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Abstract
This study examined digital communication and workplace ostracism among administrative staff in selected higher institutions in Ekiti State, Nigeria. The study was guided by three objectives, three research questions, and two null hypotheses guided the study. A descriptive survey research design was adopted, the population comprised administrative staff of six tertiary institutions in Ekiti State, a sample of 210 respondents were drawn from an estimated population of 480 administrative staff. Data were collected using the modified four-point Likert scale. Mean, standard deviation, Pearson's product-moment correlation, and one-way Analysis of Variance (ANOVA) was adopted for data analysis. Findings revealed that digital communication practices in the selected institutions were moderately developed (cluster mean = 2.79), with significant gaps in formal communication policies and inclusivity. Workplace ostracism was prevalent (cluster mean = 2.86), with digital exclusion negatively affecting staff morale, job performance, and sense of belonging. A significant positive relationship was found between digital communication practices and workplace ostracism (r = 0.587, p < 0.05). Significant differences also existed in the prevalence of workplace ostracism across the six institutions (F = 6.241, p < 0.05). The study recommends that institutional management formulate inclusive digital communication policies, invest in staff digital literacy training, and establish anti-ostracism frameworks to promote inclusive workplace cultures.
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Introduction
The rapid proliferation of digital communication technologies has fundamentally transformed workplace interactions, information dissemination, and interpersonal relationships in organisations worldwide. In higher education institutions, the adoption of electronic mail, instant messaging applications, digital portals, and social media platforms has redefined how administrative staff communicate, collaborate, and perform their functions. Whilst these technologies offer unprecedented opportunities for efficiency and connectivity, they have also introduced complex socio-psychological challenges, including the phenomenon of workplace ostracism, which is the experience of being ignored, excluded, or marginalised by colleagues and supervisors (Williams, 2007; Ferris, Brown, Berry & Lian, 2008).
Workplace ostracism, traditionally studied in the context of face-to-face interactions, has acquired new dimensions with the advent of digital communication. Digital ostracism, manifested through exclusion from e-mail threads, group chats, digital meeting invitations, and online collaborative platforms, has emerged as a pervasive but understudied phenomenon in organisational settings (O'Reilly, Robinson, Berdahl & Banki, 2015). For administrative staff in tertiary institutions, who rely heavily on digital communication to coordinate activities, disseminate information, and participate in institutional processes, digital ostracism can have far-reaching consequences on job performance, psychological wellbeing, and organisational commitment.
In Nigeria's higher education sector, the integration of digital communication tools has been accelerated by the COVID-19 pandemic and the broader push towards e-governance and paperless administration. Tertiary institutions in Ekiti State, Nigeria, have increasingly deployed digital platforms to manage administrative operations. However, the manner in which digital communication is practised in some of these institutions, whether it promotes inclusion or engenders ostracism, has received little empirical attention (Adeyemo & Ogunlade, 2021).
Administrative staff in these institutions occupy critical roles in supporting institutional management, student services, and operational continuity. Their exclusion from digital communication channels, whether intentional or structural, can impair institutional effectiveness, foster toxic work environments, and exacerbate existing inequalities based on rank, gender, or institutional affiliation. The problem of digital ostracism is therefore not merely an interpersonal issue but an organisational and managerial concern with systemic implications (Chow & Wan, 2019).
Despite the growing body of literature on workplace ostracism globally, there is a paucity of studies that specifically examine the nexus between digital communication and workplace ostracism among administrative staff in Nigerian tertiary institutions. Most existing Nigerian studies focus on academic staff or general issues of workplace conflict and motivation, leaving administrative staff and the specific dynamics of digital exclusion largely unexplored (Oluwole, Daramola & Ayodele, 2023). This study, therefore, seeks to fill this gap by empirically investigating how digital communication practices relate to workplace ostracism among administrative staff in selected higher institutions in Ekiti State, Nigeria.
The remainder of this paper is organised as follows. The next section discusses the objectives of the study, research questions, and hypotheses. This is followed by the literature review and theoretical framework, the methodology, results and discussion, and finally, the conclusion and recommendations.
Objectives of the Study
The main objective of this study is to examine digital communication and workplace ostracism among administrative staff in selected higher institutions in Ekiti State, Nigeria. The specific objectives are to:
1. ascertain the digital communication practices among administrative staff in selected higher institutions in Ekiti State
1. assess the prevalence and dimensions of workplace ostracism among administrative staff in selected higher institutions in Ekiti State
1. identify the challenges of digital communication that contribute to workplace ostracism among administrative staff in selected higher institutions in Ekiti State
1. establish the relationship between digital communication and workplace ostracism among administrative staff in selected higher institutions in Ekiti State
1. determine the differences between workplace ostracism among administrative staff across the six selected higher institutions in Ekiti state
Research Questions
The following research questions guided the study:
1. What are the digital communication practices among administrative staff in selected higher institutions in Ekiti State?
2. What is the prevalence and nature of workplace ostracism experienced by administrative staff in selected higher institutions in Ekiti State?
3. What are the challenges of digital communication that contribute to workplace ostracism among administrative staff in selected higher institutions in Ekiti State?
Research Hypotheses
The following null hypotheses were formulated and tested at 0.05 level of significance:
H01: There is no significant relationship between digital communication practices and workplace ostracism among administrative staff in selected higher institutions in Ekiti State.
H02: There is no significant difference in the prevalence of workplace ostracism among administrative staff across the six selected higher institutions in Ekiti State.
Literature Review and Hypothetical Development
Conceptual Review
Digital communication refers to the transmission of information, ideas, and messages through electronic and internet-based platforms including e-mail, instant messaging, video conferencing, social media, and organisational digital portals (Olusegun & Adebayo, 2022). In contemporary workplace settings, digital communication has supplanted many traditional forms of information exchange, enabling real-time interaction across physical boundaries. For administrative staff in tertiary institutions, digital communication facilitates scheduling, record management, reporting, and inter-departmental coordination (Nwachukwu, Eze & Okoro, 2023). However, the effectiveness of digital communication is contingent on equitable access, digital literacy, and institutional policies that ensure inclusivity. When these conditions are absent, digital communication can become a tool for exclusion rather than connection. Scholars have noted that informal digital communication practices such as the formation of exclusive messaging groups amongst colleagues can replicate and reinforce existing workplace hierarchies and cliques, with significant implications for staff who are excluded from these networks (Chow & Wan, 2019; Olatunde & Afolabi, 2021).
Workplace Ostracism
Workplace ostracism is defined as the extent to which an individual perceives that they are being ignored or excluded by others in the workplace (Ferris et al., 2008). Unlike overt forms of workplace aggression such as harassment or bullying, ostracism is characterised by the absence of social interaction, being left out of conversations, ignored in meetings, or excluded from group activities. Williams' (2007) Need-to-Belong Theory posits that humans have a fundamental need for social inclusion, and that ostracism threatens the four basic needs of belonging, self-esteem, meaningful existence, and control.
In the digital workplace, ostracism takes the form of being excluded from e-mail chains, removed from or never added to group chats, receiving delayed or no responses to digital messages, and being omitted from digital meeting invitations. Research by O'Reilly et al. (2015) demonstrates that digital ostracism produces psychological outcomes similar to or more severe than face-to-face ostracism, as the permanence and visibility of digital exclusion can amplify feelings of rejection. For administrative staff in Nigerian tertiary institutions, where digital communication has become the primary medium for institutional interaction, digital ostracism may be particularly damaging to job satisfaction and performance (Adeyemo & Ogunlade, 2021).
Digital ostracism in tertiary institutions is further compounded by the hierarchical structures that govern communication flow. Junior administrative staff are frequently omitted from key digital platforms and decision-making communications, not necessarily due to deliberate malice, but as a consequence of entrenched organisational cultures that have been digitally reproduced. This structural dimension of ostracism has grave consequences for staff motivation, morale, and organisational citizenship behaviour. The relationship between digital communication practices and workplace ostracism is therefore not incidental but systemic, providing the theoretical basis for the hypotheses tested in this study.
Theoretical Framework
Need-to-Belong Theory
This study is anchored, in part, on Williams' (2007) Need-to-Belong Theory (NBT), which asserts that social inclusion is a fundamental human need, comparable to physiological requirements. According to this theory, ostracism, whether physical or digital, threatens four fundamental needs: belonging, self-esteem, meaningful existence, and control. When administrative staff are excluded from digital communication channels in their institutions, their need to belong is directly threatened, leading to adverse psychological and behavioural outcomes including reduced motivation, disengagement, and diminished organisational citizenship behaviour. The NBT framework is particularly relevant because it positions workplace ostracism not merely as an interpersonal problem but as a systemic organisational failure with measurable consequences for both individual staff and institutional effectiveness.
Empirical Review
Ajani and Adewale (2023) investigated digital exclusion among administrative staff in selected Nigerian universities. The study adopted a descriptive survey design and employed a structured questionnaire as the primary instrument for data collection. A stratified random sampling technique was used to select 240 administrative staff from four federal universities in South-West Nigeria. Data were analysed using mean, standard deviation, and Pearson's product-moment correlation. Findings revealed that exclusion from digital communication platforms significantly impaired staff engagement, reduced job satisfaction, and heightened feelings of alienation within the workplace. The study further established a significant positive relationship between digital exclusion and reduced organisational citizenship behaviour (r = 0.541, p < 0.05). The study recommended the formulation of institutional digital communication policies that mandate inclusive practices across all administrative levels and the provision of regular training to bridge the digital literacy gap among staff.
O'Reilly, Robinson, Berdahl and Banki (2015) conducted a multi-study investigation on cyber ostracism in organisational settings using both experimental and survey methodologies. In the experimental component, 200 participants were randomly assigned to conditions of ostracism, harassment, or control in a simulated workplace digital environment, with outcomes measured using validated psychological scales. The survey component involved 312 employees across diverse organisations in North America, with data collected through self-report questionnaires and analysed using structural equation modelling. Findings revealed that being ignored or excluded in online environments elicited strong feelings of rejection, significantly reduced self-esteem, and increased aggressive tendencies compared to those who experienced face-to-face ostracism. Importantly, the study found that digital ostracism was perceived as more distressing than overt harassment, as the ambiguity of non-response and the permanent digital record of exclusion amplified experiences of social rejection. The study concluded that digital ostracism constitutes a distinct and particularly damaging form of workplace mistreatment that demands explicit organisational policies and managerial attention.
Chow and Wan (2019) examined workplace ostracism among non-academic staff in tertiary institutions in Southeast Asia, with a specific focus on the role of supervisory behaviour in digital exclusion. The study utilised a quantitative cross-sectional survey design, drawing a sample of 285 non-academic staff from six universities in Malaysia and Singapore using purposive sampling. Findings revealed that supervisory-level digital exclusion was the most damaging form of ostracism, leading to significantly increased turnover intentions (β = 0.43, p < 0.01) and reduced organisational commitment. The study found that organisational trust fully mediated the relationship between supervisory digital ostracism and turnover intention. The study emphasised the pivotal role of management in modelling inclusive digital communication behaviours and advocated for institutionalised digital communication audits to identify and address exclusionary practices.
Olatunde and Afolabi (2021) studied informal digital communication patterns and workplace exclusion among administrative staff in selected Nigerian polytechnics. The study employed a mixed-methods research design, combining a quantitative survey with qualitative focus group discussions. A total of 180 administrative staff were selected through stratified random sampling from four polytechnics in South-West Nigeria. Findings revealed that the formation of exclusive messaging groups amongst colleagues and supervisors reinforced departmental cliques, perpetuated existing hierarchies, and systematically alienated staff who were not included. Chi-square analysis showed a significant association between membership of informal digital communication groups and perceived sense of belonging (χ² = 18.47, p < 0.05). The study called for clear institutional guidelines governing the use of informal digital platforms for official communication.
Oluwole, Daramola and Ayodele (2023) examined occupational stress and social exclusion among administrative staff of tertiary institutions in Ekiti State, Nigeria. The study adopted a descriptive survey research design with a population of 420 administrative staff across five tertiary institutions in Ekiti State. A sample of 204 respondents was selected through stratified random sampling. Findings revealed that social exclusion, including digital exclusion from communication channels, was a significant and positive predictor of occupational stress and burnout among administrative staff (r = 0.604, p < 0.05). The study further found that female staff and junior-grade staff experienced higher levels of digital exclusion than their male and senior counterparts. The study called for institutional interventions aimed at promoting psychologically safe workplace environments, including the development of inclusive digital communication structures and anti-exclusion policies.
Nwachukwu, Eze and Okoro (2023) investigated digital communication infrastructure and its implications for staff inclusion and institutional effectiveness in Nigerian polytechnics. The population consisted of 360 administrative staff from six polytechnics in South-East and South-South Nigeria, from which a sample of 187 respondents was drawn using Taro Yamane's formula. Findings revealed that poor internet connectivity, absence of institution-wide digital communication platforms, and inadequate staff training collectively accounted for 61.3% of the variance in staff inclusion in digital communication (R² = 0.613, F = 14.72, p < 0.05). The researchers recommended urgent investment in digital infrastructure and a deliberate policy framework to bridge the digital inclusion gap in Nigerian tertiary institutions.
Olusegun and Adebayo (2022) examined the relationship between digital communication tool adoption and organisational performance, with a secondary focus on the consequences of unequal tool access for administrative staff cohesion. Using purposive and stratified random sampling, 220 administrative staff were selected from eight higher institutions in Lagos and Ogun States. Results showed a significant positive relationship between equitable access to digital communication tools and staff perceptions of organisational inclusion (r = 0.569, p < 0.05). These findings highlight the centrality of equitable digital access as a prerequisite for inclusive workplace communication and underscore the risk of digital communication tools becoming instruments of exclusion when access is stratified by rank or department.
Methodology
Research Design
This study adopted a descriptive survey research design. This design was considered appropriate because it facilitated the collection of data from a large sample to describe and examine the relationship between digital communication practices and workplace ostracism among administrative staff without manipulation of variables.
Population of the Study
The population of this study comprised all administrative staff in six selected tertiary institutions in Ekiti State, namely: Ekiti State University, Ado-Ekiti; Federal University, Oye-Ekiti; Afe Babalola University, Ado-Ekiti; Federal Polytechnic, Ado-Ekiti; Ekiti State Polytechnic, Isan-Ekiti; and Crown Polytechnic, Ado-Ekiti. Based on information obtained from the human resource departments of the respective institutions, the estimated total population of administrative staff across the six institutions was approximately 480. The study adopted a descriptive survey research design.
Sample and Sampling Technique
Taro Yamane's formula for sample size determination at a 95% confidence level was applied to determine the sample size as follows:
n = N / (1 + N(e)²)
Where n = sample size, N = population size (480), and e = margin of error (0.05).
This yielded: n = 480 / (1 + 480(0.05)²) = 480 / 2.2 ≈ 218, which was adjusted to 210 after accounting for possible non-responses. A stratified random sampling technique was applied to ensure proportional representation from each institution, with respondents drawn from administrative departments including registry, bursary, library, admissions, and student affairs units.
Research Instrument
The primary instrument for data collection was a structured questionnaire titled 'Digital Communication and Workplace Ostracism Questionnaire (DCWOQ).' The questionnaire was divided into four sections: Section A: Demographic information; Section B: Items on digital communication practices; Section C: Items on workplace ostracism; Section D: Items on challenges of digital communication contributing to workplace ostracism. A four-point Likert scale was employed: Strongly Agree (4), Agree (3), Disagree (2), and Strongly Disagree (1), to eliminate neutral responses.
Validity and Reliability of the Instrument
Content validity was established through face and content validation by two experts from Office Technology and Management. Their corrections and suggestions were incorporated prior to final administration. Reliability was established through a pre-test involving 25 administrative staff from a tertiary institution not included in the main study. Cronbach's alpha coefficients of 0.84, 0.86, and 0.83 were obtained for Sections B, C, and D respectively, all exceeding the 0.70 threshold recommended by Nunnally (1978), confirming adequate reliability.
Data Collection and Analysis
Two hundred and ten copies of the questionnaire were distributed to respondents across the six institutions with the assistance of trained research assistants. Of these, 196 were returned and 190 were found usable for analysis, representing a 90.5% response rate. Data were analysed using descriptive statistics (mean and standard deviation) for the research questions, with a criterion mean of 2.50 (items with mean ≥ 2.50 were accepted; those below were rejected). Pearson's product-moment correlation was used for hypothesis one, whilst one-way Analysis of Variance (ANOVA) was used for hypothesis two. All hypotheses were tested at 0.05 level of significance using SPSS version 26.0.



Results and Discussion
Demographic Characteristics of Respondents
A total of 190 usable responses were analysed, of which 55% were female and 45% male. Regarding age distribution, 19% were between 25 and 35 years, 48% between 36 and 45 years, 26% between 46 and 55 years, and 7% above 55 years. In terms of educational qualifications, 14% held the Ordinary National Diploma (OND), 38% held the Higher National Diploma (HND), 36% held bachelor's degrees, and 12% held postgraduate degrees. Regarding years of experience, 24% had less than 5 years, 40% had 5 to 10 years, 27% had 11 to 15 years, and 9% had over 15 years of service. With respect to institutional distribution, respondents were drawn proportionally from the six selected institutions.
Research Question 1: What are the digital communication practices among administrative staff in selected higher institutions in Ekiti State?
Table 1: Mean and Standard Deviation of Digital Communication Practices
	S/N
	Items
	SA
	A
	D
	SD
	Mean
	Std Dev
	Decision

	1
	Digital communication tools (email, messaging apps) are widely used for official communication in my institution
	48
	92
	29
	11
	2.98
	0.75
	Accepted

	2
	Management communicates institutional policies primarily through digital channels (e-mail, WhatsApp, portals)
	54
	88
	27
	11
	3.03
	0.76
	Accepted

	3
	I receive important work information through unofficial digital platforms (social media, personal WhatsApp)
	39
	78
	43
	20
	2.75
	0.87
	Accepted

	4
	Overload from digital messages often makes it difficult to identify priority communications
	42
	82
	38
	18
	2.83
	0.84
	Accepted

	5
	My institution has a formal digital communication policy for administrative staff
	22
	58
	73
	27
	2.42
	0.87
	Rejected

	6
	Digital communication in my workplace is inclusive and reaches all administrative staff equally
	25
	61
	71
	23
	2.47
	0.86
	Rejected

	7
	I have experienced situations where critical information was communicated digitally without my inclusion
	51
	94
	26
	9
	3.05
	0.72
	Accepted

	
	Cluster Mean
	
	
	
	
	2.79
	
	


Source: Field Survey, 2026
Table 1 presents findings on digital communication practices. The cluster mean of 2.79 indicates moderate adoption of digital communication practices among administrative staff. The highest-rated item was 'I have experienced situations where critical information was communicated digitally without my inclusion' (Mean = 3.05, SD = 0.72), suggesting a widespread awareness of digital exclusion. Similarly, 'Management communicates institutional policies primarily through digital channels' (Mean = 3.03, SD = 0.76) was highly rated, indicating that digital channels have become the primary mode of official communication. Two items fell below the criterion mean of 2.50: 'My institution has a formal digital communication policy for administrative staff' (Mean = 2.42, SD = 0.87) and 'Digital communication in my workplace is inclusive and reaches all administrative staff equally' (Mean = 2.47, SD = 0.86). These findings reveal significant institutional gaps in policy formulation and equitable access to digital communication, consistent with Ajani and Adewale (2023) who found that most Nigerian universities lack formalised digital communication frameworks.
Research Question 2: What is the prevalence and nature of workplace ostracism experienced by administrative staff in selected higher institutions in Ekiti State?
Table 2: Mean and Standard Deviation of Workplace Ostracism Dimensions
	S/N
	Items
	SA
	A
	D
	SD
	Mean
	Std Dev
	Decision

	1
	I have been deliberately excluded from group chats or messaging platforms relevant to my job
	44
	86
	34
	16
	2.88
	0.83
	Accepted

	2
	My colleagues or supervisors often ignore my messages or e-mails on official digital platforms
	38
	79
	43
	20
	2.75
	0.87
	Accepted

	3
	I have noticed that some staff receive digital invitations for meetings that I am not included in
	52
	91
	27
	10
	3.03
	0.74
	Accepted

	4
	Being excluded from digital communication groups has negatively affected my job performance
	46
	88
	31
	15
	2.93
	0.79
	Accepted

	5
	I feel marginalised because certain decisions are communicated digitally without my involvement
	41
	83
	38
	18
	2.83
	0.83
	Accepted

	6
	My contributions in digital work platforms (e-mail, portals) are routinely ignored or overlooked
	35
	72
	49
	24
	2.65
	0.88
	Accepted

	7
	Digital ostracism in my workplace has affected my sense of belonging and morale
	48
	89
	29
	14
	2.95
	0.79
	Accepted

	
	Cluster Mean
	
	
	
	
	2.86
	
	


Source: Field Survey, 2026
Table 2 reveals a cluster mean of 2.86, indicating that workplace ostracism is prevalent among administrative staff in the selected institutions. All seven items were accepted, demonstrating broad agreement across respondents. The most highly rated item was 'I have noticed that some staff receive digital invitations for meetings that I am not included in' (Mean = 3.03, SD = 0.74), suggesting that exclusion from digital meeting invitations is particularly common. The item 'Being excluded from digital communication groups has negatively affected my job performance' (Mean = 2.93, SD = 0.79) underscores the functional consequences of digital ostracism. These findings align with O'Reilly et al. (2015), who demonstrated that digital exclusion has severe consequences for individual wellbeing and organisational functioning, and with Oluwole et al. (2023), who linked social exclusion among administrative staff in Ekiti State institutions to heightened occupational stress.
Research Question 3: What are the challenges of digital communication that contribute to workplace ostracism?
Table 3: Mean and Standard Deviation of Challenges of Digital Communication Contributing to Workplace Ostracism
	S/N
	Items
	SA
	A
	D
	SD
	Mean
	Std Dev
	Decision

	1
	Lack of institutional digital communication policy contributes to the exclusion of some staff
	53
	91
	24
	12
	3.03
	0.75
	Accepted

	2
	Poor internet connectivity in my institution limits effective digital communication
	58
	87
	22
	13
	3.05
	0.77
	Accepted

	3
	Inadequate digital literacy among some administrative staff leads to their exclusion from digital communication
	47
	86
	32
	15
	2.93
	0.80
	Accepted

	4
	Personal biases and clique formation influence who is included in digital communication groups
	44
	83
	35
	18
	2.88
	0.83
	Accepted

	5
	Hierarchical structures in my institution cause junior staff to be excluded from key digital communications
	39
	81
	41
	19
	2.80
	0.84
	Accepted

	6
	Insufficient training on digital communication tools contributes to the ostracism of some staff members
	50
	89
	27
	14
	2.98
	0.78
	Accepted

	7
	Addressing digital communication exclusion is not a priority for management in my institution
	36
	74
	50
	20
	2.69
	0.87
	Accepted

	
	Cluster Mean
	
	
	
	
	2.91
	
	


Source: Field Survey, 2026
Table 3 presents challenges contributing to digital ostracism, with a cluster mean of 2.91, the highest across the three research questions. All seven items were accepted. The most prominent challenges were 'Poor internet connectivity' (Mean = 3.05, SD = 0.77) and 'Lack of institutional digital communication policy' (Mean = 3.03, SD = 0.75), indicating that infrastructural and governance deficits are the primary drivers of digital exclusion in the selected institutions. 'Inadequate digital literacy' (Mean = 2.93, SD = 0.80) and 'Insufficient training on digital communication tools' (Mean = 2.98, SD = 0.78) further highlight the role of human capital gaps. These findings are consistent with Nwachukwu et al. (2023) and Olatunde and Afolabi (2021), who identified infrastructure deficits and digital literacy gaps as key barriers to inclusive digital communication in Nigerian higher education.
Testing of Hypothesis One
H01: There is no significant relationship between digital communication practices and workplace ostracism among administrative staff in selected higher institutions in Ekiti State.
Table 4: Pearson Correlation Analysis of Digital Communication Practices and Workplace Ostracism
	Variables
	N
	Mean
	Std Dev
	r-value
	p-value
	Decision

	Digital Communication Practices
	190
	2.79
	0.78
	0.587**
	0.000
	

	Workplace Ostracism
	190
	2.86
	0.81
	
	
	H01 Rejected


Source: Field Survey, 2026
Table 4 presents the Pearson correlation analysis between digital communication practices and workplace ostracism. The result shows a Pearson correlation coefficient of r = 0.587 with a p-value of 0.000, which is less than the significance level of 0.05. The null hypothesis H01 is therefore rejected. This indicates that there is a significant positive relationship between digital communication practices and workplace ostracism among administrative staff in the selected institutions. The moderate positive correlation (r = 0.587) suggests that as digital communication becomes more prevalent but insufficiently inclusive or regulated, experiences of workplace ostracism increase correspondingly. This finding is consistent with Chow and Wan (2019) and O'Reilly et al. (2015), who established that the nature and structure of digital communication in organisations are significant predictors of ostracism experiences among staff.
Testing of Hypothesis Two
H02: There is no significant difference in the prevalence of workplace ostracism among administrative staff across the six selected higher institutions in Ekiti State.
Table 5: One-Way ANOVA of Workplace Ostracism Across Six Institutions
	Source of Variation
	Sum of Squares
	df
	Mean Square
	F-value
	p-value
	Decision

	Between Groups
	18.342
	5
	3.668
	6.241
	0.000
	

	Within Groups
	108.437
	184
	0.589
	
	
	H02 Rejected

	Total
	126.779
	189
	
	
	
	


Source: Field Survey, 2026
Table 5 presents the one-way ANOVA results examining differences in workplace ostracism across the six institutions. The F-value of 6.241 with a p-value of 0.000 is less than 0.05, leading to the rejection of null hypothesis H02. This implies that there are significant differences in the prevalence of workplace ostracism across the six selected higher institutions. The significant between-group variation (SS = 18.342) relative to within-group variation (SS = 108.437) suggests that institutional-specific factors, such as management culture, digital infrastructure, and communication policies, contribute meaningfully to differences in ostracism experiences. These findings align with Olatunde and Afolabi (2021) and Oluwole et al. (2023), who noted institutional variability in digital communication inclusivity in Nigerian tertiary institutions.
Conclusion and Recommendations
Conclusion
This study has established that digital communication practices and workplace ostracism are significantly related among administrative staff in selected higher institutions in Ekiti State, Nigeria. The findings demonstrate that whilst digital communication has become central to institutional operations, prevailing practices are marked by structural exclusions, policy deficits, and digital literacy gaps that collectively engender workplace ostracism. The prevalence of digital ostracism across the six institutions, though varying in degree, underscores the systemic nature of the problem and the urgent need for institutional interventions. The study thus contributes empirical evidence to the growing discourse on digital inclusion in Nigerian tertiary education, particularly as it concerns administrative staff whose experiences have remained largely underexplored in existing literature.
Recommendations
Based on the findings of the study, the following recommendations are proposed in alignment with the study objectives:
1. Management of tertiary institutions in Ekiti State should formulate and implement comprehensive digital communication policies that mandate inclusivity, define acceptable digital communication practices, and protect administrative staff from digital ostracism. Such policies should be communicated to all cadres of staff and enforced consistently to bridge the identified gap in formal policy frameworks.
2. Institutions should invest in upgrading internet infrastructure and digital communication platforms, and should organise regular digital literacy training programmes for administrative staff to enhance their capacity to participate effectively in digital communication, thereby reducing vulnerability to structural digital exclusion.
3. Institutional management and supervisors should be sensitised on the psychological and organisational consequences of digital ostracism through targeted awareness programmes. In addition, institutions should establish grievance mechanisms and anti-ostracism frameworks that allow administrative staff to report experiences of digital exclusion and receive appropriate redress within a psychologically safe environment.



























References
Adeyemo, B. A., & Ogunlade, O. O. (2021). Digital transformation and administrative efficiency in Nigerian universities: Challenges and prospects. Journal of Educational Management and Administration, 12(2), 45–62.
Ajani, T. A., & Adewale, O. S. (2023). Digital exclusion and administrative staff engagement in Nigerian universities. African Journal of Business and Management, 15(1), 88–104.
Chow, C. W. C., & Wan, L. T. (2019). Supervisor digital ostracism and employee outcomes in higher education: The mediating role of organisational trust. Journal of Higher Education Policy and Management, 41(4), 392–407.
Ferris, D. L., Brown, D. J., Berry, J. W., & Lian, H. (2008). The development and validation of the Workplace Ostracism Scale. Journal of Applied Psychology, 93(6), 1348–1366.
Nunnally, J. C. (1978). Psychometric theory (2nd ed.). McGraw-Hill.
Nwachukwu, C. E., Eze, F. O., & Okoro, P. N. (2023). Digital communication infrastructure and institutional effectiveness in Nigerian polytechnics. Nigerian Journal of Educational Technology, 8(1), 21–37.
Olatunde, K. P., & Afolabi, R. T. (2021). Informal digital communication patterns and workplace exclusion in Nigerian polytechnics. Journal of Organisational Behaviour Research, 6(2), 113–128.
Olusegun, B. T., & Adebayo, F. A. (2022). Digital communication tools and organisational performance in Nigerian higher education. African Journal of Information Systems, 9(2), 58–75.
Oluwole, D. A., Daramola, C. O., & Ayodele, S. O. (2023). Occupational stress and social exclusion among administrative staff of tertiary institutions in Ekiti State, Nigeria. International Journal of Human Resource Management, 14(3), 201–218.
O'Reilly, J., Robinson, S. L., Berdahl, J. L., & Banki, S. (2015). Is negative attention better than no attention? The comparative effects of ostracism and harassment at work. Organization Science, 26(3), 774–793.
Walther, J. B. (1992). Interpersonal effects in computer-mediated interaction: A relational perspective. Communication Research, 19(1), 52–90.
Williams, K. D. (2007). Ostracism: The kiss of social death. Social and Personality Psychology Compass, 1(1), 236–247.
18

