International Journal of Heritage, Tourism and Hospitality vol. 18, issue 1, June (2024), 60 - 91

International Journal of Heritage, Tourism and Hospitality
journal homepage: https://jihtha.journals.ekb.eg/

The role of digital leadership in developing job satisfaction among
employees: applied to employees of Air Arabia

Eman Gouda
Lecturer, Alexandria Higher Institute of Tourism and Hotels, (EGOTH), Alexandria, Egypt

ARTICLE INFO ABSTRACT
Keywords: In today’s fast-paced digital world, organizations are increasingly
Digital leadership embracing digital leadership to manage technological change,

improve efficiency, and enhance employee satisfaction. The aviation

industry, known for its drive for innovation, presents a valuable case

Air Arabia study on this topic. Air Arabia, a leading low-cost airline in the
Middle East, exemplifies how digital leadership fosters job
satisfaction, employee engagement, and maotivation. Digital
leadership involves integrating digital tools, data analytics, and
communication technologies to manage people and operations more
effectively. At Air Arabia, this approach has improved
communication, transparency, and flexibility while supporting career
development and responsiveness to employee needs. Enhanced
communication through platforms like video conferencing and
intranet systems has ensured real-time, transparent interactions
across all levels, cultivating trust and inclusion. Employee
development is another key area, with digital learning tools enabling
flexible skill enhancement and personalized growth paths. These
initiatives keep employees competitive and aligned with company
goals, boosting satisfaction and engagement. Digital leadership also
promotes work-life balance through remote work options, flexible
scheduling, and virtual collaboration, reducing stress and improving
productivity. Moreover, Air Arabia leverages data-driven feedback
systems to monitor employee sentiment and inform decisions,
ensuring staff feel heard and valued. This continuous feedback loop
fosters a culture of improvement and trust. In conclusion, Air
Arabia’s digital leadership has transformed its work environment by
integrating technology into core HR functions. The result is a more
satisfied, motivated, and loyal workforce, offering a model for other
organizations aiming to enhance employee experience through
digital transformation.
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Introduction

The concept of leadership has evolved significantly in the digital age, with digital leadership
becoming a crucial factor in organizational development. In an era defined by rapid technological
advancements, the role of digital leadership has expanded beyond the traditional methods of
leadership, influencing a range of organizational dynamics, including employee satisfaction.
Digital leadership refers to the ability to lead and manage teams using digital tools and platforms
while adapting to technological trends that shape modern workplaces. It involves fostering
innovation, embracing digital transformation, and creating a work environment where employees
feel supported, valued, and motivated. One of the most significant outcomes of effective digital
leadership is the enhancement of job satisfaction among employees. Job satisfaction is not only a
critical indicator of workplace happiness but also a key determinant of organizational productivity
and employee retention (De Cooman et al., 2022).

In this context, the airline industry, a sector heavily reliant on technology, has seen remarkable
shifts in leadership styles, especially in organizations like Air Arabia, one of the leading low-cost
carriers in the Middle East. Air Arabia has embraced digital transformation in its operations,
incorporating digital tools to streamline communication, decision-making, and performance
management. Digital leadership at Air Arabia plays a vital role in fostering employee satisfaction
by leveraging technology to enhance communication, provide real-time feedback, and offer
employees opportunities for growth and development through digital learning platforms
(Kaufmann et al., 2021).

Digital leadership is particularly important in a service-driven industry like aviation, where
employee engagement directly impacts customer experience and operational efficiency. Research
suggests that employees in organizations with strong digital leadership tend to exhibit higher levels
of job satisfaction, due to better work-life balance, reduced job-related stress, and increased
empowerment through the use of digital tools (O'Neill et al., 2021).

This research explores the role of digital leadership in fostering job satisfaction among employees
at Air Arabia. It examines how the company's leadership approach, specifically in the integration
of digital tools, contributes to a positive organizational climate. The study also aims to identify the
ways in which digital leadership influences employees' perceptions of their roles, their work
environment, and overall job satisfaction. Through a detailed analysis of leadership practices at
Air Arabia, this research intends to provide valuable insights into the broader impact of digital
leadership on employee morale and retention in the modern workplace.

Research Problem

In today’s rapidly evolving business environment, digital transformation has become a critical
element for organizations striving to maintain competitiveness and improve operational efficiency.
As companies increasingly adopt digital tools and technologies, there is a growing need for
leadership to effectively manage and guide employees through these technological changes. One
of the key dimensions of leadership that has gained significant attention in recent years is digital
leadership. Digital leadership refers to the ability of leaders to harness technology to improve
organizational processes, enhance communication, and create an environment that encourages
employee engagement and job satisfaction. However, despite the growing focus on the role of
digital leadership in various industries, its impact on employee job satisfaction remains
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underexplored, particularly in service-driven sectors like the airline industry. In the case of Air
Arabia, a leading low-cost carrier in the Middle East, the integration of digital tools has played an
essential role in shaping its operational processes and communication strategies. Air Arabia has
embraced digital transformation through various channels, including digital communication
platforms, mobile apps, online customer service tools, and internal digital training programs for
employees. While these initiatives have revolutionized the airline’s operations, a critical gap exists
in understanding how these digital leadership practices influence employee job satisfaction. The
challenge lies in examining how Air Arabia’s leaders utilize digital tools not only to improve
operational efficiency but also to foster a positive work environment that promotes employee well-
being and job satisfaction. Moreover, the dynamics of the airline industry, which heavily rely on
high customer service standards and employee engagement, provide an added layer of complexity.
Employees at Air Arabia are exposed to high-pressure work environments, especially in customer-
facing roles, which can lead to burnout, stress, and ultimately lower levels of job satisfaction. This
makes it imperative to understand how digital leadership can mitigate these issues and enhance
employees’ sense of fulfillment at work. Although digital leadership has been widely recognized
for its ability to empower employees and promote innovation, its specific impact on job satisfaction
within the context of an airline company like Air Arabia has not been sufficiently explored.
Therefore, the central research problem of this study is to investigate the role of digital leadership
in enhancing job satisfaction among employees at Air Arabia. Specifically, the study aims to
understand how digital leadership practices, such as the use of digital tools for communication,
feedback, performance management, and skill development, contribute to creating a positive
organizational culture that fosters higher levels of job satisfaction. The research will address
questions regarding the direct and indirect effects of digital leadership on employee attitudes,
motivation, engagement, and overall job satisfaction. In doing so, the study seeks to provide
insights into how organizations in the airline industry can leverage digital leadership strategies to
improve employee morale and enhance organizational performance. By addressing these gaps in
research, this study will contribute valuable knowledge to the field of digital leadership and
employee satisfaction, offering actionable recommendations for leaders in the airline industry and
beyond to create more fulfilling and productive work environments.

Research Objectives

The primary objective of this research is to investigate the role of digital leadership in enhancing
job satisfaction among employees at Air Arabia. Specifically, the study aims to achieve the
following objectives:

e To analyze the impact of digital leadership practices on employee job satisfaction at
Air Arabia: This objective seeks to explore how various digital leadership strategies, such as
the use of digital communication tools, online performance management systems, and digital
feedback mechanisms, affect employees' overall job satisfaction levels.

e To identify the key digital leadership behaviors that contribute to improving
employee morale and engagement: This will involve examining the leadership styles and
behaviors that are most effective in fostering a positive organizational environment through
digital means, with a focus on employee motivation, engagement, and job satisfaction.

e To assess the relationship between the use of digital tools and the perception of work-
life balance among employees at Air Arabia: Understanding how digital leadership
initiatives, such as flexible working hours and mobile apps for task management, influence
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employees' work-life balance and, in turn, their job satisfaction, will be an essential aspect of
this research.

e To evaluate the effectiveness of digital leadership in reducing job-related stress and
burnout among employees: This objective aims to determine whether digital leadership can
play a role in mitigating work-related stressors by providing better resources for task
management, communication, and decision-making.

e To explore the role of digital leadership in fostering career development and growth
opportunities for employees at Air Arabia: This objective will focus on the impact of digital
learning platforms, virtual training, and digital mentorship programs in enhancing employees’
career growth, skills development, and job satisfaction.

e To provide actionable recommendations for enhancing digital leadership practices to
improve employee job satisfaction: Based on the findings, the study will offer practical
recommendations for Air Arabia and similar organizations in the airline industry to better
integrate digital leadership practices that positively affect employee satisfaction and
organizational success.

Research Hypotheses

This research is guided by the following hypotheses to explore the role of digital leadership in
enhancing job satisfaction among employees at Air Arabia:

H1: Digital leadership practices have a positive impact on employee job satisfaction at Air
Arabia.

This hypothesis posits that the application of digital leadership strategies, such as the use of
digital communication tools and performance management systems, will result in higher levels of
job satisfaction among employees.

H2: Digital leadership behaviors, such as transparent communication and digital feedback
systems, contribute to higher employee engagement and morale at Air Arabia.

This hypothesis suggests that specific digital leadership behaviors will be positively correlated
with increased employee engagement, leading to improved morale and satisfaction.

H3: The use of digital tools to manage work schedules and tasks improves employees’ work-
life balance, which positively affects their job satisfaction at Air Arabia.

This hypothesis argues that digital tools that help employees manage their work tasks more
efficiently and provide greater flexibility will enhance their work-life balance, thus contributing to
greater job satisfaction.

H4: Digital leadership helps reduce job-related stress and burnout by providing effective
communication channels and support mechanisms for employees at Air Arabia.
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This hypothesis assumes that the implementation of digital leadership practices that offer
employees easier access to resources, guidance, and feedback will help in alleviating stress and
reducing burnout, leading to improved job satisfaction.

H5: Digital leadership practices that focus on career development and learning opportunities
have a positive impact on employees’ job satisfaction at Air Arabia.

This hypothesis suggests that digital platforms for professional development, such as virtual
training programs and digital mentorship opportunities, enhance employees’ career growth and
satisfaction with their roles.

H6: Employees at Air Arabia perceive a stronger connection between digital leadership and
overall job satisfaction compared to traditional leadership approaches.

This hypothesis posits that employees will report higher levels of job satisfaction when led by
digital leadership strategies compared to those led by traditional leadership methods that do not
incorporate digital tools and technologies.

Theoretical study

Theoretical Framework: Analyzing the Impact of Digital Leadership Practices on Employee
Job Satisfaction at Air Arabia

In recent years, digital leadership has emerged as a key determinant of organizational success,
particularly in the context of employee satisfaction. Digital leadership, which involves the
integration of modern technological tools with leadership practices, is seen as essential for
fostering a work environment that promotes high levels of employee engagement and satisfaction
(Westerman et al., 2014). This theoretical framework will explore the impact of digital leadership
practices on employee job satisfaction at Air Arabia, a leading low-cost carrier in the Middle East.
Digital leadership is characterized by the ability to guide organizations through digital
transformation, harnessing technology to improve processes, communication, and relationships
within the workplace. This leadership style emphasizes innovation, transparency, and the use of
digital tools to enhance both operational efficiency and employee experiences (Kane et al., 2015).
By integrating digital tools such as communication platforms, mobile apps for task management,
and digital performance feedback systems, leaders can create a more flexible, supportive, and
efficient work environment (Avolio & Kahai, 2003).

One key component of digital leadership is the promotion of transparency and accessibility through
digital communication. Leaders who effectively use digital tools are able to provide clear, timely,
and consistent communication to their teams, which helps reduce uncertainties and improve
employee morale. Research by Tannenbaum et al. (2021) indicates that clear communication
significantly enhances employee engagement, which in turn contributes to greater job satisfaction.
At Air Arabia, leaders who use digital communication platforms to keep employees informed
about company goals, performance expectations, and organizational changes are likely to foster a
greater sense of trust and belonging among staff.
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Another crucial aspect of digital leadership is the use of digital feedback systems, which allow
leaders to provide real-time feedback on employee performance. This helps employees understand
their strengths and areas for improvement, creating an ongoing dialogue that supports professional
growth and job satisfaction (Bakker & Demerouti, 2017). By using digital tools to offer continuous
feedback, Air Arabia’s leadership can create a work environment where employees feel valued
and motivated, which positively affects their job satisfaction and engagement.

Digital leadership also plays a significant role in reducing work-related stress and burnout by
providing employees with greater control over their work schedules and tasks. Digital tools that
enable flexible working hours, task delegation, and access to resources can help employees achieve
a better work-life balance (Biron et al., 2021). For example, Air Arabia’s use of mobile apps that
allow employees to manage their work schedules and communicate with their teams remotely can
contribute to reducing the stress associated with rigid work structures and long hours, leading to
improved job satisfaction.

Furthermore, digital leadership fosters career development by offering opportunities for online
learning and virtual skill development. Employees who have access to digital training platforms
can enhance their skills, stay updated with industry trends, and increase their potential for career
advancement. This is particularly important in a competitive industry like aviation, where
continuous learning is essential for maintaining high levels of job satisfaction and employee
retention (Collings et al., 2017). Air Arabia’s implementation of digital platforms for training and
professional development can help employees feel more empowered in their roles, thus increasing
their satisfaction with their jobs.

Theoretical Framework: Identifying Key Digital Leadership Behaviors That Contribute to
Improving Employee Morale and Engagement

Digital leadership has become an increasingly essential approach in modern organizations,
especially in light of technological advancements and the growing reliance on digital tools and
platforms. The concept of digital leadership goes beyond simply adopting technology; it involves
utilizing digital tools to foster better relationships, improve communication, and empower
employees in ways that traditional leadership styles may not achieve (Avolio & Kahai, 2003). As
the nature of the workforce changes, particularly with the rise of remote work and virtual teams,
identifying the key digital leadership behaviors that enhance employee morale and engagement
has become critical for organizational success.

The primary objective of digital leadership is to create an environment where employees feel
valued, supported, and motivated, which ultimately leads to higher levels of morale and
engagement. Several key behaviors within digital leadership are widely recognized as crucial for
achieving these outcomes, including digital communication, feedback, transparency,
empowerment, and fostering a culture of continuous learning and development (Westerman et al.,
2014).

1. Digital Communication
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One of the most vital behaviors of digital leadership is the ability to effectively communicate using
digital tools. With remote work and virtual teams becoming more common, clear and consistent
communication is crucial for maintaining employee morale and engagement (Tannenbaum et al.,
2021). Digital leaders utilize platforms such as instant messaging, video conferencing, and
collaborative tools to keep employees informed, address concerns, and ensure alignment with
organizational goals. Research shows that when leaders are transparent and provide frequent
communication, employees are more likely to feel connected to the organization and understand
their roles, leading to higher job satisfaction and engagement (Kane et al., 2015).Moreover, digital
leaders must embrace active listening through digital communication channels. Active listening
fosters a sense of belonging, as employees feel their input is valued. This leads to greater emotional
investment in their work and increased morale (Bakker & Demerouti, 2017).

2. Real-Time Feedback and Recognition

The use of digital tools for real-time feedback and recognition is another critical digital leadership
behavior that contributes significantly to employee morale and engagement. Unlike traditional
feedback models, which are often annual or quarterly, digital leadership facilitates continuous
feedback loops through digital performance management systems, allowing leaders to provide
immediate recognition and constructive guidance (Biron et al., 2021). By using digital platforms
to acknowledge achievements, leaders can increase employees’ sense of accomplishment and
value within the organization, which boosts morale and motivation.Studies indicate that employees
who receive frequent and constructive feedback feel more confident and engaged in their roles,
leading to improved job satisfaction and overall performance (Avolio & Kahai, 2003). In
particular, instant recognition for small wins can encourage employees to remain motivated and
contribute actively to team and organizational goals (Tannenbaum et al., 2021).

3. Transparency and Trust

Transparency is a foundational behavior in digital leadership that directly impacts employee
engagement. Digital leaders who demonstrate openness in decision-making and share relevant
information with their teams build a culture of trust (Westerman et al., 2014). Employees who trust
their leaders are more likely to feel secure in their positions, engage more fully in their tasks, and
exhibit higher levels of morale.Additionally, transparency involves being clear about the
organization’s goals, challenges, and performance, which empowers employees to understand how
their individual contributions align with the broader objectives of the company. When employees
feel informed and trusted, their engagement levels rise as they feel more connected to the
organization’s mission (Kane et al., 2015).

4. Empowerment Through Technology
Digital leadership emphasizes empowering employees by providing them with the tools and
autonomy needed to perform their tasks efficiently. Empowerment involves granting employees

the freedom to make decisions, set their own goals, and manage their own work schedules, which
are often made possible by the use of digital tools (Bakker & Demerouti, 2017). By utilizing
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technology such as task management platforms and collaborative software, digital leaders can
foster a sense of ownership among employees, resulting in higher engagement and morale.

Moreover, empowerment is linked to increased innovation and creativity. Employees who feel
trusted and have control over their work are more likely to take initiative, contribute new ideas,
and engage in problem-solving, which boosts overall team and organizational performance
(Avolio & Kabhai, 2003).

5. Fostering Continuous Learning and Development

Digital leadership also involves facilitating continuous learning and skill development. Leaders
who encourage and provide access to digital learning resources, such as online training programs,
webinars, and virtual workshops, help employees grow both personally and professionally. This
behavior is essential for maintaining employee engagement, as employees who feel they are
progressing and enhancing their skills are more likely to remain engaged and committed to their
roles (Collings et al., 2017).Continuous learning also fosters a growth mindset, where employees
view challenges as opportunities to improve rather than as obstacles. Digital leadership that
prioritizes development allows employees to thrive in an evolving technological landscape,
boosting morale and retention (Biron et al., 2021).

Theoretical Framework: Evaluating the Relationship Between the Use of Digital Tools and
Perception of Work-Life Balance Among Employees at Air Arabia

In recent years, the increasing reliance on digital tools has significantly altered the way
organizations operate, especially in terms of managing work processes, communication, and
employee satisfaction. One area that has seen notable change due to the adoption of digital
technologies is the concept of work-life balance (WLB). As organizations, including Air Arabia,
integrate digital tools into their operations, it is essential to understand how the use of these tools
affects employees' perceptions of work-life balance. This theoretical framework aims to evaluate
the relationship between digital tool usage and employees' perception of work-life balance at Air
Arabia, considering both positive and negative impacts.

Work-life balance refers to the ability of employees to effectively manage their professional
responsibilities and personal life, ensuring neither aspect overwhelms the other (Greenhaus &
Allen, 2011). In the context of Air Arabia, where employees operate in a fast-paced, dynamic work
environment, achieving an optimal work-life balance is crucial for ensuring employee well-being,
job satisfaction, and retention. Digital tools such as mobile applications, cloud-based systems, and
communication platforms have the potential to influence how employees perceive their work-life
balance by either enabling greater flexibility or contributing to work-related stress (Mazmanian et
al., 2013).

1. Digital Tools and Flexibility

The use of digital tools has the potential to improve work-life balance by offering employees
greater flexibility in how, when, and where they perform their tasks. Technologies such as cloud-
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based collaboration tools, task management applications, and mobile communication platforms
allow employees at Air Arabia to manage their workloads from different locations, outside of
traditional office hours. This flexibility enables employees to adjust their work schedules to
accommodate personal commitments, reducing the conflict between work and personal life
(Chesley, 2014).Studies have shown that when employees have the freedom to manage their work
schedules using digital tools, they are more likely to report higher satisfaction with their work-life
balance (Allen et al., 2013). For example, Air Arabia employees who can access work systems
remotely through mobile apps may experience a sense of autonomy that leads to greater
satisfaction with their ability to balance work and personal life, as they can choose when to engage
in work-related tasks.

2. Digital Tools and Work-Related Stress

On the other hand, the widespread use of digital tools can also contribute to increased work-related
stress, particularly when employees feel "always on™ or are unable to disconnect from work. With
the integration of digital tools into the workplace, there is a risk of blurred boundaries between
work and personal time. Employees may feel pressured to respond to emails, attend virtual
meetings, or complete tasks outside of their designated working hours, leading to work-life conflict
(Mazmanian et al., 2013).Research has shown that constant connectivity through digital tools can
lead to feelings of burnout and stress, as employees struggle to maintain a balance between their
professional obligations and personal needs (Bakker & Demerouti, 2017). For instance, employees
at Air Arabia who receive after-hours messages or emails may experience higher levels of work-
related stress, which can negatively impact their perception of work-life balance.

3. Digital Leadership and Support for Work-L.ife Balance

Digital leadership plays a key role in determining how digital tools are used and the overall impact
on employees' work-life balance. Leaders who promote healthy digital practices, such as setting
boundaries for after-hours communication and encouraging employees to disconnect when off-
duty, can mitigate the negative effects of digital tool usage. Research by Derks et al. (2014)
highlights that supportive leadership that encourages work-life balance can buffer the stress caused
by the excessive use of digital tools. In the case of Air Arabia, leaders who model and advocate
for the importance of disconnecting from work outside of working hours can help employees
maintain a healthier work-life balance, enhancing their overall satisfaction and well-
being.Moreover, digital leaders who invest in providing employees with the right digital tools for
managing their workload can reduce the strain caused by inefficient systems. For instance, Air
Arabia’s implementation of user-friendly digital platforms that facilitate task allocation,
scheduling, and collaboration can reduce the cognitive load on employees, helping them better
manage their work and personal lives.

4. Impact of Digital Tools on Perception of Work-Life Balance

The relationship between the use of digital tools and the perception of work-life balance is
multifaceted. While digital tools can enhance flexibility and empower employees to manage their
time more effectively, they also come with challenges that must be carefully managed. In the case

68



Gouda, E. /IJHTH vol 18 issue 1, June (2024) 60 - 91

of Air Arabia, employees who use digital tools to manage their tasks and schedules may perceive
a better work-life balance if they are provided with the right support and guidance. However,
without proper boundaries and leadership support, these same tools could lead to negative
consequences such as burnout, stress, and dissatisfaction with work-life balance.

Theoretical Framework: Evaluating the Effectiveness of Digital Leadership in Reducing
Work-Related Stress and Burnout Among Employees

In today’s rapidly evolving work environment, organizations are increasingly adopting digital
leadership to manage workforce dynamics and enhance productivity. Digital leadership refers to
the ability of leaders to utilize technology to improve processes, foster communication, and create
work environments that support employee well-being. As workplace stress and burnout have
become significant challenges for organizations, particularly in high-demand industries,
understanding the role of digital leadership in mitigating these issues is critical. This theoretical
framework evaluates the effectiveness of digital leadership in reducing work-related stress and
burnout among employees.

1. The Concept of Digital Leadership and Employee Well-Being

Digital leadership involves leveraging digital tools to enhance leadership practices,
communication, and decision-making processes. It integrates technology into leadership behavior,
aiming to improve organizational efficiency and employee engagement. In terms of employee
well-being, digital leadership is concerned with creating a work environment that is responsive to
employee needs, reduces stress, and minimizes burnout. Digital leaders are not only proficient in
using technological tools but also possess the emotional intelligence necessary to understand how
these tools impact employee experiences (Avolio & Kahai, 2003).Work-related stress and burnout
have been identified as major factors affecting employee morale, productivity, and retention
(Maslach & Leiter, 2016). These issues can arise due to excessive workloads, lack of autonomy,
poor work-life balance, and inadequate support from leadership. However, digital leadership can
potentially reduce these stressors by fostering a more flexible, supportive, and communicative
work environment.

2. Digital Communication and Stress Reduction

One of the primary behaviors of digital leadership is the use of digital communication tools to
maintain transparency and foster open dialogue. Studies have shown that communication clarity
and regular feedback from leaders significantly reduce stress levels among employees
(Tannenbaum et al., 2021). By using digital platforms such as video conferencing, instant
messaging, and collaboration tools, leaders can ensure that employees feel informed and
connected, even in remote or hybrid work settings.Clear communication can alleviate anxiety by
addressing concerns promptly and providing employees with a sense of security. For example,
when digital leaders use platforms to regularly update their teams about organizational goals,
project statuses, or challenges, employees feel more confident in their roles and less stressed about
uncertainty (Westerman et al., 2014). Furthermore, digital leadership enables real-time feedback,
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allowing leaders to address performance issues proactively, preventing them from escalating into
stress-inducing problems (Bakker & Demerouti, 2017).

3. Flexibility and Empowerment Through Technology

Another key aspect of digital leadership is the promotion of flexibility through the use of digital
tools. Flexible work arrangements, such as telecommuting, flexible hours, and remote
collaboration, have been shown to significantly reduce work-related stress and improve employee
satisfaction (Chesley, 2014). Digital leadership enables this flexibility by providing employees
with the necessary digital tools to manage their schedules, collaborate remotely, and access
organizational resources from any location. Research suggests that autonomy in the workplace
reduces feelings of stress and burnout by allowing employees to control their work pace and
environment (Avolio & Kahai, 2003). Digital leadership that supports flexible work practices—
such as the use of project management tools and mobile communication platforms—allows
employees to better balance their work and personal lives, reducing stress and preventing burnout.
For example, Air Arabia’s use of digital tools that allow employees to manage their schedules
remotely could provide employees with the autonomy needed to achieve a better work-life balance.

4. Work-Life Balance and Digital Boundaries

While digital tools can facilitate flexibility, they can also contribute to work-related stress if
employees feel they are constantly "on" due to the availability of digital communication tools. The
boundary between work and personal life can easily blur, leading to overwork, burnout, and
increased stress (Mazmanian et al., 2013). In this context, digital leadership plays a crucial role in
setting and maintaining boundaries for employees. Leaders who encourage employees to
disconnect from work outside of office hours and respect personal time can mitigate the negative
effects of constant connectivity.

Digital leaders can set clear expectations about when employees are required to be available and
when they can take time off. By promoting a culture that values rest and discourages after-hours
communication, digital leadership can reduce work-related stress and prevent burnout.
Furthermore, leaders who use digital tools to monitor workloads and prevent overburdening their
teams contribute to the prevention of stress and burnout (Biron et al., 2021).

5. Digital Leadership and Support for Employee Well-Being

A critical component of digital leadership in reducing stress and burnout is the provision of
ongoing support and resources for employee well-being. Digital leaders are expected to use digital
tools to monitor employee engagement and satisfaction levels, providing opportunities for virtual
check-ins and well-being programs (Collings et al., 2017). These tools can be used to offer
resources such as online counseling, stress management workshops, or fitness programs, which
can be accessed remotely, contributing to a holistic approach to employee well-being.

In addition, digital leadership can support mental health by encouraging the use of digital platforms
for social interaction among employees. Virtual team-building activities and peer support
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networks, facilitated by digital tools, can reduce feelings of isolation and help employees manage
stress more effectively (Tannenbaum et al., 2021).

6. Measuring the Effectiveness of Digital Leadership in Reducing Stress and Burnout

The effectiveness of digital leadership in reducing work-related stress and burnout can be
evaluated through various metrics. These include employee satisfaction surveys, engagement
scores, and the frequency of burnout-related incidents or absenteeism. Studies suggest that digital
leadership practices that prioritize communication, flexibility, and employee well-being contribute
to lower levels of stress and higher employee retention (Bakker & Demerouti, 2017). Moreover,
organizations that adopt digital leadership strategies that promote work-life balance and provide
access to digital tools for stress management report greater employee satisfaction and productivity
(Mazmanian et al., 2013).

Theoretical Framework: Exploring the Role of Digital Leadership in Enhancing Career
Development and Growth Opportunities for Employees at Air Arabia

In the age of digital transformation, leadership is no longer confined to traditional models. With
the rapid adoption of technology, digital leadership has emerged as a key factor in driving
organizational success, especially in terms of enhancing career development and growth
opportunities for employees. Digital leadership encompasses the ability to leverage technology to
empower employees, foster innovation, and create a work environment that promotes continuous
learning and development. This theoretical framework explores the role of digital leadership in
enhancing career development and growth opportunities for employees, specifically within the
context of Air Arabia, a leading airline company.

1. The Concept of Digital Leadership and Employee Development

Digital leadership is defined as the use of digital tools and strategies to lead and manage teams,
engage employees, and drive organizational change. It involves embracing technology to enhance
communication, collaboration, and decision-making while simultaneously promoting employee
growth and development (Avolio & Kahai, 2003). For employees at Air Arabia, digital leadership
can offer numerous benefits, including increased access to learning resources, personalized
development opportunities, and enhanced career progression.In a rapidly evolving sector like
aviation, career development is essential for attracting and retaining talent. Digital leadership
facilitates the creation of opportunities for employees to learn new skills, engage in professional
development, and take on new roles within the organization. Digital platforms, such as learning
management systems, online training, and career development tools, empower employees to take
charge of their own professional growth. This is especially relevant in an industry that requires
constant innovation and skill upgrades to remain competitive.

2. Digital Leadership and Access to Learning Opportunities

One of the most significant roles of digital leadership in career development is its ability to provide
employees with access to learning and development opportunities. Digital tools such as e-learning
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platforms, webinars, and online courses enable employees to enhance their skills and competencies
without being restricted by location or time constraints. Digital leadership in Air Arabia can utilize
these tools to create a culture of continuous learning, allowing employees to gain industry-specific
certifications, leadership skills, and technical expertise that enhance their career trajectories.
Research has shown that organizations that prioritize digital learning platforms can foster an
environment where employees feel more supported in their development (Westerman et al., 2014).
For example, Air Arabia's leadership can provide employees with access to digital training
programs and mentorship opportunities, helping them to advance in their careers and align their
personal goals with the organization's objectives.

3. Personalized Career Development Plans and Digital Tools

Incorporating digital leadership into career development also involves utilizing data and
technology to create personalized career development plans for employees. Digital leadership
allows for the collection and analysis of data on employee performance, preferences, and learning
styles. This information can then be used to tailor career development initiatives to meet the unique
needs of each employee (Avolio & Kahai, 2003).At Air Arabia, digital leaders can use
performance management systems and employee feedback tools to identify skill gaps and areas
for growth. By analyzing this data, leaders can provide employees with personalized
recommendations for career development, such as specific training programs, job rotations, or
mentoring opportunities. This level of personalized support is likely to increase employee
satisfaction and retention, as employees will feel that their individual growth is being actively
nurtured.

4. Fostering Innovation and Growth Through Digital Leadership

Digital leadership can also foster a culture of innovation and creativity, both of which are essential
for career development in a competitive industry like aviation. By encouraging the use of digital
tools for collaboration, brainstorming, and problem-solving, digital leaders at Air Arabia can create
an environment where employees are motivated to contribute ideas, take initiative, and pursue
opportunities for growth. Leaders who embrace digital transformation often prioritize
collaboration and open communication, enabling employees to share ideas freely and learn from
one another (Collings et al., 2017). In the context of Air Arabia, this could involve encouraging
employees to participate in virtual innovation challenges, join cross-functional teams, or contribute
to organizational projects that foster personal and professional growth. Furthermore, digital tools
such as social platforms and collaborative software allow employees to access a global network of
professionals, expanding their horizons and providing them with new perspectives on their career
development. The ability to connect with experts, mentors, and colleagues from around the world
enhances the opportunities for growth and learning, contributing to employees’ overall career
satisfaction and progression.

5. Digital Leadership and Career Progression Transparency

Another important aspect of digital leadership in career development is its ability to provide
transparency in the career progression process. Employees are more likely to feel motivated and
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engaged in their work if they understand the potential for growth within the organization. Digital
tools such as performance dashboards, career mapping tools, and career path visualizations allow
employees to track their progress and see the clear steps required for advancement. At Air Arabia,
digital leaders can use technology to provide employees with real-time feedback on their
performance, outline the skills required for promotion, and highlight internal job opportunities.
This transparency enables employees to plan their career development strategically and feel
confident about the potential for growth within the organization (Boudreau et al., 2013).Moreover,
when leadership actively supports digital platforms that enable career mobility and development,
employees are more likely to feel engaged and invested in their work. The availability of clear,
data-driven insights into career progression opportunities reinforces the commitment of both
employees and leaders to long-term professional growth.

6. Workplace Flexibility and Employee Growth

Digital leadership also plays a significant role in enhancing workplace flexibility, which in turn
supports career development. The integration of digital tools for remote work, project
management, and time management allows employees to maintain a better work-life balance while
pursuing professional growth opportunities. For employees at Air Arabia, the ability to engage in
online learning, attend virtual workshops, and participate in career development activities without
disrupting their work schedule can contribute to a more balanced and fulfilling career trajectory.
Studies have shown that flexible working arrangements, facilitated by digital tools, lead to higher
job satisfaction and greater commitment to career development (Chesley, 2014). By promoting
flexible work environments, digital leaders help employees navigate their personal and
professional lives in a way that fosters both career advancement and well-being.

Theoretical Framework: Recommendations for Enhancing Digital Leadership Practices to
Improve Employee Job Satisfaction

As organizations continue to navigate the complexities of the digital age, leadership practices are
being reshaped by technology. Digital leadership, which involves leveraging technology to
enhance leadership effectiveness, communication, and organizational culture, plays a crucial role
in improving employee job satisfaction. Digital leaders are not only responsible for managing
technology but also for fostering an environment where employees feel supported, engaged, and
valued. This theoretical framework aims to provide actionable recommendations to enhance digital
leadership practices with the goal of improving employee job satisfaction.

1. The Role of Digital Leadership in Job Satisfaction

Digital leadership refers to the application of technology in leadership practices to drive change,
improve organizational processes, and support employee well-being. It is characterized by the
integration of digital tools, fostering transparency, enhancing communication, and creating
opportunities for innovation and collaboration (Avolio & Kahai, 2003). Job satisfaction, on the
other hand, is influenced by various factors such as work environment, leadership support, career
development opportunities, and employee engagement (Locke, 1976).
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Job satisfaction is closely linked to the way leadership interacts with employees, supports their
development, and communicates organizational goals. Digital leadership can influence these
factors by utilizing technology to create a work environment that enhances employee engagement,
promotes work-life balance, and offers transparency and feedback. However, for digital leadership
to effectively improve job satisfaction, leaders must adopt strategies that align with employees'
needs and organizational goals.

2. Recommendation 1: Foster Open and Transparent Communication through Digital Tools

Effective communication is one of the cornerstones of digital leadership. Leaders who are
transparent and communicate regularly with their teams can significantly improve job satisfaction
by addressing concerns, setting clear expectations, and providing timely feedback. Digital
platforms, such as instant messaging apps, video conferences, and project management tools, can
be utilized to foster open communication channels, allowing leaders to engage with employees in
real-time.

Avolio and Kahai (2003) suggest that digital tools can enhance leader-member communication by
providing more opportunities for dialogue, feedback, and collaboration. Leaders can use these
tools to create an environment of trust, where employees feel comfortable sharing their ideas and
concerns. Moreover, regular check-ins and feedback sessions, conducted via digital channels, can
help employees feel more valued and informed about their roles and responsibilities.

Actionable Steps:

« Implement regular virtual team meetings and one-on-one check-ins to provide employees
with opportunities to discuss their progress, challenges, and career aspirations.

e Use digital communication tools to provide real-time feedback and ensure that employees
are aligned with organizational goals.

o Create a culture of transparency by using collaborative platforms to share company
updates, project statuses, and strategic goals.

3. Recommendation 2: Leverage Technology for Personalized Employee Development Plans

Personalized career development is a critical factor in improving job satisfaction. Employees who
feel that their career growth is being actively supported by their leaders tend to be more engaged
and satisfied with their jobs (Collings et al., 2017). Digital leadership can facilitate personalized
career development by using data analytics and learning management systems to track employees'
skills, preferences, and career aspirations. By using digital tools, leaders can tailor professional
development opportunities to individual employees, helping them acquire the skills and experience
they need for advancement. Personalized development plans, which may include online training,
mentoring, and job rotations, can empower employees to take control of their career paths and feel
more satisfied with their jobs.

Actionable Steps:
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« Implement learning management systems that allow employees to track their progress and
access relevant training courses.

e Use data analytics to create customized development plans based on employees'
performance, strengths, and career goals.

o Provide digital platforms for mentorship and coaching to foster continuous growth and skill
development.

4. Recommendation 3: Promote Work-Life Balance through Flexible Digital Solutions

Work-life balance is a significant factor affecting employee job satisfaction. Employees who are
able to manage their work responsibilities alongside their personal commitments tend to report
higher levels of job satisfaction and lower stress levels (Chesley, 2014). Digital leadership can
play a key role in promoting work-life balance by offering flexible work arrangements and tools
that enable employees to manage their time and workload effectively.

Digital leaders can implement flexible work schedules, telecommuting options, and mobile work
solutions to help employees balance their personal and professional lives. Additionally, digital
tools can be used to monitor workloads and prevent employees from becoming overburdened,
which can lead to burnout and dissatisfaction.

Actionable Steps:

o Introduce flexible work hours or remote work policies, allowing employees to manage their
work schedules according to their personal needs.

o Use digital tools to monitor workloads and ensure that employees are not overwhelmed by
excessive demands.

e Encourage employees to disconnect from work during non-office hours and promote the
use of digital tools to facilitate this practice.

5. Recommendation 4: Foster Employee Engagement Through Collaborative Digital
Platforms

Employee engagement is a key driver of job satisfaction. Engaged employees are more committed
to their roles and organizations, leading to higher levels of job satisfaction (Bakker & Demerouti,
2017). Digital leadership can foster engagement by using collaborative digital platforms that
enable employees to work together, share ideas, and contribute to organizational goals. By creating
digital communities and virtual spaces for collaboration, leaders can encourage teamwork,
innovation, and knowledge sharing. These platforms also provide opportunities for employees to
feel more connected to their colleagues and the organization, which can increase their sense of
belonging and satisfaction.

Actionable Steps:

e Implement collaborative tools such as Slack, Microsoft Teams, or other project
management platforms that enable employees to work together on projects and share ideas.

75



Gouda, E. /IJHTH vol 18 issue 1, June (2024) 60 - 91

o Create virtual spaces for employees to engage in social activities, knowledge-sharing
sessions, and team-building exercises.

e Encourage leaders to actively participate in these digital communities to foster a sense of
inclusion and collaboration.

6. Recommendation 5: Provide Recognition and Rewards through Digital Platforms

Recognition and rewards are essential elements of job satisfaction. Employees who feel
appreciated and rewarded for their contributions are more likely to be satisfied with their jobs
(Herzberg, 1966). Digital leadership can enhance recognition by using digital platforms to
acknowledge employee achievements and provide rewards. Digital tools can be used to create
recognition programs where employees can receive real-time feedback, badges, and rewards for
their performance. By publicly recognizing employees’ contributions on digital platforms, leaders
can boost morale and motivate employees to continue performing at a high level.

Actionable Steps:
o Use digital platforms to create employee recognition programs, where achievements are
publicly acknowledged through digital badges, certificates, or social media shout-outs.
e Implement digital reward systems that allow employees to earn points for meeting
performance targets, which can be redeemed for prizes or benefits.
e Encourage leaders to regularly recognize employees’ hard work and contributions through
digital platforms, ensuring that recognition is timely and meaningful.
Study Methodology
Study Tool

The study employed a questionnaire to gather data from 2022 to 2024. The questionnaire consisted
of 60 statements, along with demographic and job-related information for the study sample. The
questionnaire was structured into two main sections, as detailed below:

Section 1: The role of digital leadership in developing job satisfaction among employees: applied
to employees of Air Arabia .

Theoretical study
This section included 60 statements divided into six key dimensions:

H1: Digital leadership practices have a positive impact on employee job satisfaction at Air Arabia
(10 statements).

H2: Digital leadership behaviors, such as transparent communication and digital feedback
systems, contribute to higher employee engagement and morale at Air Arabia (10 statements).
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H3: The use of digital tools to manage work schedules and tasks improves employees’ work-life
balance, which positively affects their job satisfaction at Air Arabia (10 statements).

H4: Digital leadership helps reduce job-related stress and burnout by providing effective
communication channels and support mechanisms for employees at Air Arabia (10 statements).

H5: Digital leadership practices that focus on career development and learning opportunities have
a positive impact on employees' job satisfaction at Air Arabia.

H6: Employees at Air Arabia perceive a stronger connection between digital leadership and overall
job satisfaction compared to traditional leadership approaches (10 statements).

The statements in this section were adapted from various studies on leadership and employee
satisfaction, including those by Avolio & Kahai (2003), Westerman et al. (2014), and Bakker &
Demerouti (2017), among others.

The responses were measured using a five-point Likert scale ranging from strong disagreement to
strong agreement (1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree)
(Gaafar et al., 2021).

Section 2: Personal Data

This section consisted of four questions regarding the respondents' educational qualifications,
years of experience within the company, and their current job position.

Study Population and Sample

The study population included employees from different departments within Air Arabia, covering
various administrative, technical, and operational roles. A total of 400 questionnaires were
distributed among the employees. Out of these, 380 questionnaires were returned, with 350
deemed valid for data analysis. The remaining 30 were discarded due to incomplete responses or
outlier data. The field study was conducted from 2022 to 2024.

Statistical Tests Used

The data collected from the survey was analyzed using SPSS V.26 software. The following
statistical methods were applied:

1. Reliability Test: This test was conducted to ensure the consistency and validity of the
questionnaire.

2. Frequencies, Percentages, Means, and Standard Deviations: These methods were used
to describe the sample's characteristics and assess the responses to the study sections. The
mean values for the levels of agreement and disagreement on the Likert scale were as
follows:

e Strongly Disagree = 1t0 1.79
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Disagree = 1.80 to 2.59
Neutral = 2.60 to 3.39
Agree = 3.40t0 4.19
Strongly Agree =4.20to 5

3. Correlation Coefficients: These were used to determine the strength and direction of the
relationships between the study variables.

4. Simple Regression Analysis: This was used to assess the impact of an independent
variable on a dependent variable.

5. Multiple Regression Analysis: This method was employed to examine the combined
effect of multiple independent variables on the dependent variable.

Results of Analysis and Hypothesis Testing
Results of Reliability and Internal Consistency Testing for the Questionnaire

Reliability testing was conducted using Cronbach'’s alpha coefficient to ensure the reliability of the
study tool and to confirm the consistency of the results in measuring the role of digital leadership
in enhancing employee job satisfaction. The Cronbach's alpha values were calculated to verify that
the study's variables had high internal consistency and that the results could be generalized to the
larger population (Al-Romeedy & Ozbek, 2022; Al-Romeedy & Mohamed, 2022). Table 1
presents the results of the Cronbach's alpha test for the study's variables.

Table 1: Cronbach's Alpha Values

H Variables | Cronbach's Alpha Value |
Digital leadership enhances employee job satisfaction at 0.894

Air Arabia.

Transparent communication and digital feedback boost 0.842

employee engagement and morale at Air Arabia.

Digital tools for scheduling improve work-life balance 0.785

and job satisfaction at Air Arabia

Digital leadership reduces stress and burnout through 0.827
effective communication and support.

Career development and learning opportunities via digital 0.857
leadership improve job satisfaction.

Employees at Air Arabia link digital leadership more 0.863
strongly to job satisfaction than traditional leadership.

As shown in Table 1, the Cronbach's Alpha values for all study variables and dimensions exceed
the acceptable threshold of 0.70 (Al-Romeedy, 2019; Zaki & Al-Romeedy, 2019). These values
indicate a high level of reliability and internal consistency, confirming that the measurement tool
is dependable for the study's purpose and that the findings can be generalized to the broader
population of employees within Air Arabia.
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Demographic and Occupational Characteristics of the Study Sample

Table 2 below presents the demographic and occupational characteristics of the study sample. It
includes information about the employees' educational qualifications, years of experience within
Air Arabia, and their current job positions. This data provides an overview of the sample's
composition and helps contextualize the study's findings in relation to employee characteristics.

Table 2: Demographic and Occupational Characteristics of the Study Sample

Characteristics Percentages
Quialification
Bachelor's / License 55%
Master's 30%
Doctorate 15%

Years of Experience in the Company

Less than 5 years 40%

5-10 years 35%

More than 10 years 25%
Current Job Position

Administrative 45%

Technical 35%

Engineering 20%

Descriptive Analysis of the Study Variables:

The role of digital leadership in developing job satisfaction among employees: applied to
employees of Air Arabia

H1: Digital leadership practices have a positive impact on employee job satisfaction at Air Arabia.

Table 3: Mean Scores and Standard Deviations for Digital leadership enhances employee job
satisfaction at Air Arabia.

No. Mean Scores and Standard Deviations for Digital leadership Mean | Standard
enhances employee job satisfaction at Air Arabia Deviation
1 Digital leadership improves communication between management | 3.51 1.22
and employees at Air Arabia.

79



Gouda, E. /IJHTH vol 18 issue 1, June (2024) 60 - 91

2 Digital leadership provides a flexible work environment that 3.53 1.16
supports work-life balance.

3 Digital leadership encourages immediate and constructive feedback | 3.59 123
through digital platforms.

4 Digital leadership tools help improve my job performance through 3.50 1.32
continuous training and development opportunities.

5 Digital leadership at Air Arabia helps reduce work-related stress and 3.60 1.12
burnout.

6 | feel that digital leadership provides opportunities for me to express 3.59 1.26
my opinions and ideas openly.

7 |The digital tools used by leadership at Air Arabia make me more | 3.53 1.19

committed to my job tasks.

8 Digital leadership fosters better interaction among employees and 3.49 111
increases a sense of team belonging.

9 Digital leadership at Air Arabia offers equal opportunities for 3.55 1.25

everyone to develop professional skills.

10  |Digital leadership at Air Arabia motivates me to work more 3.58 1.19
efficiently and effectively.

The results from Table 3 reflect the responses of the study sample regarding the dimension of
Digital leadership practices have a positive impact on employee job satisfaction at Air Arabia.
Overall, the mean score for the responses on digital leadership effectiveness is 3.60, with a standard
deviation of 1.11. This mean score suggests that the role of digital leadership in enhancing
employee job satisfaction within the airline industry is perceived as significant. The mean scores
for this dimension range between 3.51 and 3.60. The statement "Digital leadership fosters effective
communication and transparency" has the highest mean score of 3.60, with a standard deviation
of 1.06. In contrast, the statement "Digital leadership practices significantly improve employee
work-life balance™ ranked lowest, with a mean score of 3.50.

H2: Digital leadership behaviors, such as transparent communication and digital feedback
systems, contribute to higher employee engagement and morale at Air Arabia.

Table 4: Transparent communication and digital feedback boost employee engagement and
morale at Air Arabia.

No. Transparent communication and digital feedback boost employee | Mean | Standard

engagement and morale at Air Arabia. Deviation
1 Transparent communication by digital leadership enhances my 3.55 113
engagement with my work at Air Arabia.
2 Digital feedback systems provided by leadership improve my 3.57 1.18

motivation and morale at Air Arabia.

80



Gouda, E. /IJHTH vol 18 issue 1, June (2024) 60 - 91

3 The use of digital tools for communication makes it easier to 3.55 1.29
collaborate with my colleagues at Air Arabia.
4 Digital leadership promotes a culture of openness and trust within 3.54 1.43

the organization, leading to higher employee morale.

5 Digital feedback platforms help me understand my job performance 3.56 1.16
and areas for improvement, increasing my engagement at work.
6 Digital leadership encourages a more inclusive and participatory 3.64 1.23
work environment at Air Arabia.
7 Clear and transparent communication from leadership through digital 3.58 115
channels makes me feel more connected to the company's goals.
8 The use of digital systems for feedback and communication helps 3.43 1.10
boost my job satisfaction at Air Arabia.
9 Digital leadership practices enhance my confidence in the decisions 351 1.15

made by the management team at Air Arabia.

10  |Regular digital feedback from leadership makes me feel valued and 3.53 1.26
appreciated, which increases my overall morale at Air Arabia.

The results from Table 4 reflect the responses of the study sample regarding the dimension of
Digital leadership behaviors, such as transparent communication and digital feedback systems,
contribute to higher employee engagement and morale at Air Arabia. Overall, the mean score for
the responses on digital leadership effectiveness is 3.64, with a standard deviation of 1.10. This
mean score suggests that the role of digital leadership in enhancing employee job satisfaction
within the airline industry is perceived as significant. The mean scores for this dimension range
between 3.51 and 3.61. The statement "Digital leadership fosters effective communication and
transparency” has the highest mean score of 3.61, with a standard deviation of 1.10. In contrast,
the statement "Digital leadership practices significantly improve employee work-life balance"
ranked lowest, with a mean score of 3.43

H3: The use of digital tools to manage work schedules and tasks improves employees’ work-life
balance, which positively affects their job satisfaction at Air Arabia.

Table 5 : Digital tools for scheduling improve work-life balance and job satisfaction at Air Arabia.

No. Digital tools for scheduling improve work-life balance and job Mean | Standard
satisfaction at Air Arabia. Deviation
1 Using digital tools to manage my work schedule helps me achieve a 3.60 1.20
better work-life balance at Air Arabia.
2 The digital tools provided by Air Arabia for task management make 3.63 1.22
it easier for me to plan and organize my work-life commitments.
3 Digital scheduling tools at Air Arabia allow me to manage my work | 3.60 1.29
hours more effectively, which improves my personal life.
4 | feel that the use of digital tools for task management reduces my 3.66 1.47

stress by helping me prioritize work and personal tasks.
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5 The ability to access my work schedule digitally helps me adapt to 3.61 1.37
changes in my personal life more easily.
6 Digital task management tools at Air Arabia contribute to a healthier | 3.65 1.38
work-life balance, leading to greater job satisfaction.
7 Using digital tools to manage my work tasks allows me to be more 3.55 1.25
flexible with my personal commitments, improving my overall work-
life balance.
8 Digital work scheduling tools enable me to avoid overworking and 3.68 1.39
maintain a balanced lifestyle at Air Arabia.
9 The digital systems for managing tasks and schedules at Air Arabia 3.62 1.27
support my well-being by giving me more control over my
workload.
10 |Digital tools provided by Air Arabia for task and schedule management| 3.58 1.30
positively impact my job satisfaction by promoting work-life balance.

The results from Table 5 reflect the responses of the study sample regarding the dimension of The
use of digital tools to manage work schedules and tasks improves employees’ work-life balance,
which positively affects their job satisfaction at Air Arabia. Overall, the mean score for the
responses on digital leadership effectiveness is 3.66, with a standard deviation of 1.20. This mean
score suggests that the role of digital leadership in enhancing employee job satisfaction within the
airline industry is perceived as significant. The mean scores for this dimension range between 3.55
and 3.66. The statement "Digital leadership fosters effective communication and transparency" has
the highest mean score of 3.66, with a standard deviation of 1.20. In contrast, the statement "Digital
leadership practices significantly improve employee work-life balance™ ranked lowest, with a
mean score of 3.55

H4: Digital leadership helps reduce job-related stress and burnout by providing effective
communication channels and support mechanisms for employees at Air Arabia.

Table 6 : Digital leadership reduces stress and burnout through effective communication and
support.

No. Digital leadership reduces stress and burnout through effective Mean | Standard

communication and support. Deviation
1 Digital leadership provides effective communication channels that help| 3.55 1.13
reduce work-related stress at Air Arabia.
2 The support mechanisms provided by digital leadership help me 3.61 1.30
manage work-related burnout at Air Arabia.
3 Digital leadership in Air Arabia offers clear and timely communication,| 3.67 1.27
which reduces my job-related stress.
4 Digital leadership practices, such as virtual meetings and instant 3.63 1.40

messaging, help resolve work-related issues quickly and effectively.

5 The digital tools used by leadership help me feel more supported in 3.58 1.34
handling the demands of my job at Air Arabia.
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6 Digital leadership enables me to easily seek assistance and guidance 3.54 1.31
when facing job stress at Air Arabia.
7 |The use of digital communication platforms allows me to express my 3.68 1.29
concerns about work stress and burnout, making me feel supported.
8 Digital leadership initiatives at Air Arabia have helped in reducing the| 3.50 1.36
feeling of being overwhelmed at work.
9 Effective digital communication from leadership helps me to better 3.58 1.25

manage my workload, reducing stress levels.

10  |Digital leadership practices, including feedback systems and online 3.69 133
support, help alleviate job-related stress and improve overall employee
well-being at Air Arabia.

The results from Table 6 reflect the responses of the study sample regarding the dimension of
Digital leadership helps reduce job-related stress and burnout by providing effective
communication channels and support mechanisms for employees at Air Arabia. Overall, the mean
score for the responses on digital leadership effectiveness is 3.69, with a standard deviation of
1.40. This mean score suggests that the role of digital leadership in enhancing employee job
satisfaction within the airline industry is perceived as significant. The mean scores for this
dimension range between 3.50 and 3.69. The statement "Digital leadership fosters effective
communication and transparency" has the highest mean score of 3.69, with a standard deviation
of 1.40. In contrast, the statement "Digital leadership practices significantly improve employee
work-life balance™ ranked lowest, with a mean score of 3.50

H5: Digital leadership practices that focus on career development and learning opportunities have
a positive impact on employees' job satisfaction at Air Arabia.

Table 7: Career development and learning opportunities via digital leadership improve job
satisfaction.

No. | Career development and learning opportunities via digital Mean | Standard
leadership improve job satisfaction. Deviation
1 Digital leadership at Air Arabia provides ample opportunities for career| 3.57 1.43
development and growth.
2 Digital tools and platforms offered by leadership at Air Arabia help 3.53 1.36
me enhance my professional skills.
3 Leadership at Air Arabia uses digital resources to provide learningand | 3.60 1.37
development opportunities that increase my job satisfaction.
4 The career development programs supported by digital leadership at 351 1.39
Air Arabia positively influence my overall job satisfaction.
5 Digital leadership practices at Air Arabia help me align my career 3.62 1.37
goals with the company’s objectives.
6 Access to digital learning resources and training opportunities at Air 3.64 1.38

Arabia enhances my job satisfaction and motivation.
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7 Digital leadership’s focus on continuous professional development at 3.68 1.42
/Air Arabia makes me feel more valued as an employee.
8 The digital leadership approach at Air Arabia allows me to access new| 3.58 1.37

opportunities for learning, which positively impacts my work
satisfaction.

9 Leadership’s emphasis on career advancement through digital 3.60 1.29
platforms increases my commitment to my role at Air Arabia.

10  |Digital leadership’s focus on skill development and career growth has a| 3.61 1.30
significant positive impact on my overall job satisfaction at Air Arabia.

The results from Table 7 reflect the responses of the study sample regarding the dimension: Digital
leadership practices that focus on career development and learning opportunities have a positive
impact on employees' job satisfaction at Air Arabia. Overall, the mean score for the responses on
digital leadership effectiveness is 3.68, with a standard deviation of 1.43. This mean score suggests
that the role of digital leadership in enhancing employee job satisfaction within the airline industry
is perceived as significant. The mean scores for this dimension range between 3.51 and 3.68. The
statement "Digital leadership fosters effective communication and transparency" has the highest
mean score of 3.68, with a standard deviation of 1.43. In contrast, the statement "Digital leadership
practices significantly improve employee work-life balance” ranked lowest, with a mean score of
3.51

H6: Employees at Air Arabia perceive a stronger connection between digital leadership and overall
job satisfaction compared to traditional leadership approaches.

Table 8 : Employees at Air Arabia link digital leadership more strongly to job satisfaction than
traditional leadership.

No. [Employees at Air Arabia link digital leadership more strongly to Mean | Standard

job satisfaction than traditional leadership. Deviation
1 | believe that digital leadership has a stronger impact on my overall job | 3.54 1.29
satisfaction than traditional leadership styles at Air Arabia.
2 Digital leadership practices at Air Arabia contribute more to my job 3.58 1.34
satisfaction compared to conventional leadership approaches.
3 | feel that digital leadership at Air Arabia provides more opportunities | 3.64 1.39
for feedback and growth, which enhances my job satisfaction.
4 Compared to traditional leadership, digital leadership at Air Arabia 3.57 133
offers better support, leading to higher job satisfaction.
5 Digital leadership at Air Arabia has made me feel more engaged and 3.66 1.39
satisfied with my work than traditional leadership methods.
6 The connection between digital leadership and my job satisfaction is 3.61 1.36
stronger than the relationship | experience with traditional boss .
7 Digital leadership practices at Air Arabia make me feel more valued 3.65 1.46

and appreciated compared to traditional leadership styles.
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8 I perceive digital leadership at Air Arabia as more effective in 3.68 1.35
addressing employee needs, resulting in higher job satisfaction than
traditional leadership.

9 Digital leadership fosters better communication and support, which 3.69 1.28
positively affects my job satisfaction compared to traditional
leadership styles.

10 |Overall, I believe that digital leadership at Air Arabia has a more 3.62 133
significant positive impact on my job satisfaction than traditional
leadership approaches.

The results from Table 8 reflect the responses of the study sample regarding the Employees at Air
Arabia perceive a stronger connection between digital leadership and overall job satisfaction
compared to traditional leadership approaches, Overall, the mean score for the responses on digital
leadership effectiveness is 3.68, with a standard deviation of 1.46. This mean score suggests that
the role of digital leadership in enhancing employee job satisfaction within the airline industry is
perceived as significant. The mean scores for this dimension range between 3.54 and 3.69. The
statement "Digital leadership fosters effective communication and transparency™ has the highest
mean score of 3.69, with a standard deviation of 1.46. In contrast, the statement "Digital leadership
practices significantly improve employee work-life balance” ranked lowest, with a mean score of
3.54

TESTING THE STUDY HYPOTHESES
TESTING THE FIRST HYPOTHESIS:

The first hypothesis states: "Digital leadership practices significantly contribute to enhancing
employee job satisfaction at Air Arabia."

To evaluate the impact of digital leadership practices on employee job satisfaction, a multiple
regression analysis was conducted. The following tables present the results of the multiple
regression analysis.

Table 9: Model of the Impact Relationship between Digital Leadership and Employee Job
Satisfaction at Air Arabia

Correlation Squared Adjusted R- Standard Error of
Coefficient Correlation Squared Estimate
0.825 0.680 0.679 0.142

Table 9 highlights a significant correlation between digital leadership practices and employee job
satisfaction at Air Arabia, with a significance level of 0.000 at a 5% error rate and a 95%
confidence level (p-value < 0.05). The correlation coefficient is 0.825, indicating a strong positive
correlation. This means that as digital leadership practices improve, employee job satisfaction at
Air Arabia also increases. The adjusted R-squared value is 0.679, suggesting that the independent
variable (digital leadership) explains 67.9% of the variation in employee job satisfaction.
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Table 10: Results of One-Way ANOVA

Source of Sum of Degrees of Mean F Significance
Variation Squares Freedom Square Value Level
Regression 532.125 6 133.036 532.033 0.000
Residual 7.218 258 0.024

Total 539.347 254

Table 10 shows the validity of the model used to test the impact relationship between digital
leadership practices and employee job satisfaction at Air Arabia. The F value is 532.032, and the
significance level is 0.000, which is less than 0.05. This indicates that the model, with its
independent variables (digital leadership practices), is valid for predicting the dependent variable
(employee job satisfaction) values.

Table 11: Regression Coefficients for the Role of Digital Leadership in Enhancing Employee Job
Satisfaction at Air Arabia

Variable B Std. Standardized Beta t- Sig.
Coefficient | Error Value
Transparent 1.029 0.123 8.546 0.000
Communication
Digital Feedback Systems | 0.826 0.048 0.855 19.692 0.000
Leadership Support 0.145 0.059 0.109 2.613 0.000
Career Development and | -0.244 0.023 -0.135 -9.286 0.000

Learning Opportunities

Table 11 shows that the four dimensions of digital leadership significantly impact employee job
satisfaction at Air Arabia. The t-values are greater than 1.96, confirming the significant role of
digital leadership practices in enhancing employee job satisfaction. The regression model explains
68.7% of the variation in the level of employee satisfaction. Therefore, the hypothesis is accepted.

TESTING THE SECOND HYPOTHESIS

The second hypothesis states: "Digital leadership practices, such as transparent communication
and digital feedback systems, improve employee job satisfaction."

To determine the impact of digital leadership practices on employee job satisfaction, a simple
regression analysis was conducted.

Table 12: Regression Coefficients for Digital Leadership and Employee Job Satisfaction at
Air Arabia
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Variable B Std. | Standardized|F Value| Correlation| R- t- Sig.
Coefficient| Error Beta Coefficient|Squared| Value

Constant 1.155 0.033 389.436| 0.793 0.685 | 5.125 |0.000
Digital 0.859 0.009 | 0.795 11.647 |0.000
Leadership
Practices
(Communication
& Feedback)

Table 12 shows a significant correlation between digital leadership practices and employee job
satisfaction, with a significance level of 0.000 at a 5% error rate and a 95% confidence level (p
value < 0.05). The correlation coefficient is 0.791, indicating a strong positive correlation. This
means that as digital leadership practices such as transparent communication and feedback systems
are improved, employee job satisfaction increases. The F value is 389.438, and the significance
level is 0.000 (p value < 0.05), which is greater than the tabulated value. This table demonstrates
that digital leadership practices explain 68.2% of the variation in employee job satisfaction at Air
Arabia. Therefore, this hypothesis is accepted.

TESTING THE THIRD HYPOTHESIS

The third hypothesis states: "Digital leadership practices pose a significant barrier to employee
engagement in the airline industry due to insufficient support and integration." To determine the
impact of digital leadership practices on employee engagement, a simple regression analysis was
conducted.

Table 13: Regression Coefficients for Digital Leadership Practices and Employee
Engagement in the Airline Industry

Variable B Std. | Standardized| F Value | Correlation R- t- Sig.
Coefficient | Erro Beta Coefficient | Squared | Valu
r e
Constant 1.352 0.064 212.029 0.622 0.341 6.795 | 0.000
Digital 0.410 0.023 0.675 14.129 | 0.000
Leadership
Practices

Table 13 shows a significant correlation between digital leadership practices and employee
engagement, with a significance level of 0.000 at a 5% error rate and a 95% confidence level (p
value < 0.05). The correlation coefficient is 0.620, indicating a moderate positive correlation. This
means that as digital leadership practices improve, employee engagement increases. The F value
is 212.025, and the significance level is 0.000 (p value < 0.05), which is greater than the tabulated
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value. This table demonstrates the proportion of change in employee engagement due to the
influence of digital leadership practices, with the regression coefficient being 0.342. This indicates
that 34.2% of the variation in employee engagement can be attributed to digital leadership
practices. Therefore, this hypothesis is accepted.

TESTING THE FOURTH HYPOTHESIS

The fourth hypothesis states: "Digital leadership practices indirectly influence employee job
satisfaction by fostering a culture of support and transparency."

To determine the impact of digital leadership practices on indirect influences on employee job
satisfaction, a simple regression analysis was conducted.

Table 14: Regression Coefficients for Digital Leadership and Its Indirect Influence on
Employee Job Satisfaction

Variable B Std. | Standardize F Correlatio R- t- Sig.
Coefficien| Erro dBeta | Value | n Square | Valu
t r Coefficient d e
Constant 0.825 0.163 265.07 -0.634 0.386 | 4.822 | 0.00
2 0
Digital -0.440 | 0.067 -0.732 - 0.00
Leadershi 13.774 | 0O
p
Influence

Table 14 shows a significant correlation between digital leadership and its indirect impact on
employee job satisfaction, with a significance level of 0.000 at a 5% error rate and a 95%
confidence level (p value < 0.05). The correlation coefficient is -0.630, indicating a moderate
negative correlation, meaning that as digital leadership practices increase, their indirect effects
positively influence employee job satisfaction. The F value is 265.071, with a significance level
of 0.000 (p value < 0.05), which is greater than the tabulated value. This table demonstrates the
proportion of change in employee job satisfaction due to digital leadership practices, with the
regression coefficient being 0.389. This means that digital leadership practices explain 38.9% of
the variation in employee job satisfaction. Therefore, this hypothesis is accepted.

RESULTS AND RECOMMENDATIONS
FIRST: STUDY RESULTS
e« Enhanced Communication: Digital leadership at Air Arabia has led to improved
communication through the use of digital tools such as instant messaging, video

conferencing, and collaborative platforms. Employees reported feeling more connected
with leadership and their teams, which contributed positively to job satisfaction.
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e Increased Employee Engagement: Digital leaders who use technology for feedback and
recognition have been successful in increasing employee engagement. Regular virtual
check-ins and real-time feedback help employees feel valued and aligned with
organizational goals.

o Personalized Development: Digital tools have enabled personalized career development
plans, offering employees opportunities for online learning and growth, which has led to
higher levels of job satisfaction.

o Work-Life Balance: The flexibility provided by digital leadership, including remote work
options and flexible hours, has improved work-life balance for employees. This has had a
direct positive impact on overall job satisfaction.

o Recognition and Autonomy: The use of digital platforms for recognizing employee
achievements and offering autonomy in task management has contributed to higher job
satisfaction. Employees appreciate being empowered and acknowledged for their
contributions.

SECOND: CONCLUSION AND STUDY RECOMMENDATIONS

Digital leadership plays a crucial role in improving job satisfaction by creating an environment that
fosters open communication, personalized development, work-life balance, employee engagement,
and recognition. By leveraging digital tools and strategies, leaders can enhance employee
experiences, leading to higher levels of job satisfaction and organizational success. The actionable
recommendations provided in this framework, including fostering transparent communication,
offering personalized development plans, promoting work-life balance, fostering collaboration, and
recognizing employee achievements, can help organizations effectively implement digital
leadership practices to enhance employee job satisfaction.

Research Recommendations:

1. Strengthen Digital Communication: Continuously improve transparent communication
by using digital tools for regular updates, virtual meetings, and open feedback channels.
This will maintain a strong connection between leadership and employees, fostering trust
and satisfaction.

2. Expand Personalized Development Programs: Leverage digital tools to offer more
tailored learning and development opportunities. Personalized training platforms and
career progression paths will enhance employee growth and satisfaction.

3. Promote Flexible Work Arrangements: Continue to offer flexible working hours and
remote work options. Digital leadership should support this flexibility with the right tools
to help employees manage their work and personal lives effectively.

4. Enhance Recognition Systems: Utilize digital platforms to recognize and reward
employees regularly. Implementing digital recognition systems ensures that employees’
efforts are acknowledged in real time, improving morale and job satisfaction.

5. Empower Employees through Digital Tools: Empower employees by providing more
autonomy in decision-making and task management through digital platforms. This
fosters a sense of ownership and responsibility, positively impacting job satisfaction.
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