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ABSTRACT  

Reviewing the literature on virtual work, employee engagement, and virtual leadership, this 

research proposal aims to demonstrate that there is a gap in existing research on this significant 

area of study, justifying further analysis and making it a suitable focus for an MBA dissertation. 

The author employs a grounded theory approach to examine data gathered from interviews with 

virtual employees in Ireland, aiming to explore and address the central research question: “How 

leadership need to evolve to influence employee engagement in Ireland’s contemporary virtual 

work environment?” through an inductive analysis process.  

Drawing on these interviews with professionals in Ireland’s virtual workforce, the research 

identifies empathy, trust, autonomy, and emotional support as key leadership qualities that 

contribute to employee engagement. The study introduces Adaptive Relational Leadership style. 

A new leadership style that underscores the significance of responsive and purposeful 

communication in virtual work environments, stating that leaders who tailor their communication 

to individual preferences and cultural differences, while making effective use of digital platforms 

can foster stronger team connections and overall performance. The research advances current 

leadership theory by offering practical strategies for cultivating emotionally intelligent and 

digitally capable leadership. Further investigation is encouraged to examine how this model 

applies across various organisational structures and cultural environments. 
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1. INTRODUCTION  

Although the concept of virtual work has existed for decades, it was not until the COVID-19 

pandemic and rapid tech advancements that it became widespread. In Ireland, a survey by the 

Western Development Commission (2023) found that 59% of respondents work in a hybrid model, 

while 38% work fully remotely. While leadership’s impact in traditional settings is well-

documented, there is still limited understanding of how leaders should adjust their approach to 

support engagement and satisfaction in virtual environments post-pandemic. 

This research explores whether Irish organisational leaders need to adapt their leadership styles to 

maintain employee engagement in virtual contexts. It addresses gaps in existing studies, which 

have focused on traditional workforce structures (O’Brien, 2020; Lima, 2021). Although some 

Irish research has looked at leadership styles (English, 2017), most was conducted before virtual 

work became mainstream (Froese et al., 2025). 

Using a qualitative approach, this study draws on current research in virtual work, leadership, and 

engagement to offer new insights. It aims to support leaders in keeping their teams connected and 

motivated in digital settings. 

This chapter outlines the study’s background, problem statement, purpose, research questions, and 

key assumptions. 

1.1 BACKGROUND AND CONTEXT 

Back in 2013, a survey by International Data Intelligence predicted that one-third of the global 

workforce would eventually work virtually (Brunelle, 2013). Virtual work refers to using digital 

communication tools to allow employees and leaders to carry out tasks from any location (Pérez 

et al., 2004). However, it was not until the COVID-19 pandemic in 2020 that virtual work became 

a necessity, reshaping how organisations operate (Cooke et al., 2020). With faster internet and 

secure VPN access, employees could attend meetings via video calls and work virtually, leading 

to a major shift in workplace norms (Lapova & Delera, 2021). 
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In Ireland, only 23% of workers had virtual experience before the pandemic. That number surged 

to 80% during lockdowns (CSO, 2021). A 2023 study found that over 90% of respondents 

preferred hybrid or full virtual setups and considered it a key factor when choosing employers 

(McCarthy et al., 2023). Ireland now ranks second in Europe for virtualrk, with 21.4% of 

employees working from home, well above the EU average of 8.9% (Eurostat, 2023). 

The sudden shift forced both leaders and employees to reassess their work and personal lives 

(Carney, 2021). While virtual work offers benefits like reduced office costs, better work-life 

balance, broader talent access, and higher productivity, many organisations were unprepared for 

the transition (Brynjolfsson et al., 2020). This created new challenges for leadership and 

organisational strategy (Antonakis, 2002). 

1.2 PROBLEM STATEMENT 

Leadership is essential for sustaining employee performance, engagement, and well-being, 

regardless of where or how people work (Bartsch et al., 2020). Yet, managing virtual teams 

presents new challenges. A global survey by Statista and Forbes found that half of leaders struggle 

with managing virtual teams, and over half face communication issues (Lunendonk, 2025). 

Meanwhile, 46% of employees feel their leaders are not equipped to handle virtual team dynamics, 

and 53% express concerns about how their productivity is assessed, calling for clearer evaluation 

methods and stronger trust from leadership (Barnes et al., 2024; Ashkenas, 2025). 

Without physical presence, building trust and accountability becomes harder, and team cohesion 

can suffer (Marjolein, 2023; Vaishak, 2024). These factors make it more difficult to maintain high 

levels of engagement (Larson et al., 2020). Engagement remains a top priority for leaders, as it 

directly influences organisational success and competitiveness (Strom et al., 2013). In virtual 

settings, the quality of relationships between managers and their teams plays a key role in job 

satisfaction, retention, performance, and commitment (Golden, 2006; Golden & Veiga, 2008). 

The business world is increasingly recognizing the viability of virtual work (Barrero et al., 2020). 

Despite this shift, much of the research on virtual leadership, employee engagement, and work 

behaviours has been conducted in traditional work environments and before the COVID-19 

pandemic. In Ireland, studies in real virtual settings remain limited, with few contributions from 

English (2017) and Kieran et al. (2023). 
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Given the scale of change since COVID-19, more research is needed to understand how leaders 

can adapt and effectively engage virtual teams. 

1.3 PURPOSE  

As virtual work grows in Ireland, leadership styles must shift to keep employees engaged. 

Traditional approaches relying on physical presence are less effective (Makowski, 2023). Instead, 

trust, clear digital communication, and employee autonomy are key (English, 2017). 

Encouraging collaboration, psychological safety, and structured online interactions helps maintain 

engagement (Kohntopp & McCann, 2020). With virtual work reshaping how teams operate, 

leaders need to adjust their strategies to stay connected and motivate staff. 

1.4 RESEARCH QUESTION 

Virtual employees are over twice as likely to feel disengaged compared to on-site staff (Armano, 

2021). Virtual work requires stronger leadership to sustain motivation and connection.  

Much of the existing research on virtual leadership precedes the pandemic when virtual work was 

less widespread and digital tools were limited. The pandemic accelerated virtual work, making it 

a core part of organisational life. Leaders now depend on platforms like video calls and messaging 

apps, but there is still a lack of research on how to use these tools effectively for long-term 

leadership success (Alonzo & Oo, 2023).  

The impact of virtual work on employee engagement, especially when referring to leadership style, 

has been contentious, indicating a gap in research. This leads the author to ask the following 

question:  

“How leadership need to evolve to influence employee engagement in Ireland’s contemporary 

virtual work environment?”  

And sub questions:  

” What is the impact of virtual work on employee's engagement and how can the leader mitigate 

any negative impact in Ireland?” 
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“How effective are existing leadership styles in engaging virtual employees in Ireland? 

1.5 ASUMPTIONS 

This study assumes that leadership is vital for sustaining employee engagement in Ireland’s 

changing virtual work landscape. As virtual and hybrid models become the norm, traditional 

leadership based on physical oversight may lose effectiveness (Barnes et al., 2024; Bravo-Duarte, 

2024). Instead, behaviours like building trust, clear communication, and supporting autonomy are 

likely to influence engagement (Zhang, 2025). 

Virtual work brings challenges such as limited communication, isolation, and reduced 

collaboration (Silva, 2022). To overcome these, leaders must adjust their approach, using digital 

tools and flexible management styles (Kohntopp & McCann, 2021). Autonomy also matters, when 

paired with structured support and motivation, it can boost engagement (Swe & Lu, 2019). 

Technology is central to this shift, requiring leaders to adopt effective platforms for 

communication and collaboration (Tian & Zhang, 2020).  

As Ireland’s work culture evolves, this study aims to offer practical guidance for organisations 

adapting to virtual leadership. 
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2. LITERATURE REVIEW  

The primary objective of this literate review is to show evidence that there is a gap in relation to 

leadership in the context of employee engagement in virtual working environments in Ireland.  

The analysis begins by looking at how virtual work has evolved over time, highlighting its pros 

and cons for both companies and their employees. Then, it shifts to explore what drives employee 

engagement and the results it can produce. Finally, it introduces the idea of virtual leadership, 

examining different leadership styles and those most often recommended in academic research to 

help improve engagement and satisfaction in virtual work settings. 

2.1 VIRTUAL WORK 

2.1.1 DEFINITION  

A virtual working environment is characterized by three key features: the absence of a shared 

physical workspace, reliance on information and communication technologies (ICT) for work 

processes, and fragmented interactions and connections among workers (Morrison-Smith, 2020). 

The feasibility of virtual work is attributed to advancements in modern communication and 

information technologies, including computers, the internet, video conferencing applications, and 

tools for virtual collaboration. Unlike traditional work, virtual work allows employees to complete 

their tasks without the necessity of being physically present in the office (Zelma, 2024). 

Alternatively, they can operate from any location while having access to essential equipment and 

internet connectivity (Dingel & Neiman, 2020). 

Virtual work has existed for decades under various terms like teleworking, virtual work, and hybrid 

work (Raghuram et al., 2001). However, virtual work environments offer a broader perspective, 

emphasizing technology as the key medium of interaction (Krishnamoorthy, 2022). While virtual 

work gained traction, it faced criticism, Yahoo’s CEO Marissa Mayer eliminated it in 2013 due to 

productivity concerns (Peck, 2015).  
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The term hybrid work, emerging post-COVID-19, represents a blend of traditional and flexible 

arrangements, though scholars argue its definition remains too narrow (Krishnamoorthy, 2022).  

Future workspaces will integrate homes, offices, shared spaces, and informal locations (Choudhary, 

2021). Additionally, non-work environmental factors such as lighting, noise levels, workspace 

availability, and privacy impact performance (Bersin, 2021a; Lorenzo Mura et al., 2023; Moos et 

al., 2008). 

Given these shifts in how work is structured, the term virtual working environment is used 

throughout this study to reflect the ongoing evolution of work practices. It encompasses both fully 

remote setups and hybrid models, capturing the broader, long-term adoption of digital workspaces. 

2.1.2 VIRTUAL WORK EVOLUTION 

Virtual work has evolved significantly since its inception. Nilles et al. (1972) introduced the 

concept, proposing a framework where employees could work virtually using contemporary 

communication tools (Zaika et al., 2024). By the 1980s, virtual work gained traction, leading to 

corporations specializing in virtual services. Toffler (1980) envisioned the electronic cottage, 

eliminating commuting, while Drucker (1989) predicted that commuting would become irrelevant 

(Streitfeld, 2020). 

The 1990s internet boom made telecommuting more accessible, enabling virtual employment 

(Zaika et al., 2024). By the early 2000s, firms like IBM, Sun Microsystems, and Cisco adopted 

virtual work models (Kurland,1999). In 2009, Cisco reported $277 million in productivity savings 

from its virtual strategy (Dubie, 2009). 

By 2010, Eurofound (2016) data showed one-fifth of European workers operated virtually, rising 

to three in ten by 2015. Growth was fueled by technological advancements, knowledge-based 

industries, and increased female workforce participation (Felstead & Henseke, 2017). However, 

virtual work remained secondary, subject to revocation if productivity concerns arose (Peck, 2015). 

In 2020, COVID-19 accelerated global virtual work adoption turning it into an economic necessity 

(Kniffin et al., 2020; Sahut & Lissillour, 2023). Virtual work became central to Industry 4.0, 

reshaping business models beyond technology (Mkhize & Mkhike, 2024). This shift marked a 
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defining moment for the labor market (Zelma, 2024), with organisations and employees adapting 

to unfamiliar virtual structures. 

2.1.3 ADVANTAGES AND DISADVANTAGES OF VIRTUAL WORKING  

Virtual work has enabled employees to work from any location around the globe (Cook, 2023). 

Simultaneously, it offers companies both competitive benefits and novel challenges (Arunprasad 

et al., 2022).  

The rapid adoption of virtual work models by businesses has led to a growing body of research 

examining the associated advantages and disadvantages of virtual work (Ferreira et al, 2021; 

Ingusci et al, 2023; Beňo, 2021; Rakhimjonov, 2024). Irrespective of the definitions of virtual 

work, there is consensus among academics on the nature of virtual work, encompassing both its 

advantages and disadvantages (Ingusci et al., 2023). 

2.1.3.1 VIRTUAL WORK ADVANTAGES 

Virtual work has long been associated with benefits like flexible schedules, fewer disruptions, and 

time saved from commuting (Bartik et al., 2024). It also allows employees to better manage family 

responsibilities, avoid unwanted social interactions, and enjoy a more relaxed work environment 

(Yucel & Laß, I.,2024). Studies show that virtual workers often report higher job satisfaction 

(Chen et al, 2024). 

Additionally, research highlights other advantages, including lower commuting costs, improved 

work-life balance, especially for those with dependents, greater autonomy, reduced supervision, 

and better relationships with colleagues (Ferreira et al., 2021; Ingusci et al., 2023; Shirmohammadi 

et al., 2022). Working from home has also fostered empathy among team members and reshaped 

how managers and employees view virtual work (Aczel et al., 2021). 

Higher satisfaction linked to virtual work has been shown to boost engagement and productivity 

(Sandoval-Reyes et al., 2021), with flexible hours playing a key role (Willcocks, 2020). As a result, 

many employees now prefer companies that offer virtual options. A randomized study found that 

virtual work had especially positive effects for women, including better productivity, well-being, 

and time for family, due to improved time management and work organisation (Angelici & Profeta, 

2020). 
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2.1.3.2 VIRTUAL WORK DISADVANTAGES 

In contrast, virtual work presents notable challenges for both individuals and organizations, 

particularly in maintaining employee engagement (Dhanesh & Picherit-Duthler, 2021). Physical 

separation from colleagues and the absence of a traditional office environment can lead to isolation 

and a weakened sense of team cohesion (Parker et al., 2021). Additionally, the "autonomy 

paradox" emerges, while virtual work offers flexibility, it can also create erratic work patterns 

influenced by personal ambition or digital oversight, often disrupting work-life balance due to 

blurred boundaries (Vargas et al., 2020). 

Leadership faces hurdles in fostering strong relationships without face-to-face interaction (Kelley 

& Kelloway, 2012). Morrison-Smith (2020) highlights further obstacles in global virtual teams, 

such as heavy reliance on technology, coordination costs, and collaboration difficulties. Harvard 

DCE (2025) also points to communication gaps, trust issues, and productivity concerns as major 

barriers in virtual team management. 

Online communication lacks the richness of in-person exchanges, often leading to delays or 

misunderstandings (Avolio et al., 2014; Newman et al., 2020). These barriers can erode group 

identity, trust, and engagement, while also affecting productivity and alignment with 

organizational values (Ford et al., 2017; Fuhrmans, 2021; Molino et al., 2020; Angelici & 

Profeta, 2020). 

2.2 EMPLOYEE ENGAGEMENT  

2.2.1 DEFINITION  

Employee engagement is increasingly viewed as a strategic priority by organisations worldwide, 

given its perceived role in driving performance and competitiveness. In Ireland, recent findings 

from Adare’s HR Barometer Series 8.2 show that 51% of organisations place engagement at the 

forefront of their agenda as they approached 2025 (Adare, 2024).  

The concept itself gained traction in the 1990s, due to Kahn’s work on personal engagement, which 

he described as the physical, emotional, and cognitive involvement of individuals in their work 

roles (Kahn, 1990). Since then, the term has attracted attention across disciplines such as 

psychology, management, and organisational behaviour, though scholars still debate its definition 
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and measurement (Macey & Schneider, 2008; Bridger, 2015). This lack of consensus presents 

challenges for employers and policymakers who aim to use engagement as a lever for improving 

performance. Over time, several definitions have emerged: Kahn’s original idea (CIPD, 2022), 

Schuck’s view of engagement as the opposite of burnout (Schuck, 2011), and the Utrecht Group’s 

framing of it as a state marked by vigour, dedication, and absorption (Schaufeli et al., 2002). More 

recently, CIPD (2022) defined engagement as a combination of emotional commitment, 

motivation, and connection to the organisation. Numerous studies support the link between 

engagement, improved well-being, performance, and retention (Christian et al., 2011; Crawford et 

al., 2010), while others highlight its role in driving competitive advantage and financial outcomes 

(Albrecht et al., 2015; Barrick et al., 2015; Macey & Schneider, 2008; Salanova et al., 2005; 

Xanthopoulou et al., 2009). In hybrid work environments, CIPD (2022) emphasises the importance 

of reengagement to maintain cohesion and productivity. However, the absence of a comprehensive 

systematic review (Bailey et al., 2017) raises concerns about the robustness of current strategies. 

The World Scientific and Engineering Academy and Society (WSEAS) conducted a systematic 

literature review on employee engagement and its effect on organisational performance, 

recognizing constraints within existing research (Kurniawati & Raharja, 2023). 

2.2.2 OUTCOMES OF EMPLOYEE ENGAGEMENT 

While definitions of employee engagement vary, its impact on organisational performance is well-

established. Gallup’s 2020 meta-analysis of 276 organisations and 2.7 million employees showed 

that engaged teams had 81% less absenteeism, 64% fewer injuries, and 23% higher profitability 

(Harter et al., 2024). In contrast, disengagement contributes to deficient performance and high 

turnover, costing the global economy an estimated $9.6 trillion annually, about 9% of global GDP 

(Gallup, 2025). 

Kahn (1990) defined engagement as the personal investment of energy and identity into work roles. 

Bailey et al. (2017) linked it to job satisfaction and commitment, while Witemeyer (2013) noted 

traits like initiative, collaboration, and knowledge sharing. Lartey and Randall (2022) emphasized 

intrinsic motivation, self-efficacy, and organisational support as key engagement drivers. 

Engagement also benefits employees. It reduces burnout and builds resilience (Hakanen et al., 

2018), with dedication and absorption linked to better mental health (Brown & Pashniak, 2021; 
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Svenson et al., 2021). However, over-engagement can harm work-life balance, making recovery 

and detachment essential (Gifford & Young, 2021). 

In summary, engagement drives retention, productivity, and well-being. Organisations that foster 

it through meaningful work, recognition, and supportive leadership are better equipped to succeed 

in today’s evolving work environments. 

 

2.2.3 DRIVERS OF EMPLOYEE ENGAGEMENT 

Identifying what drives employee engagement is crucial for improving organisational performance. 

Baley et al. (2017), in a review of 155 studies, found that job resources, positive mindsets, and 

supportive leadership all contribute to stronger engagement. Saks (2019) added factors like job 

design, recognition, supervisor support, and organisational justice in his engagement model. 

Wollard & Shuck (2011) grouped 42 drivers into personal traits, such as self-esteem, optimism 

and organisational elements like feedback and culture. Other sources, including Hewitt, Gallup, 

and Gibbons, point to management style, career growth, recognition, teamwork, and fair 

compensation as key contributors (Popli, 2016). 

Relationships at work also matter. Hameduddin & Lee (2019) found that strong connections with 

colleagues and managers improve employee experience. Lemon (2019) highlighted the role of 

clear communication in aligning staff with company goals, while Shen & Jiang (2019) stressed 

leadership transparency through regular updates and feedback. 

Rai (2018) used the Job Demands-Resources (JD-R) model to show how job resources and training 

can enhance engagement, especially under pressure. Albrecht et al. (2018) identified six 

organisational resources, HR practices, leadership, goals, adaptability, strategy, and autonomy, 

recommending involving employees in decision-making and aligning efforts with company 

strategy. 

Shelke & Shaikh (2022) found that workplace happiness boosts engagement, acting as a link 

between engagement drivers and employee commitment.  
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By combining well-being initiatives with engagement strategies, organisations can build loyalty 

and support long-term growth. 

2.3 VIRTUAL LEADERSHIP  

2.3.1 LEADERSHIP DEFINITION  

Leadership has long captured scholarly attention and continues to be a central concern as 

workplaces adapt to technological and cultural shifts (Antonakis & Day, 2017). Historical models, 

such as the priest-led administrative systems of the Sumerians around 25 BC, laid early 

groundwork for leadership thought (Estrada, 2007). In the 19th century, Galton (1869) argued that 

leadership was an innate quality, reserved for those with exceptional traits. However, 

contemporary perspectives suggest that leadership can be cultivated through structured training 

and organizational development (Daft, 2006). 

Over time, a wide array of leadership theories have emerged, reflecting its critical role across 

industries (Deng et al., 2022; Asif et al., 2019). Despite the breadth of research, scholars have yet 

to agree on a single definition. Still, certain behaviours, such as effective communication, 

adaptability, and ethical decision-making are consistently linked to successful leadership outcomes 

(Gandolfi, 2016). 

Conceptualizations of leadership have evolved significantly. Tannenbaum and Massarik (1957) 

emphasized interpersonal influence, while Burns (1978) introduced the idea of value alignment 

between leaders and followers. Hersey et al. (1979) described leadership as a reciprocal process, 

later models by Zaccaro and Klimoski (2001) and Derue et al. (2011) focused on task execution, 

team dynamics, and performance outcomes. More recently, Northouse (2016) defined leadership 

as the ability to guide a group toward a shared goal, reflecting a synthesis of earlier theories. 

Leadership effectiveness depends on strategic competencies, communication, and inspiration 

(Kozminski et al., 2022), though context-specific variations exist (Antonakis & Day, 2017). 

Measuring effectiveness remains a challenge, particularly within virtual environments (Hao, 2024). 
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2.3.2 LEADERSHIP STYLE 

Leadership style refers to the deliberate way a leader guides a team toward a shared goal that 

differs from the current state (Gandolfi & Stone, 2016). It reflects a mix of personal traits, 

emotional intelligence, and background influences. Understanding one’s style is important for 

growth and for evaluating its impact on others. No single style fits all, different situations and 

teams require different approaches (Edleston, 2023). 

Since the 1930s, scholars have studied leadership styles to better understand how they shape 

organisational outcomes (Ismail et al., 2015). Research shows that a leader’s style plays a key role 

in the success of virtual work (Usama et al., 2025). The right approach can reduce or even eliminate 

the negative effects of physical separation (Nielson & Gahlwat, 2012; Luyiggo, 2024). 

2.3.3 THEORETICAL VIRTUAL LEADERSHIP MODELS 

Organisations rely on leaders to create environments that foster employee engagement (Nikolova 

et al., 2019). Studies consistently show that leadership style and behaviour play a significant role 

in shaping engagement. Petrou et al. (2018) found moderate to strong correlations between 

different leadership styles and employee engagement. Leadership theory has evolved alongside 

changes in workplace culture and organisational needs. 

While traditional leadership has been widely studied, research on leading virtual teams is still 

emerging. Recent studies point to clear differences between in-person and virtual leadership, 

especially in the skills and behaviours needed to succeed (Greimer et al., 2023; Shirish et al., 2023). 

Earlier models focused on autocratic, bureaucratic, and laissez-faire styles. Over time, the focus 

shifted toward more collaborative approaches like transformational and transactional leadership 

(Ismail et al., 2015). 

2.3.3.1 TRANSFORMATIONAL LEADERSHIP  

Transformational leadership is widely regarded as a model where leaders inspire and motivate 

employees to pursue both personal growth and organisational goals through meaningful change 

(Bass & Riggio, 2006). It encourages individuals to align with the organisation’s vision, often 
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placing collective interests above personal ones (Sparks, 2022). Originally introduced by Burns 

(1978) in a political context, the concept was later adapted by Bass (1990) for organisational use, 

highlighting psychological mechanisms and introducing measurable components. 

Bass’s framework identifies four core traits: charisma, inspirational motivation, intellectual 

stimulation, and individualized consideration. Scholars like Freeman (2017) and Gupta (2025) 

argue that transformational leaders build strong team identity, communicate a clear vision, and 

embody shared values. Empirical research supports its impact. Top et al. (2020) found that 

inspirational motivation and personalized support improve employee performance. Shahid (2024) 

noted that leaders who apply all four traits foster commitment to change and align teams with 

strategic goals. Transformational leadership also drives innovation (Getnet et al., 2025). 

However, it’s not without criticism. Some warn it can lead to over-reliance on leaders, potentially 

encouraging authoritarian tendencies if not balanced ethically (Alatawi, 2017). Its effectiveness 

also varies across industries and cultures (Chaplin-Cheyne, 2023), and the constant push for 

change may cause burnout (Eisenberg et al., 2019). 

To address these concerns, many advocate blending transformational and transactional leadership. 

This hybrid model offers structure and accountability while maintaining vision and motivation 

(Ali et al., 2004), making it more adaptable to diverse organisational needs. 

2.3.3.2 TRANSACTIONAL LEADERSHIP 

Transactional leadership, introduced by Hollander in 1978 (as cited by Ali et al., 2023), is based 

on a system of rewards and penalties to ensure compliance (Layek & Koodamara, 2024). It 

operates through mutual expectations and ongoing negotiation, focusing on efficiency, structure, 

and performance rather than innovation. In this model, leadership is viewed as a social exchange 

where both parties benefit (Dong, 2023), with rewards used to drive results (Nurlina, 2022). 

Research supports its effectiveness in maintaining workflow and operational consistency. Devie 

et al. (2015) found it useful for knowledge transfer and building competitive advantages like speed 

and reliability. Zahoor et al. (2024) showed it encourages both tacit and explicit knowledge sharing, 

especially in competitive environments. 
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However, the model has limitations. Its reliance on external rewards may reduce intrinsic 

motivation and foster compliance over genuine commitment (Bass, 1990). The focus on tasks and 

procedures can limit employee development and adaptability (Dong, 2023). It is also less suited to 

dynamic environments, where flexibility and innovation are key (Kebe et al., 2025). Ethical 

concerns include rigid hierarchies that may restrict collaboration and inclusivity (Peralta et al., 

2025). 

2.3.3.3 LAISSEZ-FAIRE 

Lewin in 1939 introduced the concept of laissez-faire leadership, a French term meaning “letting 

go” or “passive.” This style involves minimal decision-making, delegation of responsibility, and 

limited authority from the leader (Moosa et al., 2023). Traditionally, it was viewed unfavorably 

due to links with increased stress and reduced motivation (Robert, 2021). However, some research 

suggests it can foster autonomy, job satisfaction, creativity, and team performance (Yang, 2015). 

Recent studies show its effectiveness depends on context and employee preferences. While some 

struggle without structure, others excel in independent settings (Desgourdes et al., 2024). 

Autonomy plays a central role, self-directed individuals tend to respond more positively (Kamal 

et al., 2024). Rather than being inherently ineffective, laissez-faire leadership produced different 

outcomes shaped by situational and cultural factors (Nothhaft, 2025).  

2.3.3.4 SERVANT LEADERSHIP 

Servant leadership, introduced by Greenleaf (1973), centers on serving others by prioritizing 

followers’ needs and supporting their growth. Research shows it enhances organisational 

performance, engagement, and workplace culture (Haider et al., 2025), fostering trust, satisfaction, 

and commitment, factors that reduce turnover and improve productivity (Eva et al., 2019). It also 

encourages collaboration, making it ideal for team-oriented environments (Liden et al., 2014). 

Ethically grounded, servant leadership promotes fairness, transparency, and accountability. 

Leaders who embrace it often model ethical behavior and support social responsibility (Rao, 2023). 

Its effectiveness, however, can vary across cultures. While collectivist societies align well with its 

values, individualistic cultures may require adjustments (Zang et al., 2019). 
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In competitive or rigid hierarchies, servant leadership may be less effective (Langhof & 

Güldenberg, 2019). Research is also challenged servant leadership by inconsistent measurement, 

though progress is being made (Liden et al., 2025). The COVID-19 pandemic renewed interest in 

this style, as empathetic and well-being-focused leadership proved especially valuable in virtual 

and uncertain settings (Haider et al., 2025). 

2.3.3.5 ADAPTIVE LEADERSHIP  

Adaptive leadership, introduced by Heifetz (1994), guides organisations through transformative 

change by addressing challenges that demand new learning, innovation, and shifts in values and 

behaviours. Unlike technical problems solved with existing knowledge, adaptive challenges 

require fresh thinking and a break from routine approaches (Towns, 2025). 

Over time, the concept developed into a structured framework focused on navigating complexity, 

engaging stakeholders, and building resilience. The “balcony perspective” encourages leaders to 

step back for a strategic view, helping them adjust behaviours and strategies to meet changing 

demands while involving teams in collective problem-solving (Northouse, 2016). 

Orchestrating conflict is central to adaptive leadership, ensuring difficult issues are addressed 

constructively to drive transformation (Heifetz et al., 2009). Salicru (2017) emphasises the need 

for contextual intelligence, an ability to read the environment and respond strategically to evolving 

conditions. 

In times of crisis, such as the COVID-19 pandemic, economic shifts, or rapid tech changes, 

adaptive leaders foster resilience, agility, and innovation, helping teams meet challenges and seize 

opportunities (Vito et al., 2024; Chiu et al., 2021). 

2.3.3.5 AUTHENTIC LEADERSHIP 

Authentic leadership has been studied from various angles, yet a universally accepted definition 

remains elusive (Northouse, 2016). Drawing from psychology, researchers have identified core 

traits such as self-awareness, ethical behavior, and relational transparency (Gardner et al., 2011; 

Avolio & Gardner, 2005). Pengera & Černe (2015) found that employees’ perceptions of authentic 

leadership strongly influence job satisfaction and overall well-being. 
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Walumbwa et al. (2008) introduced the Authentic Leadership Questionnaire (ALQ), outlining four 

key traits: self-awareness, internalized moral perspective, balanced processing, and transparency. 

Barbosa (2018) linked authentic leadership to optimism, hope, and trust.  Read & Laschinger 

(2015) echoed the same four defining characteristics. Srivastava & Dhar (2019) emphasized ethical 

behavior, value alignment, and fairness.  Gavin (2019) described authentic leaders as principled, 

accountable, and trust-building. 

In virtual settings, Klein & Scott (2021) identified traits like openness, humility, and relationship-

building as essential for resilience and inspiration. Daraba et al. (2021) found a strong connection 

between perceived authenticity and performance, noting gender differences in how leadership 

support is experienced. Kelly (2023) highlighted mindfulness as a key factor in virtual authentic 

leadership, showing how transparency and trust improve well-being and productivity. 

2.3.4 CONCEPTUAL PROGRESSION 

Transformational leadership is widely recommended for studying leadership in virtual work 

environments due to its emphasis on inspiration and motivation (Whitford & Moss, 2009; Brunelle, 

2013; Alward, 2017; Mutta, 2021; Boccoli, 2024). It is associated with improved team support 

(Görgens-Ekermans & Roux, 2021), performance (Kovjanic et al., 2013), engagement (Mutha & 

Srivastava, 2021), and well-being, including job satisfaction and positive emotions (Breevaart et 

al., 2014; Wijaya et al., 2023). 

By aligning personal and organisational goals, transformational leaders build trust and reduce 

perceived distance between teams and management (Brunelle, 2013). Bagga et al. (2023) 

highlighted its success in managing virtual IT teams across Asia-Pacific.  

However, Boccoli et al. (2024) noted that most research focuses on traditional settings, with 

limited studies in virtual contexts. Some findings challenge its effectiveness in virtual 

environments. Wong & Berntzen (2019) and AL-Nawafah et al. (2020) stated that it may hinder 

virtual team dynamics. Jones & Schöning (2021) reported increased psychological safety but lower 

job satisfaction, especially when relational support is lacking. Graham et al. (2015) pointed to 

issues like micromanagement and reduced impact in virtual teams, suggesting a need for a more 

empathetic, adapted approach. 
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Comparative studies show both transformational and transactional leadership styles influence trust, 

efficiency, and performance. Sedrine et al. (2022) found both styles build trust, while Al Ameri 

(2019) linked transformational leadership to stronger team efficiency in the UAE. Chang & Lee 

(2013) also found it boosts learning in virtual teams. 

Cultural context matters. Brown-Reid (2018) found transformational leadership works better in 

collectivist cultures, while transactional leadership suits individualistic ones. Magner (2014) and 

Couverthie (2019) observed similar trends in gaming communities and Puerto Rican virtual teams, 

where transactional leadership was preferred. 

Other research highlights the value of laissez-faire leadership in fostering autonomy and creativity 

when teams are skilled (Gross, 2018; Mangente, 2020).  

Still, combining transformational and transactional styles often yields better results. The Full-

Range Leadership (FRL) model supports this hybrid approach, showing benefits in communication, 

goal achievement, and relationship-building (Fraboulet, 2021; Epitropakii & Radulović, 2020). 

Studies in nursing (Duffy, 2018) and project teams (Kuang & Sumara, 2021) also support a 

blended model. Emotional intelligence (Ferronato, 2017) and psychological capital (Gera, 2020) 

further enhance transformational leadership’s impact in both virtual and in-person settings. 

Overall, no single style guarantees success in virtual teams. A flexible, combined approach tailored 

to team culture, industry, and leadership adaptability tends to be most effective (Hao, 2024). 

2.4 EMERGING TRENDS: LEADERSHIP & ARTIFICIAL INTELLIGENCE (AI) 

AI encompasses computer systems designed to execute tasks that traditionally require human 

cognitive abilities, including learning, reasoning, problem-solving, and decision-making (Russell 

& Norvig, 2020), with predictions that it will surpass human performance in various tasks (Hassani 

et al., 2020; Bundy, 2016). Academic research highlights the growing intersection between AI and 

leadership, driven by rapid technological advancements (Aziz et al, 2024).  

AI has the potential to transform leadership by providing data-driven insights, automating routine 

tasks, and optimizing decision-making processes (Asirvathan et al, 2024), prompting researchers 

to explore its impact on leadership efficiency (Schrettenbrunner, 2020; Noponen et al., 2023). 

Some studies emphasize AI’s ability to stimulate leaders’ creativity and enhance cognitive 
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processes (Sim, 2019; Quaquebeke & Gerpott, 2023). However, debates persist on whether AI 

serves as a leadership enhancer or a potential replacement (Richter & Resch, 2021). 

While AI-driven data-based decision-making improves efficiency, concerns arise regarding its 

failure to account for ethical and social factors (Wang et al, 2022; Agarwal, 2022). Organisations 

that embrace AI while addressing its limitations will be better positioned for adaptive and effective 

leadership in the digital era (Asirvathan et al, 2024). 

The increasing adoption of AI is reshaping leadership strategies, requiring further investigation 

into its long-term implications (Wagner, 2020). 

2.5 SUMARY  

Employee engagement plays a vital role in driving organisational success. Research shows that 

when employees are highly engaged, performance, productivity, and job satisfaction tend to rise 

(Christian et al., 2011; Albrecht et al., 2018; CIPD Ireland, 2022). In contrast, disengagement can 

harm outcomes and even affect broader economic trends, as noted by Gallup (2025). 

While early leadership theories like Kahn’s (1990) focused on traditional workplaces, recent 

studies have shifted toward virtual environments, especially after COVID-19 (Kopp & McRae, 

2022; Wigert, 2022). Virtual work offers benefits such as flexibility and better work-life balance 

(Ferreira et al., 2021) but also introduces challenges like isolation and communication gaps (Parker 

et al., 2021). Leaders must adapt their strategies to maintain engagement and foster strong 

communication online (Kim & Ausar, 2018). 

Leadership style is another key factor influencing engagement. Approaches like transformational, 

transactional, laissez-faire, adaptive, and autocratic each have their strengths. Some research 

suggests blending transformational and transactional styles may work well, but there’s no clear 

agreement on the best approach for virtual teams (Hao, 2024). 

Artificial intelligence is also changing leadership by enhancing decision-making, creativity, and 

efficiency (Asirvathan et al., 2024; Sim, 2019; Quaquebeke & Gerpott, 2023). However, ethical, 

and social concerns remain (Wang et al., 2022; Agarwal, 2022). As AI becomes more integrated, 

understanding its long-term effects on leadership will be essential (Wagner, 2020; Richter & Resch, 

2021). 



   
 

  30 
 

 

3. METHODOLOGY 

The study applies Saunders et al., (2019) ‘Research onion’ framework, offering a structured path 

for aligning research philosophy and strategy with study goals. Its layered approach helps identify 

appropriate data collection methods and remains adaptable across diverse contexts (Bryman, 2012). 

This chapter also presents an overview of research philosophies, approaches, and methods, 

including an in-depth analysis of case study research as a key methodological component. 

This section details the research approach adopted to explore the main research question and its 

related sub-questions, as introduced in chapter 1.4. 

 

                                       Figure 1. Research Onion.  Source: Sanders et al. (2019). 

 

 

3.1 RESEARCH PHILOSOPHY 

Research philosophy concerns the way knowledge is acquired and understood (Saunders et al., 

2019). It typically involves two key perspectives: ontology and epistemology (Saunders et al., 
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2019; Bryman, 2012). Ontology, often described as the “science of being,” examines perceptions 

of reality and social structures, what exists (Al-Saadi, 2014). Epistemology, as defined by Richards 

(2003), relates to beliefs about the nature of knowledge and how it is developed. Cohen et al. 

(2017) further explain it as the set of assumptions that shape how knowledge is formed, interpreted, 

and communicated. 

Positivism holds that reality is fixed and can be objectively observed and described. However, 

critics argue that its reliance on brief questionnaires may lead to shallow insights when richer data 

is needed (Anderson, 2015). In contrast, interpretivism acknowledges that individuals perceive and 

experience the world differently. It often employs interviews and observations to explore these 

subjective realities. Saunders et al. (2019) highlight that interpretivist researchers must adopt an 

empathetic stance, immersing themselves in participants’ perspectives. Yet, this approach can be 

demanding, as managing large volumes of qualitative data requires careful organization to ensure 

clarity (Anderson, 2015). 

As a response to positivism, Bhaskar (1970, cited in Saunders et al., 2019) introduced critical 

realism, which seeks to uncover the deeper social mechanisms behind organizational events. This 

often involves examining historical developments within social and institutional structures (Ringel, 

2024). It’s important to distinguish this from direct realism, which asserts that reality exists 

independently of human perception or conceptual framing (Saunders et al., 2019; Ehmann, 2024). 

Pragmatism, meanwhile, focuses on practical outcomes. It values knowledge for its usefulness in 

solving real-world problems and bridging theory with practice (Gamage, 2025; Allemang et al., 

2022). Rather than emphasizing abstract understanding, the pragmatic paradigm aims to generate 

insights that lead to tangible societal benefits (Saunders et al., 2019).  

The choice of research approach depends on the study’s objectives (Goldman, 2016) with the 

author selecting an interpretivist research approach that emphasizes individual experiences and 

perspectives, as the most suitable framework for this research. This paradigm offers valuable 

insights into how leadership needs to shape virtual employee engagement in Ireland, considering 

social and contextual influences beyond numerical analysis. 
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3.2 RESEARCH APPROACH  

Knowledge generation in research typically follows one of two main approaches: inductive or 

deductive (Hyde, 2000). Inductive reasoning begins with specific observations and builds toward 

broader generalizations or theories. In contrast, deductive reasoning starts with established theories 

and tests their applicability to particular cases (Hyde, 2000). A third, less common method, 

abduction recognizes that many scientific breakthroughs have emerged through reasoning that 

does not strictly follow either path. Abduction involves inferring possible causes from observed 

outcomes (Kirkeby, 1990; Taylor et al., 2002; Lamma et al., 1999). 

This study adopted an inductive approach. It began with a review of existing literature to inform 

the development of interview questions. Interviews were conducted, and the resulting data 

analyzed to generate relevant theoretical insights. This method allows flexibility and avoids the 

limitations of predefined hypotheses (Saunders et al., 2019). Although leadership and employee 

engagement are well-researched topics, the intersection with virtual leadership remains 

underexplored. A rigid theoretical framework could constrain the study’s ability to uncover new 

perspectives. 

 

3.3 RESEARCH METHODS 

Research can be conducted using qualitative, quantitative, or mixed methods (Quinlan et al., 2019). 

Quantitative research, rooted in the positivist paradigm, views the world as composed of 

measurable facts and often involves generating numerical data to test hypotheses. It typically relies 

on large, random samples to support generalizable findings. In contrast, qualitative research 

focuses on understanding phenomena within real-world contexts, using smaller, purposefully 

selected samples to explore depth and meaning (Golafshani, 2003). While sometimes criticized for 

limited generalizability (Agius, 2013), qualitative methods prioritize rich, contextual insights over 

broad representation. Mixed methods combine both approaches within a single study to leverage 

their respective strengths (Quinlan et al., 2019). 
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This study adopts a qualitative approach to gather detailed perspectives from employees on 

leadership and engagement in virtual settings. It aims to explore personal experiences and 

perceptions that may not be captured through numerical data alone. 

3.3.1 BASIS FOR USING QUALITATIVE RESEARCH IN THIS STUDY 

Qualitative research effectively examines leadership dynamics and employee engagement in 

virtual settings by exploring experiences, perceptions, and interactions. Unlike quantitative 

methods, it provides contextual insights into how leadership shapes engagement in virtual 

environments, making qualitative research the most suitable approach (Starman, 2013) for this 

study. While other methods can be applied, Starman (2013) highlights that the paradigmatic 

foundation of qualitative research is closely tied to the nature and characteristics of case studies. 

Qualitative research employs diverse methodologies to explore social phenomena through context, 

experience, and subjectivity, providing deep insights into individual perspectives beyond 

numerical analysis (Lim, 2025). Twycross (2018) notes that researchers become immersed in the 

subject, serving as the primary data collection tool, enabling dynamic insights.  

3.3.2 QUALITATIVE RESEARCH LIMITATIONS 

Qualitative research has several limitations, including subjectivity, researcher bias, and limited 

generalizability (Saraswati, 2025). Studies often rely on small, non-random samples, making it 

difficult to apply findings to broader populations (Chukwuemeka, 2022). Additionally, data 

interpretation can be influenced by the researcher’s perspective, potentially affecting objectivity 

and reproducibility (Drew, 2023). Participant access and rapport-building during data collection 

also impact outcomes (Saunders et al., 2019).  

When selecting participants, researchers should ensure a balanced sample to incorporate diverse 

viewpoints, preventing any single group from disproportionately shaping findings (Saraswati, 

2025). 

3.4 RESEARCH STRATEGY 

A research strategy outlines how a study addresses its research question. Denzin and Lincoln in 

2018 described it as the link between philosophical stance and chosen methods for data collection 
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and analysis (Saunders et al., 2019). Saunders et al. (2019) identify several strategies, including 

experiments, surveys, case studies, ethnography, action research, grounded theory, and narrative 

inquiry; each suited to qualitative, quantitative, or mixed methods depending on the study’s aims. 

Grounded theory, developed by Glaser and Strauss in 1967, is a qualitative approach focused on 

building theory from participants’ experiences rather than testing existing hypotheses (Saunders 

et al., 2019; Creswell & Poth, 2017). It explores how individuals make sense of their daily lives 

across varied contexts (Charmaz, 2014), including business and management. This method is 

especially effective for examining processes and interactions, such as employee engagement 

across organisational levels (Young et al., 2020). 

It suits this study’s open-ended questions and the goal of understanding how leadership influences 

engagement in virtual settings, allowing new insights to emerge from participants’ narratives 

(Creswell & Poth, 2017). 

 

3.5 TIME HORIZON 

Researchers consider two main time horizons for their studies: cross-sectional and longitudinal. A 

longitudinal time horizon is used by researchers who need to compare differences between 

significant pre- and post-events, thus considering two distinct time periods relevant to the research 

phenomenon. Conversely, a cross-sectional time horizon focuses on the present or time, rather 

than two or more separate periods. This approach helps examine a research phenomenon within a 

single time limit (Saunders et al, 2019). 

A cross-sectional time horizon has been selected for this analysis as it captures a snapshot of an 

actual specific period. The interviews were conducted within two weeks in June 2025. 

3.6 SAMPLE  

The study focused on individuals in Ireland with experience leading virtually, as well as those who 

have been led across hybrid and fully virtual work settings. Twelve participants were selected, a 

sample size considered sufficient to capture meaningful insights without generating repetitive data 

(Vasileiou et al., 2018). 
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Sampling methods are divided into probability and non-probability categories. This research used 

a non-probability purposive sampling technique, allowing the researcher to intentionally select 

participants most aligned with the study’s objectives (Saunders et al., 2019). The sample included 

three men and eight women at various career stages within the virtual workforce, due to the limited 

access to the broader population in Ireland. 

Purposive sampling ensured the inclusion of professionals with over three years’ experience in 

virtual work environments (Ahmad & Wilkins, 2024). Participants came from a mix of 

multinational organisations across both public and private sectors, including technology, non-

profit, localization, BPO, construction, and banking. All held qualifications ranging from 

professional diplomas to PhD, had at least ten years of professional experience, and a minimum of 

two years with their current or last employer. Roles spanned from specialist to executive level, and 

participants fell into the Early Mid-Career (35–44), Mid-Career (45–54), and Late Career (55+) 

age brackets. 

3.7 DATA COLLECTION  

Data collection refers to the method researchers use to gather information relevant to their study. 

Common techniques include questionnaires, interviews, focus groups, scales, diaries, and 

projective methods (Quinlan et al., 2019). 

This research relied on semi-structured interviews as the main data collection tool, enabling both 

virtual leaders and employees to share their experiences with leadership adaptation, engagement 

strategies, and communication challenges in virtual environments (Creswell & Poth, 2018). 

The author employed two tailored interview formats initially developed by Gilchrist (2023); one 

for leaders and one for individual contributors, each comprising 25 questions aligned with the 

study’s objectives (see Appendix A).  

The interviews began with introductory questions to foster a comfortable atmosphere and 

encourage open conversation. These were followed by questions about participants’ demographics 

and professional backgrounds, such as career stage, role, and organisational context, which helped 

confirm sample diversity and added depth to their insights. 

Drawing from the literature review, the remaining questions were grouped into four thematic areas.  



   
 

  36 
 

Leadership and Virtual Adaptation: Focused on how participants perceived leadership in virtual 

versus traditional settings, how they adapted their practices, and what competencies were needed 

for effective virtual leadership. 

Engagement, Communication, and Relationships: Explored prior use of technology, current team 

dynamics, and the role of digital communication in maintaining emotional connection and support. 

Strengths and Challenges of Virtual Leadership: Investigated the limitations and advantages of 

leading virtually, including technology-related issues. 

 

Future Trends: Examined participants’ views on how AI and automation might influence 

leadership and employee engagement going forward. 

All interviews were conducted synchronously via MS Teams, lasting between 30 and 50 minutes. 

With participants’ consent, sessions were recorded to ensure accurate transcription. The data was 

then analyzed using selective coding to identify recurring themes and relationships (Charmaz, 

2008). 

3.8 DATA ANALYSIS  

The process began with transcribing the recorded interviews verbatim to ensure the authenticity of 

participants’ responses (Charmaz, 2014). Open coding was then applied to identify key concepts, 

phrases, and ideas within the transcripts (Chen et al., 2024)  

Once initial codes were established, axial coding was used to group related codes into thematic 

clusters. This step led to the identification of eight distinct themes, which clarified subcategories 

and their interconnections (McLeod, 2024). As analysis progressed, these themes were refined into 

three broader categories that captured the core dimensions of the research focus. 

As described by Strauss and Corbin (1998), using the grounded theory approach these categories 

formed the foundation for developing a central theory. This emerging framework offers insight 

into leadership and engagement within virtual teams, shedding light on the challenges faced and 

the practices that support effective remote leadership. 
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3.9 ETHICAL CONSIDERATIONS  

Ethics involves the principles that guide conduct, particularly in relation to the rights of individuals 

who participate in or are affected by research (Saunders et al., 2019). 

In this study, formal invitation, and informed consent to participate and record the interviews were 

obtained from all participants. Their data was anonymised to maintain confidentiality and securely 

stored in compliance with GDPR and other relevant data protection standards. Participants were 

fully briefed on the purpose of the research, its objectives, and how the findings would be used. 
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4. FINDINGS 

This chapter presents the findings derived from the interviews conducted with the following 

participants (Figure 2). 

 

Figure 2. Participants details. Source: Author. 

With the initial codes in place, axial coding helped cluster related concepts, resulting in the 

emergence of eight key themes.  

4.1 TRUST & AUTONOMY  

All participants unanimously emphasized the importance of self-management, with leaders 

providing insights. 

 “When you're not physically present, you can’t micromanage or chase people—you have to focus 

on targets and goals” (3G) 

 “So, I really encourage them to take the initiative” (4E) 

 “It all circles back to a simple principle: give people responsibility” (6D) 
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Individual contributors echoed this sentiment, highlighting the leadership evolution by objectives 

and flexibility. 

 “Now, especially in a virtual environment, leadership is much more about leading by objectives 

rather than constant oversight. There’s a greater sense of flexibility on both sides” (7M) 

 “I like to feel like I’m my own boss to some extent” (11B) 

Additionally, most participants underscored the importance of trust, built through flexibility, 

openness, reassurance, and accountability, as key to effective leadership. 

 “It’s also important to build trust with employees so they feel empowered and supported in their 

work, while still making sure they’re aligned with the company’s goals” (2E) 

 “I think it requires a lot of trust—both from leadership and from the employee. It goes both ways, 

and for me, that's incredibly important. That means providing clear direction and expectations but 

not being overly controlling” (11B) 

 “You want to trust your employees, but also ensure they are effective and deliver results. It's about 

striking a balance” (8A) 

 “In a virtual environment, I think leadership should focus on fostering trust rather than 

micromanaging. It’s important to have regular check-ins and give consistent feedback, but without 

falling into the trap of over-monitoring” (7M) 

The evolution from close supervision to focusing on outcomes reflects how virtual work is 

changing. It’s a move toward independence and trust, but it also brings up the ongoing challenge 

of balancing trust with accountability, especially mentioned by the males all leaders, in comparison 

with the females interviewed. 

 “Give them the task or the instructions that they need to do and check in with them on a regular 

basis to make sure the deliverables are being achieved. I found myself leaning on a more rigid 

structure” (10F) 

 “Letting people know that as long as they’re doing their best...” (3G) 
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 “As leaders, we need to honor that feeling by giving them the responsibility to manage their own 

day-to-day work. If someone is expected to be signed on and ready by 8:00 AM, they should take 

ownership of that. If they’re not, there need to be consequences.” (6D) 

Many interviewees noted a shift from controlling leadership to trusting teams to work 

independently, especially when direct oversight wasn’t possible in virtual settings. 

 “There is an element of trust—you have to trust that people are basically at work” (4E) 

Autonomy was framed not only as a functional necessity but also as a motivational driver. Multiple 

leaders described a deliberate effort to promote initiative. 

 “I really encourage them to take the initiative when I feel they're ready” (4E) 

 “Give people more control and trust them with the responsibility to lead themselves” (6D) 

Not all experiences were positive, suggesting that trust without engagement can produce ambiguity, 

especially when leadership presence feels abstract rather than supportive. 

 “They were leading the larger organisation, but they weren't really leading me in my duties and 

in my role.” (8A) 

 “Leadership should focus on fostering trust rather than micromanaging,” but advice it must be 

complemented by “regular check-ins and consistent feedback.” (7M) 

Overall, participants felt more motivated and productive when trusted to manage their own work. 

Trust and autonomy had a stronger impact than micromanagement. It needed to be built, not taken 

for granted. 

4.2 CLARITY, STRUCTURE, AND CONSISTENT COMMUNICATION  

Participants emphasized the importance of clear and consistent communication in virtual 

leadership, especially in the absence of face-to-face cues. Building trust in virtual settings requires 

leaders to communicate purposefully and stay well-organized. 

 “Being clear and having high expectations… people need to understand clearly what is expected 

from them.” (1A) 
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 “In a remote setting, communication needs to be much clearer, leaving no room for 

misinterpretation.” (2E) 

 “Clarity is key—especially in a virtual environment where we’re not all in the same physical 

space.” (5V) 

Interviewees highlighted the need to establish clear goals, expectations, and performance 

frameworks to avoid ambiguity. 

 “Set the right expectations, KPIs… regular weekly discussions and also document things.” (1A) 

 “Leadership is structured around clear objectives and frequent virtual meetings.” (7M) 

 “Defining long-term goals… consistently checking progress ensures that expectations are met.” 

(5V) 

 “When you're not face-to-face, you lose the ability to read between the lines, which means you 

have to be direct and precise—both when conveying information and requesting it.” (3G) 

Regular and inclusive communication routines were seen as essential to building cohesion and 

maintaining momentum. 

 “We have virtual one-to-ones every month… weekly calls that serve as a forum for everybody.” 

(5V) 

 “Weekly online meetings are held, alongside efforts to meet in the office once a week when 

possible.” (4E) 

 “We’d have social meetups that weren’t about work… quizzes and fun activities.” (11B) 

Leaders were expected to be accessible and responsive, with open communication channels and 

proactive engagement viewed as critical to team wellbeing. 

 “My team also knew that I was always available.” (10F) 

 “Being available at any moment remains important.” (4E) 

 “You need to proactively have chats and check in with your team.” (10F) 

Participants also stressed the importance of written and verbal clarity, noting that virtual work 

demands greater precision and intentionality. 

 “Since remote work relies heavily on written communication, I’ve learned that clarity is key.” 

(9B) 
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 “I focus on clear, concise communication—both verbal and written. There’s no room for 

ambiguity.” (6D) 

Purposeful communication, anchored in clarity, structure, and empathy was seen as central to 

sustaining alignment, motivation, and connection in virtual environments. 

 “Try and listen… remote work forces you to be a better communicator.” (10F) 

 “Effective communication is key.” (8A) 

 “Making time for in-person connections and maintaining open communication channels ensures 

effective management.” (4E) 

4.3 EMOTIONAL ENGAGEMENT AND HUMAN CONNECTION 

Participants highlighted that virtual settings limit opportunities for personal connection and make 

emotional cues harder to detect. Without in-person contact, casual bonding fades, and leaders 

struggle to read body language or offer support at the right time. 

 “We probably lose a dimension of meeting the person. When meeting in person, there are certain 

things that might happen more naturally and more organically when you meet virtually.” (4E) 

 “You miss out on that intuitive sense—your gut feeling—of how someone is responding.” (6D) 

 “In contrast, it’s been more difficult to connect with newer colleagues who joined after we went 

remote.” (11B) 

Virtual work limits casual check-ins, making it harder for leaders to sense team dynamics. 

Participants stressed that empathy and personal connection are key to keeping teams emotionally 

aligned. 

 “Leadership is about striking a balance between expectations and empathy, recognizing that work 

is not isolated from personal circumstances.” (4E) 

 “Having a sense of empathy and understanding for your team's personal and professional needs 

and objectives, I think was very important.” (10F) 

 “Emotional intelligence has really helped me in leadership. Even when we are working virtually, 

I try to have that intuitive sense—recognizing when someone might be struggling or needs some 

extra support, even from a distance.” (12C) 
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In the absence of physical proximity, leaders were expected to compensate by being emotionally 

present and accessible. Availability was not just about communication; it was a signal of care and 

attentiveness. 

 “It’s incredibly difficult to build a meaningful relationship over distance alone. The key is to 

extend that gesture with real warmth.” (6D) 

 “He always makes himself available whenever I reach out.” (9B) 

 “Even though I’m not sitting beside them, I’m still there. Available, reachable—just in a different 

way.” (5V) 

Participants described emotional engagement as closely tied to involvement and shared purpose. 

Leaders who fostered a sense of unity and inclusion were seen as more effective in maintaining 

motivation and team spirit. 

 “The key is to align everyone, create a shared sense of purpose, and ensure people understand 

they are part of something bigger.” (3G) 

 “The most important thing to get people to work together is to make sure they are truly involved 

in what we're trying to achieve.” (3G) 

 “Building confidence in a team starts with accessibility.” (3G) 

Informal rituals and social moments, such as virtual coffee chats, birthday celebrations, and games 

were seen as essential tools for building emotional connections and reinforcing team identity. 

 “Some of the things that really worked were the virtual coffee mornings… Games are another 

fantastic tool.” (6D) 

 “We have a team gathering at the end of Friday. It's informal to wrap up in good spirits.” (1A) 

 “We’d have social meetups that weren’t about work… quizzes and fun activities.” (11B) 

Participants also stressed the importance of creating space for personal expression and human 

interaction, especially for new team members who lacked the benefit of in-person bonding. 

 “It’s especially important to make sure that new employees are properly introduced to the wider 

team.” (7M) 

 “I also believe it’s important to build a personal relationship with the people on your team.” 

(12C) 

 “Her style is incredibly engaging and human. She shares personal stories, encourages open 

conversation, and creates a space where everyone feels comfortable connecting.” (9B) 
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Emotional engagement isn’t optional, it’s central to leading remotely. Leaders need to build 

connections through empathy, presence, and inclusive habits to keep teams grounded and 

supported. 

 “Without engagement, productivity suffers.” (3G) 

 “Getting people involved is the key, whether on-site or remotely.” (4E, 12C) 

 “It wasn’t just about work—it was about fostering a sense of belonging.” (9B) 

4.4 HYBRID WORK AS OPTIMAL STRUCTURE 

All participants in this study but three (5V, 7M, 9B) were working in hybrid environments, 

splitting their work time between home and office.  

While all participants expressed satisfaction with their current arrangements. 

“4 days remote and 1 day in the office. I am very happy with this work arrangement” (8A) 

“Hybrid. 2 days office, 3 at home. 

As long as flexibility is there, because sometimes life happens, it really makes a difference. (11B) 

The majority viewed hybrid work as the most effective model, offering a balance between 

autonomy and collaboration. They mentioned flexibility and convenience as dominant advantages.  

“That's why hybrid work is essential in my role. I need to be on-site to physically assess progress 

and identify potential challenges.” (3G) 

“I like flexibility. Home days are focus time for deep work. Office days are for meetings and 

collaboration. Hybrid brings the best of both worlds.” (2E) 

 They appreciated the ability to tailor their schedules, reduce commuting time, and optimize their 

productivity. 

“It saves time from the office. If you have to meet, you can have a quick chat or a call.” (1A) 

Some participants also reported higher productivity in virtual settings, attributing their efficiency 

to fewer distractions and better time management.  
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“So, it has been very positive for me. I've been far more productive since I've started working 

virtually.” (8A, 12C) 

However, despite these benefits, participants acknowledged that face-to-face interaction remains 

essential for building relationships, enhancing visibility, and fostering team spirit. The lack of 

physical presence was seen as a barrier to emotional connection and informal bonding.  

“It is challenging to create team rapport. They barely met one another. We've only met the entire 

team once. It's hard in that sense.” (5V) 

 “That focused attention you’d naturally get in a face-to-face meeting is just harder to maintain 

online.” (6D) 

 “And I do think that those little, let's say, tea station or water cooler conversations that you have, 

maybe we talk more about someone's family or general chit chat was gone and I think that's harder 

to achieve in a remote environment.” (10F) 

Participants also pointed to the value of physical presence in training, team building, and 

leadership visibility.  

“Working with the team in India has been a bit more challenging, mainly because all the training 

has been done virtually.” (1A) 

“It is good to have a physical presence; being in the office, grab a coffee or having lunch. It builds 

the team.” (1A)  

“As a leader or manager, it is often easier to assess employees’ needs and challenges in face-to-

face interactions.” (4E) 

Still, two participants noted that working entirely remotely would be a better fit for them. 

“If anything, full remote work has worked in my favor—and it aligns better with the kind of person 

I am and how I like to work.” (9B) 

“Personally, I could easily work from home five days a week and wouldn't mind it at all.” (11B) 
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These findings suggest that virtual work brings flexibility and efficiency, but hybrid setups provide 

a better balance, increasing productivity while keeping teams connected and engaged. 

4.5 TECHNOLOGY AS ENABLER AND LIMITATION 

Participants described digital platforms such as Teams, Zoom, WhatsApp, Slack, and similar tools 

as essential for sustaining leadership, collaboration, and responsiveness in virtual environments. 

These technologies were widely praised for improving efficiency, enabling real-time 

communication, and supporting team coordination.  

"For me, Teams has become a more vital tool than Outlook—it's where most of our day-to-day 

interaction happens.” ((5V) 

 “Before, I’d receive maybe dozens of emails per day, but in my current role, I hardly get any—

because we use Slack not just internally, but also with many of our customers.” (7M)  

“Things are going faster like AI is, you know is that transformative like a chat GPT was not here 

like two years ago and now everybody is trusting ChatGPT.” (1A) 

Video calls and on-screen presence were seen as helpful for fostering connection and visibility, 

especially in the absence of physical proximity.  

"Now with video calls, we have a kind of a policy of on screen on the call so that you can see 

everybody. So, I see that as an improvement.” (5V) 

“Although it's not strictly enforced, and many people don’t follow it, I personally prefer having 

my camera on—especially when it helps build relationships with people I don’t know well.” (9B) 

However, participants also acknowledged that digital tools have limitations, particularly in 

replicating the spontaneity, emotional depth, and creative energy of face-to-face collaboration. 

 “While email and virtual collaboration tools, such as Teams, facilitate communication, they 

cannot fully replicate the ease of assessing employees’ situations in a physical setting.” (4E) 

“Sometimes, the best way to explain something is old-school—grabbing a blackboard and 

sketching things out.” (3G)  
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“In virtual meetings, such as on Teams or Zoom, interpreting added layers of communication 

became more challenging.” (4E) 

Participants noted that nonverbal cues and spontaneous feedback are harder to detect online, which 

can affect emotional engagement and decision-making. 

“It was sometimes difficult to gauge whether someone genuinely agreed with something or was 

just saying yes.” (4E) 

“Without face-to-face interaction… interactions that once took place in real life are now 

conducted through digital platforms.” (7M)  

 “At first I thought Teams and Zoom, I didn't think meetings would work very well that way and I 

found it very draining and now of course it's second nature.” (8A) 

Despite these challenges, many participants described a learning curve and eventual adaptation, 

with some expressing a sense of achievement in mastering new tools.  

“In the end, it turned out to be a real learning experience. Once I got the hang of it, I thought, 

‘OK, it’s not that difficult.’” (11B)  

“It did take a while to get better systems in place—improving network coverage, gaining access 

to more effective tools, and making things run more smoothly overall.” (12C) 

Several participants emphasized the importance of investing in infrastructure and equipment to 

support virtual work effectively.  

Remotely, a system issue can leave someone completely inactive for hours or even an entire day. 

That’s why investing in robust, responsive IT infrastructure is critical.” (6D)  

“Another area of support is making sure we’re set up for success at home. That means having the 

right equipment—like a larger screen or a comfortable headset.” (7M) 

The data suggests that while digital tools are critical enablers of virtual teamwork, their 

effectiveness depends on intentional use, thoughtful adaptation, and awareness of their limitations. 

Leaders must recognize that technology can facilitate connection, but cannot fully replace the 

depth, spontaneity, and emotional richness of in-person interaction. 
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4.6 ORGANISATIONAL SUPPORT AND LEADERSHIP DEVELOPMENT 

Interview data revealed that effective virtual leadership is closely tied to the level of organisational 

support available to leaders.  

One interviewee described how mentorship, talent management, and leadership training programs 

have become increasingly important in her organisation, helping leaders build the skills needed to 

manage virtual teams.  

“Over the last four or five years, the company has placed more emphasis on talent management. 

I’ve received training, I train others—there’s mentorship, coaching, a broader leadership culture.” 

(5V)   

“Focusing on talent development and career pathing—has made a real difference.” (5V) 

Other participants stressed that training must be ongoing and embedded in daily practice, rather 

than limited to occasional sessions. Leadership in virtual environments requires continuous 

reinforcement and skill-building.  

“It all comes down to training and communication—over and over again. A single group training 

session twice a year just isn’t enough.” (6D)  

“Offering communication training can really help—teaching people how to express themselves 

clearly, how to ensure their messages are understood, and what kind of follow-ups are necessary.” 

(2E) 

Organisational maturity was also seen as a critical factor. One participant noted that clarity around 

tools, processes, and mentoring is essential for enabling leaders and teams to thrive. 

“We are overloaded with information: new things, tools. So, I think that there's still a cultural 

maturity that organisations need to reach. Be clear about the tools, processes and mentoring to 

enable people to understand them.” (1A) 

In addition to technical support, participants emphasized the importance of role clarity, career 

progression, and inclusive support structures that go beyond operational tasks. 
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“The key is creating awareness and ensuring proper training, so employees understand their role.” 

(4E)   

“One aspect that has been particularly helpful is having younger colleagues. Their insights can 

contribute significantly.” (4E) 

“So yes, having the right tools is essential. Just as important is having the right people in the right 

roles, and a clear path for career progression. You also need a level of support that goes beyond 

just work tasks.” (12C) 

Participants also highlighted the need for inclusive engagement strategies and global awareness, 

especially in diverse and distributed teams. 

“Larger organisations often have Learning and Development, Training, or HR departments. 

Across those functions, there needs to be a strong focus on how we’re empowering leaders to 

manage their teams, achieve objectives, and operate effectively in remote environments.” (10F) 

 “Getting people involved is the key, whether on-site or remotely. In every organization, employees 

need to be aware of their roles, their importance, and the timing of tasks. Without engagement, 

productivity suffers.” (10F) 

“That’s why it’s so important to have structured channels for sharing information about what’s 

happening across the organization globally.” (7M) 

“Some training about different cultures apart from this also” (9B) 

Overall, the findings suggest that virtual leadership is not sustainable without strong organisational 

backing. Structured development pathways, cultural readiness, and inclusive practices are essential 

to ensure leadership efforts are consistent, and responsive to the evolving demands of virtual work 

environments. 

4.7 GLOBAL AND CULTURAL SENSITIVITY 

Participants emphasized the importance of understanding time zones and communication style 

differences when managing virtual teams. Demonstrated sensitivity to both cultural and individual 

diversity emerged as a key enabler of inclusive leadership and collaborative engagement.  
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“But obviously having everybody in various locations, it is challenging to create team rapport.” 

(5V) 

Interviewees consistently highlighted the need for emotional intelligence in navigating 

multicultural dynamics. Leaders were expected to recognize and respond to differences in 

background, experience, and diversity, especially in remote settings where nonverbal cues are 

limited.  

“Emotional intelligence for me is a big one. But I do think sometimes you need some emotional 

intelligence to know that you're working with different people from different backgrounds, different 

cultures in the multinational environment that a lot of us work in these days and to understand 

why someone is behaving their bit.” (10F)  

“I think you have to be extra emotional intelligence when dealing with virtual teams. It's not the 

same. It's a challenge. There are also different cultures, different experience, different 

backgrounds.” (1A) 

Participants described how cultural sensitivity and inclusive practices are essential to building trust 

and cohesion in virtual teams. Differences in communication styles, response times, and tone were 

seen not as obstacles, but as realities to be understood and respected.  

“Another key difference with remote work is being mindful of tone in emails. You can't hear 

someone’s voice, so it's important to think about how your words come across.” (9B)  

 “I work with international teams… Polish colleagues tend to be more direct, Irish colleagues tend 

to be softer in tone… colleagues in Brazil may take longer to respond, while German colleagues 

often reply within hours with detailed responses.” (9B). 

One participant also noted that some aspects of diversity, such as neurodivergence, may be harder 

to detect remotely, making emotional intelligence and inclusive leadership even more critical.  

“Working remotely, it can be hard to notice if someone has ADHD, autism, or another cognitive 

difference… only when working side by side in the office did certain things become more visible.” 

(12C). 
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Overall, the data suggests that global and cultural sensitivity is not optional, it is foundational to 

effective virtual leadership. Leaders must cultivate emotional intelligence, embrace diversity, and 

adapt their style to meet the needs of culturally and cognitively diverse teams. In doing so, they 

foster inclusion, trust, and collaboration across borders. 

 

4.8 ARTIFICIAL INTELLIGENCE (AI) IN LEADERSHIP 

Participants acknowledged that while AI is still emerging in leadership, it shows promise in 

improving efficiency and supporting routine tasks. 

“Things are going faster like AI, ChatGPT was not here two years ago and now everybody is 

trusting ChatGPT. These tools help you to be more efficient with your time and there are constantly 

new tools.” (1A) 

 “I think AI can empower people if it's used the right way… Even at a very light-touch level, the 

tools I’ve used can definitely speed things up.” (10F) 

“There are already sections in our business where robots handle various tasks… It’s an interesting 

development.” (12C) 

Despite its benefits, participants stressed that AI should complement—not replace—human 

expertise. 

 “So, while AI is a powerful tool, it’s essential to use it wisely—as a supportive resource, not a 

replacement for true expertise.” (3G) 

 “The key going forward is learning how to use these tools thoughtfully… and evaluate the 

responses critically.” (7M) 

Concerns were raised about overreliance, especially in areas requiring judgment and emotional 

nuance. 

 “Even though I’m a computer scientist… unless you double-check; you don’t know what’s real.” 

(2E) 
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 “I find myself questioning how helpful it truly is… Does it support us, or does it risk switching off 

our own thinking?” (11B) 

AI’s limitations in emotionally sensitive situations were also noted. 

 “AI is going to play a big role… especially when there's a risk of emotional friction.” (6D) 

 “It will be one defined path… I don’t believe it will naturally offer the middle road or 

accommodate nuance.” (6D) 

Leadership, participants agreed, must retain a human element. 

 “That said, I believe leadership will always require an element of human connection.” (8A) 

Organisational guidance and training were seen as essential for responsible AI use. 

 “We are developing an AI policy as part of the management team. It feels somewhat daunting.” 

(4E) 

 “One of the big challenges… will be training employees on how to use AI effectively and 

responsibly.” (7M) 

Overall, AI was viewed as a valuable tool, but one that must be used with emotional intelligence, 

ethical awareness, and human oversight. 
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5. DISCUSSION OF FINDINGS 

This chapter presents the research findings using grounded theory to develop an understanding of 

the relational, structural, and technological shifts required for effective virtual leadership in 

relation to the existing literature reviewed in Chapter 2, while also aligning the results with the 

central research question and its associated sub-questions. 

5.1 EMERGENT THEMES 

The eight categories of findings of the study have been organized into three thematic categories 

reflecting key dimensions of virtual leadership as per figure 2.  

Figure 3. Thematic categories. Source: Author 

5.1.1 HUMAN CENTER LEADERSHIP IN VIRTUAL ENVIRONMENTS  

The first theme highlights the importance of human-centered leadership in virtual environments, 

where the lack of physical presence can lead to emotional disconnect and weakened relationships. 

Participants consistently stressed the need for leaders to show empathy, emotional availability, and 

attentiveness, qualities seen as vital for building trust and psychological safety. These insights 

reflect Edmondson’s (1999) theory, which emphasizes the value of creating spaces where 
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individuals feel safe to speak and collaborate. Goleman’s (1995) emotional intelligence framework 

supports this, pointing to empathy, self-awareness, and social skills as key leadership traits, 

especially when communication is facilitated by technology. However, emotional intelligence has 

faced criticism for its vague definition and inconsistent measurement (Ashkanasy & Daus, 2005), 

with its effectiveness varying across cultures and contexts. 

Participants also noted the need for organisations to invest in emotional development, echoing 

servant leadership principles (Greenleaf, 1973), which focus on empowering others. Yet, this style 

may lack decisiveness in fast-paced settings. Eva et al. (2019) argue that while servant leadership 

fosters ethical and inclusive practices, it may fall short in performance-driven environments. 

Cultural and generational awareness also emerged as essential for managing global teams, aligning 

with Livermore’s (2025) concept of cultural intelligence, the ability to adapt to diverse norms and 

behaviours. Still, applying emotional and cultural intelligence consistently across international 

contexts remains a challenge. 

In summary, virtual leadership must be intentionally relational, grounded in emotional and cultural 

competence. Without this, leaders risk creating transactional dynamics that weaken morale and 

team cohesion. As virtual work continues to grow, organisations must support emotional literacy 

and cross-cultural awareness while critically evaluating their application. 

 

5.1.2 VIRTUAL LEADERSHIP PRACTICE FOUNDATIONAL ELEMENTS 

The findings indicate that effective virtual leadership relies on structural transparency, empowered 

autonomy, and purposeful communication. Participants described a shift away from traditional 

models toward approaches that encourage independence through clear goals, regular feedback, and 

performance-driven practices. This reflects transformational leadership theory, which promotes 

initiative and ownership (Bass & Riggio, 2006), and aligns with self-determination theory, which 

links motivation to trust, competence, and control (Slemp et al., 2021). 

While autonomy was widely valued, participants emphasized the need to balance it with 

accountability. Situational leadership theory offers a framework for adapting leadership based on 

team members’ competence and confidence (Hersey & Blanchard, 1988), though critics argue it 
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oversimplifies complex team dynamics (Pigola et al., 2024). Transformational leadership also 

faces criticism for relying too heavily on charisma, which may not suit all cultural or organisational 

contexts (Crede et al., 2019). 

In virtual environments, where informal cues are limited, structured communication is essential. 

Zettna et al. (2025) highlight the need for defined roles, expectations, and communication rhythms 

to maintain alignment. However, excessive structure can hinder creativity and reduce flexibility, 

especially in teams that thrive on innovation (Acar et al., 2019). 

Participants also viewed hybrid work positively, combining remote flexibility with the relational 

benefits of in-person interaction. Still, hybrid models must be carefully managed to avoid 

disparities in visibility and inclusion between virtual and on-site staff (Choudhury et al., 2021). 

Overall, virtual leadership must strike a balance between freedom and structure, fostering trust, 

clarity, and performance while adapting to the evolving nature of virtual work. 

 

5.1.3 LEADERSHIP ADAPTATION & TECHNOLOGY 

The third theme explores how digital technologies and AI are reshaping leadership in virtual work 

environments. Participants noted that these tools boost efficiency, responsiveness, and global reach. 

Yet, they also voiced concerns about technology’s limits in fostering emotional connection, 

empathy, and deep thinking. This reflects Avolio et al. (2014) ideas, who argue that effective 

digital leadership goes beyond technical knowledge; it requires maintaining meaningful, human-

centered relationships. Media Richness Theory supports this, suggesting that digital platforms 

differ in how well they convey emotional nuance, especially when non-verbal cues are missing 

(Ishii et al., 2025). 

There was also unease about growing dependence on AI for decision-making, with fears that it 

could weaken human judgment and reduce intellectual engagement. Scholars like Gerlich (2025), 

and Floridi et al. (2018) stress the need for ethical oversight and transparency in algorithmic 

systems. Leaders must not only grasp how AI works but also evaluate its outputs critically. Kim 

et al. (2024) highlight the importance of analytical rigor and intellectual discipline in navigating 

complex, data-driven contexts. 
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Still, some researchers challenge the idea that technology erodes emotional connection. DeFilippis 

et al. (2022) suggest that people can adapt to digital platforms, improving their ability to 

communicate over time. This implies emotional engagement is not lost, it evolves with experience 

and digital fluency. Critics of Media Richness Theory also argue that it oversimplifies virtual 

communication, ignoring factors like team familiarity, platform design, and shifting norms 

(Gajendran et al., 2024). While ethical concerns about AI are valid, others point out that, when 

used responsibly, algorithms can enhance decision-making by offering speed, consistency, and 

reducing bias (Bird et al., 2020). 

In short, leading effectively in the digital age means balancing tech skills with empathy, ethics, 

and critical thinking. This balance is not fixed, it must adapt to new technologies, user behaviors, 

and organisational needs. 

 

 

 5.2 ADAPTIVE RELATIONAL LEADERSHIP 

Developed through the integration of three central themes, relational leadership, structural design, 

and technological adaptation, this study develops a grounded theory of Adaptive Relational 

Leadership within virtual work environments in Ireland.  

The findings indicate that successful leadership in digital settings requires more than simply 

transferring traditional leadership practices into virtual environments. Instead, it demands a 

detailed approach integrating emotional intelligence, strategic clarity, and digital competence. 

Leaders must invest in cultivating trust, empathy, and psychological safety to mitigate the 

emotional distance that often accompanies virtual work collaboration. These interpersonal 

attributes are not secondary but fundamental to maintaining team cohesion and sustained 

engagement. 

At the same time, the structural dimension of leadership remains critical. Participants emphasised 

the importance of clear expectations, consistent feedback, and autonomy balanced with 

accountability. This reflects a shift from control-based monitoring to a more empowering 

leadership style, where clarity and structure replace informal cues lost in virtual settings. Hybrid 
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work models were frequently cited as effective, but only when designed with intentionality to 

ensure equity and inclusion across virtual and in-person team members. 

The technological landscape adds another layer of complexity. While digital tools and AI offer 

efficiency and expanded reach, they also present challenges in expressing emotional tone and 

maintaining critical thinking. As a result, leaders must be digitally literate and ethically aware, 

capable of engaging with technology without becoming overly reliant on it. The theory suggests 

that effective virtual leadership is adaptive, requiring leaders to respond to evolving team needs, 

technological shifts, and cultural dynamics with a combination of emotional awareness, strategic 

planning, and critical thinking. This model views leadership as a dynamic process influenced by 

human relationships, structural strategy, and technological advancement.  

5.3 THEORETICAL INTEGRATION  

The grounded theory of Adaptive Relational Leadership draws on a range of established 

frameworks to explain how leadership evolves in virtual work environments. It integrates 

emotional intelligence (Goleman, 1995) and psychological safety (Edmondson, 1999) to highlight 

the importance of empathy and trust in virtual teams. Structural clarity and autonomy are supported 

by transformational leadership (Bass and Riggio, 2006), self-determination theory (Slemp et al., 

2021), and situational leadership (Hersey and Blanchard, 1988), emphasising the need for flexible 

oversight. Technological engagement is framed through media richness theory (Ishii et al, 2019) 

and ethical concerns around AI (Floridi et al., 2018; Binns, 2018), reinforcing the role of critical 

thinking (Kim et al, 2024) in digital decision-making. Cultural intelligence (Livermore, 2025) 

further expands the model, recognising the complexity of leading across diverse and distributed 

teams. Together, these theories form a cohesive foundation for understanding leadership as a 

dynamic, relational, and context-sensitive practice in the digital contemporary age. 

5.4 THEORY APPLICATION 

The Adaptive Relational Leadership model serves as a practical guide for navigating leadership in 

virtual settings. It can support the development of training programs that emphasize empathy, 

ethical engagement with technology, and flexible communication strategies. Organisations may 

adopt the framework to create inclusive policies, support team cohesion, and ensure fairness in 
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virtual environments. Additionally, the theory offers a valuable basis for scholarly exploration into 

digital leadership and multicultural team dynamics. It equips leaders to respond effectively to the 

evolving demands of virtual collaboration by integrating relational insight, strategic structure, and 

digital fluency. 

 

5.5 LIMITATIONS AND FUTURE RESEARCH 

While this study sheds light on virtual leadership through the lens of Adaptive Relational 

Leadership, several limitations should be considered. 

The participant pool was small and limited to Ireland, which may restrict how broadly the findings 

apply, especially since no individuals aged 25–34 were included, and there was an uneven spread 

across other age groups. Additionally, nine out of twelve participants identified as female, creating 

a gender imbalance. Since leadership styles can be shaped by age, gender, and cultural background, 

future research would benefit from a more diverse and representative sample. 

Although many participants worked in global organisations, differences in culture, infrastructure, 

and economic context may still affect how applicable these insights are outside Ireland (English, 

2017). Measuring employee engagement also poses challenges, as it is influenced by both 

organisational culture and individual motivation, making it difficult to assess consistently (Tian & 

Zhang, 2020). 

Another limitation stems from the use of self-reported data. Participants may have shaped their 

responses based on what they thought was expected, rather than sharing their full, authentic 

experiences (Kohntopp & McCann, 2020). This kind of bias can obscure important relational 

dynamics. To strengthen future studies, researchers could use observational methods, longitudinal 

approaches, or combine qualitative insights with quantitative data to improve accuracy and reduce 

subjectivity (Creswell, 2014). 

Finally, while digital tools offer new ways for leaders to adapt, they do not fully replace the 

nuances of face-to-face interaction. Overreliance on virtual communication can sometimes weaken 

trust and collaboration (Silva, 2022). As AI and immersive technologies become more embedded 
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in the workplace (Barnes et al., 2024), further research is needed to explore how these tools affect 

leadership and team dynamics over time. 
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6. CONCLUSION 

This study explores how leadership is evolving in response to Ireland’s evolution toward virtual 

work. It considers how virtual settings affect employee engagement, how leaders are responding 

to these changes, and how well current leadership styles are working in keeping teams connected 

and motivated. 

This research adopted a qualitative approach, drawing on contemporary studies in leadership, 

employee engagement, and virtual work. Guided by grounded theory, the findings revealed a 

growing need for leadership that is both adaptable and relational, particularly within virtual and 

hybrid work environments. 

Interview data highlighted that effective leaders do not rely on fixed strategies. Instead, they 

continuously adjust their approach to meet the evolving needs of geographically dispersed and 

culturally diverse teams. Several recurring themes emerged from participant responses, including 

trust, empathy, flexibility, and intentional communication. The latter was described as a deliberate 

and emotionally aware form of messaging, leaders who communicate with clarity and strategic 

sensitivity were seen as more successful in fostering engagement. 

Participants also emphasized the importance of leader availability and digital proficiency. It was 

not simply the use of technology that mattered, but how leaders used digital tools to create 

connection, visibility, and support. Emotional support and autonomy were identified as key drivers 

of employee well-being and long-term commitment, especially in virtual settings where 

individuals often seek reassurance and recognition beyond task completion. 

Interestingly, while most participants expressed satisfaction with their current virtual work 

arrangements, the majority indicated a preference for hybrid models. This suggests that occasional 

in-person interaction continues to hold value in maintaining team cohesion and emotional 

connection. 

From these insights, the Theory of Adaptive Relational Leadership was developed. This 

framework reflects a style of leadership that is responsive, emotionally intelligent, and culturally 

aware. Leaders who tailor their communication and engagement strategies to the unique 
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preferences of their team members are better equipped to bridge the physical and psychological 

gaps inherent in virtual work. Rather than following rigid models, they build inclusive and high-

performing environments by leading with empathy and contextual understanding. 

The findings suggest a shift in leadership development priorities. Digital fluency, emotional 

intelligence, and contextual awareness are no longer optional, they are essential capabilities for 

leaders navigating the complexities of modern work. 

 

 

 

 

 

 

 

 

 

 

 

 

7. BIBLIOGRAPHY 

Acar, O.A., Tarakci, M. and van Knippenberg, D. (2019) Creativity and innovation under 

constraints: A cross-disciplinary integrative review. Available at: 

https://doi.org/10.1177/0149206318805832 (Accessed 22 Jul. 2025).  

https://doi.org/10.1177/0149206318805832


   
 

  62 
 

Adare HRM (2024). Employee engagement: the top priority for Irish organisations. Available 

at: https://www.adarehrm.ie/wp-content/uploads/2024/10/Employee-Engagement-the-Top-

Priority-for-Irish-Organisations.pdf (Accessed 3 June 2025).  

Ahmad, M. and Wilkins, S. (2024). Purposive sampling in qualitative research: A framework 

for the entire journey. Quality and Quantity. Available at: 

https://link.springer.com/article/10.1007/s11135-024-02022-5 (Accessed 17 June 2025).  

Al Ameri, N.S.M.O. (2019). Impact of leadership styles on the performance of virtual teams in 

the UAE government sector: Assessment of transactional and transformational leadership styles. 

Available at: https://scholarworks.uaeu.ac.ae/all_dissertations/99 (Accessed 7 May 2025).  

Albrecht, S., Breidahl, E. and Marty, A. (2018) Organizational resources, organizational 

engagement climate, and employee engagement. Available at: https://doi.org/10.1108/CDI-04-

2017-0064 (Accessed: 21 April 2025).  

Ali, M., Niu, X. and Rubel, M.R.B. (2024). The influence of transformational and transactional 

leadership on employee retention: Mediating role of employee engagement. Available at: 

https://doi.org/10.1108/MANM-03-2024-0022 (Accessed: 4 June 2025).  

 Ali, M., Shariat Ullah, M. and Haque, A. (2023) Effect of transactional and transformational 

leadership on talent engagement: Mediating role of talent development. Available at: 

https://onlinelibrary.wiley.com/doi/epdf/10.1002/joe.22214 (Accessed: 16 May 2025).  

AL-Nawafah, S.S., Nigresh, M.A. and AL-Amaera, A.F.M. (2020) The role of leadership in 

supporting employee performance during COVID-19 quarantine, Available at: 

https://portal.arid.my/Publications/7a96c8e6-3f3f-463e-b100-3cfc636312d4.pdf (Accessed: 18 

May 2025).  

Alonzo, D. and Oo, C.Z. (2023) The use of Messenger for research collaboration: An auto-

ethnographic study. Available at: 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.1076340/full (Accessed: 28 July 2025).  

Al-Saadi, H., 2014. Demystifying ontology and epistemology in research methods. University of 

Sheffield. Available at: https://www.academia.edu/26531411 (Accessed: 25 May 2025).  

Alturki, R. (2021) Research Onion for Smart IoT-Enabled Mobile Applications. Available at: 

https://onlinelibrary.wiley.com/doi/epdf/10.1155/2021/4270998 (Accessed: 25 May 2025).  

Anderson, V. (2015). Research methods in human resource management: Investigating a 

business issue. Available at:  https://journals.sagepub.com/doi/abs/10.1177/0974173920150224 

(Accessed 12 May 2025).  

Angelici, M. and Profeta, P. (2020) Smart-working: Work flexibility without constraints. 

Available at:  https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3556304 (Accessed: 10 May 

2025).  

https://www.adarehrm.ie/wp-content/uploads/2024/10/Employee-Engagement-the-Top-Priority-for-Irish-Organisations.pdf
https://www.adarehrm.ie/wp-content/uploads/2024/10/Employee-Engagement-the-Top-Priority-for-Irish-Organisations.pdf
https://link.springer.com/article/10.1007/s11135-024-02022-5
https://scholarworks.uaeu.ac.ae/all_dissertations/99
https://doi.org/10.1108/CDI-04-2017-0064
https://doi.org/10.1108/CDI-04-2017-0064
https://doi.org/10.1108/MANM-03-2024-0022
https://onlinelibrary.wiley.com/doi/epdf/10.1002/joe.22214
https://portal.arid.my/Publications/7a96c8e6-3f3f-463e-b100-3cfc636312d4.pdf
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.1076340/full
https://www.academia.edu/26531411
https://onlinelibrary.wiley.com/doi/epdf/10.1155/2021/4270998
https://journals.sagepub.com/doi/abs/10.1177/0974173920150224
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3556304


   
 

  63 
 

Antonakis, J. and Atwater, L. (2002) Leader distance: A review and a proposed theory. 

Available at: https://www.sciencedirect.com/science/article/pii/S1048984302001558?fr=RR-

2&ref=pdf_download&rr=903911cf88e5bf4b (Accessed: 09 May 2025).  

Antonakis, J. and Day, D.V., eds. (2017). The nature of leadership. 3rd ed. Thousand Oaks, 

CA: SAGE Publications. Available at: https://sk.sagepub.com/book/edvol/the-nature-of-

leadership-3e/chpt/leadership-past-present-future (Accessed 8 May 2025).  

Armano, D. (2021) Emerging data suggests remote employees are less engaged, Forbes. 

Available at: https://www.forbes.com/sites/davidarmano/2021/06/15/emerging-data-suggests-

remote-employees-are-less-engaged/ (Accessed: 08 May 2025).  

Ashkanasy, N.M. and Daus, C.S. (2005). Rumors of the death of emotional intelligence in 

organizational behavior are vastly exaggerated. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/5egsv26m7j (Accessed 22 July 2025).  

Ashkenas, R. (2025). The pandemic proved that remote leadership works. Harvard Business 

Review. Available at: https://hbr.org/2025/03/the-pandemic-proved-that-remote-leadership-

works (Accessed 27 April 2025).  

Asif, M., Qing, M., Hwang, J. and Shi, H. (2019a) Ethical leadership, affective commitment, 

work engagement, and creativity: Testing a multiple mediation approach. Available at: 

https://www.mdpi.com/2071-1050/11/16/4489 (Accessed: 08 May 2025).  

Avolio, B.J. & Gardner, W.L. (2005) Authentic leadership development: Getting to the root of 

positive forms of leadership. Available at: 

https://www.sciencedirect.com/science/article/abs/pii/S1048984305000263?via%3Dihub 

(Accessed 27 Apr. 2025).  

Avolio, B.J., Sosik, J.J., Kahai, S.S. and Baker, B. (2014) E-leadership: Re-examining 

transformations in leadership source and transmission. Available at: 

https://www.sciencedirect.com/science/article/pii/S1048984313001185?via%3Dihub (Accessed: 

10 May 2025).  

Aziz, M.F., Irshad, M., Alam, T. and Khan, S. (2024). Artificial intelligence and leadership: A 

systematic literature review. Available at: https://doi.org/10.1108/JMP-06-2022-0246. 

(Accessed: 28 July 2025).  

Bagga, S., Gera, S., and Haque, S.N. (2023). The mediating role of organizational culture: 

Transformational leadership and change management in virtual teams. Available at: 

https://doi.org/10.1016/j.apmrv.2022.07.003 (Accessed 7 May 2025).  

Bailey, C., Madden, A., Alfes, K. and Fletcher, L. (2017) The meaning, antecedents and 

outcomes of employee engagement: A narrative synthesis. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/hg7gvlb2zb (Accessed: 11 May 2025).  

https://www.sciencedirect.com/science/article/pii/S1048984302001558?fr=RR-2&ref=pdf_download&rr=903911cf88e5bf4b
https://www.sciencedirect.com/science/article/pii/S1048984302001558?fr=RR-2&ref=pdf_download&rr=903911cf88e5bf4b
https://sk.sagepub.com/book/edvol/the-nature-of-leadership-3e/chpt/leadership-past-present-future
https://sk.sagepub.com/book/edvol/the-nature-of-leadership-3e/chpt/leadership-past-present-future
https://www.forbes.com/sites/davidarmano/2021/06/15/emerging-data-suggests-remote-employees-are-less-engaged/
https://www.forbes.com/sites/davidarmano/2021/06/15/emerging-data-suggests-remote-employees-are-less-engaged/
https://research.ebsco.com/c/x47ol5/viewer/pdf/5egsv26m7j
https://hbr.org/2025/03/the-pandemic-proved-that-remote-leadership-works
https://hbr.org/2025/03/the-pandemic-proved-that-remote-leadership-works
https://www.mdpi.com/2071-1050/11/16/4489
https://www.sciencedirect.com/science/article/abs/pii/S1048984305000263?via=ihub
https://www.sciencedirect.com/science/article/pii/S1048984313001185?via=ihub
https://doi.org/10.1108/JMP-06-2022-0246
https://doi.org/10.1016/j.apmrv.2022.07.003
https://research.ebsco.com/c/x47ol5/viewer/pdf/hg7gvlb2zb


   
 

  64 
 

Barbosa, M., (2018). Authentic leadership behaviors and job satisfaction and stress among ICU 

staff nurses. Available at: https://www.proquest.com/docview/2178455259 (Accessed 27 April 

2025)  

Barnes, K., Vione, K. and Kotera, Y. (2024) Effective leadership practice among senior 

leaders working from home and in the hybrid workplace across COVID-19. Available at: 

https://link.springer.com/article/10.1007/s43546-024-00651-4 (Accessed: 20 May 2025).  

Barrick, M.R., Thurgood, G.R., Smith, T.A. and Courtright, S.H. (2015) Collective 

organizational engagement: Linking motivational antecedents, strategic implementation, and 

firm performance. Available at: https://research.ebsco.com/c/x47ol5/viewer/pdf/uqll2qm3tn. 

(Accessed: 22 April 2025).  

Bartik, A., Cullen, Z., Glaeser, E.L., Luca, M. & Stanton, C. (2024). The rise of remote work: 

Evidence on productivity and preferences from firm and worker surveys. Available at: Harvard 

Kennedy School. (Accessed: 25 July 2025).  

Bartsch, S., Weber, E., Büttgen, M. & Huber, A. (2021). Leadership matters in crisis-induced 

digital transformation: How to lead service employees effectively during the COVID-19 

pandemic. Available at: https://doi.org/10.1108/JOSM-05-2020-0160 (Accessed 2 June 2025).  

Bass, B.M. (1990). From transactional to transformational leadership: Learning to share the 

vision. Available at: From transactional to transformational leadership: Learning to share the 

vision - ScienceDirect (Accessed 4 June 2025).  

Bass, B.M. and Riggio, R.E. (2006). Transformational leadership. 2nd ed. Mahwah, NJ: 

Lawrence Erlbaum Associates. Available at: 

https://www.researchgate.net/publication/287282133_Transformational_leadership_Second_editi

on (Accessed 21 Jul. 2025).  

Beňo, M. (2021) The advantages and disadvantages of E-working: An examination using an 

ALDINE analysis. Available at: 

https://pdfs.semanticscholar.org/547b/a5991f6fb30e45f13febcc600062b4744128.pdf (Accessed: 

09 May 2025).  

Bird, E., Fox-Skelly, J., Jenner, N., Larbey, R., Weitkamp, E. and Winfield, A. (2020). The 

ethics of artificial intelligence: Issues and initiatives. Available at: 

https://www.europarl.europa.eu/RegData/etudes/STUD/2020/634452/EPRS_STU(2020)634452_

EN.pdf (Accessed: 22 July 2025).  

Boccoli, G., Gastaldi, L. and Corso, M. (2024). Transformational leadership and work 

engagement in remote work settings: The moderating role of the supervisor’s digital 

communication skills. Available at: https://doi.org/10.1108/LODJ-09-2023-0490 (Accessed 8 

May 2025).  

 

https://www.proquest.com/docview/2178455259
https://link.springer.com/article/10.1007/s43546-024-00651-4
https://research.ebsco.com/c/x47ol5/viewer/pdf/uqll2qm3tn
https://www.hks.harvard.edu/centers/mrcbg/programs/growthpolicy/rise-remote-work-evidence-productivity-and-preferences-firm-and
https://www.hks.harvard.edu/centers/mrcbg/programs/growthpolicy/rise-remote-work-evidence-productivity-and-preferences-firm-and
https://doi.org/10.1108/JOSM-05-2020-0160
https://www.sciencedirect.com/science/article/abs/pii/009026169090061S
https://www.sciencedirect.com/science/article/abs/pii/009026169090061S
https://www.researchgate.net/publication/287282133_Transformational_leadership_Second_edition
https://www.researchgate.net/publication/287282133_Transformational_leadership_Second_edition
https://pdfs.semanticscholar.org/547b/a5991f6fb30e45f13febcc600062b4744128.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/634452/EPRS_STU(2020)634452_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/634452/EPRS_STU(2020)634452_EN.pdf
https://doi.org/10.1108/LODJ-09-2023-0490


   
 

  65 
 

Bravo-Duarte, F., Tordera, N. and Rodríguez, I. (2024). Overcoming virtual distance: A 

systematic review of leadership competencies for managing performance in telework. Available 

at: https://www.frontiersin.org/articles/10.3389/forgp.2024.1499248/full (Accessed 1 June 

2025).  

Breevaart, K., Bakker, A.B., Hetland, J., Demerouti, E., Olsen, O.K. and Espevik, R. (2014) 

Daily transactional and transformational leadership and daily employee engagement. Available 

at: https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1111/joop.12041 (Accessed: 18 May 

2025).  

Bridger, E. (2015) Employee engagement. Available at:  

https://books.google.ie/books?id=os8ZBQAAQBAJ (Accessed: 11 May 2025).  

Brown-Reid, J.P. (2018). Cultural backgrounds and leadership styles in the virtual work 

environment. Available at: https://www.proquest.com/docview/2133944576 (Accessed 7 May 

2025).  

Brunelle, E. (2013) Leadership and mobile working: The impact of distance on the superior-

subordinate relationship and the moderating effects of leadership style. Available at: 

https://ijbssnet.com/journals/Vol_4_No_11_September_2013/1.pdf (Accessed: 08 May 2025).  

Bryman, A. (2012). Social research methods. Available at: 

https://us.sagepub.com/sites/default/files/upm-binaries/44131_1.pdf (Accessed 25 May 2025).  

Brynjolfsson, E., Horton, J.J., Ozimek, A., Rock, D., Sharma, G., and TuYe, H.Y. (2020) 

COVID-19 and Remote Work: An Early Look at US Data. Available at: 

https://www.nber.org/papers/w27344 (Accessed: 19 April 2025).  

Bundy, A. (2017). Preparing for the future of artificial intelligence. Available at: 

https://link.springer.com/content/pdf/10.1007/s00146-016-0685-0.pdf (Accessed 4 July 2025).  

Burns, J.M. (1978) Leadership. Available at: https://archive.org/details/leadership00burn 

(Accessed: 28 July 2025).  

Chang, W. and Lee, C. (2013). Virtual team e-leadership: The effects of leadership style and 

conflict management mode on the online learning performance of students in a business-planning 

course. Available at: https://doi.org/10.1111/bjet.12037 (Accessed 7 May 2025).  

Chaplin-Cheyne, T. (2023). The limitations of transformational leadership. Scope: Learning 

and Teaching, 10, pp.1–12. Available at: https://thescopes.org/assets/scopes/SCOPE-LT-10-

Chaplin-Cheyne-v2.pdf (Accessed 4 July 2025).  

Charmaz, K. (2014). Constructing grounded theory. 2nd ed. London: SAGE Publications. 

Available at: https://www.mencap.org.uk/files/charmaz-grounded-theory.pdf. (Accessed 14 June 

2025).  

https://www.frontiersin.org/articles/10.3389/forgp.2024.1499248/full
https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1111/joop.12041
https://books.google.ie/books?id=os8ZBQAAQBAJ
https://www.proquest.com/docview/2133944576
https://ijbssnet.com/journals/Vol_4_No_11_September_2013/1.pdf
https://us.sagepub.com/sites/default/files/upm-binaries/44131_1.pdf
https://www.nber.org/papers/w27344
https://link.springer.com/content/pdf/10.1007/s00146-016-0685-0.pdf
https://archive.org/details/leadership00burn
https://doi.org/10.1111/bjet.12037
https://thescopes.org/assets/scopes/SCOPE-LT-10-Chaplin-Cheyne-v2.pdf
https://thescopes.org/assets/scopes/SCOPE-LT-10-Chaplin-Cheyne-v2.pdf
https://www.mencap.org.uk/sites/default/files/2021-03/pdf-constructing-grounded-theory-introducing-qualitative-methods-ser-kathy-charmaz-pdf-download-free-book-285c88d.pdf


   
 

  66 
 

Chen, J., Lotsos, A., Wang, C., Zhao, L., Hullman, J., Sherin, B.L., Wilensky, U.J. and 

Horn, M.S. (2024) A computational method for measuring “open codes” in qualitative analysis. 

ACM. Available at: https://ccl.northwestern.edu/2024/opencodes_chen.pdf (Accessed: 24 April 

2025).  

Chiu, C.-Y., Nahrgang, J.D., Bartram, A., Wang, J. & Tesluk, P.E., (2021). Leading the team 

but feeling dissatisfied: Investigating informal leaders’ energetic activation and work 

satisfaction and the supporting role of formal leadership. Available at: 

https://onlinelibrary.wiley.com/doi/10.1002/job.2511 (Accessed 27 Apr. 2025).  

Choudhury, P., Foroughi, C. and Larson, B.Z. (2021) Work-from-anywhere: The productivity 

effects of geographic flexibility. Available at: https://doi.org/10.1002/smj.3251 (Accessed: 22 

May 2025).  

Christian, M.S., Garza, A.S. and Slaughter, J.E. (2011) Work engagement: A quantitative 

review and test of its relations with task and contextual performance. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/html/sqd47lfqub?auth-callid=889b92cf-516c-4365-

bda8-cf8ffcd2c1bd (Accessed: 22 April 2025).  

Chukwuemeka, E.S. (2022). Limitations and weaknesses of qualitative research. Available at: 

https://bscholarly.com/limitations-and-weaknesses-of-qualitative-research/ (Accessed 13 May 

2025).  

CIPD Ireland (2022). HR Practices in Ireland Survey 2022. Available at:  

https://www.cipd.org/engagement-factsheet (Accessed 2 June 2025). 

Cooke, F.L., Dickmann, M. and Parry, E. (2020) IJHRM after 30 years: Taking stock in times 

of covid-19 and looking towards the future of HR research. Available at: 

https://doi.org/10.1080/09585192.2020.1833070 (Accessed: 09 May 2025).  

Couverthie, M. (2019). Exploring the Challenges of Leading Virtual Teams: A 

Phenomenological Study in Puerto Rico. Available at: 

https://www.proquest.com/docview/2275957824 (Accessed 8 May 2025).  

Crawford, E.R., LePine, J.A. and Rich, B.L. (2010) Linking job demands and resources to 

employee engagement and burnout: A theoretical extension and meta-analytic test. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/zwm6hpntub (Accessed: 22 April 2025).  

Crede, M., Jong, J. and Harms, P. (2019) The generalizability of transformational leadership 

across cultures: A meta-analysis. Available at: https://doi.org/10.1108/JMP-11-2018-0506 

(Accessed 22 Jul. 2025).  

Creswell, J.W. and Poth, C.N. (2017). Qualitative inquiry and research design: Choosing 

among five approaches. 4th ed. Thousand Oaks, CA: SAGE Publications. Available at: 

cuali2.pdf (Accessed 17 June 2025).  

https://ccl.northwestern.edu/2024/opencodes_chen.pdf
https://onlinelibrary.wiley.com/doi/10.1002/job.2511
https://doi.org/10.1002/smj.3251
https://research.ebsco.com/c/x47ol5/viewer/html/sqd47lfqub?auth-callid=889b92cf-516c-4365-bda8-cf8ffcd2c1bd
https://research.ebsco.com/c/x47ol5/viewer/html/sqd47lfqub?auth-callid=889b92cf-516c-4365-bda8-cf8ffcd2c1bd
https://bscholarly.com/limitations-and-weaknesses-of-qualitative-research/
https://www.cipd.org/en/knowledge/factsheets/engagement-factsheet/#what-is-employee-engagement
https://doi.org/10.1080/09585192.2020.1833070
https://www.proquest.com/docview/2275957824
https://research.ebsco.com/c/x47ol5/viewer/pdf/zwm6hpntub
https://doi.org/10.1108/JMP-11-2018-0506
https://revistapsicologia.org/public/formato/cuali2.pdf


   
 

  67 
 

CSO (Central Statistics Office), (2023) Pulse survey – Our lives online. Available at: 

https://www.cso.ie/pulsesurvey-online (Accessed: 17 May 2025).  

Daft, R.L. (2013) La Experiencia del Liderazgo. 3rd edn. Cengage. Available at: 

https://books.google.com/books?id=e-i4JUS3wxAC (Accessed: 14 May 2025).  

Daraba, D., Wirawan, H., Salam, R. and Faisal, M. (2021). Working from home during the 

corona pandemic: Investigating the role of authentic leadership, psychological capital, and 

gender on employee performance. Available at: https://doi.org/10.1080/23311975.2021.1885573 

(Accessed 30 April 2025).  

DeFilippis, E., Impink, S.M., Singell, M., Polzer, J. and Sadun, R. (2022) The impact of 

COVID-19 on digital communication patterns. Available at: 

https://www.hbs.edu/faculty/Pages/item.aspx?num=62718 (Accessed 24 July 2025).  

Demerouti, E., Bakker, A.B., Nachreiner, F., and Schaufeli, W.B. (2001) The job demands-

resources model of burnout. Journal of Applied Psychology, 86(3), pp. 499–512. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/3shkvqgnhn (Accessed: 22 April 2025).  

Deng, C., Gulseren, D., Isola, C., Grocutt, K. and Turner, N. (2022) Transformational 

leadership effectiveness: an evidence-based primer, Human Resource Development 

International, 26(5), pp. 627–641. Available at: https://doi.org/10.1080/13678868.2022.2135938 

(Accessed: 28 July 2025).  

DeRue, D.S., Nahrgang, J.D., Wellman, N. and Humphrey, S.E. (2011) Trait and behavioral 

theories of leadership: An integration and meta-analytic test of their relative validity. Available 

at: https://doi.org/10.1111/j.1744-6570.2010.01201.x (Accessed: 23 April 2025). 

Desgourdes, L., Kamal, M. and Smith, J. (2024) Decoding laissez-faire leadership: An in-

depth study on its influence over employee autonomy and well-being at work. Available at: 

doi:10.1007/s11365-023-00927-5. (Accessed: 23 July 2025). 

Dingel, J.I. and Neiman, B. (2020) How many jobs can be done at home? Available at: 

https://doi.org/10.1016/j.jpubeco.2020.104235. (Accessed: 08 May 2025).  

Dong, B. (2023). A systematic review of the transactional leadership literature and outlook. 

Available at: https://doi.org/10.54097/ajmss.v2i3.7972 (Accessed: 23 April 2025).  

Dubie, D. (2009). Telecommuting: Cisco’s strategy saves $277 million. Available at: 

https://www.networkworld.com/article/2236296/telecommuting--cisco-s-strategy-saves--277-

million.html (Accessed 2 June 2025).  

Duffy, A. (2018). Nursing Leadership and Employee Satisfaction Perception in a Virtual Work 

Environment. Available at: https://www.proquest.com/docview/2091375482 (Accessed 8 May 

2025).  

https://www.cso.ie/en/statistics/socialconditions/pulsesurvey-ourlivesonline/
https://books.google.com/books?id=e-i4JUS3wxAC
https://doi.org/10.1080/23311975.2021.1885573
https://www.hbs.edu/faculty/Pages/item.aspx?num=62718
https://research.ebsco.com/c/x47ol5/viewer/pdf/3shkvqgnhn
https://doi.org/10.1080/13678868.2022.2135938
https://doi.org/10.1111/j.1744-6570.2010.01201.x
https://doi.org/10.1016/j.jpubeco.2020.104235.
https://doi.org/10.54097/ajmss.v2i3.7972
https://www.networkworld.com/article/2236296/telecommuting--cisco-s-strategy-saves--277-million.html
https://www.networkworld.com/article/2236296/telecommuting--cisco-s-strategy-saves--277-million.html
https://www.proquest.com/docview/2091375482


   
 

  68 
 

Edleston, A. (2023). The Impact of Leadership in a Remote Work Environment: Retaining 

Employee Engagement. Available at: https://www.theseus.fi/handle/10024/791347 (Accessed: 20 

April 2025)  

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Available at: 

https://journals.sagepub.com/doi/10.2307/2666999 (Accessed 22 July 2025).  

Ehmann, A. (2024) Introduction: Direct realism – historical and systematic perspectives. 

Available at: https://link.springer.com/article/10.1007/s11245-024-10014-1 (Accessed: 24 April 

2025).  

Eisenberg, J., Post, C. and DiTomaso, N. (2019). Team dispersion and performance: The role 

of team communication and transformational leadership. Available at: 

https://journals.sagepub.com/doi/full/10.1177/1046496419827376 (Accessed 4 July 2025).  

Epitropaki, O. and Radulović, A. (2020) Leadership in virtual teams. Available at: 

https://doi.org/10.15308/finiz-2020-147-151 (Accessed: 18 May 2025).  

Estrada Mejía, S. (2007) Liderazgo a través de la historia. Available at: 

https://www.redalyc.org/articulo.oa?id=84934058 (Accessed: 15 May 2025).  

Eurostat (2023) Employed persons working from home as a percentage of the total employment, 

by sex, age, and professional status (%). Available at: 

https://ec.europa.eu/eurostat/databrowser/view/lfsa_ehomp__custom_15058616. (Accessed: 16 

May 2025).  

Eurofound (2016). Sixth European Working Conditions Survey – Overview report.  Available 

at: https://www.eurofound.europa.eu/en/surveys/european-working-conditions-surveys/sixth-

european-working-conditions-survey-2015 (Accessed 30 July 2025). 

Eva, N., Robin, M., Sendjaya, S., van Dierendonck, D. and Liden, R.C. (2019). Servant 

leadership: A systematic review and call for future research. Available at: 

https://doi.org/10.1016/j.leaqua.2018.07.004 (Accessed 21 July 2025).  

Felstead, A. and Henseke, G. (2017) Assessing the growth of remote working and its 

consequences for effort, well-being, and work-life balance. Available at: 

https://onlinelibrary.wiley.com/doi/full/10.1111/ntwe.12097 (Accessed: 19 April 2025).  

Ferreira, R., Pereira, R. and Mira da Silva, M. (2022) Decision factors for remote work 

adoption: Advantages, disadvantages, driving forces and challenges. Available at: 

https://www.sciencedirect.com/science/article/pii/S2199853122008393 (Accessed: 09 May 

2025).  

https://www.theseus.fi/handle/10024/791347
https://journals.sagepub.com/doi/10.2307/2666999
https://link.springer.com/article/10.1007/s11245-024-10014-1
https://journals.sagepub.com/doi/full/10.1177/1046496419827376
https://doi.org/10.15308/finiz-2020-147-151
https://www.redalyc.org/articulo.oa?id=84934058
https://ec.europa.eu/eurostat/databrowser/view/lfsa_ehomp__custom_15058616.
https://www.eurofound.europa.eu/en/surveys/european-working-conditions-surveys/sixth-european-working-conditions-survey-2015
https://www.eurofound.europa.eu/en/surveys/european-working-conditions-surveys/sixth-european-working-conditions-survey-2015
https://doi.org/10.1016/j.leaqua.2018.07.004
https://onlinelibrary.wiley.com/doi/full/10.1111/ntwe.12097
https://www.sciencedirect.com/science/article/pii/S2199853122008393


   
 

  69 
 

Ferronato, B.S. (2017). Emotional Intelligence in Leadership and Project Success within 

Virtual Teams. Available at: https://www.proquest.com/docview/1981387903 (Accessed 8 May 

2025).  

Floridi, L., Cowls, J., Beltrametti, M., Chatila, R., Chazerand, P., Dignum, V., Luetge, C., 

Pagallo, U., Rossi, F., Schafer, B. and Vayena, E. (2018). AI4People—An ethical framework 

for a good AI society: Opportunities, risks, principles, and recommendations. Available at: 

https://link.springer.com/article/10.1007/s11023-018-9482-5 (Accessed 22 July 2025).  

Fraboulet, D. (2021) Effective leadership for teams that become virtual during crisis times. 

Available at: https://osuva.uwasa.fi/bitstream/handle/10024/12349 (Accessed: 16 May 2025).  

Freeman, C.M. (2017). Leadership Strategies to Create Success in Virtual Teams. Available at: 

https://scholarworks.waldenu.edu/dissertations/3524/ (Accessed: 23 April 2025).  

Froese, F.J., Blay, T., Gibson, C.B., Shaffer, M.A. and Benitez, J. (2025). Global virtual 

work: A review, integrative framework, and future research opportunities. Available at: 

https://link.springer.com/article/10.1057/s41267-025-00775-1 (Accessed 23 July 2025).  

Fuhrmans, V. (2021) Bosses still aren’t sure remote workers have ‘hustle’.Available at: 

https://www.wsj.com/articles/bosses-still-arent-sure-remote-workers-have-hustle-11621771201 

(Accessed: 11 May 2025).  

Gajendran, R.S., Loewenstein, J., Choi, H. and Ozgen, S. (2022) Hidden costs of text-based 

electronic communication on complex reasoning tasks: Motivation maintenance and impaired 

downstream performance. Available at: https://doi.org/10.1016/j.obhdp.2022.104130 (Accessed 

24 July 2025).  

Gallup (2025). State of the Global Workplace Report. Gallup. Available at: 

https://www.gallup.com/workplace (Accessed: 20 April 2025)  

Galton, F. (1869) Hereditary Genius: An Inquiry into Its Laws and Consequences. Macmillan 

and Co. Available at: galton.org/books/hereditary-genius (Accessed: 23 April 2025).  

Gamage, A.N.K.K. (2025). Research design, philosophy, and quantitative approaches in 

scientific research methodology. Available at: https://saspublishers.com/article/21597/ (Accessed 

12 May 2025).  

Gandolfi, F. and Stone, S. (2016) Clarifying leadership: High-impact leaders in a time of 

leadership crisis. Available at:  https://ideas.repec.org/a/rom/rmcimn/v17y2016i3p212-224.html 

(Accessed: 15 May 2025).  

Gardner, W.L., Cogliser, C.C., Davis, K.M. and Dickens, M.P., (2011). Authentic leadership: 

A review of the literature and research agenda. Available at: 

https://doi.org/10.1016/j.leaqua.2011.09.007 (Accessed 27 April 2025).  

https://www.proquest.com/docview/1981387903
https://link.springer.com/article/10.1007/s11023-018-9482-5
https://osuva.uwasa.fi/bitstream/handle/10024/12349
https://scholarworks.waldenu.edu/dissertations/3524/
https://link.springer.com/article/10.1057/s41267-025-00775-1
https://www.wsj.com/articles/bosses-still-arent-sure-remote-workers-have-hustle-11621771201
https://doi.org/10.1016/j.obhdp.2022.104130
https://www.gallup.com/workplace
https://galton.org/books/hereditary-genius/text/pdf/galton-1869-genius-v5.pdf
https://saspublishers.com/article/21597/
https://ideas.repec.org/a/rom/rmcimn/v17y2016i3p212-224.html
https://doi.org/10.1016/j.leaqua.2011.09.007


   
 

  70 
 

Gera, S. (2020). Relationship between psychological capital, leadership styles and leader 

outcome in virtual and face-to-face teams. Available at: Available at: 

https://doi.org/10.1504/IJTG.2020.112143 (Accessed 8 May 2025).  

Gerlich, M. (2025) AI tools in society: Impacts on cognitive offloading and the future of critical 

thinking. Available at: https://doi.org/10.3390/soc15010006 (Accessed: 24 April 2025).  

Gifford, J. and Young, J. (2021). Employee engagement: definitions, measures, and outcomes. 

Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-

reviews/employee-engagement-discussion-report_tcm18-89598.pdf (Accessed 23 July 2025).  

Gilchrist, C. (2023). Experiences of e-leadership: A qualitative study. Available at: 

https://wiredspace.wits.ac.za/items/04b96eac-81fb-413b-8337-9049eabbad05/full (Accessed 4 

June 2025)  

Gilstrap, C.A., Srivastava, S., and Gilstrap, C.M. (2022) Making sense of teamwork in mobile 

hybrid teams: A lexical analysis. Available at: 

https://www.emerald.com/insight/content/doi/10.1108/tpm-11-2021-0080 (Accessed: 22 May 

2025).  

Golafshani, N. (2003) Understanding reliability and validity in qualitative research. Available 

at: http://www.nova.edu/ssss/QR/QR8-4/golafshani.pdf (Accessed: 16 May 2025).  

Goldman, G.A. (2016). Multiparadigmatic, cooperative opportunities for the study of business 

management. Available at: 

https://www.periodicos.capes.gov.br/index.php/acervo/buscador.html?id=W2597417984 

(Accessed 12 May 2025).  

Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. Bantam Books. 

Available at: https://research.ebsco.com/c/x47ol5/viewer/pdf/5egsv26m7j (Accessed 22 July 

2025).  

Görgens-Ekermans, G. and Roux, C. (2021) Revisiting the emotional intelligence and 

transformational leadership debate: (How) does emotional intelligence matter to effective 

leadership? AOSIS. Available at: https://research.ebsco.com/c/x47ol5/viewer/pdf/i4fgjirpnv 

(Accessed: 15 May 2025).  

Graham, C., Daniel, H. & Doore, B. (2015). Millennial Leadership: The Oppositional 

Relationship between Leadership Type and the Quality of Database System’s Development in 

Virtual Environments. Available at: https://doi.org/10.4018/ijec.2015070103 (Accessed 7 May 

2025).  

Greenleaf, R.K., 1973. The servant as leader. Available at: 

https://archive.org/details/20200601-the-servant-as-leader (Accessed 25 April 2025).  

https://doi.org/10.1504/IJTG.2020.112143
https://doi.org/10.3390/soc15010006
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/employee-engagement-discussion-report_tcm18-89598.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/employee-engagement-discussion-report_tcm18-89598.pdf
https://wiredspace.wits.ac.za/items/04b96eac-81fb-413b-8337-9049eabbad05/full
https://www.emerald.com/insight/content/doi/10.1108/tpm-11-2021-0080
http://www.nova.edu/ssss/QR/QR8-4/golafshani.pdf
https://www.periodicos.capes.gov.br/index.php/acervo/buscador.html?id=W2597417984
https://research.ebsco.com/c/x47ol5/viewer/pdf/5egsv26m7j
https://research.ebsco.com/c/x47ol5/viewer/pdf/i4fgjirpnv
https://doi.org/10.4018/ijec.2015070103
https://archive.org/details/20200601-the-servant-as-leader


   
 

  71 
 

Gross, R. (2018). Connecting the Links Between Leadership Styles and Virtual Team 

Effectiveness. Available at: https://doi.org/10.1142/S0218495818500073 (Accessed 8 May 

2025).  

Gupta, P. (2025). Transformational Leadership: Inspiring Change and Innovation. Available at: 

https://www.academia.edu/127759553 (Accessed: 23 April 2025).  

Haider, R.S. and Arslan, M. (2024) Laissez-faire leadership in education: A critical review of 

its effectiveness and limitations. Available at: 

https://journalofsocialsciencereview.com/index.php/PJSSR/article/view/103/116 (Accessed: 24 

April 2025).  

Hameduddin, T. and Lee, S. (2021) Employee engagement among public employees: 

Examining the role of organizational images. Available at: 

https://doi.org/10.1080/14719037.2019.1695879 (Accessed: 21 April 2025).  

Hao, T. (2024). Systematic review on leadership styles in virtual teams: Effectiveness, 

challenges, and mediating factors in the globalized era. Available at: 

https://www.researchgate.net/publication/377082569 (Accessed 6 May 2025).  

Harter, J.K., Schmidt, F.L., Killham, E.A. and Agrawal, S. (2024). The relationship between 

engagement at work and organizational outcomes: 2009 Q12® meta-analysis. Available at:  

https://www.gallup.com/workplace/236441 (Accessed 2 June 2025).  

Hassani, H., Silva, E.S., Unger, S., TajMazinani, M. and Mac Feely, S. (2020). Artificial 

Intelligence (AI) or Intelligence Augmentation (IA): What is the future? Available at: 

https://www.mdpi.com/2673-2688/1/2/8 (Accessed 4 July 2025).  

Heifetz, R.A., Grashow, A. and Linsky, M., (2009). The practice of adaptive leadership: Tools 

and tactics for changing your organization and the world. Boston, MA: Harvard Business 

Review Press. Available at: https://research.ebsco.com/c/x47ol5/ebook-

viewer/epub/76zpzpm5b5 (Accessed 25 April 2025).  

Hersey, P., Blanchard, K.H. and Natemeyer, W.E. (1979) Situational leadership, perception, 

and the impact of power. Available at: https://www.proquest.com/docview/232429433 

(Accessed: 23 April 2025)  

Hyde, K.F. (2000) Recognizing deductive processes in qualitative research. Available at: 

https://doi.org/10.1108/13522750010322089(Accessed: 16 May 2025).  

Ingusci, E., Signore, F., Cortese, C.G., Molino, M., Pasca, P. and Ciavolino, E. (2022) 

Development and validation of the Remote Working Benefits & Disadvantages scale. Quality & 

Quantity. Available at: https://link.springer.com/article/10.1007/s11135-022-01364-2 (Accessed: 

09 May 2025).  

https://doi.org/10.1142/S0218495818500073
https://www.academia.edu/127759553
https://journalofsocialsciencereview.com/index.php/PJSSR/article/view/103/116
https://doi.org/10.1080/14719037.2019.1695879
https://www.researchgate.net/publication/377082569
https://www.gallup.com/workplace/236441
https://www.mdpi.com/2673-2688/1/2/8
https://research.ebsco.com/c/x47ol5/ebook-viewer/epub/76zpzpm5b5
https://research.ebsco.com/c/x47ol5/ebook-viewer/epub/76zpzpm5b5
https://www.proquest.com/docview/232429433
https://doi.org/10.1108/13522750010322089
https://link.springer.com/article/10.1007/s11135-022-01364-2


   
 

  72 
 

Ishii, K., Lyons, M.M. and Carr, S.A. (2019) Revisiting media richness theory for today and 

future. Available at: https://onlinelibrary.wiley.com/doi/epdf/10.1002/hbe2.138 (Accessed 22 

July 2025).  

Jones, S. and Schöning, M. (2021) Employee Job Satisfaction During Remote Work: The Impact 

of Transformational Leadership. Available at:  

https://www.proquest.com/openview/67d51947d43baf9eefd62a3f34d57e4f (Accessed: 09 May 

2025).  

Joplin, T., Greenbaum, R.L., Wallace, J.C. & Edwards, B.D. (2021). Employee Entitlement, 

Engagement, and Performance: The Moderating Effect of Ethical Leadership. Available at: 

https://doi.org/10.1007/s10551-019-04246-0 (Accessed: 20 April 2025)  

Kamal, F., Ridwan, R. and Kesuma, T.A.R.P. (2024) Laissez-faire leadership: A 

comprehensive systematic review for effective education practices. Available at: 

https://eric.ed.gov/?id=EJ1442567 (Accessed: 24 April 2025).  

Kane, C. (2019) An examination of how leadership affects the employee engagement of 

graduates within the Irish workforce. Available at: https://norma.ncirl.ie/3920/ (Accessed: 01 

July 2025).  

Kebe, I.A., Mackay, A.C.D. and Dainkeh, A.Y. (2025). First embrace cultural nuances and 

then adapt your leadership style: Qualitative insights from senior bank executives in Sierra 

Leone. Available at: https://www.scirp.org/journal/paperinformation?paperid=141254 (Accessed 

4 June 2025).  

Kelley, E. and Kelloway, E.K. (2012) Context Matters: Testing a Model of Remote Leadership. 

Sage Journals. Available at: https://journals.sagepub.com/doi/10.1177/1548051812454173 

(Accessed: 10 May 2025).  

Kelly, L. (2023). Remote work and authentic leadership. In: Mindfulness for Authentic 

Leadership. Available at: https://doi.org/10.1007/978-3-031-34677-4_13 (Accessed 30 April 

2025).  

Kieran, S., Ryan, N., Toohey, M., MacCurtain, S. and Cross, C. (2023). Sustainable 

leadership for a post-digital age. Available at: 

https://www.skillnetireland.ie/uploads/attachments/Sustainable-Leadership-for-a-Post-Digital-

Age-ICBE-Business-Excellence-Skillnet.pdf (Accessed 01 June 2025).  

Kim, H., Glaeser, E.L., Hillis, A., Kominers, S.D. and Luca, M. (2024) Decision authority 

and the returns to algorithms. Available at: https://d3.harvard.edu/balancing-algorithms-and-

human-expertise-unlocking-the-true-potential-of-data-driven-decisions (Accessed 24 July 2025).  

Kim, J.S. and Ausar, K. (2018). The impact of using a virtual employee engagement platform 

(VEEP) on employee engagement and intention to stay. Available at: 

https://onlinelibrary.wiley.com/doi/epdf/10.1002/hbe2.138
https://www.proquest.com/openview/67d51947d43baf9eefd62a3f34d57e4f
https://doi.org/10.1007/s10551-019-04246-0
https://eric.ed.gov/?id=EJ1442567
https://norma.ncirl.ie/3920/
https://www.scirp.org/journal/paperinformation?paperid=141254
https://journals.sagepub.com/doi/10.1177/1548051812454173
https://doi.org/10.1007/978-3-031-34677-4_13
https://www.skillnetireland.ie/uploads/attachments/Sustainable-Leadership-for-a-Post-Digital-Age-ICBE-Business-Excellence-Skillnet.pdf
https://www.skillnetireland.ie/uploads/attachments/Sustainable-Leadership-for-a-Post-Digital-Age-ICBE-Business-Excellence-Skillnet.pdf
https://d3.harvard.edu/balancing-algorithms-and-human-expertise-unlocking-the-true-potential-of-data-driven-decisions
https://d3.harvard.edu/balancing-algorithms-and-human-expertise-unlocking-the-true-potential-of-data-driven-decisions


   
 

  73 
 

https://www.emerald.com/insight/content/doi/10.1108/ijchm-09-2016-0516/full/html (Accessed 

4 June 2025).  

Klein, L.B. and Scott, C.L. (2021). Managing virtual internships during the COVID-19 

pandemic era: Implications for academic instructors and business leaders. Available at: 

http://www.na-businesspress.com/JHETP/JHETP21-7/17_KleinFinal.pdf (Accessed 30 April 

2025).  

Kohntopp, T. & McCann, J. (2021). Leadership in virtual organizations: Influence on 

workplace engagement. In S. Dhiman (Ed.), The Palgrave Handbook of Workplace Well-Being 

(pp. 239–264). Palgrave Macmillan. Available at:  Springer PDF version (Accessed 2 June 

2025).  

Kovjanic, S., Schuh, S.C. and Jonas, K. (2013) Transformational leadership and performance: 

An experimental investigation of the mediating effects of basic needs satisfaction and work 

engagement. Available at: https://doi.org/10.1111/joop.12022 (Accessed: 15 May 2025).  

Kozminski, A.K., Baczyńska, A.K., Skoczeń, I. and Korzynski, P. (2022). Towards 

leadership effectiveness: The role of leadership individual competencies and constraints. 

Available at: https://doi.org/10.1108/LODJ-04-2020-0157 (Accessed 8 May 2025).  

Krishnamoorthy, R. (2022) The relationship between leader behaviors and employee 

engagement in a virtual work environment. Available at: 

https://www.proquest.com/openview/004c8a49a32a3daac516fd14d570e086/1?cbl=18750&diss=

y&pq-origsite=gscholar (Accessed: 22 May 2025).  

Kuang, R. and Sumara, S. (2021). Perception of leadership in virtual teams. Available at: 

https://www.diva-portal.org/smash/record.jsf?pid=diva2:1564516 (Accessed 8 May 2025).  

Kurland, N. (1999) Telework: The advantages and challenges of working here, there, anywhere, 

and anytime. Organizational Dynamics. Available at: https://www.academia.edu/260749 

(Accessed: 23 May 2025).  

Kurniawati, N.I. and Raharja, E. (2023). The influence of employee engagement on 

organizational performance: A systematic review. Available at: 

https://wseas.com/journals/bae/2023/a405107-1833.pdf (Accessed 2 June 2025).  

Langhof, J.G. and Güldenberg, S. (2019) Servant leadership: A systematic literature review—

toward a model of antecedents and outcomes. Available at: 

https://doi.org/10.1177/2397002219869903 (Accessed: 24 April 2025).  

Lapova, A. and Delera, M. (2021) What is the fourth industrial revolution? Available at: 

https://iap.unido.org/articles/what-fourth-industrial-revolution (Accessed: 19 May 2025).  

https://www.emerald.com/insight/content/doi/10.1108/ijchm-09-2016-0516/full/html
http://www.na-businesspress.com/JHETP/JHETP21-7/17_KleinFinal.pdf
https://link.springer.com/content/pdf/10.1007/978-3-030-02470-3_12-1.pdf
https://doi.org/10.1111/joop.12022
https://doi.org/10.1108/LODJ-04-2020-0157
https://www.proquest.com/openview/004c8a49a32a3daac516fd14d570e086/1?cbl=18750&diss=y&pq-origsite=gscholar
https://www.proquest.com/openview/004c8a49a32a3daac516fd14d570e086/1?cbl=18750&diss=y&pq-origsite=gscholar
https://www.diva-portal.org/smash/record.jsf?pid=diva2:1564516
https://www.academia.edu/260749
https://wseas.com/journals/bae/2023/a405107-1833.pdf
https://doi.org/10.1177/2397002219869903
https://iap.unido.org/articles/what-fourth-industrial-revolution


   
 

  74 
 

Lartey, F. and Randall, P. (2022) Enhanced engagement nurtured by determination, efficacy, 

and exchange dimensions (EENDEED): A nine-item instrument for measuring traditional 

workplace and remote employee engagement. Available at: https://doi.org/10.5539/ibr.v15n2p1 

(Accessed: 12 May 2025).  

Layek, D. and Koodamara, N.K. (2024) Impact of contingent rewards and punishments on 

employee performance: The interplay of employee engagement. F1000Research, 13:102. 

Available at: https://doi.org/10.12688/f1000research.144019.2 (Accessed: 24 April 2025).  

Lemon, L.L. (2019) The employee experience: How employees make meaning of employee 

engagement. Available at: https://doi.org/10.1080/1062726X.2019.1704288 (Accessed: 21 April 

2025).  

Liden, R.C., Wang, X. and Wang, Y. (2025) The evolution of leadership: Past insights, present 

trends, and future directions. Available at: 

https://www.sciencedirect.com/science/article/pii/S014829632400540X (Accessed: 16 May 

2025).  

Liden, R.C., Wayne, S.J., Liao, C. and Meuser, J.D., 2014. Servant leadership and serving 

culture: Influence on individual and unit performance. Available at:  

https://research.ebsco.com/c/x47ol5/viewer/pdf/ag46nqckqj (Accessed 25 April 2025).  

Lim, W.M. (2025). What is qualitative research? An overview and guidelines. Available at: 

https://journals.sagepub.com/doi/pdf/10.1177/14413582241264619 (Accessed 25 May 2025).  

Livermore, D. (2025) Leading global teams effectively. Available at: 

https://hbr.org/2025/05/leading-global-teams-effectively (Accessed: 21 July 2025).  

Lunendonk, M. (2025) 45 leadership statistics for 2025. Keevee. Available at: 

https://www.keevee.com/leadership-statistics (Accessed: 20 May 2025).  

Luyiggo, A.E. (2024). Exploring leadership styles in remote work environments: A qualitative 

inquiry. Available at: https://www.researchgate.net/publication/381479165 (Accessed 4 July 

2025).  

Macey, W.H. and Schneider, B. (2008) The meaning of employee engagement. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/mhefmgoybv?auth-callid=c20b35d5-0b46-41dd-

ad3e-858ddcc13934 (Accessed: 11 May 2025).  

Magner, T.J. (2014). Performance and Leadership in Multiplayer Online Gaming. EdD 

dissertation, Pepperdine University. Available at: 

https://www.proquest.com/docview/1640913432 (Accessed 8 May 2025).  

Makowski, P. (2023) Remote leadership and work engagement: A critical review and future 

directions. Available at: 

https://doi.org/10.5539/ibr.v15n2p1
https://doi.org/10.12688/f1000research.144019.2
https://doi.org/10.1080/1062726X.2019.1704288
https://www.sciencedirect.com/science/article/pii/S014829632400540X
https://research.ebsco.com/c/x47ol5/viewer/pdf/ag46nqckqj
https://journals.sagepub.com/doi/pdf/10.1177/14413582241264619
https://hbr.org/2025/05/leading-global-teams-effectively
https://www.keevee.com/leadership-statistics
https://www.researchgate.net/publication/381479165
https://research.ebsco.com/c/x47ol5/viewer/pdf/mhefmgoybv?auth-callid=c20b35d5-0b46-41dd-ad3e-858ddcc13934
https://research.ebsco.com/c/x47ol5/viewer/pdf/mhefmgoybv?auth-callid=c20b35d5-0b46-41dd-ad3e-858ddcc13934
https://www.proquest.com/docview/1640913432


   
 

  75 
 

https://www.researchgate.net/publication/372465122_Remote_Leadership_and_Work_Engagem

ent_A_Critical_Review_and_Future_Directions (Accessed: 09 May 2025).  

Makowski, P. (2023) Using leadership behaviors to predict employee engagement of remote 

employees, European Journal of Business and Management Research, 8(4). Available at: 

https://www.ejbmr.org/index.php/ejbmr/article/view/1835 (Accessed: 20 April 2025).  

Mangente, B.P. (2020). Does Virtual Leadership Style Matter? An Examination of Leadership 

Styles of Effective Virtual Teams in the U.S. Navy. PhD dissertation, Alliant International 

University. Available at: https://www.proquest.com/docview/2506496586 (Accessed 8 May 

2025).  

Mbonigaba, C. and Sujatha, S. (2024). Analyzing the Long-Term Impact of Remote Work on 

Organizational Efficiency and Employee Performance: Exploring Key Technologies and 

Management Practices. International Journal of Applied and Advanced Scientific Research, 

9(2), pp.102–112. Available at: https://www.academia.edu/124862092 (Accessed 4 June 2025).  

Meydan, C. H., & Akkaş, H. (2024). The role of triangulation in qualitative research: 

Converging perspectives. Principles of conducting qualitative research in multicultural settings 

(pp. 98–129). IGI Global. https://doi.org/10.4018/979-8-3693-3306-8.ch006. (Accessed: 25 July 

2025).  

Miller, K. (2021). The Employee Experience: How Employees Make Meaning of Employee 

Engagement. Available at: https://research.ebsco.com/c/x47ol5/viewer/html/2eiqb3rtdv 

(Accessed: 20 April 2025)  

Molino, M., Cagnin, A., Ghislieri, C., Serra, C. and Bobbio, A. (2020) Wellbeing costs of 

technology use during COVID-19 remote working: An investigation using the Italian translation 

of the Technostress Creators Scale. Sustainability, 12(15), 5911. Available at: 

https://www.mdpi.com/2071-1050/12/15/5911 (Accessed: 11 May 2025).  

Moos, M.M., Skaburskis, A. (2008) The probability of single-family dwelling occupancy: 

Comparing home workers and commuters in Canadian cities. Available at: 

https://journals.sagepub.com/doi/abs/10.1177/0739456X07311937 (Accessed: 22 May 2025).  

Moosa, M.D., Moosa, V. and Faheem, S. (2023) Prevailing leadership styles in change 

management: Evidence from existing research. Available at: 

https://openaccessojs.com/JBReview/article/view/1289 (Accessed: 16 May 2025).  

Morgan McKinley Recruitment (2024) Remote resistance: Despite company mandates, Irish 

employees seek flexibility. Available at: https://www.morganmckinley.com/ie/article/remote-

resistance-despite-company-mandates-irish-employees-seek-flexibility (Accessed: 17 May 

2025).  

https://www.researchgate.net/publication/372465122_Remote_Leadership_and_Work_Engagement_A_Critical_Review_and_Future_Directions
https://www.researchgate.net/publication/372465122_Remote_Leadership_and_Work_Engagement_A_Critical_Review_and_Future_Directions
https://www.ejbmr.org/index.php/ejbmr/article/view/1835
https://www.proquest.com/docview/2506496586
https://www.academia.edu/124862092
https://doi.org/10.4018/979-8-3693-3306-8.ch006
https://research.ebsco.com/c/x47ol5/viewer/html/2eiqb3rtdv
https://www.mdpi.com/2071-1050/12/15/5911
https://journals.sagepub.com/doi/abs/10.1177/0739456X07311937
https://openaccessojs.com/JBReview/article/view/1289
https://www.morganmckinley.com/ie/article/remote-resistance-despite-company-mandates-irish-employees-seek-flexibility
https://www.morganmckinley.com/ie/article/remote-resistance-despite-company-mandates-irish-employees-seek-flexibility


   
 

  76 
 

Morrison-Smith, S. & Ruiz, J. (2020). Challenges and barriers in virtual teams: A literature 

review. Available at: https://doi.org/10.1007/s42452-020-2801-5 (Accessed 2 June 2025).  

Mura, A.L. et al. (2023) The physical environment in remote working: Development and 

validation of perceived remote workplace environment quality indicators (PRWEQIs). MDPI. 

Available at: https://www.mdpi.com/2071-1050/15/4/2858 (Accessed: 22 May 2025).  

Mutha, P. and Srivastava, M. (2023). Decoding leadership to leverage employee engagement 

in virtual teams. Available at: https://doi.org/10.1108/IJOA-07-2021-2856 (Accessed 6 May 

2025).  

Mutha, P. and Srivastava, M. (2023). Decoding leadership to leverage employee engagement 

in virtual teams. Available at: https://www.emerald.com/insight/content/doi/10.1108/ijoa-07-

2021-2856/full/pdf?title=decoding-leadership-to-leverage-employee-engagement-in-virtual-

teams (Accessed 8 May 2025).  

Neufeld, D.J., Wan, Z. and Fang, Y. (2008) Remote leadership, communication effectiveness 

and leader performance. Group Decision and Negotiation. Available at: 

https://link.springer.com/article/10.1007/s10726-008-9142-x (Accessed: 14 May 2025).  

Newman, S.A., Ford, R.C. and Marshall, G.W. (2019) Virtual team leader communication: 

Employee perception and organizational reality. Sage Journals. Available at: 

https://journals.sagepub.com/doi/10.1177/2329488419829895 (Accessed: 11 May 2025).  

Nielson, M. and Gahlawat, V.S., 2012. Bridging the gap? Leadership theories applied in 

distance settings. MSc thesis, Blekinge Institute of Technology. Available at: https://www.diva-

portal.org/smash/get/diva2:831320/FULLTEXT01.pdf (Accessed 2 June 2025).  

Nikolova, I., Schaufeli, W. and Notelaers, G. (2019). Engaging leader – engaged employees? 

A cross-lagged study on employee engagement. European Management Journal. Available at: 

https://doi.org/10.1016/j.emj.2019.02.004 (Accessed 8 May 2025).  

Northouse, P.G. (2016) Leadership: Theory and Practice. 8th edn. Thousand Oaks, CA: SAGE 

Publications. Available at: https://books.google.com (Accessed: 23 April 2025).  

Nurlina, N. (2022). Examining linkage between transactional leadership, organizational 

culture, commitment and compensation on work satisfaction and performance. Available at: 

https://doi.org/10.52970/grhrm.v2i2.182 (Accessed: 23 April 2025).  

O'Brien, S. (2020). An examination of how leadership affects the employee engagement of 

graduates within the Irish workforce. Available at: https://norma.ncirl.ie/3920/ (Accessed 18 

June 2025)  

Parker, S.K., Knight, C. and Keller, A. (2021) Remote managers are having trust issues. 

Available at: https://research.ebsco.com/c/x47ol5/viewer/html/wigt5xs6dj?auth-callid=56935cf2-

4ec1-49a9-8298-54b077bc0b3e (Accessed: 20 May 2025).  

https://doi.org/10.1007/s42452-020-2801-5
https://www.mdpi.com/2071-1050/15/4/2858
https://doi.org/10.1108/IJOA-07-2021-2856
https://www.emerald.com/insight/content/doi/10.1108/ijoa-07-2021-2856/full/pdf?title=decoding-leadership-to-leverage-employee-engagement-in-virtual-teams
https://www.emerald.com/insight/content/doi/10.1108/ijoa-07-2021-2856/full/pdf?title=decoding-leadership-to-leverage-employee-engagement-in-virtual-teams
https://www.emerald.com/insight/content/doi/10.1108/ijoa-07-2021-2856/full/pdf?title=decoding-leadership-to-leverage-employee-engagement-in-virtual-teams
https://link.springer.com/article/10.1007/s10726-008-9142-x
https://journals.sagepub.com/doi/10.1177/2329488419829895
https://www.diva-portal.org/smash/get/diva2:831320/FULLTEXT01.pdf
https://www.diva-portal.org/smash/get/diva2:831320/FULLTEXT01.pdf
https://doi.org/10.1016/j.emj.2019.02.004
https://books.google.com/
https://doi.org/10.52970/grhrm.v2i2.182
https://norma.ncirl.ie/3920/
https://research.ebsco.com/c/x47ol5/viewer/html/wigt5xs6dj?auth-callid=56935cf2-4ec1-49a9-8298-54b077bc0b3e
https://research.ebsco.com/c/x47ol5/viewer/html/wigt5xs6dj?auth-callid=56935cf2-4ec1-49a9-8298-54b077bc0b3e


   
 

  77 
 

Pearce, C.L. and Sims Jr, H.P. (2002) Vertical versus shared leadership as predictors of the 

effectiveness of change management teams: An examination of aversive, directive, transactional, 

transformational, and empowering leader behaviors. Available at: 

https://www.researchgate.net/publication/232466604 (Accessed: 19 April 2025).  

Peck, E. (2015) Proof that working from home is here to stay: Even Yahoo still does it. The 

Huffington Post. Available at: http://www.huffingtonpost.com/2015/03/18/thefuture-

ishappening-now-ok_n_6887998.html (Accessed: 22 May 2025).  

Pengera, S. and Černe, M. (2015) Authentic leadership, employees’ job satisfaction, and work 

engagement: A hierarchical linear modelling approach. Available at: 

https://doi.org/10.1080/1331677X.2014.974340 (Accessed: 24 April 2025).  

Peralta, A.M., Española, T.D.M., Salongsongan, S.C., Fernandez, K.M.I., Jondonero, 

V.L.T., Vasco, K.Z.M. and Limos-Galay, J.A. (2025). Working environment, leadership style, 

and performance of employees in the fast-food industry in San Jose, Occidental Mindoro. 

Available at: https://consortiacademia.org/wp-content/uploads/2024/m13v04/M25509_final.pdf 

(Accessed 4 June 2025).  

Pérez, M.P., Martínez Sánchez, A., de Luis Carnicer, P., and Vela Jiménez, M.J. (2004) A 

technology acceptance model of innovation adoption: The case of teleworking. Available at: 

https://www.emerald.com/insight/content/doi/10.1108/14601060410565038/full/html?skipTracki

ng=true (Accessed: 09 May 2025).  

Peters, V. (2023). Using leadership behaviors to predict employee engagement of remote 

employees. Available at: https://www.hr.com/en/resources/free_research_white_papers/using-

leadership-behaviors-to-predict-employee-eng_l1g7xw9t.html (Accessed 01 June 2025).  

Petrou, P., Demerouti, E., and Schaufeli, W.B. (2018). Crafting the change: The role of 

employee job crafting behaviors for successful organizational change. Available at:  

https://www.wilmarschaufeli.nl/publications/Schaufeli/492.pdf (Accessed 8 May 2025).  

Pigola, A., de Moraes, G.H.S.M., do Prado, N.B., Lucas, A.C., Sigahi, T.F.A.C. and 

Anholon, R. (2024) Transformational leadership addressing team performance: situational 

challenges in corporate settings. Available at: https://doi.org/10.1108/JWAM-08-2024-0115 

(Accessed 22 Jul. 2025).  

Qin, Y.S. (2024) Inspiring employee engagement in remote work: The influence of leadership 

communication and trust in leadership. Available at: 

https://www.tandfonline.com/doi/full/10.1080/1553118X.2024.2417669 (Accessed: 09 May 

2025).  

Quinlan, C., Babin, B.J., Carr, J., Griffin, M., and Zikmund, W.G. (2019) Business research 

methods. Available at: 

https://www.researchgate.net/publication/232466604
http://www.huffingtonpost.com/2015/03/18/thefuture-ishappening-now-ok_n_6887998.html
http://www.huffingtonpost.com/2015/03/18/thefuture-ishappening-now-ok_n_6887998.html
https://doi.org/10.1080/1331677X.2014.974340
https://consortiacademia.org/wp-content/uploads/2024/m13v04/M25509_final.pdf
https://www.emerald.com/insight/content/doi/10.1108/14601060410565038/full/html?skipTracking=true
https://www.emerald.com/insight/content/doi/10.1108/14601060410565038/full/html?skipTracking=true
https://www.hr.com/en/resources/free_research_white_papers/using-leadership-behaviors-to-predict-employee-eng_l1g7xw9t.html
https://www.hr.com/en/resources/free_research_white_papers/using-leadership-behaviors-to-predict-employee-eng_l1g7xw9t.html
https://www.wilmarschaufeli.nl/publications/Schaufeli/492.pdf
https://doi.org/10.1108/JWAM-08-2024-0115
https://www.tandfonline.com/doi/full/10.1080/1553118X.2024.2417669


   
 

  78 
 

https://www.vlebooks.com/Product/Index/1229156?page=0&startBookmarkId=-1 (Accessed: 16 

May 2025).  

Raghuram, S., Garud, R. and Gupta, V. (2001) Factors contributing to virtual work 

adjustment. Available at: https://www.researchgate.net/publication/328039672 (Accessed: 21 

May 2025).  

Rai, A. (2018). Differential Relationship of Challenge and Hindrance Demands with Employee 

Engagement: The Moderating Effect of Job Resources. Available at: 

https://doi.org/10.1108/IJSSP-12-2017-0174 (Accessed: 20 April 2025)  

Rakhimjonov, A. (2024) Flexible work arrangements (FWAs) explained: Benefits, challenges, 

and new guidelines. Available at: https://www.gmprecruit.com/news-insights/flexible-work-

arrangements-explained/ (Accessed: 09 May 2025).  

Rao, S. (2023) Servant leadership: A pathway to ethical and effective organizational leadership. 

Available at: https://hbond.org/servant-leadership-a-pathway-to-ethical-and-effective-

organizational-leadership/ (Accessed: 24 April 2025).  

Read, E.A. and Laschinger, H.K.S. (2015). The influence of authentic leadership and 

empowerment on nurses’ relational social capital, mental health, and job satisfaction over the 

first year of practice. Available at: https://doi.org/10.1111/jan.12625 (Accessed 27 April 2025).  

Ringel, L. (2024) Organizational sociology and organization studies: Past, present, and future. 

Available at: https://doi.org/10.1108/S0733-558X20240000090003 (Accessed: 24 April 2025).  

Robert, V. and Vandenberghe, C. (2021) Laissez-faire leadership and affective commitment: 

The roles of leader-member exchange and subordinate relational self-concept. Available at: 

https://link.springer.com/article/10.1007/s10869-020-09700-9 (Accessed: 24 April 2025).  

Russell, S.J. and Norvig, P. (2020). Artificial Intelligence: A Modern Approach. 4th ed. 

Pearson. Available at: https://www.pearson.com/en-us/pearsonplus/p/9780137505135 (Accessed 

4 June 2025).  

Saks, A.M. (2019) Antecedents and consequences of employee engagement revisited. Available 

at:  https://www.emerald.com/insight/content/doi/10.1108/JOEPP-06-2018-0034/full/pdf 

(Accessed: 11 May 2025).  

Salanova, M., Agut, S. and Peiró, J.M. (2005) Linking organizational resources and work 

engagement to employee performance and customer loyalty: The mediation of service climate. 

Available at: https://doi.org/10.1037/0021-9010.90.6.1217 (Accessed: 21 April 2025).  

Salicru, S., (2017). Leadership results: How to create adaptive leaders and high-performing 

organisations for an uncertain world. Available at: https://www.academia.edu/34992106 

(Accessed 25 April 2025).  

https://www.vlebooks.com/Product/Index/1229156?page=0&startBookmarkId=-1
https://www.researchgate.net/publication/328039672
https://doi.org/10.1108/IJSSP-12-2017-0174
https://www.gmprecruit.com/news-insights/flexible-work-arrangements-explained/
https://www.gmprecruit.com/news-insights/flexible-work-arrangements-explained/
https://hbond.org/servant-leadership-a-pathway-to-ethical-and-effective-organizational-leadership/
https://hbond.org/servant-leadership-a-pathway-to-ethical-and-effective-organizational-leadership/
https://doi.org/10.1111/jan.12625
https://doi.org/10.1108/S0733-558X20240000090003
https://link.springer.com/article/10.1007/s10869-020-09700-9
https://www.pearson.com/en-us/pearsonplus/p/9780137505135
https://www.emerald.com/insight/content/doi/10.1108/JOEPP-06-2018-0034/full/pdf
https://doi.org/10.1037/0021-9010.90.6.1217
https://www.academia.edu/34992106


   
 

  79 
 

Sanders, E.J. (Libby), Rafferty, A., and Jordan, P.J. (1970) Escaping the cubicle: Exploring 

the physical work environment of the home. Available at: https://www.igi-

global.com/chapter/escaping-the-cubicle/275123 (Accessed: 22 May 2025).  

Sandoval-Reyes, J., Idrovo-Carlier, S. and Duque-Oliva, E.J. (2021) Remote work, work 

stress, and work–life during pandemic times: A Latin America situation. Available at: 

https://www.mdpi.com/1660-4601/18/13/7069 (Accessed: 09 May 2025).  

Saraswati, P. (2025) Trends and challenges in qualitative research: A comprehensive review. 

Available at: https://www.mathewsopenaccess.com/full-text/trends-and-challenges-in-

qualitative-research-a-comprehensive-review (Accessed: 24 April 2025).  

Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019) Research methods for business students. 

VLeBooks. Available at: 

https://www.vlebooks.com/Product/Index/1367843?page=0&startBookmarkId=-1 (Accessed: 16 

May 2025).  

Schaufeli, W.B., Salanova, M., Gonzalez-Romá, V. and Bakker, A.B. (2002) The 

measurement of engagement and burnout: A two-sample confirmatory factor analytic approach. 

Available at: https://research.ebsco.com/c/x47ol5/viewer/pdf/6lha677ejr (Accessed: 11 May 

2025).  

Sedrine, S.B., Bouderbala, A. and Nasraoui, H. (2022). The effect of leadership style on 

virtual team efficiency: The mediating role of trust and operational cohesion and the moderating 

role of media richness. Available at: https://doi.org/10.1108/HRMID-11-2021-0229 (Accessed 6 

May 2025).  

Shahid, A. (2024). Transformational Leadership: Are Leaders Open to a New “CALL”? 

Challenges, Adaptation, Leadership and Learning. Available at:  

https://doi.org/10.4236/ojbm.2024.126190 (Accessed: 23 April 2025).  

Shelke, A.U. and Shaikh, N. (2023). Mediating role of workplace happiness in enhancing work 

engagement. Available at: https://doi.org/10.1108/RAMJ-07-2022-0110 (Accessed 23 July 

2025).  

Shen, H. & Jiang, H. (2019). Engaged at Work? An Employee Engagement Model in Public 

Relations. Available at: https://doi.org/10.1080/1062726X.2019.1585855 (Accessed: 20 April 

2025)  

Silva, I. (2022). Remote working models and their impact on employee performance levels. 

Available at: https://norma.ncirl.ie/5916/ (Accessed 01 June 2025).  

Slemp, G.R., Lee, M.A., and Mossman, L.H. (2021) Interventions to support autonomy, 

competence, and related needs in organizations: A systematic review with recommendations for 

research and practice. Available at: https://doi.org/10.1111/joop.12338 (Accessed 21 Jul. 2025).  

https://www.igi-global.com/chapter/escaping-the-cubicle/275123
https://www.igi-global.com/chapter/escaping-the-cubicle/275123
https://www.mdpi.com/1660-4601/18/13/7069
https://www.mathewsopenaccess.com/full-text/trends-and-challenges-in-qualitative-research-a-comprehensive-review
https://www.mathewsopenaccess.com/full-text/trends-and-challenges-in-qualitative-research-a-comprehensive-review
https://www.vlebooks.com/Product/Index/1367843?page=0&startBookmarkId=-1
https://research.ebsco.com/c/x47ol5/viewer/pdf/6lha677ejr
https://doi.org/10.1108/HRMID-11-2021-0229
https://doi.org/10.4236/ojbm.2024.126190
https://doi.org/10.1108/RAMJ-07-2022-0110
https://doi.org/10.1080/1062726X.2019.1585855
https://norma.ncirl.ie/5916/
https://doi.org/10.1111/joop.12338


   
 

  80 
 

Sparks, J.R. (2022). The Organizational Leadership Framework. Available at: 

https://digitalcommons.liberty.edu/doctoral/3652/ (Accessed: 23 April 2025).  

Srivastava, A.P. and Dhar, R.L. (2019). Authentic leadership and extra role behavior: A 

school-based integrated model. Available at: https://link.springer.com/article/10.1007/s12144-

017-9634-4 (Accessed 27 April 2025).  

Starman, A.B. (2013). The case study as a type of qualitative research. Available at: 

https://www.researchgate.net/publication/265682891 (Accessed 13 May 2025).  

Streitfeld, D. (2020) The long, unhappy history of working from home. Available at: 

https://arl.human.cornell.edu/linked%20docs/Working%20From%20Home%20-%20NYT.pdf 

(Accessed: 22 May 2025).  

Strom, D.L., Sears, K.L. and Kelly, K.M. (2013) Work engagement: The roles of 

organizational justice and leadership style in predicting engagement among employees. Journal 

of Leadership & Organizational Studies, 21(1), pp.71–82. Available at: 

https://journals.sagepub.com/doi/abs/10.1177/1548051813485437 (Accessed: 8 May 2025).  

Tannenbaum, R. and Massarik, F. (1957) Leadership: A frame of reference, Management 

Science, 4(1), pp. 1–19. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/ctwg3hjcy5. (Accessed: 23 April 2025)  

Tian, G. and Zhang, Z. (2020). Linking empowering leadership to employee innovation: The 

mediating role of work engagement. Available at: https://www.sbp-

journal.com/index.php/sbp/article/view/9320 (Accessed 2 June 2025).  

Toffler, A. (1980) The third wave. Internet Archive. Available at: https://archive.org/details/the-

third-wave-by-alvin-toffler-z-lib.org/page/n397/mode/2up (Accessed: 22 May 2025).  

Top, C., Abdullah, B. M. S., & Faraj, A. H. M. (2020). Transformational leadership impact on 

employee's performance. Available at: View of Transformational Leadership Impact on 

Employees Performance (Accessed: 23 April 2025).  

Towns, S., 2025. Adaptive leadership: Navigating change in education. Australian Education 

Leader, 47(1). Brisbane Catholic Education. EBSCO. Available at: 

https://research.ebsco.com/c/x47ol5/viewer/pdf/7w5qiddgtz (Accessed 25 April 2025).  

Usama, A., Bashir, S. and Sattar, M. (2025). The evolution of leadership styles in the era of 

hybrid work models. Available at: https://fjar.org/volumes/article_details/FJAR-VOL1-01-

25001A (Accessed 2 June 2025).  

Vargas Llave, O., Mandl, I., Weber, T. and Wilkens, M. (2020) Telework and ICT-based 

mobile work: Flexible working in the digital age. Available at: 

https://www.eurofound.europa.eu/en/publications/2020/telework-and-ict-based-mobile-work-

flexible-working-digital-age (Accessed: 10 May 2025).  

https://digitalcommons.liberty.edu/doctoral/3652/
https://link.springer.com/article/10.1007/s12144-017-9634-4
https://link.springer.com/article/10.1007/s12144-017-9634-4
https://www.researchgate.net/publication/265682891
https://arl.human.cornell.edu/linked%20docs/Working%20From%20Home%20-%20NYT.pdf
https://journals.sagepub.com/doi/abs/10.1177/1548051813485437
https://research.ebsco.com/c/x47ol5/viewer/pdf/ctwg3hjcy5
https://www.sbp-journal.com/index.php/sbp/article/view/9320
https://www.sbp-journal.com/index.php/sbp/article/view/9320
https://archive.org/details/the-third-wave-by-alvin-toffler-z-lib.org/page/n397/mode/2up
https://archive.org/details/the-third-wave-by-alvin-toffler-z-lib.org/page/n397/mode/2up
https://ejmss.tiu.edu.iq/index.php/ejmss/article/view/77/76
https://ejmss.tiu.edu.iq/index.php/ejmss/article/view/77/76
https://research.ebsco.com/c/x47ol5/viewer/pdf/7w5qiddgtz
https://fjar.org/volumes/article_details/FJAR-VOL1-01-25001A
https://fjar.org/volumes/article_details/FJAR-VOL1-01-25001A
https://www.eurofound.europa.eu/en/publications/2020/telework-and-ict-based-mobile-work-flexible-working-digital-age
https://www.eurofound.europa.eu/en/publications/2020/telework-and-ict-based-mobile-work-flexible-working-digital-age


   
 

  81 
 

Vasileiou, K., Barnett, J., Thorpe, S. and Young, T. (2018) Characterising and justifying 

sample size sufficiency in interview-based studies: Systematic analysis of qualitative health 

research over a 15-year period. Available at: 

https://bmcmedresmethodol.biomedcentral.com/articles/10.1186/s12874-018-0594-7 (Accessed: 

24 April 2025).  

Vito, R., Schmidt-Hanbidge, A., Brunskill, L., Mudge, C. and Suteu, D., (2024). Evaluation 

of leadership training and resilience development outcomes during the COVID-19 pandemic. 

Available at: https://doi.org/10.1080/23303131.2023.2287742 (Accessed 25 April 2025).  

Wagner, D.N. (2020). Strategically managing an artificially intelligent firm. Strategy & 

Leadership, 48(3), pp.19–25. Available at: 

https://www.emerald.com/insight/content/doi/10.1108/sl-08-2019-0119/full/html (Accessed 4 

July 2025).  

Walumbwa, F.O., Avolio, B.J., Gardner, W.L., Wernsing, T.S. and Peterson, S.J. (2008) 

Authentic leadership: Development and validation of a theory-based measure. Available at: 

https://www.researchgate.net/publication/228352991 (Accessed 27 April 2025).  

Wang, B., Liu, Y., Qian, J., and Parker, S.K. (2022) Achieving effective remote working 

during the COVID-19 pandemic: A work design perspective. Available at: 

https://www.sciencedirect.com/science/article/pii/S016412122200228X (Accessed: 20 April 

2025)  

Western Development Commission (2023) 2023 remote working in Ireland survey. Available 

at: https://westerndevelopment.ie/publications/2023-remote-working-in-ireland-survey/ 

(Accessed: 17 May 2025).  

Whitford, T. and Moss, S.A. (2007) Transformational leadership in distributed work groups: 

The moderating role of follower regulatory focus and goal orientation. Available at: 

https://journals.sagepub.com/doi/abs/10.1177/0093650209346800 (Accessed: 14 May 2025).  

Wijaya, A., Susilo, S.R., Christin, L., Valencia, V., Salim, S.J., Angeline, M. and Vondrea, 

C. (2023). A digital leadership style on employee cohesiveness in the service sector during the 

pandemic era. Available at: https://www.researchgate.net/publication/370493750 (Accessed 7 

May 2025).  

Willcocks, L. (2020) Remote working: Here to stay? Available at: 

https://blogs.lse.ac.uk/businessreview/2020/04/02/remote-working-here-to-stay/ (Accessed: 10 

May 2025).  

Witemeyer, H.A. (2013) Employee engagement construct and instrument validation. Available 

at: https://scholarworks.gsu.edu/cgi/viewcontent.cgi?article=1018&context=bus_admin_diss 

(Accessed: 11 May 2025).  

https://bmcmedresmethodol.biomedcentral.com/articles/10.1186/s12874-018-0594-7
https://doi.org/10.1080/23303131.2023.2287742
https://www.emerald.com/insight/content/doi/10.1108/sl-08-2019-0119/full/html
https://www.researchgate.net/publication/228352991
https://www.sciencedirect.com/science/article/pii/S016412122200228X
https://westerndevelopment.ie/publications/2023-remote-working-in-ireland-survey/
https://journals.sagepub.com/doi/abs/10.1177/0093650209346800
https://www.researchgate.net/publication/370493750
https://blogs.lse.ac.uk/businessreview/2020/04/02/remote-working-here-to-stay/
https://scholarworks.gsu.edu/cgi/viewcontent.cgi?article=1018&context=bus_admin_diss


   
 

  82 
 

Wollard, K.K. and Shuck, B. (2011) Antecedents to employee engagement: A structured review 

of literature. Available at: https://journals.sagepub.com/doi/pdf/10.1177/1523422311431220 

(Accessed: 11 May 2025).  

Wong, S.I. and Nordengen Berntzen, M. (2019) Transformational leadership and leader–

member exchange in distributed teams: The roles of electronic dependence and team task 

interdependence. Available at: 

https://www.sciencedirect.com/science/article/pii/S0747563218305673 (Accessed: 16 May 

2025).  

Xanthopoulou, D., Bakker, A.B., Demerouti, E., and Schaufeli, W.B. (2009) Work 

engagement and financial returns: A diary study on the role of job and personal resources. 

Available at: https://doi.org/10.1348/096317908X285633 (Accessed: 21 April 2025).  

Yang, I. (2015) Positive effects of laissez-faire leadership: Conceptual exploration. Available at: 

https://www.emerald.com/jmd/article-abstract/34/10/1246/244695 (Accessed: 24 April 2025).  

Yucel, D. & Laß, I. (2024). Working from home and work–family conflict: The importance of 

role salience. Available at: https://link.springer.com/article/10.1007/s11205-024-03337-4 

(Accessed: 25 July 2025).  

Zaccaro, S.J. and Klimoski, R.J. (2001) The Nature of Organizational Leadership: 

Understanding the Performance Imperatives Confronting Today’s Leaders. Available at: 

https://books.google.com (Accessed: 23 April 2025)  

Zahoor K, Hameed I., Albert J., Qadeer F. (2024). Transformational Leadership and 

Organizational Change: A Conceptual Framework. Available at: 

https://ssrn.com/abstract=4802637 (Accessed: 23 April 2025).  

Zaika, S. and Shaforenko, S. (2024) Development of remote work as a new form of work 

organization. Available at: https://www.ebsco.com/products/research-databases (Accessed: 8 

May 2025).  

Zelma, E. (2024) Generations and remote work – Companies scope. Available at: 

https://www.ebsco.com/products/research-databases (Accessed: 8 May 2025).  

Zettna, N., Yam, C., Kunzelmann, A., Forner, V.W., Dey, S., Askovic, M., Johnson, A. and 

Nguyen, H. (2025) Crystal clear: How leaders and coworkers together shape role clarity and 

well-being for employees in social care. Available at: 

https://onlinelibrary.wiley.com/doi/10.1002/hrm.22245 (Accessed 22 Jul. 2025).  

Zhang, X. and Chi, J. (2025). Enhancing creative process engagement in university students: 

The mediating role of trust and empowerment and the moderating effect of proactive personality 

in humble teacher leadership. Available at: https://link.springer.com/article/10.1186/s40359-

025-02382-z (Accessed 1 June 2025).  

https://journals.sagepub.com/doi/pdf/10.1177/1523422311431220
https://www.sciencedirect.com/science/article/pii/S0747563218305673
https://doi.org/10.1348/096317908X285633
https://www.emerald.com/jmd/article-abstract/34/10/1246/244695
https://link.springer.com/article/10.1007/s11205-024-03337-4
https://books.google.com/
https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=6682754
https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=1926305
https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=1806121
https://ssrn.com/abstract=4802637
https://www.ebsco.com/products/research-databases
https://www.ebsco.com/products/research-databases
https://onlinelibrary.wiley.com/doi/10.1002/hrm.22245
https://link.springer.com/article/10.1186/s40359-025-02382-z
https://link.springer.com/article/10.1186/s40359-025-02382-z


   
 

  83 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



   
 

  84 
 

APPEXDIX A: INTERVIEW SCHEDULE FOR LEADERS 

 

 



   
 

  85 
 

 

 



   
 

  86 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPEXDIX B: INTERVIEW SCHEDULE FOR INDIVIDUAL 

CONTRIBUTORS 

 



   
 

  87 
 

 

 

 



   
 

  88 
 

 

 


	ABSTRACT
	DECLARATIONS
	ACKNOWLEDGMENTS
	1. INTRODUCTION
	1.1 BACKGROUND AND CONTEXT
	1.2 PROBLEM STATEMENT
	1.3 PURPOSE
	1.4 RESEARCH QUESTION
	1.5 ASUMPTIONS

	2. LITERATURE REVIEW
	2.1 VIRTUAL WORK
	2.1.1 DEFINITION
	2.1.2 VIRTUAL WORK EVOLUTION
	2.1.3 ADVANTAGES AND DISADVANTAGES OF VIRTUAL WORKING
	2.1.3.1 VIRTUAL WORK ADVANTAGES
	2.1.3.2 VIRTUAL WORK DISADVANTAGES

	2.2.1 DEFINITION
	2.2.2 OUTCOMES OF EMPLOYEE ENGAGEMENT
	2.2.3 DRIVERS OF EMPLOYEE ENGAGEMENT

	2.3 VIRTUAL LEADERSHIP
	2.3.1 LEADERSHIP DEFINITION
	2.3.2 LEADERSHIP STYLE
	2.3.3 THEORETICAL VIRTUAL LEADERSHIP MODELS
	2.3.3.3 LAISSEZ-FAIRE
	2.3.3.4 SERVANT LEADERSHIP
	2.3.3.5 ADAPTIVE LEADERSHIP
	2.3.3.5 AUTHENTIC LEADERSHIP

	2.3.4 CONCEPTUAL PROGRESSION

	2.4 EMERGING TRENDS: LEADERSHIP & ARTIFICIAL INTELLIGENCE (AI)
	2.5 SUMARY

	3. METHODOLOGY
	3.1 RESEARCH PHILOSOPHY
	3.2 RESEARCH APPROACH
	3.3 RESEARCH METHODS
	3.3.1 BASIS FOR USING QUALITATIVE RESEARCH IN THIS STUDY
	3.3.2 QUALITATIVE RESEARCH LIMITATIONS

	3.4 RESEARCH STRATEGY
	3.5 TIME HORIZON
	3.6 SAMPLE
	3.9 ETHICAL CONSIDERATIONS

	4. FINDINGS
	5. DISCUSSION OF FINDINGS
	5.1 EMERGENT THEMES
	5.1.1 HUMAN CENTER LEADERSHIP IN VIRTUAL ENVIRONMENTS
	5.1.2 VIRTUAL LEADERSHIP PRACTICE FOUNDATIONAL ELEMENTS
	5.1.3 LEADERSHIP ADAPTATION & TECHNOLOGY


	6. CONCLUSION
	7. BIBLIOGRAPHY
	APPEXDIX A: INTERVIEW SCHEDULE FOR LEADERS
	APPEXDIX B: INTERVIEW SCHEDULE FOR INDIVIDUAL CONTRIBUTORS

