including human competencies,
technological infrastructure, data analytics systems, appropriate policies and
procedures, and continuous training programs (Al-Jafou & Al-Harbi, 2025, p. 487).

According to Hassan et al. (2022), digital transformation improves employee
performance by reducing costs, increasing information accuracy, enhancing
communication, and accelerating decision-making processes (Abu Salem, 2019, p.
8). It also contributes to innovation, organizational development, and changes in
how individuals think and interact within society (Balqadi, 2024, p. 694).

However, digital transformation faces several challenges, including
resistance to change, lack of financial and technological resources, insufficient
leadership support, and shortage of qualified human capital (Zaid, 2023;
Khamkham et al., 2025, p. 102).

Successful digital transformation requires employee participation at all
levels, continuous communication, strong top management support, and an
organizational culture that embraces change and innovation (Maor et al., 2017;
Abu Ghubn & Al-Madhoun, 2023, p. 34).

In conclusion, digital transformation can be defined as a comprehensive
organizational change driven by digital technologies to improve processes,
enhance service quality, and accelerate service delivery. It aims to achieve digital
maturity through the simplification and optimization of administrative procedures
(Abdul Nabi & Al-Jarbu, 2025, p. 3).

Dimensions of Digital Transformation
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1. Human Requirements

Human resources are the essential element for the success of the digital
transformation process. This is achieved by providing qualified and trained
personnel with advanced digital skills in the use of information technology, data
analysis, and effective decision-making (Allam, 2022). Furthermore, human
resources must possess a thorough understanding and strategic vision of the
inevitability of the transition toward digitalization (Belkadi, 2024, p. 596).

Human resources are a fundamental element that cannot be separated from
the digital transformation process in institutions. Therefore, it is necessary to
provide a workforce capable of dealing with data and analyzing it to make
effective decisions. This process requires planning and implementation, a clear
vision, human competencies and experience, as well as belief in the importance of
change and development (Anfal & Shaima, 2025, p. 6). In other words, it includes
human competencies and digital specializations that possess professional technical
abilities in this field (Ashgqar, 2022, p. 7).

2. Technological Infrastructure

This refers to the set of hardware and software components and
communication systems that provide the necessary foundation for operating and
developing digital systems and service applications. It also includes updating
systems, networks, and devices to ensure compatibility with modern technologies.

The basic structure of information technology enables institutions to deploy
platforms, devices, and related software systems. The technological infrastructure
contributes to the efficiency of organizational performance in implementing digital
platforms and participating in service delivery and data management systems. It
also supports communication applications designed for internal organizational
systems.

A flexible IT infrastructure enhances the generation and distribution of

information, thereby strengthening the organization’s competitiveness in dynamic
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environments and improving its competitive advantage (Gharbi et al., 2024, p.
493).

3. Digital Literacy

Digital literacy is the ability to confidently use computers and electronic
services to keep up with modern society and participate effectively in it. Its essence
lies in enabling individuals to use digital applications with confidence in
performing their professional and personal tasks within society (Abd al-Qadir,
2019).

It refers to the set of skills and knowledge necessary for participation in key
technology-based activities, including the use of computers, data access, storage,
retrieval, production, and communication through networks (Abu Amer, 2019).
Previous definitions indicate that digital culture is a broad concept, but they all
agree that it involves the ability to process, store, and access information
easily.The most important areas of digital literacy include the availability of
knowledge and skills that enable individuals to use electronic devices and smart
applications on mobile phones or computers, as well as the ability to build virtual
relationships with others (Assaf, 2023, p. 466).

4. Developing Digital Skills

Digital skills refer to the set of knowledge and abilities required for
individuals to use information and communication technologies effectively in
performing job tasks and improving productivity in the workplace. These skills
also enable individuals to efficiently use digital tools, software, and systems to
achieve organizational goals and professional development. They further help
individuals adapt to rapid technological changes in the work environment and
contribute to increasing productivity (Attia, 2025, p. 123).

The Practical Aspect of the Research

First: Confirmatory Factor Analysis of the Research Variables

Confirmatory Factor Analysis of the Digital Leadership Variable:
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Figure (1) presents the results of the confirmatory factor analysis of the
Digital Leadership scale. This variable consists of four main dimensions: digital
insight, digital strategy, digital competence, and digital citizenship, comprising 20
items. Table (1) shows that all goodness-of-fit indicators fall within acceptable
standard thresholds, which confirms the suitability of the proposed model for the
study data and validates the factorial structure of the scale.

The results indicate that both standardized and unstandardized Cronbach’s
alpha values for all dimensions were higher than 0.70, indicating a high level of
internal consistency. In addition, composite reliability values exceeded the
minimum acceptable threshold, which strengthens the reliability of the
measurement.

The average variance extracted (AVE) values exceeded 0.50, indicating
convergent validity and the ability of the dimensions to sufficiently explain the
variance of their items. Therefore, these results confirm the high quality of the
Digital Leadership construct and its suitability for testing structural relationships.

All items of the Digital Leadership variable were statistically significant, as
the estimated values ranged between 0.626 and 0.855, and the t-values ranged
between 4.812 and 7.784, which is higher than the tabulated value of 1.984 at a
significance level of 0.05. The p-values were also less than 0.05, confirming the
statistical significance of the path coefficients and the construct validity of the
measurement model.

Table (1): Evaluation of the quality of the Digital Leadership variable

Avera
g® Compou Alpha
varian P Cronbach's Alpha P Dimensions of the driving
nd . Cronbach .
ce . 1S not variable
stability :
.. Standardiza | . .
Extrac Standardization . Digital
¢ (rho ¢) tion
(AVE)
0.501 |0.829 0.819 0.825 DC
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0.559 |0.863 0.865 0.867 DCO

0.541 | 0.849 0.857 0.860 DI
0.510 |0.841 0.839 0.842 DL
0.5< 10.70< 0.70< 0.70< Standard

Source: Outputs of the (Smart Pls4) program.
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Figure (1): Confirmatory Factor Analysis of the Digital Leadership Variable

SmartPLS 4 software

2. Confirmatory Factor Analysis of the Digital Transformation Variable

Figure (2) shows the results of the confirmatory factor analysis of the Digital
Transformation scale. This variable consists of four main dimensions: digital skills
development, human requirements, technological infrastructure, and digital culture,
comprising 20 items. Table (2) shows that all goodness-of-fit indicators fall within
acceptable standard thresholds, reflecting the suitability of the proposed model for
the study data and confirming the validity of the scale’s factor structure. The
results indicate that both standardized and unstandardized Cronbach’s alpha values
for all dimensions exceeded 0.70, demonstrating a high level of internal
consistency. Furthermore, the composite reliability values were higher than the
acceptable threshold, which enhances the reliability of the scale.

The Average Variance Extracted (AVE) values exceeded 0.50, indicating
convergent validity and the ability of the dimensions to adequately explain the

variance in their items. Accordingly, these results reflect the strong quality of the
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Digital Transformation construct and its suitability for testing structural model
relationships.

It is evident that all items of the Digital Transformation variable achieved
statistical significance, with estimated values ranging from 0.561 to 0.855. The
calculated t-values ranged between 4.360 and 7.450, which is higher than the
tabulated value of 1.984 at a significance level of 0.05. Meanwhile, the p-values
were less than 0.05, indicating the statistical significance of the path coefficients
and confirming that the items demonstrate construct validity within the model.

Table (2): Quality Assessment of the Digital Transformation Variable

Compound Cronbach's Alpha Dimensions of the

Average variance stabilpit Alpha is not Cronbach transformation
4 o ) variable
Extract (AVE) (tho ¢) Standardizatio | Standardiza
- n tion digital
0.526 0.846 0.842 0.844 DCU
0.593 0.882 0.880 0.880 DT
0.558 0.866 0.854 0.856 HR
0.616 0.890 0.890 0.890 TI
0.5< 0.70< 0.70< 0.70< Standard
Source: Outputs of the ( Smart Pls4 ) program.
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Figure (2): Confirmatory Factor Analysis of the Digital Transformation Variable
Source: Outputs of the SmartPLS 4 program.

3. Confirmatory Factor Analysis of the Administrative Decision Variable
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Figure (3) shows the results of the confirmatory factor analysis of the
Administrative Decision scale. This variable consists of two main dimensions:
administrative decision efficiency and administrative decision effectiveness,
comprising 10 items.

Table (3) shows that all goodness-of-fit indicators fall within acceptable
standard thresholds. This reflects the suitability of the proposed model for the
study data and confirms the validity of the scale’s factor structure.

The results indicate that both standardized and unstandardized Cronbach’s
alpha values for both dimensions exceeded 0.70, demonstrating a high level of
internal consistency. Furthermore, the composite reliability values were higher
than the minimum acceptable threshold, which enhances the reliability of the
measurement.

The Average Variance Extracted (AVE) values exceeded 0.50, indicating
convergent validity and the ability of the dimensions to adequately explain the
variance in their items. Accordingly, these results reflect the strong quality of the
Administrative Decision construct and its suitability for testing structural model
relationships.

It is evident that all items of the Administrative Decision variable achieved
statistical significance, as the estimated values ranged between 0.597 and 0.876.
The calculated t-values ranged between 4.744 and 7.117, which is higher than the
tabulated value of 1.984 at a significance level of 0.05. Meanwhile, the p-values
were less than 0.05, indicating the statistical significance of the path coefficients
and confirming that the items demonstrate construct validity within the model.

Table (3): Evaluation of the quality of the Administrative Decision

variable
Cronbach's Alpha Dimensions  of
. Compound . ..
Average variance e Alpha is not | Cronbach the decision
stability .
variable
Extract (AVE) Standardizati | Standardizati
(rho ¢) .
on on Administrator
0.657 0.902 0.902 0.904 AD
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Source: Outputs of the (Smart Pls4) program.
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Figure (3): Confirmatory Factor Analysis of the Administrative Decision

Variable
Source: Outputs of the SmartPLS 4 program.

Second: Descriptive Analysis of the Research Variables

1. Digital Leadership Variable

The results in Table (4) show that the Digital Leadership variable had an
overall mean of (3.773), a standard deviation of (0.722), a coefficient of variation
of (19.14), and a relative importance of (75.46%), indicating a positive response. It
ranked first among the study variables, reflecting the adoption of digital leadership
practices by the sample of middle management at the College of Administration
and Economics, University of Wasit. These practices contribute to improving
administrative work and enhancing the quality of decision-making.

At the dimension level, the Digital Insight dimension ranked first, with a
mean of (3.838), a standard deviation of (0.780), a coefficient of variation of
(20.31), and a relative importance of (76.76%), indicating a positive response. This
suggests management interest in anticipating digital transformations and aligning
academic and administrative work with future requirements.

The Digital Competence dimension followed in second place, with a mean

of (3.791), a standard deviation of (0.776), a coefficient of variation of (20.47), and
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a relative importance of (75.82%), reflecting employees’ possession of digital
skills that support job performance.

As for Digital Citizenship, it ranked last with a mean of (3.729), a standard
deviation of (0.835), a coefficient of variation of (22.39), and a relative importance
of (74.59%), indicating a positive response. This reflects the need to further
enhance awareness of digital behavior and promote a culture of responsible use of
digital technologies within the university environment.

2. Digital Transformation Variable

Table (4) shows that the Digital Transformation variable had an overall
mean of (3.690), a standard deviation of (0.763), a coefficient of variation of
(20.67), and a relative importance of (73.81%), indicating a positive trend. It
ranked second among the study variables, reflecting the adoption of digital
transformation practices by middle management at the College of Administration
and Economics, University of Wasit, and their contribution to improving
administrative performance.

At the dimension level, the Digital Culture dimension ranked first, with a
mean of (3.779), a standard deviation of (0.814), a coefficient of variation of
(21.54), and a relative importance of (75.59%), indicating a positive trend.

It was followed by the Human Resources dimension in second place, with a
mean of (3.753), a standard deviation of (0.810), a coefficient of variation of
(21.60), and a relative importance of (75.06%), also indicating a positive trend.

The Technological Infrastructure dimension ranked third, with a mean of
(3.694), a standard deviation of (0.831), a coefficient of variation of (22.50), and a
relative importance of (73.88%), indicating a positive trend.

Finally, Digital Skills Development ranked last, with a mean of (3.535), a
standard deviation of (0.859), a coefficient of variation of (24.31), and a relative
importance of (70.71%), also indicating a positive trend. This highlights a clear
need to strengthen digital training and development programs to enhance employee

efficiency and improve readiness for digital transformation.
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3. Administrative Decision Variable

Table (4) shows that the Administrative Decision variable had an overall
mean of (3.524), a standard deviation of (0.673), a coefficient of variation of
(19.10), and a relative importance of (70.47%), indicating a positive response. It
ranked third among the study variables, reflecting an acceptable level of efficiency
and effectiveness in decision-making, according to the responses of middle
management at the College of Administration and Economics, University of Wasit.

At the dimension level, Administrative Decision Effectiveness ranked first,
with a mean of (3.562), a standard deviation of (0.672), a coefficient of variation of
(18.87), and a relative importance of (71.24%), indicating a positive response. This
suggests the administration’s ability to achieve objectives and make appropriate
decisions in a timely manner.

Administrative Decision Efficiency followed in second place, with a mean
of (3.485), a standard deviation of (0.861), a coefficient of variation of (24.69), and
a relative importance of (69.71%), indicating a positive response. However, this
reflects room for improvement in resource utilization and procedural simplification
in decision-making processes, which requires strengthening practices that enhance
administrative decision efficiency within the university environment.

Table (4): Descriptive Indicators of the Research Variables

directi Dimensional I coefficien | deviatio Middl
rectio arrangement mportanc ¢ n 1dale Dimensions of
n e
Calculatio research
Diffi t i
Answer and. Relativity | ¢ Standar n variables
variables e d
Digital
good |2 75.82 20.47 0.776 | 3.791 e
proficiency
Digital
good |4 74.59 2239 0.835 |3.729 sl
citizenship
good 1 76.76 20.31 0.780 3.838 Digital insight
Digital
good |3 74.65 22.04 0.823 |[3.732 ‘gtta
strategy
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leadership
Human
good 2 75.06 21.60 0.810 3.753 .
requirements
Technol
good |3 73.88 2250 0831 |3.694 | COnnoTosy
infrastructure
good 1 75.59 21.54 0.814 3.779 Digital culture
ood |4 70.71 2431|0859 |3.535 Developing
£ ‘ ' ' ' digital skills
good | thesecond | 73.81 20.67 0.763 | 3.690 Digital
transformation
Efficiency of
good 2 69.71 24.69 0.861 3.485 administrative
decision
Effectiveness
f
good |1 71.24 1887  |0672  |3.562 o
administrative
decisions
Administrati
good | thethird | 70.47 19.10 0673 |3.524 dministrativ
e decision

Source: SPSS V.28

statistically significant effect between digital leadership and administrative

Third: Testing the Research Hypotheses
1. Testing the Direct Effect Hypotheses

A. The first main research hypothesis, which states that there is a

decision-making, is tested based on the results presented in Table (5).

decision-making reached (65.905), which is higher than the tabulated F-value of
(3.94) at a significance level of (0.05). This indicates the statistical significance of

the regression model and confirms its validity in explaining the relationship

between the two variables.

The calculated F-value for the effect of digital leadership on administrative
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The correlation coefficient (R) of (0.707) indicates a strong positive
relationship between digital leadership and administrative decision-making. This
reflects that digital leadership practices contribute to supporting the orientations of
middle management at the College of Administration and Economics, University
of Wasit, toward improving administrative decision-making.

The coefficient of determination (R?) reached (0.500), while the adjusted R?
value reached (0.492). This means that digital leadership explains 50% of the
variance in administrative decision-making, while the remaining percentage is
attributed to other variables not included in the model.

The calculated t-value for the regression coefficient () was (8.118), which
is higher than the tabulated value (1.984) at a significance level of (0.05), with a
significance level of (0.000). This confirms the significance of the direct effect of
digital leadership on administrative decision-making.

The standardized regression coefficient () of (0.659) indicates that a one-
unit increase in digital leadership leads to an increase of 65.9% in administrative
decision-making.

Based on these results, the alternative hypothesis is accepted, which states
that there is a statistically significant effect of digital leadership on administrative
decision-making.

Table (5): Statistical Indicators of the Impact of Digital Leadership on

Administrative Decision-Making

Adj Digital variable
decision | Sig | (F) ®RY |® O | 1%‘ e .

R2 cadersiip | Approved
acceptance 3.334 | 1.039 | (o)

0.49 0.70

: 65.905 0.500 . ;

Hypothesis 0,000 ) 7 ?dr‘m‘mstratlve
The 8.118 | 0.659 | (B) | @ecrston
alternative
Value (F) Tabular value = 3.94 / Tabular value of (t ) = 1,948 / N = 68

Source: SPSS V.28
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Testing the Research Hypothesis (Second Main Hypothesis)

The second main research hypothesis, which states that there is a statistically
significant effect between digital transformation and administrative decision-
making, is tested based on the results presented in Table (6).

The results show that the calculated F-value for the effect of digital
transformation on administrative decision-making reached (118.447), which is
higher than the tabulated F-value of (3.94) at a significance level of (0.05). This
indicates the statistical significance of the regression model and confirms its
validity in explaining the relationship between the two variables.

The correlation coefficient (R) of (0.801) indicates a strong positive
relationship between digital transformation and administrative decision-making.
This reflects that the adoption of digital transformation practices contributes to
supporting the orientations of middle management at the College of Administration
and Economics, University of Wasit, toward improving the level of administrative
decision-making.

The coefficient of determination (R?) reached (0.642), while the adjusted R?
value was (0.637). This means that digital transformation explains 64.2% of the
variance in administrative decision-making, while the remaining percentage is
attributed to other variables not included in the model.

The calculated t-value for the regression coefficient () was (10.883), which
is higher than the tabulated value (1.984) at a significance level of (0.05), with a p-
value of (0.000). This confirms the statistical significance of the direct effect of
digital transformation on administrative decision-making.

The standardized regression coefficient () of (0.707) indicates that a one-
unit improvement in digital transformation leads to an increase of 70.7% in
administrative decision-making.

Based on these results, the alternative hypothesis is accepted, which states
that there is a statistically significant effect of digital transformation on

administrative decision-making.
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Table (6): Statistical Indicators of the Impact of Digital Transformation

on Administrative Decision-Making

Adj Digital variable
decision Sig | (F) (R2 (R2) | (R) | () transformatio

) n Approved
acceptanc 3.739 10915 |[(a)
e
Hypothesi | 0.00 | 118,44 | 0.63 [ 0.64 | 0.80 Administrativ
S 0 7 7 2 1 ;0-88 0707 | ®) |°© decision
The
alternative
Value (F) Tabular value = 3.94 / Tabular value of (t) = 1,948 / N = 68

Source: SPSS V.28

Testing the Research Hypothesis (Third Main Hypothesis)

The third main research hypothesis, which states that there is a statistically
significant effect between digital leadership and digital transformation, is tested
based on the results presented in Table (7). The results of Table (7) show that the
calculated F-value for the effect of digital leadership on digital transformation
reached (175.959), which is higher than the tabulated F-value of (3.94) at a
significance level of (0.05). This indicates the statistical significance of the
regression model and confirms its validity in explaining the relationship between
the two variables. The correlation coefficient (R) of (0.853) indicates a strong
positive relationship between digital leadership and digital transformation. This
reflects that the adoption of digital leadership practices significantly contributes to
enhancing the orientations of middle management at the College of Administration
and Economics, University of Wasit, toward the application of digital
transformation.

The coefficient of determination (R?) reached (0.727), while the adjusted R?
value was (0.723). This means that digital leadership explains 72.7% of the

variance in the digital transformation variable, while the remaining percentage is
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attributed to other variables not included in the model. The calculated t-value for
the regression coefficient (B) was (13.265), which is higher than the tabulated
value (1.984) at a significance level of (0.05), with a p-value of (0.000). This
confirms the statistical significance of the direct effect of digital leadership on
digital transformation. The standardized regression coefficient () of (0.901)
indicates that a one-unit improvement in digital leadership leads to an increase of
90.1% in digital transformation. Based on these results, the alternative hypothesis
is accepted, which states that there is a statistically significant effect of digital
leadership on digital transformation.
Table (7): Statistical Indicators of the Impact of Digital Leadership on

Digital Transformation

Adj
. : R mediating
decision Sig (F) ( R ) R) | (® Digital variable
2) leadership
acceptance 0.2
Hypothesi 0.7 0.7 108 o 2 “ Digital
ypothesis 0.000 | 175.959 . . . 1g1ta .
23 |27 |53 0.9 transformation
The 13265 | | (B)
alternative 01
value (F) = 3,94 / Tabulated value (t)=1,94 /N =68

Revised version (corrected):

Source: SPSS V.28

2. Testing the mediator hypotheses:

Testing the fourth main research hypothesis, which states that:
(There is a significant impact between digital leadership and administrative
decision-making through the mediating role of digital transformation). It is clear
from Table (8), Figures (4) and (5) that the calculated value of (t) for the effect
between digital leadership and digital transformation was (13.265), which is
greater than the tabulated value of (1.984) at a significance level of (0.05). This

indicates the existence of a statistically significant effect and reflects that practices
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related to digital competence, digital citizenship, digital insight, and digital
strategy contribute to enhancing the orientation of middle management in the
College of Administration and Economics at Wasit University towards adopting
digital transformation and consolidating its practices within the organizational
environment.

The calculated value of (t) for the effect between digital transformation and
administrative decision-making was (10.883), which is greater than the tabulated
value of (1.984), and at a significance level of (0.000), indicating a statistically
significant effect. This shows that human requirements, technological
infrastructure, digital culture, and digital skill development are key pillars in
supporting the effectiveness of administrative decision-making and enhancing its
efficiency.

From the previous results, it is clear that the mediating variable, digital
transformation, plays a crucial role in strengthening the relationship between
digital leadership and administrative decision-making. The results showed that the
value of the indirect effect between digital leadership and administrative decision-
making reached (0.621), which is greater than the value of the direct effect (0.080).
This indicates that the mediating variable represents full mediation, which was
confirmed by the value of (t) for the direct effect, which reached (0.617) with a
significance level of (0.537), which is higher than the critical value of (1.984). This
indicates the insignificance of the direct effect when the mediating variable is
included in the model.

This result indicates that improving administrative decision-making within
the college depends to a greater extent on the level of digital transformation, which
translates digital leadership practices into practical applications, thereby enhancing
the work environment that supports innovation and experimentation and increases

the efficiency and effectiveness of administrative decisions.
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Table (8): Direct and indirect impact between digital leadership and

administrative decision-making through the mediating role of digital

transformation
Decision . non-
type o impac | effec
Mediatio | influence | P T t t Search variables
n . direct | direc
Live
t
0.00 | 13.36 Digital Digital
Function 0.901 | --- ‘e . ---> e )
0 5 leadership transformation
mediation Non-. 537 Digital Administrative
functiona 0.617 |[0.080 |0.621 . ---> .
Complet | | 0 leadership decision
e
Digital .. .
. . A trat
Function 0.00 5217 10.642 | --- transformatio | ---> dr'nl‘nls ratve
0 decision
n
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Figure (4) shows the values of the effect of digital leadership on administrative

decision-making through the mediating role of digital transformation.

Source: Outputs of the Smart PLS 4 program.
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Figure (5) Values of the indirect effect between digital leadership and
administrative decision-making through the mediating role of digital
transformation.

Source: Smart PLS 4 program outputs.

To verify the effect of the mediating variable, digital transformation, on the
relationship between digital leadership and administrative decision-making, the
Sobel test was used, as shown in Figure (6). The results showed that the p-value
was less than the significance level (0.05), and the Sobel test value was (4.8598),
which is greater than the critical value (1.984). This confirms the existence of a
statistically significant mediating effect and reflects that digital transformation
plays a fundamental role in strengthening the relationship between digital
leadership and administrative decision-making by transforming digital leadership
practices into organizational applications that contribute to improving the

efficiency and effectiveness of decision-making.
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Figure (6) Sobel’s test based on t-test values
First: Conclusions

Digital leadership is achieving a good level and ranking first, which reflects
that middle management in the College of Administration and Economics at Wasit
University has a clear orientation towards employing digital technologies in
developing administrative work and enhancing performance quality. There is a gap
between digital leadership and the level of administrative decision-making,
indicating that available digital capabilities have not been adequately translated
into more efficient and effective administrative decisions.

Digital insight 1is higher than digital citizenship, reflecting the
administration’s ability to anticipate future transformations, alongside a clear need
to enhance organized digital behaviors within the university environment. Digital
transformation is at a good level but remains in a transitional phase, indicating that
the college has not yet reached full digital maturity despite a clear trend toward
development. Digital culture is stronger than digital skills development, which
reflects the spread of digital awareness without sufficient practical skills among
staff.

Technological infrastructure is adequately available, but it is not optimally
utilized to generate added organizational value. The effectiveness of administrative
decisions is higher than their efficiency, indicating that decisions achieve their
goals but consume more resources or time than required. The level of digital
leadership directly influences the promotion of digital transformation, reflecting

that the adoption of digital practices by middle management at the College of
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Administration and Economics at Wasit University contributes to accelerating the

adoption of modern systems and applications within the university environment.

Digital transformation contributes to improving administrative decision-
making, as the availability of human resources, technological infrastructure, digital
culture, and skills development forms a fundamental basis for enhancing the
efficiency and effectiveness of decisions within the college.

There is no clear direct effect of digital leadership on administrative
decision-making when digital transformation is included, indicating that digital
leadership capabilities translate into tangible results only through a supportive
digital environment.

Digital transformation represents the essential link that transmits the effect
of digital leadership to administrative decision-making, confirming that decision
effectiveness depends more on the level of maturity of digital transformation
within the college.

Second: Recommendations
1. The need to enhance integration between digital leadership and administrative

decision-making efficiency to ensure that digital capabilities are transformed
into practical decisions that support institutional performance.

2. Continuously developing digital skills training programs with a focus on
practical application to enhance employees’ ability to use technologies
efficiently.

3. Adopting data-driven decision support systems to increase decision accuracy
and reduce reliance on individual judgment.

4. Improving investment in technological infrastructure and aligning it with actual
organizational needs to achieve maximum institutional benefit.

5. Working to achieve a balance between the efficiency and effectiveness of
administrative decisions by rationalizing resource use and reducing time and

effort.
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. Enhancing the digital innovation environment by encouraging initiatives and
adopting technology-based ideas.

. Adopting a comprehensive digital transformation strategy based on the
integration of digital leadership, organizational culture, and administrative
decision-making efficiency to ensure sustainable institutional development.

. Directing digital leadership practices toward supporting digital transformation
in practice by linking leadership vision with technological applications within

the college.
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