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In organisations, constant changes, volatility, uncertainty, complexity, and ambiguity are primary
challenges. The significance of e-leadership becomes evident when digitalisation affects organisations
and their structures. Although e-leadership is often viewed as a highly technology-mediated mode of

communication, several factors substantiate its importance in broader contexts.

This study identifies key factors and provides insights into e-leadership in an organizational setting. E-
leadership is crucial to the success of change, involvement, digitalisation, and strategy in companies.
The emphasis is on understanding the intricate dynamics of participation that all stakeholders must

consider when involved in digitally advanced organisations.

This study aimed to gain a deeper understanding of the concept of e-leadership and verify the supporting
traits of Company X's recognised competencies. The qualitative case study design utilised a deductive
approach, and data collection was conducted through an online survey and further explored through
supporting interviews. Analysis of various dependencies and discoveries was the primary outcome of

this study.

The findings of this study indicate that e-leadership entails an exceptional ability to comprehend and
influence the overall organizational setting. E-leadership reinforces the value of roles, changes,
strategies, and technologies. Given the transformative nature of e-leadership, this study emphasises the

attributes and competencies that foster improved recognition and reliance in Company X.

Keywords: E-leadership, Competences, Digitalisation, Mixed Methodology, Organisation, Qualitative,

Strategy, Technology, Transformative

The originality of this thesis has been checked using the Turnitin Originality Check service.
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Preface

Kallio, Sami — Acknowledging Meaning of E-leadership in an Organisation (Company X): A Case Study
Master’s Thesis of Administrative Sciences

Tampere University

Leadership for Change: Governance for Sustainable Change

November 2023

Studying at Tampere University has been a long and unique time that has already been proven worth
every sacrifice I have made for my studies. Imagine how easy it is to quit your daily job and move to
full-time students. This led to a period in which all members of your family (me, my wife, and three

sons) were simultaneously students.

The university provided the warm feelings of my fellow students in classes and how they supported me
and others through rough academic periods. The thing that makes me feel special is my talented
teachers, who deserves special thanks. All university teachers are real professionals who do not settle
for less but support the best features. This collective and personal support is something I will forever

be grateful for. Elias, my thesis supervisor, you know what I mean, a special thanks to you!

Studying has taken many hours of our family’s time together, but I still think it is worth it. My wife has
been my supporter, allowing me to pursue my educational goals. For my children, I wanted to show
them that when you decided to do something, you could do it. Regardless of obstacles and bad days,

you must complete what you have started.

There was a time when I was unsure whether I could make this incredible educational dream come true.
My journey has just begun. Next, I follow a new path. Where the path is headed, I need to determine.
Life continues to amaze you with grateful things if you let it. No matter how difficult the path is, it is

ultimately about a journey.
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1. INTRODUCTION

“E-Leadership is of crucial importance for companies and
industry to excel in their business operation”

(European Commission, 2015, p.6).

In 2015, the European Union (EU) hosted a conference centred on e-leadership and its essential
characteristics for organizational purposes. During this time, corporate involvement in the e-
leadership concept became less significant, but the importance of this topic has exponentially
grown in present times. Organisations need guidance on how to adapt to advancing digital

technology and the impact of digital transformation on their environments and structures

(Ahuja et al., 2023; Van Welsum, 2012).

The increasing recognition of e-leadership necessitates a deeper understanding of its supportive
role within an organisation (Torre & Sarti, 2020). According to Pulley & Sessa (2001), “who
does leadership, how leadership happens, and where leadership occurs within the organisation
is evolving" (p.229) describes the demand for more extensive research. To gain insight into a

specific organizational setting (Company X), this study was executed as a single case study

(Stake, 2005).

This study examines the existing knowledge of transformational learning and its intersection
with technological advancements, with a particular focus on digitalisation in contemporary
organizational societies. By exploring the nuances of this phenomenon, this study deepens the
understanding of e-leadership. Furthermore, this study identified and analysed the role of
involvement, competencies, perceptions, and capabilities in shaping this phenomenon (Torre
& Sarti, 2020). Therefore, to validate its acknowledgement, a qualitative case study design

(Stake, 2005) was used to explore how e-leadership was discovered in an organisation.



1.1 Background

For my master's thesis, I was thrilled to come across an exciting and supportive study of e-
leadership conducted by the European Commission (EC) in 2015. This study (2015) sought to
enhance and refine perceptions of e-leadership in both phenomenal and contextual aspects.
Additionally, this study aimed to validate the potential benefits of e-leadership in terms of
organizational visibility and an improved understanding of corporate involvement (EC, 2015).
According to research, e-leadership is viewed as a valuable contribution to businesses that wish

to enhance their organizational capabilities (EC, 2015).

Earlier research on e-leadership has focused primarily on leadership styles and supporting
processes (Ahuja et al., 2023). This thesis contends that e-leadership is more complex than
previously suggested and cannot be fully understood through the lens of single characteristics
or leadership styles (Li et al., 2016). This study highlights e-leadership as a unique approach
that allows for a comprehensive understanding of the organizational environment, including its
ability to support change, facilitate interconnection, involve the organisation, and consider the
strategy context. Studies of e-leadership in organizational settings have demonstrated that the
digital transformation process can significantly impact organizational structures at all levels of

a company (Li et al., 2016; Lilian, 2014; Roman et al., 2019).

1.2 Structure of the thesis

The first chapter of this thesis presents the background and structure of this research. After
introducing the objectives of the study, the research plan, objectives, and questions are
introduced. The research questions were explored through a series of sub-objectives, with
Company X introduced in the first chapter. This section also includes the conceptual meaning

of e-leadership, the validation of research ethics, assumptions, and possible limitations.



The second chapter reviews relevant literature and highlights the use of academic research to
introduce and understand thematic handling. The literature is categorised into themes related
to e-leadership, workplace changes, organizational culture, competence, virtual capabilities,
and strategic business involvement. The literature review supports the overall objectives and
purpose of this research. In addition, the study highlights the themes used to support the
research methodology and data handling.

The third chapter delves into the research methodology and processes that underscore the
overall research design of the case study. The study utilised supporting categories throughout
the design and study process to handle qualitative case study research effectively. This section
validates and introduces the descriptive handling of the online survey, interviews, data

collection, and data analysis.

The results of this study are presented in Chapter Four, which is organised by themes derived
from data analysis. This chapter discusses and analyses the findings of the online surveys and

in-depth interviews.

The fifth chapter summarizes the research findings. This chapter also examines the quality of
the research contributions by evaluating various meanings, and highlights the implications and
future research possibilities. The paper concludes with final thoughts and validations of the

research.

1.3 Research aim and purpose

The European Commission (2015) asserts that e-leadership is crucial for companies and
industries to succeed in their operations. E-leadership involves the use of digital technology for
innovation and transformation (Lilian 2014). An appropriate organizational context and the
supportive integration of business strategies are necessary for better research. Individuals must
possess e-leadership skills to initiate and achieve digital innovation. Organisations must have

a comprehensive understanding of e-leadership to fully master it. (EC, 2015; Lilian, 2014).
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This study aimed to establish a constructive interaction between theoretical reviews, online
surveys, in-depth interviews, data analysis, and findings. This supports the meaning of e-
leadership and highlights the significance of capabilities beyond leadership styles (Pulley &
Sessa, 2001). This study identifies the deeper value of the e-leadership phenomenon and its

organizational abilities to contribute to capabilities.

The qualitative case study process, which involves thematic handling, improves discovery,
viewpoints, and supports structural recognition in the organisation (Company X) (Roman et
al., 2019; Elo et al., 2008). Additionally, the research purpose is to recognise organizational
value through e-leadership (Li et al., 2016). This is supported by discovering a more

comprehensive understanding of e-leadership capabilities in Company X.

1.4 Research Plan, Objectives, and Questions

This study acknowledges that the discovery of new mechanisms for understanding
organizational capabilities significantly contributes to various organizational values. This can
be achieved in numerous ways when e-leadership is correctly understood in an organizational
context. Therefore, more extensive research is necessary to describe the core competencies of
e-leadership and its supporting organizational capabilities (Van Wart et al., 2019). This forms

the research question described at the end of this section.

The objective of this study is to clarify the significance of e-leadership within an organizational
setting (Company X). This facilitates a better understanding and validation of the conceptual
meaning of e-leadership. This study identifies a research gap in comprehending e-leadership
and its organizational involvement with strategic business capabilities (Li et al., 2016). This

forms the research sub-aim described at the end of this section.

The research was conducted in a service and technology-oriented forerunner named “Company
X” that operates in the Nordic regions. A semi-structured online survey and interviews with
Company X employees were used as the primary data sources for the research. The primary

research group included personnel from various backgrounds, positions, and geolocations,

10



including employees, managers, leaders, and executives. This study aims to include different
backgrounds, positions, and geolocations to increase the commission company's participation
rate and provide higher academic validation and participation rates. and transparency
throughout the study. Research provides higher academic validation and transparency

throughout the research process (Kawamoto et al., 2023; Lindgren et al., 2020).

This study used a deductive content analysis approach with a mixed-method design for data
collection and analysis. The qualitative case study was transformed into concrete themes
(categories) that support additional involvement in how recognition validates organizational
understanding and acknowledges the strategic elements of e-leadership. This highlights the
transformation of organizational work practices and the growing impact of digitalisation (Van

Wart et al., 2019).

In addition, research has managed various support sources from various containers (Kawamoto
et al., 2023; Lindgren et al., 2020). These included books, articles, reviews, and reports that
reviewed e-leadership studies and discovered useful cases with data references. Data gathering
keywords were defined as “e-leadership, digitalisation transformation, change management,
virtual leadership, leadership competencies”, and various combinations of these listed phrases.
Recognised and supported themes were universally managed for research purposes (Kawamoto
etal., 2023; Lindgren et al., 2020). Thus, the research contribution is not restricted to the similar

scopes or business specialities of the case company (Company X) (Lindgren et al. 2020).

The research question:

= How e-leadership is recognised and understood in the case study company

(Company X)

The research sub-aims:

= How are the competencies and features of e-leadership recognised (Company X)?
= How do company structures and levels acknowledge overall participation in e-
leadership?

= How is e-leadership seen as part of the organisation’s strategic objectives?
11



1.5 Company Description (Company X)

The company named Company X comprises multiple international connectivity functions and
services that exhibit complex organizational engagement. It also encompasses diverse national
layouts, with supportive business functions. Company X employs a multitude of partners to
provide specialised services through corporate participation and supportive functions. The
organizational structure can be depicted as a matrix that showcases organizational capabilities.
Company X is highly technologically advanced and is recognised as a pioneer in customer and

connectivity services.

Company X can identify several supportive competencies and increase technological
involvement, which can be validated as integral to companies' business purposes and strategies.
It is essential for Company X to recognise the potential for greater involvement with e-
leadership in the future within the organisation despite similarities in the characteristics and
competencies of relations with existing leadership styles. Acknowledging the significance of

e-leadership supports organizational functions with higher values and capabilities.

1.6 Ethics, Assumptions and Limitations

This study was conducted in accordance with the ethical and academic writing guidelines
(Attard, 2018). The case company (Company X) acknowledges the need to improve employee
and managerial involvement and recognises the importance of validating and understanding

this better. This study focused on and validated the use of relevant materials (Attard, 2018).

The research is obliged to respect the nondisclosure agreement (NDA), which limits certain
information, market visibility, and plain discoverable information from the organisation
(Company X). The overall study complies with the research need to respect data privacy and
consider data protection regulations (GDPR) as part of the research process. Personal
information was not collected during the investigation and responses to the online survey with

related data were deleted after the investigation was completed.
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The study material and research assumptions were established for the years 2019-2023, the
overall research period. However, the pandemic has affected research progress (Covid-19).
This study acknowledges that a comprehensive research phase enhances knowledge and
involvement in e-leadership. Furthermore, the pandemic has intensified organizational and

personal perspectives on digitalisation, leadership, and hybrid work methods (Pullan, 2022).

This study contributes to the research field by offering new connections and descriptive
contributions to understanding e-leadership. The diverse nature of e-leadership makes it
challenging to encompass a single definition because expressions may be comprehensive and
all-encompassing. Nevertheless, this study seeks to delve into the vast potential and

multifaceted benefits of e-leadership.

2. LITERATURE REVIEW

“Leadership represents an important phenomenon in social contexts in general and,

of course, in organizations in particular”’(Torre & Sarti, 2020, p.2)

This literature review aims to establish the significance and relevance of e-leadership in an
organizational context. The literature review identified the characteristics and competencies of
participation. The chapters presented can be compared to the research methods and supporting
features of deductive content analysis. In particular, the diversity of the e-leadership literature
benefits the overall purpose of the research. In organizational and research contexts, the value
of understanding and recognition increases through literature review. Consequently, mixed
organizational involvement with awareness, influence, and widespread recognition determines

the acknowledgement of the e-leadership theory.
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2.1 E-leadership

“Because of the broad scope of e-leadership, operationalizing the concept in terms of

concrete elements is not a simple proposition”(Van Wart et al., 2019, p.88)

E-leadership is not considered a direct leadership style (Torre & Sarti, 2020). Instead, it is
characterised by the essential involvement that everyone should possess when part of modern
organizational structures (Roman et al., 2019). E-leadership is a technique that executes
modern strategic decision-making capabilities (Schwarzmiiller et al., 2018). A paper by Wang
et al. (2022) discusses e-leadership by stating that “e-leadership is a set of information
communication technologies mediating social influence processes intended to change attitudes,
feelings, thinking, behaviour, and performance, which are based on the ability to communicate
clearly and appropriately, provide adequate social interaction, inspire and manage change,
build and hold teams accountable, demonstrate technological knowledge related to ICTs and
develop a sense of trust in virtual environments" (p.4). Described involvement improves
understanding, acknowledgement, capabilities, and value. E-leadership highlights different
empowerments around internal relations with organisations and their supportive approaches

(Schwarzmiiller et al., 2018; Wang et al., 2022).

2.2.1 Overview

E-leadership has a significant influence on daily organizational operations, development,
digitalisation, and strategy (Torre & Sarti, 2020). Organisations must account for digitalisation
when evaluating and developing strategic visions. Several researchers agree that the definition
of e-leadership guides research on supporting themes (Belitski et al., 2019; Eskola, 2017; Liu
et al., 2018; Savolainen, 2014; Van Wart et al., 2017). As part of organisational strategies,
every company and business must address the types of actions that will increase participation,
leadership, and growth. Organisations should validate the benefits of advanced digital
technology (Ahuja et al., 2023). Organisations that have their vision and mission clearly

identified and specific needs with particular skill sets are better recognised and understood
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(Roman et al., 2019). E-leadership plays an important role in this process. In both the present
and future. Technical capabilities and the highly facilitated digital revolution have increased
expectations of strategic work, leadership, and organisational involvement (Ahuja et al., 2023;

Roman et al., 2019).

The research strategy funded by the EU (2015) highlights the concept of e-leadership which
provides a solution by stating the benefits of e-leadership by understanding that “e-leadership
is key to using new digital technologies for innovation and transformation, managed in a
relevant organisational context and embedded in the business strategy” (p.6). Possessing the
ability to pursue strategic leadership, business savvy, and digital savvy is a fundamental
condition for initiating or recognising digital innovation (Roman et al., 2019). These
characteristics form a triangle that helps clarify the meaning of the involvement and

competencies emphasised and embraced by e-leadership (Figure 1) (EC, 2015).

E-leadership triangle

Digital Sawvvy

Business Savvy

(Figure 1. Reflecting on European Commission (2015))

The European Union (EU) and the Commission (EC, 2015) have shown that small and medium
enterprises (SMEs) need strong, practical, hands-on, and digital-skills-oriented leaders. The EC
(2015) study reveals that for more prominent organisations, “digital skills requirements for
leaders often emphasise an understanding of digital capabilities (knowing what is possible;
being able to budget, source, and allocate work to be done)” (p.15). It also recognises that
smaller companies are more fully involved in production-supported processes, services, and
digital products through better e-leadership. Increasingly, academic research material
emphasises the technology-oriented and transformative nature of the concept of e-leadership

(Ahuja et al., 2023). The e-leadership study conducted by Avolia (2014) supports the
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significance of Advanced Information Technology (AIT) and Groupware Systems (GDSS).
Avolia (2014) focuses on the role of e-leadership and its impact on organizational dynamics
and extended capabilities with the development of e-leadership in the context of advanced AIT
and GDSS. As part of the GDSS (2014) study, e-leadership is linked to various leadership

methods, and understanding and participation are crucial.

E-leadership is a highly dynamic process that involves technological involvement (Avolio
2014; Roman et al. 2019). For example, external and internal validators of different
organizational cultures emphasise the importance of technology within interconnectivity
boundaries. Incorporating the expertise and capabilities of different companies to enhance
market knowledge, performance, and creativity are good use cases for discovering the meaning
and participation of e-leadership (Avolio, Sosik, Kahai & Baker, 2014; Van Wart et al., 2019).
Interconnections and interactions with technologies play an important role in our environment.
Mobile devices, cloud services, IoT devices, SaaS services, social networks, and other artificial
intelligence-integrated smart gadgets are examples of such technologies. We are interested in

and influenced by different technologies (Lilian, 2014).

2.2.2 Changes in Work and Surroundings

Organisations have methods for managing, directing, and analysing information within their
business frameworks. In the context of changing work environments, the interaction between
organizational employees, managers, and leaders has significantly increased (Cijan, Jeni,
Lamovek, & Stemberger, 2019). According to Cijan et al. (2019), work emphasises more
flexible transformation, providing broader opportunities for organisations (and employees) to

consider overall development, commitment, efficiency, and e-leadership capabilities.

We have come far from where leadership is based solely on authoritarian forms, strict rules,
and totalitarian benefits (Lilian, 2014). The digital revolution redefines the way we see and
manage our working environment in an organisational context (Van Wart et al., 2019). Since

the beginning of the twentieth first century, working methods have changed rapidly. The
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management of general attitudes towards change at work, in the surroundings, and in the
environment remains remarkable (Van Wart et al., 2019). Views of adverse outcomes of new
features and attitudes towards technological and digitalisation development are generally added

with a challenging clang (Klus & Miiller, 2021; Van Wart et al., 2019).

Consequently, rebellious attitudes begin to increase automatically when similar approaches are
introduced into daily working environments. Change at work acts as an enabling force that
should feed our personal development goals and support innovative thinking, providing new
and different opportunities at work. Work is a means to achieve something of substantial value
in our lives, and is enabled and acting as a way to achieve it. In the context of social and
organisational changes shaping our functional methods, the overall meaning of work must often
be evaluated against something unknown, such as phenomena, digitalisation, or technological

capabilities (Cijan et al., 2019; Klus & Miiller, 2021; Torre & Sarti, 2020).

It is also apparent that enormous resistance can be seen when the “unknown change” or “new
tomorrow” is introduced to our surroundings and organisational capabilities (Klus & Miiller,
2021). However, the truth is that the future cannot be predicted accurately. This is the main
reason negativity around the change in work can cause massive problems at all levels of
organisations. This can be reflected in several ways in our personal lives. These are the causes
that can be reflected in the work environment (Cijan et al., 2019; Klus & Miiller, 2021). An
overwhelming amount of information and numerous theories surrounding leadership are
representative examples. Consequently, the need for knowledge filtering and the adoption of
new ways of managing and understanding leadership are constantly evolving (Torre & Sarti,
2020). Information overload has also resulted in resistance and scepticism towards knowledge
and our ability to innovate new capabilities in an organizational context. This can also be seen

in the evaluation of practical issues in the context of business needs (Van Wart et al., 2019).

The effects of the ongoing digital revolution have been profound and have been studied in
many contexts, such as government interaction with the public sector and different
administrative structures (Li et al., 2016; Van Wart et al., 2019). However, the study of changes
in leader interactions with followers through information and communication technologies

(ICT) under the digital revolution has been quite modest. This is supported by the fact that
17



theory building in organisational studies and public administration has been almost non-
existent (Van Wart et al., 2019). Organisations have tried to address resistance to technology
with different cooperative functions that enable the use of technology as part of daily activities
(Kulshreshtha & Sharma, 2021). This proactive involvement has substantially reduced the
development of innovation in digital environments. Organisations must start using their
capabilities from inside and tacit knowledge. Research recognises the need for external
competence and partners, but companies must prioritise their core competencies close to their
company’s strategic and core competencies (Van Wart et al., 2019). External evaluations of
the core values of a company or appraisal of the core values of the company. Those which can
be evaluated and appreciated similarly from external sources or perspectives. Internal
competencies are values that cannot be validated externally. The critical issues surrounding e-
leadership are trust, false assumptions, and unspoken tacit knowledge (Kulshreshtha & Sharma,
2021; Van Wart et al., 2019). These are identified in every organisation. Often, they are not
based on organisational size; rather, they are linked to personal values, which organisations can
only reflect on a general level, but sometimes that alone is not sufficient (Judkrue, 2012; Van

Wart et al., 2019).

2.2.3 Organisational culture and virtualisation

Organisations argue for the validity of trust, assumptions, and tacit knowledge, and claim that
these can impact leadership processes (Kulshreshtha & Sharma, 2021; Van Wart et al., 2019).
This highlights the significance of comprehending and accepting the overall significance of e-
leadership for organisations to reap the benefits of widespread recognition and understanding

(Ahuja et al., 2023).

Society is experiencing technological advancements and becoming increasingly digital (Van
Wart et al., 2019). Leadership has traditionally emphasised heroic qualities and a willingness
to confront and overcome obstacles (Lilian 2014). E-leadership is not just about new skills; it
is also about finding new ways to cope and thrive in an organizational environment. The term

e-leadership can also be seen as a process that fosters increased awareness, confidence, and
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accountability (Van Wart et al., 2019). Van Wart et al. (2019) recognise that the key point is
that sometimes it is better to ease demands and focus on engagement with meaning. Trust with

cooperative features and supportive e-leadership characteristics improves internal knowledge

and understanding (Judkrue, 2012).

Research conducted by Liu et al. (2020) explored the importance of e-leadership and its
contextual meaning with organisational culture. It is recognised that the general importance of
e-leadership in corporate culture is relatively unknown. Thus, understanding the views of e-
leadership and how it is adopted in the organisational context is of great importance (Ahuja et
al., 2023; Liu et al., 2020). Liu et al. (2020) also frames e-leadership in sections that elaborate
more on e-leadership constructs and overall involvement and characteristics. Figure 2
illustrates the linking variables to the items in the diagram below, with which a direct
relationship exists. For example, acceptance can be related to social constructs and support can

be related to trust (Liu et al., 2020).

E-leadership constructs
e-acceptance <> e-social
e-adaption <> e-team
e-substitution <> e-change
e-prepadness <> e-tech
e-support <> e-trust
e-competency <> e-effects
e-communication <> e-culture

(Figure 2. Reflecting on (Liu et al., 2020)

Liu et al. (2020) and Van Wart et al. (2019) identified several key aspects to better understand
e-leadership, but notes limitations. These limitations are consistent with those of other
researchers who have emphasised the importance of recognising trends, the influence of
government, and cultural factors. The use of "E" in terms is equal both relevant and justified.
Studies have shown how leadership thinking is evolving and offer insights into different

approaches to participation in various contexts (Van Wart et al., 2019; Liu et al., 2020).

Dulebohn and Hoch (2017) introduced the concept of e-leadership with virtual involvement,

which is considered a supportive framework. This concept has also been demonstrated to have

similar relevance in studies by Belitski and Liversage (2019) and Judkrue (2012) on the
19



descriptions of e-leadership. New methods of working and improving cultural awareness have
been supported by researchers regarding the importance of e-leadership and the influence of e-
leadership abilities in organizational contexts. These studies have focused on the synthesis of
the characteristics and development of overall participation (Figure 3). Figure three illustrate
the e-leadership capabilities that have been recognised in different studies (Belitski et al., 2019;
Judkrue, 2012).

L ‘

Culture
Strategy

(Figure 3. Reflecting on Belitski & Liversage (2019) and Judkrue (2012))

Research by Hognestad and Bege (2014) considers leadership as a key to more effective team
performance, where every member knows his role, responsibilities, capabilities, and ways to
influence working methods. Furthermore, research has discussed the work and new

involvement of hybrid and virtual environments (Hognestad & Bge, 2014; Pullan, 2022).

Organisations can use teamwork to quickly adapt to change, particularly in virtual or hybrid
environments where e-leadership is critical to several substantial team efforts. These actions
can improve organizational effectiveness (Dulebohn & Hoch, 2017). Studies have also
examined the role of psychological capabilities and distance in promoting remote leadership
traits as a part of teamwork (Ahuja et al. 2023; Lilian 2014). The need to increase competitive
advantages through individual and teamwork and other accountable team efforts has been
recognised through various studies. The study by Lilian (2014) discusses the importance of
managing subcontracting and joint ventures with bold strategic alliances for a significant
increase in participation (Lilian, 2014). In addition to the current trend of reliable collaboration,
alternative types of network-based collaboration should also be considered. In particular,
teamwork often leads to greater challenges, which can be challenging to achieve better

cooperative functions (Lilian, 2014).
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Organisational environments have changed dramatically, so the word virtual may even be
misleading (Avolio et al., 2014). From the standpoint of internal and external changes in the
public and private sectors, every organisation is forced to integrate virtual relevance into its
own processes (Liu et al.,, 2018). As a descriptive concept, Lilian (2014) addressed the
challenges of virtual commitment and team efforts. This study validates virtual teams and their
history from a broader perspective. This includes leadership and organisational structures from
a traditional hierarchical perspective to a more shared perspective. Lilian (2014) discusses these
new challenges, mainly arising from organisational and work-related changes, as implying new
ways to organise work between experts, stakeholders, organisational units, and different
companies scattered throughout the world. As part of new challenges, the supportive role of
the organisation can be regarded as a critical factor for team performance (Chamakiotis et al.,

2021; Lilian, 2014).

Although virtual and hybrid presence has not existed in our work environment for a long time,
it has left a remark that it does not erode rapidly (Lilian, 2014; Torre & Sarti, 2020). This leads
to a new framework, which supports all types of hybrid themes and involvement as leadership

evolves, teams evolve, organisations grow, and work evolves (Hognestad & Boe, 2014).

2.2.4 Competences, Capabilities, and Challenges

Several authors (EC, 2015; Roman et al., 2019) have discussed how the most significant
competencies support comprehensive e-leadership and emphasise its transformative ways.
Studies have proven that e-leadership can be viewed in various ways and for various purposes
(Van Wart et al., 2017). To underscore the need for success, e-leadership is reflected, and must
be able to master, manage, and coordinate all organisational content (Roman et al., 2019). As
studies point out, the competencies of e-leadership are conceived in a similar way. Using a
series of studies, several researchers recognise characteristics and focus on cooperative,

supportive, and trustworthy characteristics and competencies (Roman et al., 2019).

Information and communication technology (ICT) is the foundation for everything modern

(EC, 2015). Without modern knowledge and development in various fields, modern society
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could have looked very different. In particular, profitability, efficiency, and productivity have
reached high levels. ICT development is based on collaborative efforts that currently involve
e-leadership (Roman et al., 2019). ICT has increased the value of shared actions and knowledge
management and integration has increased through ICT (Leduc et al., 2015). Using the term
ICT environments and their team participation, Lillian (2014) discusses the role of ICTs as
“collaboration and contribution to competitive advantage, innovation, and economic growth,
as they enable global access to individual capabilities, best skills, and core competencies”

(p.1254).

Although companies and organisations are highly valued for the high level of use of
technological tools is highly valued by companies and organisations, many things are still
referred to in the “old way of working” (Kulshreshtha & Sharma, 2021). Face-to-face (F2F)
meetings are a common example of the “old way of doing”. These meetings have always been
held in the office environment. This study considers both ways in which e-leadership benefits
from F2F meetings and technologically enhanced surroundings. In addition to office buildings,
they have been validated for social interactions. All of these enhance and emphasise the overall

meaning and transformative features of the non-constrained e-leadership theme (Lilian, 2014).

The understanding and recognition of e-leadership are highly dependent on the culture of the
organisation and the involvement of employees (Kulshreshtha & Sharma, 2021). E-leadership
requires the use of high volumes of network contacts, proactive capabilities, and the ability to
perform trustworthy work while handling cooperative functions inside/outside the organisation
(Lilian, 2014). E-leadership involves generating results and understanding the overall path
towards greater organisational involvement, including the diverse environments in which we
influence (Lilian, 2014; Schwarzmiiller et al., 2018). Specifically, a study conducted by
Tahirkheli (2022) uncovered the importance of specific e-leadership skills. The e-leadership
skills use the “power to enhance the motivation of employees, resolve the cross-cultural issues
when the organisational network is collaborating, adopting technologies, facing immense
pressure from competitors, need a strong collaboration between suppliers and new product

developments for customers" (Tahirkheli, 2022).
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Although e-leadership has many recognised features, competencies, and characteristics, the use
of digitalisation as a guiding factor for validation of our thinking towards technological aspects
still amazes us (Van Wart et al., 2019). This study draws attention to literature that highlights
the problematic nature of the topic addressed due to the complex nature and contextual
references of the term e-leadership (Roman et al., 2019). Furthermore, e-leadership can
highlight miscommunication, lack of leader support, accountability, management, and trust

issues (Figure 4.) (Van Wart et al., 2019).

Problematic issues involving ICT’s
Communication <> Miscommunication
Complexity <> Support
Motivation <> Accountability
Recognition <> Managent
Leadership <> Understanding
Trust <> Expectations
Underutilization <-> Technology

(Figure 4: Reflecting on Van Wart et al. (2019)

Although distinctive characteristics, challenges, and competencies can be recognised as part of
e-leadership, many factors are directly related to the environment, society, culture, and
organisations (Belitski & Liversage, 2019; Klus & Miiller, 2021; Van Wart et al., 2019).
However, there are recognised challenges, such as the fact that overall ICT-environment
organisations have achieved outstanding results. Despite the benefits of technology, it has been
discovered that most information technology projects face risks and problems, and many fail

to meet all their objectives (Klus & Miiller, 2021; Lilian, 2014).

As e-leadership evolves, problems are present and tend to be resolved when they are addressed
thoroughly and adequately (Roman et al., 2019). Organisations constantly face new challenges
and opportunities in the form of new processes and aim to achieve their strategic goals and
objectives when these new challenges arise (Kulshreshtha & Sharma, 2021). Consequently,
there is a need for constant restructuring and re-evaluation of shared values, leadership, and

work methods (Ahuja et al., 2023; Torre & Sarti, 2020).
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2.2.4 Digitalisation and Organisational Vision

By evaluating the need for technological transformation in business routines and activities,
digitalisation emphasises strategic approaches and trust among people (Kulshreshtha &
Sharma, 2021). Digitalisation has a significant impact on rewards (Van Wart et al., 2019).
Digitalisation requires significant investments at times of global uncertainty (Kholopov et al.,
2018). Companies, organisations, and industries are at the forefront of digitalisation
development. In addition, future enablers, leaders, and leadership capabilities are digitalised
through a variety of processes, models, and styles. E-leadership combines the developmental
aspect of the overall organisational concept with current and future possibilities (Cirillo &

Molero Zayas, 2019; Kholopov et al., 2018).

In the future, e-leadership will play a key hybrid role that can be transformed into values,
businesses, processes, and even services (Pullan, 2022). The overall impact and the level of
participation depend on the amount of digital involvement that the organisation has recognised,
participated in, and invested in by the organisation (Cirillo & Molero Zayas, 2019; Kholopov
et al., 2018; Pullan, 2022).

Cijan et al. (2019) examined the effects of digitalisation on the workplace with its supportive
features, including management and managerial aspects. Because of the possibility of internet
involvement, digitalisation has changed settings. Without digital services and technologies, it
is not possible to imagine similar business capabilities or values for individual enhancement.
Digitalisation has generated many challenges and opportunities for organisations and
businesses (Cijan et al., 2019; Lillian, 2014). Most existing research has examined the role of
digitalisation in business performance and worker productivity. Through digitalisation, there
has been a clear positive correlation between job satisfaction and the blurring of work—life

balance (Cijan et al., 2019).

Digitalisation promotes worker autonomy through a combination of autonomy and corporate
involvement. Similarly, e-leadership competencies and features, such as the digitalisation of

organisations/companies, can provide a tool for managers to understand the importance of
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digitalisation as they address the challenges and opportunities that must be understood in a
business context (Klus & Miiller, 2021). This is supported by actions aimed at eliminating risks
and increasing the favourable effects of recognised matter. Companies that recognise
digitalisation as part of their business strategies expect increased revenue, efficiency, and cost
reductions. Important expectations are present regarding digitalisation and operational

performance (Cijan et al., 2019; Klus & Miiller, 2021; Schwarzmiiller et al., 2018).

The comprehensive PriceWaterhouseCoopers (PWC, 2016) report acknowledges that the main
problems around digitalisation differ from the pain of choosing the right technology and
approach. These issues address skills, knowledge, and the need for a digital culture within
organisations. The PWC report (2016) discusses issues regarding clear operational visions and
proper leadership from top management. The digitalisation data analysis reflects a clear result
of the long-term, future, and problems. It is evident that companies are unaware of the overall
possibility of data analytics, but there are no obvious reasons for this (PWC, 2016). In
discussing efficiency, development, and adaptation to industry standards, Figure 5 (5.)
demonstrates six critical areas of digital blueprints, which show that companies follow a step-

by-step digitalisation strategy (Cirillo et al., 2019; Kholopov et al., 2018).

Strategy and
Vision
Learn, Plan
Ecosystem
approach Digital blueprint Data
for success Analytics
Define

Pilot

(Figure 5. Reflecting on Cirillo et al. (2019) and Kholopov et al. (2018))

The step-by-step approach considers strategy, road mapping, capabilities, transformation, and

continuous improvement (Cirillo et al., 2019; Kholopov et al., 2018). It also encourages

companies to consider the overall ecosystem of industries according to the overall changes

within the sector. This step-by-step approach (Figure 5.) must consider the personnel,
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managers, or leaders who implement these action points within the organisation. These changes
in the context of digitalisation are possible when e-leadership and its competencies are added

to the scenario (Kholopov et al., 2019; Kholopov et al., 2018).

E-leadership involves considering strategy, road mapping, capabilities, transformation, and
continuous improvement within a company. Recognised digitalisation recognition and change
in company ecosystems require the action and contribution of all company personnel (Ahuja et
al., 2023). Executives, managers, and leaders with competencies and e-leadership capabilities
can participate in and contribute to their efforts towards a better digitalisation strategy within

the company (Cirillo et al., 2019; Kholopov et al., 2018).

2.2.5 Technological, Strategic, and Business Savviness

Although e-leadership is neither a universally recognised theme nor a general phenomenon,
there is a good amount of material, and it has been studied from various angles throughout the
twentieth century (Avolio, 2014; Liu et al., 2018). The European Commission (2015), Belitski
and Liversage (2019), and Judkrue (2012) emphasise the importance of e-leadership factors
and their successful alignment between business strategies and digital technologies by fostering

longevity with organisational growth. (Figure 6).

E-leadership factors

Business
Savvy

LN

Transformational leadership factors

(Figure 6. Reflecting on European Commission (2015), Belitski & Liversage (2019)

and Judkrue (2012))
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Based on the transformational leadership factors of e-leadership and adaptation in small and
medium enterprises (SMEs), the model emphasises the change around e-leadership and the
ability to integrate with IT strategy and organisational participation (Li et al., 2016). As part of
triangle formation (figure 6.) the model emphasises individual consideration, intellectual
stimulation, inspirational motivation, and idealised influence (Belitski & Liversage, 2019). The
triangle validates that e-leadership is described as important in a change in skill sets, but it is
also highly productive to integrate new kinds of knowledge, routines, and practices by

exploiting new digital technologies (Avolio et al., 2014; Belitski & Liversage, 2019).

In the context of technological, strategic, and business savviness, it is also helpful to recognise
capabilities, as suggested by the research by Tahirkheli (2022), “e-leadership is a social
influence process, mediated by technology, to produce a change in attitudes, feelings, thinking,
behaviour, and performance with individuals, groups, and organisations to direct them towards
achieving a specific goal" (p.6). Additionally, Belitski and Liversage (2019) point out that in
the final stage of the development of e-leadership, “e-leaders will need to align their digital
strategy with their overall business strategy” (p.71). They also concluded that the role of e-
leadership intellectually stimulated and challenged people (Belitski & Liversage, 2019;
Tahirkheli, 2022). Research conducted by Mooney et al. (2022) continues: “it is important for
firms that face intense competition be aware of the risk of experiencing, even subconsciously,
a threat-rigidity response that makes them less likely to act and pursue digital strategies. This
means making digital transformation a fundamental part of regular board and executive
committee agendas, the evaluation metrics used to evaluate all levels, and the ways the firm

hires and professionally develops its employees”(p.10).

Personal involvement is also highly emphasised during the handling of e-leadership as a theme,
process, aspect, or leadership style approach (Belitski & Liversage, 2019; Roman et al., 2019;
Van Wart et al., 2019). In other words, e-leadership makes all organisational employees digital
forerunners and emphasises their competencies to become more technically prepared and
digitally savvy (Li et al., 2016). This implies that digitalisation savviness is not only reflected
through leadership, managerial status, or the chief information officer (CIO) role, but also in
all members of the company. These studies posit that every company employee can be a unique

influencer and leader (Belitski & Liversage 2019; Li et al. 2016).
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3 RESEARCH METHODOLOGY AND PROCESS

“Even where e-leadership is not clearly identified and fostered, it insinuates itself, dragged
along by the different styles suggested by easy and interactive technology, and is slowly but
unavoidably introduced by workers who individually use them, or by an organizational

orientation pushing for digital change”(Torre & Sarti, 2020, p.10)

This thesis presents a qualitative case study that outlines the overall design of the research
process, with subsequent chapters detailing the structure of the online survey and the data
collection and analysis methods employed. The research process was visually represented
through illustrative figures, and the data analysis was focused on a mixed-methods design. The
final data analysis chapter discusses the study from a literature review perspective, using
deductive content analysis and coding, and highlights how the qualitative case study approach

supports data analysis.

3.1 Case Study Research Design and Process

Among the aforementioned options, research can be conducted in several ways (Elo et al.,
2008; Ridder, 2017). It can be a simple search for more logical options or a complicated way
to obtain more informative and useful information about a specific topic or phenomenon (Yin,
2017). In particular, research has uncovered new (or existing) ways of understanding existing
theories in a new way, in combination with current data processing and handling practices
(Ridder, 2017; Stake, 2005). Research can also improve awareness, existing knowledge, and
assumptions, or contribute to further questions, creating new research topics (Elo et al., 2008).
The application of a suitable research question format and sampling increases the likelihood of

success in overall research (Elo et al., 2008; Ridder, 2017; Yin, 2017).

A qualitative case study design was determined as the most suitable approach for the overall

research design. Qualitative case study methodology is a highly effective research method for
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delving into and comprehending intricate phenomena (Stake, 2005). Case study research aims
to understand the intricacies of involvement in the natural world (Yin, 2017). This study utilises
specific cases and conducts an in-depth analysis. This approach enables the acquisition of
valuable insights and captures the unique characteristics of a context (Yin, 2017). The
qualitative case study methodology facilitates the exploration of multiple viewpoints,
identification of patterns and themes, and the development of new theories (Stake, 2005). Stake
(2005) explained the approach of a qualitative case study that sheds light on complexities that
cannot be fully grasped through other research methods.

The six-step process for conducting case study research, as outlined by Yin (2017), is shown
in Figure 7. The descriptive handling of the research process is shown in figure also. The study
began with an initiation that reflected the overall purpose of the investigation. It then proceeded
to a theoretical framework that helped manage the literature and research materials with
theoretical connections. The following section confirms the research methodology, which was
followed by an evaluation of the methods and tools available in the research philosophy. The
validation was conducted through empirical research functions, and the final stage included
explanations, analyses, and reports to support the conclusion of the thesis research process

(Figure 7).

Inration Interpretation

Toois and research online-survey and
‘ SR SR s

Theoretical
framework

(Figure 7. Descriptive research and process, reflecting Yin, 2017)

The case study method is often used when there is a need to answer questions about “how” and

“why”. This involves considering multiple angles and is typically conducted in a real-life

context (Ridder, 2017). The case study research design supports the role of the researcher, who

needs to have some control over elements and be in a real-life context (Elo et al., 2008). Studies

by Daughtery (2016) and Stake (2005) discuss the importance of capturing the richness of the
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phenomenon and the extensiveness of the real-life context, which requires case study

investigators to be able to handle a technically distinctive situation in research.

There are multiple methods to conduct scientific research, including case studies. Although
single-case studies are a valid approach, it is important to carefully consider the advantages
and disadvantages of each method when selecting the best option for research (Elo et al. 2008;
Ridder 2017; Stake 2005; Yin 2017). Qualitative case studies often employ deductive content
analysis as described by Stake (2005). This method involves a systematic and structured
examination of data, guided by prior studies, theories, and frameworks. Through deductive
content analysis, researchers can identify specific themes (categories) based on existing

knowledge and theories. (Stake, 2005)

The case research design highlighted and focused on the use of multiple sources of evidence
(Yin, 2017). The research design explicitly states and acknowledges the boundaries between
phenomenon and context. This has also been recognised and considered in further analyses
during the proceedings (Elo et al., 2008; Ridder, 2017). The data process validates thematic
analysis as a part of quantitative data handling. Integrating qualitative and quantitative data
involves careful data collection, coding, and interpretation. Researchers must carefully plan
and design their data collection methods to ensure that both qualitative and quantitative data

are collected in a coordinated and systematic manner (Figure 8.) (Yin, 2017).

(Figure 8: Reflecting on Yin (2017), Case Study Research Design and Methods)
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In addition to deductive content analysis, qualitative case studies often incorporate mixed-
method data handling (Stake, 2005). This approach involves the collection and analysis of both
qualitative and quantitative data, thus providing a more comprehensive understanding of the
research question (Stake, 2005). Stake (2005) also describes how quantitative data, including
surveys, can be analysed using validated statistical methods to improve overall usability.
Daughtery (2016) acknowledges the supportive nature of these methods and employs them
throughout the research to manage the overall process. According to Creswell (2014), mixed-
method support is validated and suitable for this research purpose, as determined by academic

standards.

3.20nline-Survey

The online survey using the licenced application (Webropol) consisted of seventeen (17) semi-
structured questions. The online survey began with basic questions about gender, age, work
environment, and the role of the participant in the commission company. Following a
supportive literature review, the survey explored the identified themes. These themes were
discovered in the coding process of the literature review. The following themes were identified
in the literature review: “general, cultural change, competence, strategy, and savviness (Figure

9). Questions were developed through a deductive process based on a literature review.

Research Ouestion Framework Data handling Coding frame/theme | _Question type | _survey Question (number) Literature / Theory linkage

avolio, sosik, kahai, & Bakes, 2014; Belitski et
al, 2019; Eskola, 2017; L et al, 2018;
Savolainen, 2014; Van Wart et al, 2017; Van
‘Wart, Roman, Wang, & Liu, 2018, Wang st al,,
2022; Brunelle, 2009

What is edeadership? Qualitative content analysis Online-survey |  Deductive data handing General Semi-structured 5,67,16,17

Liu et al.,2020; Belik & Liversage, 2018,

How e Jeadership is being seen inside an organisation Judkruz, 2012; Dulebohn & Hoch, 2017,

(company X]?

Qualitative content analysis

online-survey

Deductive data handling

culture

Semi-structured

33,1017

Brunelle, 2003; Chamakiotis, Pantali, &
Davison 2021 |ilian 2014

What are recognized e-leadership competencies and features

(company x|?

Qualitative content analysis

Online-survey

Deductive data handiing

competence

Semi-structured

11,12,16,17

Lilian, 2014; Schwarzmller et al, 2013;
Tahirkhel, 2022, Van wart et al, 2013,
Brunelle 2009

How do company structures and levels acknowledge the

‘overall involvemant of e-Jeadership?

Qualitative content analysis

Online-survey

Deductive data handiing

change

Semi-structured

£9,10,16,17

Cijan, J2nic, Lamovsek, & Stemberger, 2015;
van Wart et al,, 2019; Klus & Miller, 2021,
Judiorue, 2013;

(Cirillo & Malero Zayas, 2013; Kholopo et al,

2018; Cijan, Jenit, Lamoviek, & Stemberger,

2018; cirillo et al,,2022 ; Belitski & Liversage,
2019; Judkrue, 2012; Mooney et.al, 2022

Can e-leadership be seen in the organization's strategic

Semi-structured
objectives and visions?

Qualitative content analysis online-survey Deductive data handling Strategy and Sawviness 12,1314,15,1617

(Figure 9. Operationalisation - coding themes/frames)

The online survey evolved with questions on the general theme asking (5) “How do you see e-

leadership?”. In the online poll, 16 options described e-leadership. The general scaling has been
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done to support the Likert scale, so that the five options varieties between “1 strongly disagree,
2- somewhat disagree, 3- neither disagree nor agree, 4- somewhat agree, and 5- strongly agree”,

which the participants can select and reflect on their opinions.

The online survey included questions on the general theme of e-leadership, with five options:
'How do you see e-leadership?'. The online poll featured sixteen descriptions of e-leadership.
To support the Likert scale, general scaling was conducted, allowing participants to select from
five options ranging from 1 (strongly disagree) to 5 (strongly agree). This systematic Likert
scale was applied consistently throughout the survey and analysis, ensuring the integrity of the

survey and providing a statistical and consistent response method.

The next question addressed the descriptions of e-leadership by asking: (6) “How would you
describe e-leadership in your own words?”. This was an open question that supported the
participants’ explanatory responses. The survey included the options “n/a (no answer)” and “I

don’t know” for those who did not want to answer or who wanted to skip the question.

Question number seven asked (7) “What does E stand for in E leadership” to reflect on the
general handling of the thesis theme. The question discussed (number 7) was concluded by

addressing the theme “General” in the online survey chapter.

The next questions covered the theme “Change and Culture”, which started with the question
(8) “Is e-leadership influencing your work environment” and was supported by (9) “Do you
recognise the participation of e-leadership in your company, according to these levels?”.
Question 8 used semi-structured choices “yes /no /I don’t know / n/a”, and question 9 included

seven identified and recognised option levels from research theory.

The final question in the frame “Change and Culture” was number ten (10) “Is your company
environment supporting E leadership?” which supports functions, and the company’s

awareness of supportive characteristics.

The online survey continued under the theme “Competence”. This part of the online survey

asked question (11) “What is the most recognisable characteristic or competence of the E
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leadership?”. This open-ended question gave participants the opportunity to identify

competencies in e-leadership using their own descriptive words.

Question number 12 “Does E leadership support digitalisation in your company?” focusing on
identifying supportive characteristics and participation in the recognition of e-leadership. The
survey was forwarded with the general effects that were recognised in question (13) “Does E
leadership affect... (according to these options) in your company?”. Question 13 contained
seven options for reflecting on e-leadership. This finalised the handling of theme

“Competence”.

The final thematic surrounding was “Strategy and savviness”. The survey included questions
14, 15, and 16. The next question (14) asked "Is E leadership supporting your company

strategy?" to recognise the overall involvement of e-leadership in strategy.

The survey continued with the next question (15) “Does “E-leadership” support these business
strategies in your company?”’. Semi-structured choices of different processes were given to the

participants, and they were asked to scale the options using a Likert scale.

The final question of the online survey was 16 about “Does E-leadership add business value to
your company?” values. Handling the online survey ended with the final supporting question

(17) and other notices and feedback on "E-leadership" in your own words” in your own words.

The specified question listing, categorisation, and options for online survey details are shown

in Appendices 1 and 2. These included visually enhanced versions of the overall online survey.

3.3 Interviews

The purpose of conducting the interviews was to investigate the themes identified through the
online survey questions and to utilise the interview framework to aid the overall research

process. The research was designed to gather information, and some questions were semi-
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structured, while others were open ended. Additionally, the interviews created a favourable

setting for informal interviews (Creswell, 2014).

The main distinction between the online survey and the interview was the setting in which the
questions were posed. The interviews were conducted through a virtual meeting application
that allowed participants to engage, observe, and even sense each other. For instance, how do
they respond to additional questions or do their tones of voice change when considering
answers? Additionally, this study recognised that interviews required a more comprehensive

examination of the overall research and supported the deductive content analysis approach.

Participants of the original online survey were excluded, and a separate group of participants
was selected to ensure that there was no data mismatch and to properly manage research ethics.
The interviews were conducted online in March 2023, April 2023 and at the beginning of May
2023. The online environment was chosen based on the distance and location of the
participants' workplaces, which allowed for better scheduling and a familiar participation

environment for interviewees.

To ensure the integrity of the data, participants from Company X were selected for personal
interviews. The research environment was designed to include participants with the same roles
and responsibilities as online survey participants. Due to scheduling limitations, the study was
only able to collaborate with participants during a limited interview period. However, this also
provided an advantage, as the research was able to obtain selected interview participants who
contributed their time to validate the overall research. The use of hybrid environments is

viewed as a new way of working (Pullan, 2022).

3.4 Data Collection

Data collection can be described as the process of collecting and storing information, with data
being regularly available for further processing and handling. A variety of applications and

tools are available for data collection, including those selected for this study after careful
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consideration of factors such as time, presentation form, usability, reporting, number of
participants, and overall accessibility (Bahkir, 2022; Van Quaquebeke et al., 2022). For this

survey, a licenced application was selected as the data-collection tool.

The chosen online application, Webropol, is a modern Software as a Service (SaaS) tool
designed for managing and collecting small to medium-sized data sets. The application can be
easily accessed from any location using an internet connection. Additionally, it is one of the
leading products in the field, providing standardised data collection throughout the research
process. The online survey tool allowed for the collection of data and responses in a formal,
structured, and collective manner. The application also provides access to form-based data
management with the ability to ensure the security and anonymity of information (Bahkir,

2022; Van Quaquebeke et al., 2022).

This study acknowledges that the privacy issues related to GDPRS have been taken into
account automatically, as no personal information was collected from the participants. The
research team verified that all data were handled in accordance with privacy regulations and

then deleted the gathered data.

This study used data obtained from online applications and other analytical tools. Participants
were assured that the interviewer-interviewee relationship would involve trust and anonymity.
The study considered all possible data-handling risks, and no known risks for data exposure or
suspicious data handling were identified. Although this study acknowledges the privacy and
security risks associated with public cloud services, the volume of data needed was collected
without specific measures for privacy and security concerns (Bahkir, 2022; Van Quaquebeke

et al., 2022).

3.5 Data Analysis

The research in the qualitative case study uses a deductive content approach with a mixed-

method design for the collection and analysis of the data chosen. This was selected because of
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the acknowledgement of the research and supportive alignment of the research questions. When
research relays organised data and supportive categorisation, this helps to focus the study on

the questioned issues (Creswell, 2014; Kawamoto et al., 2023)

The objective was to derive insights from the research data and identify alternatives to an
inductive approach. A deductive method was chosen to enhance the reliability of the research
process, reflecting a review of the literature. Pearse (2019) validates that “deductive qualitative
research can be differentiated from other qualitative approaches in that it takes as its starting
point the theoretical propositions derived from a review of the literature and applies them to

the collection and analysis of data” (p.143).

Coding was used to understand the data that supported the study by uncovering themes, frames,
patterns, and supporting issues. Coding allowed for the identification of repeated choices or
responses that were formed as specified themes from the design approach, based on available
data or views from the literature. The objective of the deductive content analysis was to extend

the findings and support the research purpose (Kawamoto et al., 2023; Lindgren et al., 2020).

A mixed-method approach was used to allow the data to support data analysis and to handle
each other (Creswell, 2014). The processing of the semi-structured questions was handled
using a quantitative approach. Therefore, open-ended questions were explicitly addressed using
a qualitative approach. (Kawamoto et al., 2023; Lindgren et al., 2020). The study also
highlights the research validation from Lindgren et al. (2020), stating that "qualitative content
analysis can be both descriptive and interpretative. When the data allow interpretations of the
latent content, qualitative content analysis reveals both depth and meaning in participants’
utterances”. During the interviews, all participants discussed and agreed upon the recording
mode. Although video recordings were made, the study did not disclose any personal
information that could compromise the anonymity of the participants. All the data were

validated according to academic standards.

This study conducted a pilot test with participants prior to the official publication of the online
survey. This enabled the evaluation of the questionnaire's phrasing and handling of raw data at

the beginning of the research process (Kawamoto et al., 2023). The pilot group helped to
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identify prominent issues in the content analysis and suggested how coding should be
conducted as part of the research analysis process (Lindgren et al., 2020). The pilot participants
were not related to the research target group, thus ensuring the integrity of the data for the
overall study and analysis (Kawamoto et al.,, 2023). Raw data, including all participants'

responses and information on their responses at different rates, were used in the analysis.

Data from the online survey were handled using statistical application crosstabs, which were
subsequently completed using the statistical significance of the chi-square function. The chi-
square function is a test to compare categorical differences based on observed and expected
values. The chi-square test was employed to process the data and ensure results without any
conversion or data loss. Statistical significance is implemented as a contingency table test for
the general purpose of looking for evidence that the distribution of instances of the occurrence
of one variable across the level of another is different from what would be expected by chance

(Hess, 2017).

The significance level chosen for the chi-square test was a (p) =.05, indicating general
dependence and establishing a null hypothesis. It can be argued that everything below the
selected value is highly associated with acclaim (a (p) =>.05), and for everything greater than
that (a (p) =.05), it can be concluded that there is insufficient evidence to claim an association.
Thus, the selected categorical variables can be stated within the ratio of the general sampling
error without any particular generalising assumptions (Hess, 2017). All statistical findings are

described and highlighted in italics.

4 RESEARCH FINDINGS AND ANALYSIS

“Hence, it is important for the researcher to have a clear understanding of the
problem/issue at hand and the results a researcher wants to achieve from carrying out

a particular research” (Rashid et al., 2019, p.10)
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This chapter presents the results of the online survey and interviews conducted to gather
research findings. The themes identified from the literature review served as the basis for the
analysis of these findings. This study employed a mixed-method design with a deductive
approach to support the analysis. The answers from the interview participants were subjected
to a deeper analysis to validate and strengthen the findings of this study. Statistical analysis
will be used to conclude the overall research findings and answer the research question, which
was supported by the following sub-aims. The coding of the interviews further reinforced the

overall validated results of the research findings and their sub-aims.

4.1 Results and analyses of the online survey

“E-leadership did not simply entail the mastery of technologies,
nor was it considered to be a privileged field for the ICT department,
even if a diffused friendship with tools and the suitable ways of using them
was a feature of such leadership” (Torre & Sarti, 2020, p.9)

The results showed the most common or preferred responses from the participants. The
responses were sorted in a standard manner (ascending), which made it easier to organise them.
This study acknowledges that the choice of the online survey language affects the number of
participants. English was chosen as the only language to maintain the integrity of the survey.
As the case study company (Company X) primarily uses Finnish as its default language, the
limited possibility of language handling was recognised as part of online survey participation.
This study recognises that language selection may have affected some participants. However,
the integrity of the case study and quality of the data analysis were significantly improved using

this approach. This study validates the value and significance of single-case studies.

The process remained in general norms with the handling of basic information in the survey.
First, it showed the statistical significance and interdependence of gender, age, role, and
workplace environment. Particularly when e-leadership acknowledgement is recognised in the

case company. This study acknowledged the involvement and dependencies between variables
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involved in the research, creating a better overall analysis of the extensive study. Therefore,
without a statistical significance process, the research question and sub-aims cannot contribute

to and support handling according to the research purpose.

During the analysis, one participant had issues related to their low irrelevant
answer/participation ratio. To avoid distorting the results and comparisons, excluded
participants were not included. Primary information was analysed from 47 participants. All 47
participants completed the online survey satisfactorily, and data quality was verified. The

analysis proceeded with this study.

Data analysis and statistical significance were finalised using applications/software. All semi-
structured questions were imported and handled using the software. The application supported
the categorical variables and LIKERT scaling. Cross-tabulation was selected as the primary
process to obtain cross-functional verification of differences between participants and their
responses. This study enhanced the analysis by focusing on the corresponding dependencies
and their similarity with the error pool and the most likely dependencies (Kawamoto et al.,

2023; Lindgren et al., 2020).

4.1.1 Basic information

All participants responded to their sex, and one participant did not select any available option
(reason unknown). The distribution between male and female participants was 79% and female
21%. The results are shown in detail in Figure 10. The distribution of male and female
participants aligns with the company’s percentile distribution of employees. This provided a
supportive and consistent environment for organisational research. Significant personnel
changes were recognised in Company X’s structures during the survey. The change was evident

and recent, so the response rate was quite exceptional when reflecting on overall participation.
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(Figure 10. Online survey question number one: Gender)

The age of the participants was divided into groups that supported the integrity of the data
analysis. Most participants were between 39 and 50 years of age (49%). The second largest
number was represented by generations between 26 and 38 years of age (30%). Furthermore,
51-65 years (15%) and 18-25 years (6%) were included to complete the diversification of age
discovery. Research sampling benefited from age-related recognition, in which effective team
performance was valued. The sample group acknowledged their roles, responsibilities, and
abilities with similar work experiences in the organisation. Detailed results are presented in

Figure 11.

(Figure 11. Online survey question number two, Age)

As seen in the responses of the participants, the study acknowledges that the years emphasised
a hybrid way of working. Most of the participants worked in a mixed mode (52%), which
means that they had a choice between a company office and a home office. The second option
discovered the most was the home office (27%), which reflects the free choice of working
environment (Company X). The number of regular office workers was still 13% (13%), and
there were still those who could vary their office locations with remote features (8%). Detailed

results are shown in Figure 12.
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(Figure 12. Question number three — Working environment)

Among the participants, employees (67%) had the largest number of representatives. The
second most common groups were middle management (27%) and top management (6%).
Surprisingly, only 2% of the top management and executive leaders participated in the research.
However, the general distribution of the purposes of the participants supported the research and

improved the integrity of the research questions. Detailed results are shown in Figure 13.

0% 5% 10% 5% 20% 5% 0% 5% 40% 45% 50% 55% 60% 85%

Middle Management I
Top Management
Executive Management

(Figure 13. Online survey question number four — Role)

The cross-tab function handled basic information on research findings and the impact on the
overall participation of e-leadership. Crosstabs + Chi-square analysis showed that the role was
significant when examining the acknowledgement, support, and strategy involvement of e-

leadership in a case company (Company X).

The survey data from the participants were validated using a chi-square test,
indicating a mixed value of o (p) =.007 and a total value when all selective
options were recognised as o (p) >.001. This shows that the active role of
participants is highly significant in discovering better recognition,

participation, and understanding of e-leadership (see Figure 14).

41



Is "E-leadership" supporting your company strategy?

Role Yes No I don't know Total
Employee Is your company environment Yes 17 1 2 20
supporting "E-leadership"? I don't know 2 0 7 9
N/A 1 0 0 1
Total 20 1 9 30
Middle Management ~ Is your company environment Yes 6 0 1 7
supporting "E-leadership"? No 0 1 1 2
I don’t know 1 0 2 3
Total 7 1 4 12
Top Management Is your company environment Yes 3 3

supporting "E-leadership"?
Total 3 3
Executive Management Is your company environment Yes 1 1

supporting "E-leadership"?

Total 1 1

Total Is your company environment Yes 27 1 3 31
supporting "E-leadership"? No 0 1 1 2
I don’t know 3 0 9 12
N/A 1 0 0 1
Total 31 2 13 46
Mixed (X2(4)> = 14.156, a(p) =.007)
Total (X2(6)> = 30.415, a(p) >.001)

(Figure 14, Dependence of the role of the e-leader versus acknowledgment)

The study processed these results and noted that e-leadership could be more easily validated
and recognised through a more responsible role and organisational position. The
organisational structure also considerably impacts the reflected matter, and primarily when
the company uses hierarchical structures, this can be strongly validated. Thus, it is not wholly

overlooked that involvement can be strongly recognised, even in a less accountable position.

Based on the findings and analyses, cross-referenced data also sorted this additional notice.
This was observed when participants recognised e-leadership in their company without any
unique role dependencies and responsibilities. Data validation and cross-tabbing are not
associated with significant dependencies on widespread acknowledgement of e-leadership
through gender, age, or work environment. The chi-square test scores were between a
(p) <.144 and a (p) < .806 (a <.05). According to data processing, the recognition of e-
leadership is not significantly dependent on gender, age, or even the working environment.

Therefore, a strong generalisation between the variables cannot be determined.
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4.1.2 General

The analysis of the online survey data collection required participants to answer semi-
structured questions, leading to a more in-depth examination and establishment of connections
between the data and the findings. In general, participants were committed to the online survey,
as the strong response rate continued throughout the comprehensive survey despite differing

questions about the meaning of e-leadership.

To validate and analyse the obvious research question “What is e-leadership” the study also
needed to investigate the associations of participants with the word “E-leadership”. The
respondent rate was 47 participants, which gave an accurate representation of the issues that
the participants reflected on acknowledging and understanding leadership. The analysis
showed that many participants strongly agreed with the virtual presence. The answers
discovered “virtually centred, adaptive, and technology/digitally centred” thoughts. A strong
connection was also found between transformational-, business-centric-, and process-centric
capabilities. In discussing e-leadership, the least disagreed ideas were towards “location-,

face2face-, and egocentric-centred” handling. Detailed results are shown in Figure 15 (below).

Strongly disagree  Somewhat disagree  Meither disagree, nor agree = Somewhat agree  Strongly agree  Average  Median

ICT - centered 21% 128% 192% 40.4% 255% a7 40
Egocentric 21.3% 255% No% 192% 21% 28 an
Supportive 21% 14.0% 140% 532% 14.0% 38 40

Face to Face (f2f) centered 25.5% 3% 2iT% 42% 43% 22 20
Directive 22% 15.6% 333% 48T% 22% 33 30
Technology cantered 21% 14.0% 140% 44T 23.4% a7 40
Participative 2.1% 21.3% 234% R 14.9% 34 40
Process centered 21% 10.6% TT% 40.4% 18.2% 36 40
Business cantered 21% B5% 255% 51.1% 128% 38 40
Transformational 42% G4% 234% 532% 12.8% 36 40
Virtually centersd 21% 21% 170% 532% 2568% 40 40
Adaptive 44% 6.5% 152% 54.3% 10.6% iB 40

Location centered 62.8% 14.0% 17.0% 43% 0.0% 18 10
Integrative 22% 26.1% 28.1% HE% 10.8% 33 30

Digitally centered 22% 0.0% 178% 533% 2B.7% 40 40

Strongly disagree  Somewhat disagree  MNeither disagree, nor agree = Somewhat agree  Strongly agree  Average  Median

NiA ! Undefined ! other? D.0% 0.0% T5.0% 250% 0.0% 33 30

(Figure 15. Online survey question number 5 — General)
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The study recognises from the analysed answers that e-leadership is a matter reflected in
various thoughts and ideas. There are a significant number of specific topics discovered in the
research topics, and many varieties reflect heavily on different topics. In the analysis, it was
also inspiring to see what e-leadership is not, or how it is not strongly associated. Some
participants did not want to provide any information or general feedback; they provided a

“disagree or agree” answer.

In processing the findings of the theme “General”, the data analysed by e-leadership were also
handled through the application and its crosstab functions (+chi-square). This research indicates
that the data process supports the previously processed findings. Important relevance was
shown for “Virtual, Adaptive, and Technology-Centred”. Participants who see and
acknowledge e-leadership refer to better abilities towards support-engaging and recognising

features with business values and gaining technology-centred thinking.

After the general processing and validation of the data continued, the research data showed that
the meaning of the participants’ roles was significantly relevant when discussing e-leadership
and its supporting and resulting characteristics (Figure 16). Although “supportive and
directive” was not statistically the most popular option, its features were raised when

descriptively e-leadership can be put into words and how it is being seen in Company X.

Participants were also given the option of describing e-leadership in their own words. As a
result of the option asked, 45 respondents actively answered this open-ended question.
Fourteen (14) participants chose to respond with “n/a”. Thirty-one (31) participants answered
with complete sentences (internally instructed), and two participants skipped the whole

question.

During the analysis and coding process, responses ranged from ‘“electronic systems” to

“psychological characteristics”. Examples of the participants are presented below.
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- “E-leadership has become more of a practice than an exception”

- Participant in the online survey

- “E-leadership is leading by knowledge and knowing people and their ways to work”.

- Participant in the online survey.

- “Supportive with strong Leadership values”

- Participant in the online survey.

- “E-leadership is a combination of management methods, tools, and process best practices to
guide a multi-location organisation and teams to its goals remotely”

- Participant in the online survey.

In the overall analysis and coding of the online research data, recognisable themes and
characteristics helped validate the use of descriptive methods by participants to point out e-
leadership. The coding surfaced a pattern that allowed the study to discover widely analysed
contexts. The following themes were recognised by coding: “virtual, technology, leadership,
digital, and hybrid”. These themes can also be linked to a supportive review of the literature
that connects existing theories with an analysis of the overall research purpose. Fourteen (14)
participants responded “n/a”. Thus, many still answer all other research questions related to e-
leadership. This indicates that all participants intentionally or knowingly ignored some of the
questions. This study aimed to emphasise that the answer “n/a” is a more significant usage than
blank or passing the entire question. This indicates that the concept was acknowledged and

processed to some extent in the responses.

During the online survey, questions were raised regarding the tasks. Link the capital E of e-
leadership to the descriptive thoughts of the participant. Ultimately, 38 participants were able
to successfully link the prefix to something related to the overall e-leadership capability. Only
seven (7) participants who answered “n/a” and two did not respond. Overall, the coverage of
the question was good and partially confirmed the theory of linking the features and
competencies discussed previously. The type of linkage was very similar among the

participants. More than 75% of the participants answered the “electronic relation”. Others
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related their answers to “virtual, remote, and technology-related issues. Examples of the

participants’ responses are presented below.

- “Leadership is done out of sight of the employees, and supervisors are there for the
employees if needed. When employees are self-guided and know what to do and expect,
leadership is not needed much among employees”

- Participant in the online survey

- “The E in E leadership could be easily understood as electronic leadership, while a better
expression could also be Enhanced Leadership”

- Participant in the online survey

- “Technology-based interaction/engagement”

- Participant in the online survey

In addition, descriptive links were pointed out from overall handling, including “engagement,
executive, enhanced, and expertise”. This was a highlight for the research purpose of
recognising a wider understanding and recognition of e-leadership. However, the study
recognises that even if descriptive meanings reveal descriptive thoughts, it still points out that

e-leadership can be more than a highly referenced way to handle traditional leadership.

4.1.3 Change and culture

A review of the literature suggests that change and culture play a significant role in uncovering
aspects of e-leadership. This is supported by multiple studies examining the impact of the social
environment on leadership skills (Lilian, 2014; Torre & Sarti, 2020). The online survey asked
the participants to identify the impact of e-leadership on their work environment. Questions
were handled to provide semi-structured choices to the participants. The optional answers were
“yes, no, I don’t know and n/a”. The results were visible and involved more than 83% of the
participants. Only one person saw “no” involvement or influence. Fifteen per cent (15%) of the

respondents answered that they did not know. Detailed results are shown in Figure 17.
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(Figure 16. Online survey question number 8: Change and Culture)

The analysis clearly reveals that a large proportion of people see participation that e-leadership
has acknowledged and involved in their working environment. Although the general
expressions and descriptive meanings were unfamiliar, all participants recognised the
influencing part. As the extent of the study expands and the overall matter is more deeply
absorbed, the following question arises: If influence is observed and considered, can

participants identify meaningful and involvement levels in their theory?

Every company has a structure that supports its overall business objective and strategy. The
levels of companies are managed by different policies and even according to other nationalities.
The online survey was conducted according to semi-structured levels to ask participants to

identify the context in which they recognised the participation of e-leadership.

All participants responded to the question by selecting the most recognisable units and
reflecting on their own opinions about the involvement of e-leadership at the company level.
Only a few participants opted not to express their opinion by selecting “neither do they nor
recognise” or “recognise” recognise’. Among these levels, the team, unit, and business received
the strongest recognition in the participation of e-leadership. The detailed results are shown in

Figure 18 (below).
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Strongly don't  Somewhat dont  Meither don't recognize nor recognize = Somewhat recognize  Strongly recognize

recognize recognize
Individual - level B4% 21% 12.8% 47% 40%
Tearn - level 22% 22% 6.5% 4.8% 54.3%
Unit - level 21% 21% 17.0% A% 447%
Business - kevel 21% 43% 25.5% 208% 38.3%
Strategic - level B4% 42% 21.3% 447% 234%
Operational - level 21% 4% 14.0% 40.4% 2%
Leadership - level 21% 43% 18.1% 38.3% 362%
N/A [ Undefined - level / other? 00% 0.0% 100.0% 0.0% 00%

(Figure 17. Online survey question number 9: Change and Culture)

As aresult, in the analysis of the answers, strong recognition can be observed for all structural
relevance to the levels of the company. The research responses illustrate how recognition is
similar; therefore, the study found that overall participation was excellent among all levels of
recognition. This highlights the influence of a worthy environment and helps create unity and

involve people towards a better understanding and acknowledgement of e-leadership.

Question ten (10) covered e-leadership features to support the company environment. This
received a respectable number of responses, indicating that the company supports e-leadership.
The number of “yes” was 65 percent, and those who did not know it was 26%. There was only
one “n/a” and two participants felt that their company did not support e-leadership. In the
validation of discovering participation and supportive features, widespread acknowledgement

and participation in e-leadership were seen. Detailed results are shown in Figure 19.

| donA't know 28%

(Figure 18. Online survey question number 10: Change and Culture)
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4.1.4 Competence

E-leadership can be described in several ways; however, the recognition of essential
competencies, characteristics, and meaning is directly related to e-leadership. This was
addressed in the survey asking participants “what is the most recognisable quality or
competence of e-leadership”. Among the participants, 15 participants answered “n/a” and four
participants skipped the entire section of the questions. In the analysis, the most recognisable
characteristics or competencies were “support, teamwork, technology, trust, digitalisation, and

leadership”.

Furthermore, the participants recognised characteristics related to “remote interactions and
application-related features”. In particular, the study found it interesting that the extent to which
characteristics and competencies were indirectly related was “trust” and “confidence”. Key
characteristics and competencies reinforce the assumptions of research on how people
recognise e-leadership in their companies. The most reflective responses were received directly

from each participant.

The most recognisable characteristics or competencies of E leadership in our
organisation can be seen in things such as remotely managed teams and common leadership

practices, methods and tools, and location-independent leadership practices.

- Participant in the online survey

E-leadership emphasises digitalisation references by highlighting strong leadership and
technological features (Tahirkheli, 2022). Therefore, the following survey question addressed
digitalisation relations: “Does e-leadership support digitalisation in your company?”. All the
participants answered this question. Seventy-five percent of the respondents saw supporting
relevance. This was an exceptionally notable question, as no one answered “n/a”. The detailed

results are shown in Figure 20.
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(Figure 19. Question number 12 of the online survey - Competence)

The answer verified that the commission company (Company X) supported a robust
corresponding effect on digitalisation. This study considers these response rates and
conclusions as typical issues in the field of the case study company (Company X). The study
considers that it would have been astonishing if such involvement or support had not been
recognised. This analysis concludes that e-leadership as a term can be a highly referred to, but
participants create their opinions according to their answers from, “experience”, “knowledge”,

and “reactions”.

To deepen the knowledge of e-leadership competencies, this study sought to determine what
kind of effect exists when diving deeper. The participants were asked to select predefined
options (Figure 21) and how they were related to the overall effect. All participants answered
the question and only one corresponded to “n/a”, which can be considered an exception to
handling. The study recognises that Likert-scale questions have divided participants into two
groups: those who answer each question based on their opinion and those who select the most

recognisable options. Detailed results are shown in Figure 21.
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Strongly don't  Somewhat don't  Meither don't affect nor affect  Somewhat affect  Strongly affect  Awerage

affect affect
Locally 4.3% 8.5% 25.5% 42.6% 19.1% 36
Intemally 21% 21% 17.0% S1.1% 217% 4.0
Extemally 4.4% 13.1% 21.7% 39.1% 21T7% 36
Individually 4.3% 43% 10.6% 48.9% 319% 40
Collectively 22% 22% 217% 45 6% 283% 40
Virtually 2% 4.3% 13.0% 45.7% 348% 41
*NiA - Undefined, what? 0.0% 0.0% 100.0% 0.0% 0.0% 30

(Figure 20. Question number 13 of the online survey Competence)

The deductive content analysis of the survey indicates that the most affectable interactions
occur through “virtual participation”. The second most recognisable effect is “individual and
internal handling”. Collectively, the “effect” was also recognised, but only slightly, as
previously listed. Similarly, the overall response rate indicated that all participants answered
with multiple options. This provided better integrity, as the average answer rate was high. This
is related to the fact that several possibilities are strongly affected. Therefore, as stated, the

responses align with the issues discussed above.

4.1.5 Strategy and skill

The study recognises that e-leadership participation is crucial to achieving a company's
strategic objectives and that success in business can further enhance its strength. The
participants were asked about these topics as part of the online survey. The first related question
was directly asked “Is E leadership supporting your company’s strategy?” Detailed results are

shown in Figure 22.

| don't know 28%

NA

(Figure 21. Question 14 of the online survey - Strategy and savviness)
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Participation in the study was high. The survey question was skipped by a single participant,
and no answer was required. The analysis can view a solid relationship in company strategy,
as 68% of the participants relate to e-leadership as a vital partner in their company strategy.

Those who do not see or are struggling to see the relevance still see a linkage in e-leadership.

Taking into account the strong relationship and proven understanding, this study wanted to
know which business strategies are recognised as part of being supported by e-leadership. All
participants answered this question and only one selected “n/a”, as the only option.
Furthermore, participants were given the option of relating the overall support to semi-

structured decisions. Detailed results are shown in Figure 23.

Strongly don't  Somewhat don't  Meither don't correlate nor support . Somewhat ~ Strongly support ~ Average
support support support

Change management 2.1% 42% 14.9% 51.1% 27 7% 40
Sustainability 2.1% 21% 256% 38.3% 31.9% 40

Production support 2.2% 87% 19.6% 39.1% 30.4% 39
Innovaticn and development 21% B5% 12.8% 447% 319% 40
Technological advantage 2.1% 85% 12.8% 36.2% 40.4% 40
Business continuity 2.2% 65% 15.2% 47.8% 28.3% 39

N/A { Undefined / other? 0.0% 0.0% 100.0% 0.0% 0.0% 3.0

(Figure 22. Question 15 of the online survey - Strategy and Savviness)

The greatest amount of support from e-leadership was for technological advantages,
innovation, and sustainable development. In addition, there are strong references to change
management. According to the participants, the least supportive relationship was production
support. It is obvious that these references to business strategy support alignment with

corresponding company strategies.

The final question was addressed in relation to the matter and its business relations. Participants
were asked “Does e-leadership add business value to your company?” This kind of question
benefits the research and companies struggling to recognise the benefits of acknowledging e-
leadership and understanding its competencies as part of a successful company strategy (Li et

al., 2016). The detailed results are shown in Figure 24 (below).
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| don't know 21%

(Figure 23. Online survey question number 16 — Strategy and Savviness)

The survey illustrated a strong correlation between business value and e-leadership.
Respondents expressed more than 70% (%) of their opinions on this matter. The concept of
value is seen in very reflective handling with different aspects. In addition, participants
received an open question that highlighted their discoveries and feedback on the online survey.
Seven (7) participants provided additional information regarding the online survey. To
summarise the research findings and analyses, this study selected the three most significant

reactions and notices about e-leadership:

First was: “E-leadership enables business continuity in exceptional situations but reduces
human interaction. If e-leadership is done well, it benefits;, however, if d, it weakens the
functioning of the working community *

- Participant in the online survey

The second was: “At the individual and team levels, it works quite well as long as all team
members have a positive attitude. Working outside of the team easily loses effectiveness when
some people are unwilling to participate *

- Participant in the online survey

Furthermore, a final thought was: "E in front of the word indicates something special in it;
however, there is no. Leadership is leadership, and leaders must adapt to their

circumstances. We live in a VUCA world where change is always present

- Participant in the online survey

Furthermore, the crosstab findings validated that e-leadership is significantly associated with

leadership, engagement, and technological capabilities, which was highlighted when analysing
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the association of electronic relations with e-leadership acknowledgement. The results show
that crosstab processing supports the assumptions related to “electronic, enhanced, and
expertise”. These are recognised as being strongly present when describing e-leadership and

validating the overall findings through analysis.

4.2 Results and analyses of supporting interviews

The study selected five (5) people to participate in this thesis research. However, these
individuals were chosen and had no link to the organised online survey. The interview
participants met the same criteria as the online survey participants. These individuals were
employees of the same commissioning company (Company X) and had a similar research
background to the online survey participants. This supported a firm setting for deductive

content analysis to manage research questions from the gathered research findings.

The interview participants received the same set of thematic questions as the participants in the
online survey. By doing so, the study verifies that authenticity and data integrity can be
maintained high. The interviewees’ deep dive views provided a reinspection and supported the
research purpose. The study sought strong opinions, associations, and thoughts on perceptions
of e-leadership and the kind of reflection on the overall handling of reviles. By coding the

interview data, the study could handle an extensive analysis with supportive research coverage.

Each participant was designated for a series of 30—45-minute meetings. At the beginning of the
interview, all participants were given a brief introduction to the study background and the
general purpose of the interview meeting. The study reminded all the participants that they
must be able to respond to whatever came to mind. The study stated that it is not necessary to
know the term e-leadership in an environment similar to that of the participants in the online
survey. During the interview, participants were first asked about the primary form of the

interview questions.

Among the five (5) participants, one (1) woman and the remaining four (4) interviewees were

male. Therefore, 80% of the male and 20% of the female participants were included. The study
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attempted to organise a similar distribution among participants, as did the participants in the
online survey. The solid representation of men in business, but all responses were managed and
analysed in an equal way during the research process. The average age of the representatives
among the participants was 39-50 years. Therefore, all participants were recognised as

handling leadership and managerial roles with supervisor responsibilities.

In response to the question on the default working environment, all interviewees referred to
hybrid office settings. Participants were asked to reveal their habit of working from anywhere
an internet connection was available. Thus, it is primarily based on the home environment and
settings. However, the participants recognised that office environments are equally important,

if needed, for different purposes.

Since the pandemic period has altered the settings, these hybrid working environments are now
a standard feature and are in high demand by modern companies (Pullan, 2022). All participants
in their talks strongly referred to the importance of the option of a working environment given
to employees. This was an extremely acknowledged and recommended asset for the case
company (Company X). When asked thematic questions about online leadership, the responses
were strongly similar to those revealed by the online survey. This study was quite surprised by
the similarity in comprehensive coverage during validation. It should be emphasised that the
interviewees did not receive additional time or other influences that may have affected their

responses.

A deductive content analysis revealed a significant correlation between acknowledging e-
leadership and understanding its significance, which impacted their operational role.
Additionally, the interviewees demonstrated strong recognition of e-leadership within their
company. They emphasised that e-leadership involves courage to challenge the current digital
landscape while leveraging strong capabilities and supportive technological skills. Although
the concept of e-leadership is highly valued, participants raised a crucial issue that companies
should consider. The primary issues discussed were digital workplace, trust, and leadership

capabilities. Participants also discussed the challenges related to thematic environments.
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“Can you balance or be aware of some of the challenges in the digital workplace?”

- interview participant P1

Additionally,
“it is allowed to feel safe so that they can be part of things, accomplish things together, and create a
feeling of belonging. Basic human needs in terms of safety and belonging.
So, that is very much the E in the E-leadership”

- interview participant P2

The interviewees raised the point that the study must be considered in the analysis of e-
leadership capabilities. However, the interview participants recognised the main points and

discussed several other issues that the online survey participants had to cover in similar words.

The research recognised the need for a deeper dive to achieve meaningful discussions and to
support the overall research objectives and design plan. The study realised that the interviewees
could very strongly link their answers to the questions asked. Coding validated the strong
recognition of leadership, engagement, and technological abilities as part of e-leadership and
how they are perceived, described, and associated with it. This study recognises strong
similarities with the coded data handling of the online survey participants. This supports the
overall purpose that participants are highly aware of e-leadership and can validate the presence

and acknowledgement associated with meanings.

During the interviews, the interviewees were asked to answer questions about their cultural
themes. The participants reacted to the influence of their work environment and stated
“definitely, absolutely, and definitely” (Interview participants). All interviewees firmly
acknowledged the participation of e-leadership at different levels in their companies. The main
level discussed was at the team, strategic, and business levels, but there was also strong
acknowledgement of the regular e-leadership, unit, and individual levels. Participants
referenced their answers through discussions at all levels; thus, the highly influenced
recognition was verified. Therefore, the participants also viewed the case company (Company
X) as a strongly supporting company in the overall environment for e-leadership

(acknowledged). All the participants responded: “definitely yes”.
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In handling the competency theme with the participants, there was strong acknowledgement
and support for e-leadership in their company. E-leadership contributed to and supported the
e-leadership capabilities of all participants. Thus, as thematic handling continued, differences
arose when the talk shifted towards the most recognisable feature or competence of e-
leadership and when discussing recognisable effects individually, externally, collectively, and

virtually.

After discussion with the participants about the features of e-leadership, the data coding
highlighted connectivity, structure, leadership, and daring as the most recognisable features or
competencies of e-leadership. Although the study recognised that the participants were strongly
related to e-leadership from a different point of view, it was able to connect the overall research
theme. Participants believed that they were able to gather professionally in response to the
characteristics and competencies of e-leadership. Participants also discussed their feelings and
actual concrete actions, but those related to different roles. During the data analysis, the study
noted that responses should not directly relate to a specific job role. Data coding handling

focuses on more generic views and values as part of e-leadership research.

The other question that generated variation among participants was whether it was related to
the effects of e-leadership locally, internally, externally, individually, collectively, or virtually.
Most of the responses emphasised the overall involvement and impact of hybrids. One
participant commented more on the local side internally, externally, perhaps individually,
collectively, or by virtue. The internal and virtual effects were raised by the participants
recognised from this point of view. Therefore, there was also significant emphasis on local and
collective thinking. One participant pointed out that overall participation is the most important
thing to do: “We need to be agile, we need to be fast moving, and we need to have the right
competencies and people. Thus, from an employee, employee branding, and employer branding
perspective, it is very important that we also have the leadership and the tools to do that’

(interview participant).

Some challenges were also raised during the interviews. A case of this kind is people who may

not be team-oriented or collectively oriented; it is a challenge. However, the research
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acknowledges that even if involvement and effects are recognised, it does not guarantee actual
participation. People in companies are at the centre of enablement, and pieces that can be found

in the puzzle are highly needed.

The final chapter began with a question about the acknowledgement and support of e-
leadership in their company strategy. This question was closely related to the other participation
questions, and all participants saw a strong relationship with the company strategy. The
participants declared “Yes, definitely supportive”. Similar responses were also noticed for the

question of whether e-leadership supports business strategies.

Participants referred to their previous response to overall leadership participation, support, and
acknowledgement. This was stated by one participant: “We rely very heavily on our experts
and, to attract talent and retain our experts in various fields of technology, we need to be more
flexible”. This creates a good involvement scenario, in which different strategic choices must
be validated, especially internally, considering external involvement. Finally, all participants
strongly supported the final question on e-leadership and its potential to add business value.
Several additional elements also stated, “big company and slow to transformation” and

“absolutely, it is a prerequisite” (interview participants).

This study would like to thank all the attendees for their excellent participation. You have
contributed to e-leadership in a deeper way and were instrumental in providing valuable data
for the overall research analysis. The case study validation continued by processing the

discussed and analysed data of the online survey with supporting interviews.
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S DISCUSSION AND CONCLUSION

“The e-leadership journey may go from awareness and curiosity to a vision for digital
transformation and its potential for innovation”.

(European Commission, 2015, p.19)

This chapter aligns and answers the research question with its sub aims in the summary
chapter. Although the qualitative case study was handled by a specific company, it is
recommended that the findings be extended to other organisations. A comprehensive
evaluation of the contribution is also included along with a quality assessment. The chapter
concludes with a summary of the acknowledgements and future research possibilities in the

context of e-leadership.

5.1 Research Summary of the Research

E-leadership is not the only way to efficiently use digital tools, enabling better virtual handling
in an organisational context. The contribution and meaning of e-leadership to business
strategies and organisational visions can be even more significant when it is generally
acknowledged. This study explored the competencies and participation that foster better
engagement in e-leadership. This led to the discovery of powerful, descriptive, supportive and
productive values for Company X. This can also be validated to enhance the recognition and

understanding of other organizational scenarios (Van Wart et al., 2019).

At the individual and team levels, it works well, as long as all team members have a positive attitude
towards it. When working outside a team, it is easy.
loses its effectiveness as more people are not willing to participate

- Participant in the online survey.
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Analyses suggest that e-leadership does not offer quick solutions to organisations and their
challenges but rather provides enhanced capabilities to identify, adapt to, involve, and
comprehend the intricacies and potential of e-leadership. E-leadership leverages existing tools
for knowledge management, change, environments, and organizational structures with support
for digitalisation (EC, 2015). This was also highlighted in a study by Li et al. (2016), which
emphasised the importance of continuous learning and acknowledging e-leadership with the

necessary capabilities for participation.

Company X, with organisational involvement capabilities, was recognised, and they
understood the concept of e-leadership, which encouraged employees to participate in activities
and express their reflections on technological matters. However, a standard view has emerged
that e-leadership is more than the traditional way of implementing leadership. The main
findings support the significant influence of role and organisational position when recognising
and understanding e-leadership. The research validated the importance of connectivity,
structure, leadership, and courage as the most recognisable characteristics and competencies of

e-leadership.

The impact of e-leadership on the business and team levels is primarily determined by the
existence of strong role dependencies (Li et al., 2016). To ensure effective participation in e-
leadership, it is crucial to understand, restructure, and acknowledge these dependencies. This
underscores the need for further research on the dissemination of knowledge and participation
in e-leadership. This study found that e-leadership requires more capabilities, features, and

competencies to be addressed at the employee level than at the managerial level.

The research also discovered a strong correlation between virtual, adaptive, and technology-
centred thinking. While e-leadership was significantly associated with leadership, engagement,
and technological capabilities, a strong correlation was found between electronic, enhanced,
and expertise-related knowledge. Additionally, this study showed that age, environment, and
gender are not essential factors when considering the recognition and understanding of e-

leadership in an organisation.
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The idea of e-leadership encompasses digital transformation across organizational boundaries,
with structural knowledge serving as a catalyst for achieving organizational objectives. This
type of collaboration demands highly skilled individuals and a comprehensive understanding
of their technological capabilities. As organisations adapt and evolve, it is imperative that they

employ strategic methods and supervision to manage the changing nature of their work.

Organisations that recognise e-leadership understand their collective ability to support features
(Ahuja et al., 2023). They also acknowledge business values without losing their advantages
in strategic thinking and meaning. Research shows that unleashing solid and proactive
participation in e-leadership with supportive technological skills, modularization, and meaning
significantly helps companies achieve clear advantages and a high success rate. E-leadership
provides tools for handling organizational success. Organizational involvement cannot be
specific to generic actions; these kinds of involvement require something more — something
like e-leadership. Proactive involvement, general interest, and the right kind of personal
leadership values and technological competencies are needed to acknowledge the meaning of

e-leadership in an organisation.

5.2 Contribution and Quality Assessment

The research was conducted and analysed using contributions from employees of Company X.
This study recognises that e-leadership has been a topic of discussion in coffee rooms. The
researchers identified and evaluated new themes and engagement findings by clarifying
opinions on the recognition and understanding of e-leadership. The study states that the benefits
and value of e-leadership are considered in any organisation in a win-win situation. While the
phenomenon of e-leadership may not raise awareness among others, there is significant interest
in it. To achieve better e-leadership, a combination of leadership capabilities should be

acknowledged and supported.

The mixed-method analysis maintained its focus on the authentic research cycle, adhering to

academic standards, while more people hoped to be involved in the overall process. However,
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the language and topic of the investigation presented challenges. The study received positive
feedback from the receiving company (Company X) and other parties. In recent years, the topic
of e-leadership has been widely discussed, indicating a high level of interest. This demonstrates
that role research contributes to the right receiver. It should be noted that an e-leadership
solution must be present in all organisations, but obtaining complex and multi-layered

information about employee involvement is still a long way off.

The study of e-leadership has made significant progress, with increasing recognition of its
overall knowledge. The COVID pandemic has highlighted digitalisation issues and
opportunities that have been overlooked for decades. The findings of this research will be
valuable to employees of various companies seeking to improve their attitudes and make a
difference in their surroundings. Everyone is encouraged to participate in, imagine, execute,
and drive positive changes. All companies should provide their employees with the necessary

skills and experience, and create an environment that supports, develops, and inspires them.

This study discovers new methods for organisations to handle e-leadership and recognises their
potential to enhance participation and specialties. It also acknowledges that support from e-
leadership can provide a deeper understanding, engagement, participation, and work. The
integrated functions of e-leadership are digitalisation and ongoing strategic development. This
benefits organisations that can validate and utilise highly competitive and committed fields of

business.

5.3 Implications and Future Research Possibilities

E-leadership emphasises an agile culture, skills, prioritisation, flexibility, and resilience (Li et
al., 2016). The research would like to see in the larger layout of the evolution and role of e-
leadership in EU countries in the upcoming years. As discussed at the beginning of the research
(EC, 2015), the EU conceived of interest, vision, and strategic means towards acknowledged
support for success. This study suggests that e-leadership should be explored further through

collaboration between diverse nations and countries. Specifically, it investigates the prevailing
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perceptions of e-leadership in Nordic countries compared with other European countries.
Future research should also involve gathering data from multiple organisations. For instance,
investigations into the recognition of and participation in e-leadership between a construction

company and a wholesale company could be conducted.

This study also recognises that the roles of technology, communication, and strategic
development can be explored and defined. The validation and participation of e-leadership
provides promising avenues for research, and a comprehensive approach can reveal various
ways to understand and acknowledge the involvement of e-leadership. For instance, the
incorporation of artificial intelligence (Al) into e-leadership capacities can be explored: "How
does Al influence our capabilities in e-leadership, and what are the implications for human

interactions and organizational value creation?

To improve their capabilities and trust, companies must broaden their perspective and consider
the benefits of outsourcing, according to Cirillo et al. (2022). Contrary to popular belief,
outsourcing can harm the knowledge of surrounding businesses rather than provide financial
gains. In the long term, companies that rely on short-term strategies risk losing profits and

ultimately harming their entire business (Cirillo et al., 2019; Kholopov et al., 2018).

This research highlights the growing importance of e-leadership as a key aspect of a new,
dynamic work environment. Companies must develop more targeted, reliable, and innovative
approaches to adapt to an ever-changing business landscape. This shift will inevitably lead to
an increased need for organisations to embrace and overcome uncertainties (Cijan et al., 2019;

Klus & Miiller, 2021; Torre & Sarti, 2020).
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APPENDICES

1. Categorised Online Survey Questions

Basic Information

(1] Gender

(2] Age

(3) Working Environment

(4] Role

General

(5] How do you see “E-leadership™?

(6] How would you describe "E-leadership” in your own words?

{7} What does the “E” stand for in “E-leadership” in your own words?
Change and Culture

(8] Is “E-leadership” influencing your working environment?

(3] Do you recognize "E-leadership” invalvement in your company, according to these levels...?
(10) Is your company envircnment supporting "E-leadership"?

Competence

{11) What is the most recognizable feature or competence of "E-leadership"?
(12) Does “E-leadership” support digitalization in your company?

(13) Does “E-leadership” affect... (according to these options) in your company?
Strategy and Savviness

(14) Is "E-leadership” supporting your company strategy?

(15) Does "E-leadership” support these business strategies in your company?
{16) Does "E-leadership” add business value in your company?

Other

(17) Other notices and feedback about "E-leadership” in your own words?
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2. Webropol-survey

Sami Kallio - Master Thesis - Online Survey

E-leadership:

Better acknowledgement and understanding

| Mandaiory quesSons ars marked with a skar ("]

Thank you for participating.
Please answer all of the following questions!

1. Gender
() Famais
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O

(") N answer (Hik)

2 Age
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3 mem

3. Working environment
() ofce

() Home

() Ramote

() Hytnd (Home/Oftos)
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) rm
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4. Role

I:." Empioyes

() Migde Maragement
() Tep Managemesn:

l::.- Execufive Misnagement
() ofer

) pum

3. How do you see "E-Jdeadership™?

Erongly  Somewhal Nelferdsagres, Somewhat  Srongly

disagree  disagres nor agres agree agres
ICT - panbered i {3 ] 3 [
Egoceniric O 0 O O O
Supportres o O O O O
Face 1o Face (72f) centened [ ) 3 O ']
Directe O O O 0
Techniogy centered ) O O O o
Partizinative o C Q O o
Process cemiened I:} |:I I::'l D {_-:I
Business cemi=ed [ 3 O O [
Transkrmational o 0 0 O o
Wirtually centersd ] ) ) O O
Araptve ] O o O L
Location centered i O ) O )
Integrative 9] O O O @]
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WA | Unciefined | other T

] O o O O

&. How would you describe "E-eadership™ in your own words?

Please write with a full sentence!
If you don't want to answer the question, please type NIA.
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7. What does the "E™ stand for in “E- leadership” in your own words?

Please write with a full sentencea!

If you don't want to answer the question, please type NIA.

& Is "E-leadership” influencing your working envirenment?

[ ve=
D Mz
[ 1 son't kres

[ mus

3. Do you recognize "E-leadership™ involvement in your company according to these

levels...?
Strongly  Somewhal
dord dont
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Team - sl ] 3
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Business - sl 0 )
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Mefther don't
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» o O

O O O

0 2 -
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Efrongly Somewhat either don't

don't don't oDl e
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10. Is your company envirenment supporting "E-eadership™?
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o O
O O
O O

11. What is the most recognizable feature or competence of "E-leadership™?

Please write with a full sentencal
If wou don't want to answer the question, pleass type N/A.

12. Does "E-leadership” support digitalization in your company?

l::} Yies
l::- -]
() 1 don't kmow

Mo

13. Does "E-eadership” affect._. (according to these options) in your company ?
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Sgongly  Somewhat
daont dont  Melferdontatact Somewhat  ETongly
affect afect nor aftct afact affect
Localy o o o o 0
Interralty o O O o @]
Ewmemaiy 9] O 9 O Q
Indivichasity Q O O O O
Cotlectvery o O O O O
Vrtuaily o O O O O
*HiA - Und=tned, what?
O O O O O
14. Is "Edeadership”™ supporiing your company sirategy?
l::} Yes
G -]
(3 1 ot kmow
() hes
13. Does "E-leadership” support these business strategies in your company?
Strongly  Somewhat
dont don®  Msither dontomeabe Someshat Smongly
suppot  support nor support support  support
Change management
Sussainabilty

Produiction support
Innovadon ard deveiopment
Tachnoiogica sdvamape
Business continuity

A § Undefined | other™

o 000000
000000
o 000000
o QOO0
elielielieiielle’

O
o

16. Dpes "E-leadership” add business value in your company?

I:}'\'E
DH-:\
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L2 ) sont wmow

Y

17. Other notices and feedback about "E-leadership” in your own words?

Please write in full sentences!
If you don't want to answer the question, please type NIA.
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