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ABSTRACT 

 

IMPACT OF COMMUNICATION TECHNOLOGY 

ON LEADERSHIP SKILLS 

OF MANAGERS IN THE IT SECTOR 

 

 

 

RAMASWAMY PARAMESWARAN 

2025 

 

 

Dissertation Chair: <Chair’s Name> 

Co-Chair: <If applicable. Co-Chair’s Name> 

 

 

The digital transformation of organizations has reshaped leadership in fundamental ways, 

particularly in the IT sector where distributed teams, globalized operations, and rapid project 

cycles make reliance on communication technologies unavoidable. This study investigated how 

communication technologies shape leadership skills among IT managers, focusing on four widely 

used tools: email, instant messaging, video conferencing, and dashboards. 

The study pursued three objectives: (1) to examine the adoption patterns of these tools, (2) to 

evaluate their perceived impact on core leadership skills—communication effectiveness, decision-

making, motivation, trust-building, and adaptability—and (3) to statistically test the relationships 

between tool adoption and leadership effectiveness.  

The findings revealed that technologies exert differentiated impacts rather than universally 

enhancing leadership. Email supported accountability, instant messaging boosted motivation, 

video conferencing fostered trust and decision-making, and dashboards strengthened adaptability. 

These results confirm but also extend media richness and social presence theories by 

demonstrating that lean tools, such as dashboards, can still enable leadership when aligned with 

structural needs. 
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A second finding emphasized that Leaders who combined platforms strategically reported higher 

effectiveness and adaptability than those who relied too heavily on a single medium. This reframes 

leadership as a practice of communication system design, where success lies in balancing speed, 

inclusivity, and oversight across tools. 

The study also found that leadership outcomes are moderated by demographic and contextual 

factors such as age, gender, experience, and team size, extending situational leadership theory into 

digital contexts. Furthermore, the results highlighted relational paradoxes: technologies that 

enhanced speed and transparency also risked fatigue, depersonalization, and overload.  

These findings yield several contributions. Theoretically, the study refines media theories, extends 

situational leadership into digital domains, identifies paradoxical dynamics, and positions 

adaptability at the core of leadership theory. Practically, it provides actionable guidance for leaders, 

for organizations, and for policy makers. Methodologically, it demonstrates the value of linking 

specific tools to leadership skills, combining multiple forms of analysis, and foregrounding India’s 

IT sector as a globally significant research context. 

In conclusion, this thesis shows that communication technologies are not neutral backdrops but 

active forces that reshape leadership practice. Effective leadership in the IT industry requires the 

ability to orchestrate technologies, adapt to situational demands, and manage the paradoxes of 

digitally mediated work.  
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CHAPTER 1. INTRODUCTION  

The evolution of communication technologies has fundamentally reshaped organizational life, 

redefining the dynamics of leadership, management, and collaboration in both traditional and 

modern industries. From the invention of the telegraph in the nineteenth century to the proliferation 

of artificial intelligence–driven communication tools in the twenty-first, each technological wave 

has left a profound mark on how leaders convey vision, coordinate tasks, and maintain 

relationships with their teams (Castells, 2000; Leonardi, Huysman, Steinfield, 2013). In the context 

of the Information Technology (IT) sector—an industry characterized by fast-paced innovation, 

global distribution of labour, and reliance on knowledge-intensive work—the role of 

communication technology is particularly critical. IT managers not only use these tools to lead 

their teams but also influence how such tools are designed, implemented, and adopted globally. 

1.1 Introduction 

 

Historical Context of Communication and Leadership 

 

The relationship between leadership and communication has deep historical roots. In pre-industrial 

societies, leadership was inherently face-to-face, relying on personal charisma, direct instruction, 

and community-based authority (Bass, 1985). The introduction of written communication and the 

printing press gradually enabled leaders to extend their influence beyond immediate audiences, 

but leadership effectiveness still depended heavily on physical presence. The telegraph and 

telephone marked the first major technological disruptions to leadership communication by 

enabling leaders to transmit instructions and strategic decisions across distances in real time. 

The twentieth century brought new paradigms of leadership shaped by the rise of radio, television, 

and early computer networks. Charismatic political leaders such as Franklin D. Roosevelt used 

radio to cultivate trust and intimacy with citizens during crises, while corporate leaders began to 

rely on telephone conferences and telex systems for decision-making across continents (Northouse, 

2019). These developments highlight that leadership has always been intertwined with the 

prevailing modes of communication available at a given historical moment. 

The emergence of email in the 1980s revolutionized workplace communication by providing 

asynchronous, written, and archivable exchanges. For managers, email was not simply a faster 

memo but a platform that reshaped leadership tasks: it enabled delegation without physical 

presence, allowed monitoring of team activities, and created new expectations for immediacy in 

managerial responsiveness. However, critics quickly noted that email could also depersonalize 

communication, overload managers with information, and reduce opportunities for nuanced 

relationship-building (Markus, 1994). 

By the early 2000s, the rise of collaborative platforms such as Microsoft SharePoint and later Slack, 

Asana, and Microsoft Teams further shifted leadership practices. Leaders now had access to 

integrated environments for task coordination, file sharing, and real-time dialogue. These tools 

created flatter communication structures, often bypassing hierarchical gatekeepers, thereby 

empowering employees but also challenging traditional notions of managerial authority (Leonardi, 

Huysman, & Steinfield, 2013). (Maznevski, 2000) 
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The Contemporary IT Industry Context 

 

The IT sector provides a particularly rich context for studying the relationship between 

communication technologies and leadership. Unlike industries where communication tools are 

external enablers, in IT organizations they are both the subject and medium of work. IT firms often 

develop, maintain, or adapt these technologies, making their managers early adopters and role 

models for digital leadership practices (Leonardi, Huysman, Steinfield, 2013) 

 

The global nature of IT work compounds the centrality of communication technologies. Teams are 

frequently dispersed across multiple continents, operating in different time zones and cultural 

contexts (Maznevski & Chudoba, 2000). For managers, this necessitates reliance on video 

conferencing, instant messaging, and project management software to maintain cohesion, clarity, 

and productivity. Moreover, IT organizations are often structured around project-based work, 

where leadership effectiveness is judged not only by technical outcomes but also by the ability to 

sustain team collaboration and motivation over virtual channels (Avolio, Kahai, & Dodge, 2000). 

 

The COVID-19 pandemic further accelerated these dynamics, thrusting even reluctant 

organizations into remote and hybrid arrangements (Kniffin et al., 2021). For IT managers, digital 

leadership moved from being a supplemental skill to an existential requirement. Daily stand-up 

meetings occurred on Zoom rather than in office conference rooms; feedback was delivered 

through Slack or Microsoft Teams rather than face-to-face; and performance evaluations relied on 

digitally traceable interactions. This shift revealed both opportunities and tensions: while digital 

tools supported continuity and flexibility, they also exposed weaknesses in interpersonal trust, 

employee engagement, and leader empathy when mediated through screens. 

 

Communication Technology as a Leadership Enabler 

 

Communication technologies bring numerous advantages to leadership practice in IT 

organizations. First, they increase the speed and reach of communication, enabling managers to 

coordinate global teams and respond quickly to crises (Gibson, Gibbs, & Stanko, 2021). Real-time 

messaging and video conferencing reduce delays in decision-making, while cloud-based 

collaboration tools ensure that information is accessible to all stakeholders simultaneously. 

 

Second, these tools foster transparency and accountability. Project management platforms such as 

Jira and Trello allow managers to track tasks, deadlines, and progress in real time. This visibility 

not only enhances control but also empowers employees to self-manage, thereby supporting 

distributed leadership (Yukl, 2013). 

 

Third, digital communication facilitates inclusivity and diversity of participation. Remote 

communication reduces geographic barriers, allowing IT firms to assemble diverse teams across 

countries and cultures. Leaders who master these tools can create more participatory environments 

where employees feel heard, regardless of their location or time zone (Purvanova, 2014). 

 

  



13 

 

Communication Technology as a Leadership Challenge 

 

The adoption of communication technologies also presents serious challenges for leadership. 

Scholars note the problem of “digital fatigue”, where constant connectivity leads to exhaustion, 

reduced engagement, and burnout among managers and employees alike (Derks et al., 2015). 

Leaders must therefore balance availability with boundaries, ensuring that communication 

technologies do not erode work-life balance. 

 

Another challenge lies in maintaining emotional intelligence and interpersonal connection. Digital 

tools, particularly asynchronous ones like email, often strip communication of non-verbal cues, 

making it difficult for managers to convey empathy, build trust, or resolve conflicts effectively 

(Walther, 1996).  

 

Additionally, the rise of multi-channel communication creates risks of fragmentation. Managers 

often juggle email, Slack, video calls, and project dashboards simultaneously, which can lead to 

overload, missed information, or misaligned expectations (Leonardi et al., 2013). For leaders, the 

ability to integrate these channels coherently is now a critical skill. 

 

Rationale for the Study 

 

Given the IT sector’s role as both a developer and adopter of communication technologies, it serves 

as an ideal setting for examining these debates. Managers in IT organizations face unique pressures: 

they must lead technologically literate employees, navigate global cultural diversity, and balance 

the dual roles of technology implementers and users. This dissertation thus seeks to provide a 

nuanced account of how communication technologies reshape leadership skills in IT contexts. 

 

By situating the study within both historical trajectories and contemporary challenges, the 

introduction underscores the central research concern: understanding the double-edged nature of 

communication technology in leadership. The findings will not only inform academic theory but 

also provide practical guidance to IT organizations grappling with digital transformation. 
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1.2 Research Problem  

 

The integration of communication technologies into the daily operations of organizations has 

created a profound paradox for leaders: while these tools enhance efficiency, speed, and global 

reach, they simultaneously introduce new complexities, challenges, and unintended consequences 

that directly affect leadership skills. For managers in the Information Technology (IT) industry, 

this paradox is particularly pronounced. The IT sector not only relies on communication 

technologies to function but also plays a central role in developing and shaping these very tools. 

Thus, IT managers are not simply end-users of digital platforms; they are pioneers whose 

leadership practices often set benchmarks for other industries (Sarker, Xiao, & Beaulieu, 2013). 

 

The Shift in Leadership Expectations 

 

Traditional models of leadership were grounded in personal presence, interpersonal trust, and 

direct observation of employee behaviour (Bass, 1985; Yukl, 2013). Managers could rely on face-

to-face interactions to convey vision, provide feedback, and build relationships. However, in the 

digital era, leadership is increasingly mediated through tools such as Zoom, Microsoft Teams, 

Slack, Zoom, and Jira. This shift changes the very expectations placed upon leaders. Today’s IT 

managers are expected to: 

 

• Lead teams across multiple time zones without ever meeting them in person. 

• Build trust and maintain emotional intelligence in environments dominated by text 

messages, video calls, and chatbots. 

• Resolve conflicts and misunderstandings without the benefit of body language or other 

non-verbal cues. 

• Demonstrate constant availability through “always-on” digital platforms, often at the 

expense of their own well-being (Derks et al., 2015). 

 

The challenge lies not only in mastering these technologies but in doing so while preserving the 

human aspects of leadership that underpin motivation, loyalty, and team cohesion. 

 

Emerging Leadership Challenges in IT 

 

Several pressing issues illustrate the problem. 

 

1. Digital Fatigue and Burnout 

 

The “always-connected” culture enabled by communication technologies has blurred the 

boundaries between work and personal life. IT managers frequently report exhaustion from 

constant video meetings, excessive instant messaging notifications, and the expectation of 

immediate responsiveness (Bailenson, 2021). While such technologies improve 

coordination, they also erode leaders’ ability to sustain focus, creativity, and empathetic 

engagement with employees. 
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2. Loss of Interpersonal Depth 

 

Research shows that technology-mediated communication often (Venkatesh, 2003)escalate 

in digital environments, creating stress and lowering team morale. 

 

3. Overload and Fragmentation 

 

The sheer number of communication tools available—email, instant messaging, video 

conferencing, project dashboards—creates cognitive overload for managers (Leonardi, 

Huysman, & Steinfield, 2013). Leaders must constantly switch between platforms, 

increasing the risk of missed messages, inconsistent instructions, and reduced productivity. 

Instead of enabling clarity, technology can fragment attention and undermine decision-

making. 

 

4. Cross-Cultural Complexities 

 

Global IT teams are often culturally diverse. While digital platforms bridge geographic 

distances, they also magnify cultural differences in communication styles, decision-making, 

and expectations of leadership (Maznevski & Chudoba, 2000). Managers must navigate 

these complexities without the benefit of physical presence, often relying on limited cues 

to interpret employee reactions. 

 

5. Dependency and Skill Erosion 

 

Over-reliance on digital platforms may inadvertently erode leaders’ traditional 

interpersonal skills. For instance, younger managers who rely exclusively on text-based 

communication may struggle with public speaking, face-to-face negotiation, or conflict 

management in offline settings (Purvanova, 2014). This raises concerns about whether 

communication technology creates adaptive leaders or narrows the scope of leadership 

competencies. 

 

Gaps in the Literature 

 

While leadership and technology have been studied extensively, existing research typically isolates 

the two domains. Leadership studies emphasize interpersonal influence, motivation, and 

organizational behaviour, while technology studies focus on adoption, acceptance, and 

performance outcomes (Davis, 1989; Venkatesh et al., 2003). Few studies explicitly investigate 

how communication technologies reshape leadership skills in knowledge-intensive sectors like IT. 

 

Some scholars have examined “e-leadership” or “digital leadership” (Avolio, Kahai, & Dodge, 

2000; DasGupta, 2011), but much of this work remains conceptual, lacking empirical grounding 

in specific industries. Other studies have focused narrowly on virtual teams without exploring the 

broader implications for leadership development and organizational culture (Gilson et al., 2015).  

 

As a result, the field lacks a comprehensive framework for understanding how technology affects 

leadership competencies holistically, especially in fast-evolving IT contexts. 
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Moreover, the literature often emphasizes Western organizational settings, with limited attention 

to the experiences of managers in emerging economies such as India, which is home to some of 

the largest IT firms in the world. This geographical gap further limits our understanding of how 

global variations in culture, organizational practices, and technological infrastructure shape the 

leadership-technology nexus. 

 

Articulating the Research Problem 

 

Based on these observations, the research problem can be articulated as follows: 

 

There is a critical lack of understanding of how communication technologies influence leadership 

skills in the IT industry. While digital platforms offer efficiency and connectivity, they also present 

challenges such as reduced interpersonal depth, increased digital fatigue, cognitive overload, and 

erosion of traditional leadership competencies. Existing scholarship inadequately integrates 

leadership theory with technology adoption research, and there is a scarcity of empirical studies 

focused on IT managers in both developed and emerging economies. 

 

This problem is not merely academic. Without a deeper understanding of the leadership 

implications of communication technology, IT organizations risk developing managers who are 

technically proficient but ill-equipped to lead effectively in digitally mediated environments. Such 

a gap has significant consequences for organizational performance, employee well-being, and the 

long-term adaptability of the IT sector. 

 

The Need for Systematic Investigation 

 

Addressing this research problem requires a systematic investigation that: 

 

• Examines the specific communication technologies used by IT managers and the contexts 

of their application. 

• Explores how these tools influence core leadership skills such as decision-making, 

emotional intelligence, motivation, and conflict resolution. 

• Identifies both positive and negative effects, recognizing that technology is a double-edged 

sword. 

• Situates findings within theoretical frameworks such as transformational leadership, media 

richness theory, and the unified theory of technology acceptance. 

• Provides insights that are both academically rigorous and practically useful for 

organizations. 

 

By framing the research problem in this way, the dissertation positions itself at the intersection of 

theory and practice, responding to urgent organizational needs while contributing to scholarly 

debates on leadership and technology. 
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1.3 Purpose of Research  

 

The purpose of this dissertation is to investigate the extent to which communication technologies 

influence the leadership skills of managers in the Information Technology (IT) industry. The study 

aims to explore both the enabling and constraining effects of digital communication platforms on 

leadership competencies, with particular attention to decision-making, emotional intelligence, 

conflict resolution, motivation, and adaptability. By examining these dynamics, the research seeks 

to contribute to both academic scholarship and managerial practice. 

 

Dual Purpose: Theoretical and Practical 

 

At the theoretical level, the research aims to integrate leadership studies with communication and 

technology adoption frameworks.  

 

For example, transformational leadership emphasizes the importance of vision, charisma, and 

emotional connection. Yet, when interactions are mediated through screens, text messages, or 

project dashboards, the ability of leaders to convey charisma and foster deep emotional bonds is 

altered. By applying and extending these theories in digitally mediated environments, the 

dissertation contributes to the refinement of leadership scholarship in the digital era. 

 

At the practical level, the research seeks to provide actionable insights for IT managers and 

organizations. IT leaders are under constant pressure to demonstrate technical expertise while 

simultaneously excelling in people management. This dual expectation is complicated by the 

reliance on digital communication platforms, which can either support or undermine leadership 

effectiveness.  

 

The findings of this study will help managers understand how to use communication technologies 

strategically, when to rely on particular tools, and how to mitigate the challenges of digital fatigue, 

miscommunication, and relational distance. 
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Objectives of the Research 

 

The broad purpose of the study is broken down into the following objectives: 

 

1. To identify the communication technologies most widely adopted by IT managers and 

analyse their usage patterns in leadership contexts. This includes both synchronous tools 

(e.g., Zoom, Teams) and asynchronous tools (e.g., email, project dashboards). 

2. To assess the perceived impact of these technologies on key leadership skills. This involves 

understanding whether digital tools enhance or diminish leaders’ abilities in areas such as 

emotional intelligence, conflict resolution, decision-making, and motivation. 

3. To explore how IT managers adapt their leadership styles in digitally mediated 

environments. This includes examining whether leaders shift toward more democratic, 

participatory approaches, or whether digital platforms reinforce traditional hierarchical 

leadership styles. 

4. To identify the challenges IT managers, face in technology-mediated leadership. These 

may include digital fatigue, reduced trust, cross-cultural communication barriers, and the 

erosion of interpersonal skills. 

5. To generate practical recommendations for leadership development and organizational 

policies that can enhance digital leadership skills. These recommendations may address 

training, platform selection, workload management, and strategies for maintaining human 

connection in digital contexts. 

 

Why the IT Industry? 

 

The IT industry provides a particularly suitable context for this research for several reasons. First, 

IT firms are typically early adopters of communication (Gilson L. L., 2015) (Greenleaf, 1977) 

(Davis, 1989)technologies, making their managers prime candidates for studying the cutting edge 

of digital leadership (Sarker et al., 2013).  

 

Second, the global distribution of IT workforces makes digital communication an operational 

necessity, not a supplement. Third, IT managers frequently juggle both technical and leadership 

responsibilities, providing unique insights into how communication tools interact with complex 

managerial roles.  

 

Lastly, the IT industry is both a driver and a recipient of digital transformation, meaning the 

findings from this sector can inform practices in a wide range of other industries. 

 

Contribution to Stakeholders 

 

The study serves the interests of multiple stakeholders: 

 

• Academics will gain a deeper understanding of how leadership theories must be revised to 

account for digitally mediated environments. 

• Managers will benefit from evidence-based insights into best practices for digital 

leadership. 
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• Organizations will be able to design leadership development programs and communication 

policies that align with digital realities. 

• Policymakers and society will gain knowledge about how digital work trends affect 

leadership, trust, and employee well-being. 

 

Summative Purpose 

 

In summary, the purpose of this research is not only to document the relationship between 

communication technologies and leadership skills but also to interpret these findings through 

established theoretical frameworks and to translate them into practical guidance for the IT industry.  

 

By doing so, the study positions itself as a bridge between academic debates and real-world 

managerial challenges, providing a balanced perspective that reflects the complexities of 

leadership in the digital age. 

1.4 Significance of the Study  

 

The significance of this research lies in its potential to make meaningful contributions at multiple 

levels: academic scholarship, managerial practice, organizational development, and societal 

transformation. 

 

While leadership studies have a long tradition, and communication technology research is an 

established domain, the intersection of the two remains underexplored, especially in the context of 

the IT industry. By investigating how communication technologies influence leadership skills 

among IT managers, this dissertation offers insights that are theoretically novel, practically 

relevant, and globally timely. 

 

A. Academic Contribution: Advancing Leadership and Technology Research 

 

From an academic perspective, the study contributes to three intersecting fields: leadership theory, 

communication studies, and technology adoption research. 

 

1. Extending Leadership Theories into the Digital Era 

 

Classical leadership theories such as transformational leadership (Bass, 1985), situational 

leadership (Hersey & Blanchard, 1969), and servant leadership (Greenleaf, 1977) were developed 

in eras dominated by face-to-face communication. Their assumptions about trust-building, 

charisma, and interpersonal influence rely heavily on physical co-presence.  

 

By examining how IT managers apply leadership skills in digital environments, this study enriches 

existing theories with empirical data. It proposes that digital communication does not merely 

support leadership but actively reshapes the competencies required, forcing scholars to re-evaluate 

the foundations of leadership in the twenty-first century (Yukl, 2013). (Connaughton, 2014) (Hart, 

1998) 
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2. Bridging Communication and Leadership Studies 

 

Communication is often treated as a subset of leadership rather than a central variable. This 

dissertation re-centres communication as the core through which leadership is enacted (Fairhurst 

& Connaughton, 2014). In doing so, it aligns with the “communication constitutes leadership” 

perspective, which views leadership not as a trait or role but as a process that emerges through 

communicative interaction. By analysing digital platforms as sites of leadership practice, the study 

advances this perspective in a contemporary context. 

 

3. Integrating Technology Adoption Models 

 

Technology acceptance models such as TAM (Davis, 1989) and UTAUT (Venkatesh et al., 2003) 

have traditionally examined how individuals adopt and use technologies. However, these models 

rarely consider how adoption influences leadership competencies. This study integrates adoption 

models with leadership frameworks to analyse not just whether IT managers use communication 

tools, but how such use transforms their ability to lead effectively. 

Through these integrations, the dissertation contributes to building a more holistic theory of digital 

leadership. 

 

B. Managerial Significance: Equipping Leaders for the Digital Workplace 

 

At the managerial level, the study provides insights that are directly applicable to IT managers 

who navigate the challenges of digital communication daily. 

 

1. Enhancing Leadership Competencies 

 

Managers will benefit from understanding how different platforms affect specific leadership skills. 

For example: 

 

• Video conferencing may enhance clarity and inclusivity but increase digital fatigue. 

• Instant messaging may speed up coordination but undermine depth of conversation. 

• Project dashboards may enhance accountability but create risks of surveillance culture. 

 

By mapping these effects, the study equips managers with evidence-based strategies for choosing 

the right tool for the right leadership function. 

 

2. Developing Emotional Intelligence in Digital Contexts 

 

Leadership in digital environments requires new forms of emotional intelligence. Managers must 

learn to “read” tone from text messages, maintain empathy in virtual meetings, and foster trust 

without physical presence (Goleman, 1995). The study provides insights into how emotional 

intelligence manifests differently in digital contexts and how managers can cultivate it deliberately. 
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3. Balancing Availability and Boundaries 

 

The expectation of constant availability is a key stressor for IT managers (Derks et al., 2015). By 

identifying best practices for balancing connectivity with well-being, the study helps managers 

sustain long-term effectiveness without succumbing to burnout. 

 

4. Cross-Cultural Digital Leadership 

 

For managers leading global teams, the dissertation provides guidance on navigating cultural 

differences through digital platforms. For example, some cultures may expect formal 

communication via email, while others prefer informal instant messaging. Understanding these 

nuances is critical for maintaining harmony in multicultural teams. 

 

C. Organizational Relevance: Informing Policy and Strategy 

 

At the organizational level, the findings of this dissertation inform decisions about leadership 

development, technology adoption, and workplace culture. 

 

1. Designing Leadership Development Programs 

 

Organizations can use the insights to design training modules that go beyond generic leadership 

skills to include digital leadership competencies. These may cover effective use of collaboration 

platforms, strategies for building virtual trust, and methods for resolving digital conflicts. 

 

2. Selecting Communication Platforms Strategically 

 

Rather than adopting technologies reactively, organizations can evaluate platforms based on their 

alignment with leadership goals. For instance, a firm that values collaborative decision-making 

may prioritize platforms that support transparent dialogue, while a company emphasizing speed 

may adopt tools optimized for rapid communication. 

 

3. Building a Digital Workplace Culture 

 

Organizational culture is increasingly mediated through digital platforms. The study highlights 

how leadership practices can foster cultures of inclusivity, accountability, and innovation in virtual 

environments. Conversely, it warns against cultures of over-surveillance, information overload, or 

digital exclusion. 

 

4. Measuring Leadership Effectiveness in Digital Contexts 

 

Traditional performance metrics may not capture digital leadership effectiveness. Organizations 

can use insights from this research to develop new evaluation criteria, such as responsiveness, 

clarity of digital communication, or ability to maintain engagement in virtual settings. 
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D. Societal Significance: Responding to Global Transformations 

 

Beyond academia and organizations, the study also has societal relevance. 

 

1. The Future of Work 

 

The shift toward remote and hybrid work has become one of the most significant societal 

transformations of the twenty-first (Shelley Kirkpatrick, 1991)century (Kniffin et al., 2021). By 

examining IT managers—the frontline actors of this transformation—the study sheds light on the 

broader question of how leadership evolves in digital societies. 

 

2. Human Connection in Digital Environments 

 

Concerns about isolation, loss of community, and declining interpersonal skills are central to 

societal debates about digital work. The study addresses these issues by identifying leadership 

practices that preserve human connection and empathy in virtual environments. 

 

3. Equity and Accessibility 

 

Digital communication tools can democratize access to leadership, allowing individuals in remote 

or marginalized areas to participate in global organizations. By highlighting these dynamics, the 

study contributes to societal debates on digital equity. 

 

4. Preparing for Emerging Technologies 

 

The findings also have implications for the future, as new technologies such as artificial 

intelligence (AI), augmented reality (AR), and the metaverse become part of workplace 

communication. Understanding how current tools shape leadership will prepare organizations and 

societies for the next wave of digital transformation. 

 

E. Summative Significance 

 

In sum, the study’s significance lies in its multi-level contributions: 

 

• Academically, it extends leadership theories and integrates them with technology research. 

• Managerially, it equips IT leaders with practical strategies for navigating digital 

environments. 

• Organizationally, it informs leadership development, platform selection, and workplace 

culture. 

• Societally, it addresses the broader implications of digital leadership for the future of work, 

human connection, and equity. 

 

By making these contributions, the dissertation positions itself as both timely and impactful, 

offering insights that are essential for scholars, practitioners, organizations, and society at large in 

an era where communication technology is inseparable from leadership practice. 
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1.5 Research Purpose and Questions 

 

Building on the research problem, purpose, and significance outlined in earlier sections, this 

dissertation frames its inquiry around a set of guiding research questions. These questions not only 

provide structure for the empirical investigation but also ensure theoretical coherence and practical 

relevance. By focusing on the lived experiences of IT managers, the study aims to bridge the gap 

between abstract leadership theories and the realities of digitally mediated organizational life. 

 

Central Purpose of the Research Questions 

 

The central purpose of the research questions is to identify and explain how communication 

technologies reshape the leadership skills of managers in the IT sector. Rather than treating 

technologies as neutral tools, the study views them as active mediators of leadership practice. Each 

research question addresses a different dimension of this mediation, from its effect on leadership 

competencies to its implications for decision-making and organizational productivity. 

 

Research Question 1: How has the integration of communication technology (e.g., email, video 

conferencing, instant messaging) impacted the leadership skills of managers in the IT industry? 

 

This foundational question establishes the overall scope of the investigation. It is grounded in the 

recognition that leadership is a socially constructed process that unfolds through communication 

(Fairhurst & Connaughton, 2014).  

 

By asking this question, the study seeks to document both the positive and negative effects of 

digital platforms on leadership skills. For instance, video conferencing may enhance global 

connectivity but reduce the depth of interpersonal relationships. Instant messaging may increase 

speed but encourage superficial interactions. Addressing this question therefore provides a 

comprehensive overview of the digital leadership landscape in the IT sector. 

 

Research Question 2: To what extent do communication technologies enhance managerial 

competencies such as emotional intelligence, conflict resolution, and team collaboration in the IT 

industry? 

 

This question narrows the focus to specific leadership competencies. Emotional intelligence, long 

considered a cornerstone of effective leadership (Goleman, 1995), is particularly challenging to 

cultivate in digital contexts where non-verbal cues are limited. Conflict resolution also becomes 

more complex when misinterpretations arise from textual communication or when disagreements 

must be mediated via video calls. 

 

The rationale for this question lies in the need to determine whether communication technologies 

enhance or erode these competencies. Do digital platforms provide new ways for managers to 

demonstrate empathy, or do they diminish the subtle relational dynamics of leadership? Do they 

make collaboration easier by enabling inclusivity, or harder by fragmenting attention across 

multiple channels? The answers will clarify how traditional leadership skills translate into digital 

environments. 
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Research Question 3: How do managers in the IT industry adapt their leadership styles in response 

to the increased use of communication technology? 

 

This question emphasizes the adaptive capacity of leaders. Leadership is not static; it evolves in 

response to contextual demands (Hersey & Blanchard, 1969). With the proliferation of digital 

communication platforms, managers must continually modify their approaches to fit new realities. 

 

For instance, some managers may adopt more participatory and democratic styles when using 

collaborative platforms, while others may rely on directive leadership to maintain clarity in 

fragmented communication environments. By exploring these adaptations, the study contributes 

to debates about whether technology democratizes leadership or reinforces hierarchy. The findings 

will also shed light on the skills and mindsets that enable successful adaptation. 

 

Research Question 4: What challenges do IT managers face in maintaining effective leadership 

when relying on communication technology to manage remote or geographically dispersed teams? 

 

This question addresses the constraints of digital leadership. While remote and hybrid work 

arrangements have become increasingly common, they also bring new leadership challenges: 

digital fatigue, miscommunication, cultural misunderstandings, and erosion of trust (Derks et al., 

2015; Maznevski & Chudoba, 2000). 

 

By asking this question, the study recognizes that communication technologies are not a panacea. 

Instead, they introduce new problems that require innovative leadership strategies. Documenting 

these challenges will help identify gaps in managerial training, organizational policies, and 

technology design. This question thus ensures that the study presents a balanced view of both 

opportunities and limitations. 

 

Research Question 5: How do communication technologies influence decision-making processes 

and productivity among managers in the IT industry? 

 

In digital environments, the process of decision-making is transformed by the availability of 

information, the speed of communication, and the modes of collaboration. For example, project 

dashboards may increase transparency, but they may also encourage micromanagement or 

overwhelm managers with data. Instant messaging may speed up decisions but reduce deliberative 

quality. 

 

This question therefore focuses on the intersection of communication technology and managerial 

performance outcomes. By exploring how digital platforms influence decision-making and 

productivity, the study links leadership practice to organizational effectiveness. This not only 

deepens theoretical understanding but also provides tangible recommendations for IT firms 

seeking to optimize leadership performance in digital contexts. 
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Interconnectedness of the Research Questions 

Although each research question addresses a distinct aspect of digital leadership, they are closely 

interconnected. Together, they map the full spectrum of how communication technologies affect 

IT managers: 

 

• RQ1 provides the broad picture of overall impact. 

• RQ2 zooms in on specific competencies. 

• RQ3 explores adaptive leadership styles. 

• RQ4 identifies challenges and barriers. 

• RQ5 links leadership to decision-making and productivity outcomes. 

 

This interconnected framework ensures that the research generates findings that are both 

comprehensive and nuanced. 

 

Expected Contribution of the Research Questions 

 

By systematically addressing these questions, the study will: 

 

1. Provide empirical evidence on how digital platforms reshape leadership practice. 

2. Refine leadership theories by extending them into digitally mediated contexts. 

3. Offer practical recommendations for IT managers and organizations. 

4. Contribute to societal debates on the future of work and digital transformation. 

 

Thus, the research questions serve as both a roadmap for the study and a foundation for its 

anticipated contributions. 
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CHAPTER 2 – LITERATURE REVIEW 

 

2.1 Introduction to the Literature Review 

 

A literature review is a cornerstone of doctoral research because it serves as the bridge between 

existing scholarship and the new knowledge a study seeks to generate. It provides a comprehensive 

synthesis of prior research, critically evaluates prevailing debates, and highlights gaps that justify 

further investigation (Hart, 1998; Ridley, 2012).  

 

In the context of this study, the review is particularly significant because the focal phenomenon—

digital leadership and communication in the IT sector—sits at the intersection of three extensive 

but often disconnected fields: leadership theory, organizational communication, and technological 

transformation. 

 

The information technology (IT) sector provides a unique organizational context. Unlike 

manufacturing or service industries where physical presence, local markets, and routine operations 

dominate, IT firms are global in scope, knowledge-intensive in nature, and heavily reliant on 

digital technologies for everyday operations (Cascio & Shurygailo, 2003). Teams are increasingly 

virtual, distributed across geographies, and coordinated through technological platforms rather 

than face-to-face contact (Purvanova, 2014).  

 

This context significantly reshapes leadership dynamics. Leaders in IT organizations must not only 

manage projects but also build trust without physical proximity, foster collaboration across time 

zones, and sustain employee motivation amid rapid technological change (Avolio et al., 2014). 

 

Existing literature provides valuable insights but tends to treat these areas in isolation. Leadership 

research has produced an extensive array of theories, but most were conceptualised in face-to-face, 

often Western, contexts (Northouse, 2021). Organizational communication studies have explored 

the impact of technologies, but they often focus narrowly on adoption or efficiency rather than 

leadership implications (Dennis et al., 2008).  

 

Digital transformation literature, meanwhile, frequently addresses technology strategy without 

adequately considering the human and relational dimensions of leadership (Kane et al., 2015). By 

integrating these strands, this review aims to create a holistic foundation for studying IT leadership 

in digitally mediated contexts. 

 

The chapter is organized into six major sections.  

 

• Section 2.2 reviews leadership theories, tracing their evolution from classical trait and 

behavioural perspectives to contingency, transactional/transformational models, and more 

recent frameworks such as servant, authentic, distributed, and e-leadership.  

 

• Section 2.3 explores the historical and theoretical development of communication 

technologies in organizations, with attention to Media Richness Theory (Daft & Lengel, 
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1986), Social Presence Theory (Short et al., 1976), and adoption frameworks such as TAM 

(Davis, 1989) and UTAUT (Venkatesh et al., 2003).  

 

• Section 2.4 discusses contemporary digital leadership frameworks. This section also 

includes case studies from firms such as Infosys, TCS, Microsoft, and Google, which 

illustrate applied practices.  

 

• Section 2.5 identifies gaps in existing literature, including the underrepresentation of IT 

managers in emerging economies and the lack of sustained engagement with ethical 

dilemmas such as surveillance and digital fatigue. Finally,  

 

• Section 2.6 summarizes the chapter, positioning this research within broader scholarly 

conversations. 

 

• Through this review, the study highlights how leadership remains fundamentally a 

communicative process but is increasingly mediated by technology. It demonstrates that 

effective digital leadership requires more than technological proficiency: it demands 

adaptability, ethical responsibility, and the ability to create meaning in dispersed, high-

pressure environments. 

 

2.2 Leadership Theories and Communication 

 

2.2.1 Classical Leadership Theories 

 

Introduction 

 

Classical leadership theories represent the foundation of modern leadership studies. Emerging 

primarily during the first half of the 20th century, these approaches sought to explain leadership 

effectiveness through identifiable qualities, behaviours, and situational fits. While their 

assumptions were often simplistic, they provided the intellectual scaffolding upon which 

contemporary models were built.  

 

This section reviews four major strands of classical leadership theory—trait theories, behavioural 

theories, contingency/situational approaches, and transactional/ transformational leadership—

highlighting their contributions, limitations, and continuing relevance for leadership in the IT 

sector. 
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Trait Theories 

 

Trait theories, also referred to as the “Great Man” theories, assumed that leadership effectiveness 

is rooted in personal attributes such as intelligence, charisma, and decisiveness (Kirkpatrick & 

Locke, 1991). Early research often focused on identifying a universal set of traits that distinguished 

leaders from non-leaders. For instance, studies emphasized characteristics such as self-confidence, 

physical stamina, and cognitive ability. 

 

While trait theories were criticized for their deterministic and elitist assumptions the digital era has 

reintroduced interest in leader traits. For IT leaders, relevant traits include digital literacy, 

adaptability, emotional intelligence, and resilience.  

 

Leaders who can quickly learn new tools, remain calm during technological crises, and empathize 

with employees experiencing digital fatigue are more likely to be effective in virtual settings. For 

example, during the COVID-19 pandemic, Infosys managers demonstrated adaptability by rapidly 

transitioning thousands of employees to remote work while ensuring business continuity. 

 

A major critique of trait theories is their neglect of context. Traits may contribute to leadership 

potential but do not guarantee effectiveness in every situation. In IT organizations, where 

leadership is mediated by technology, traits interact with situational factors such as platform 

reliability, cultural diversity, and task complexity. Thus, while classical trait theories alone cannot 

explain leadership, they remain useful for identifying baseline competencies. 

 

Behavioural Theories 

 

By the mid-20th century, dissatisfaction with trait theories led scholars to focus on observable 

leader behaviours. The Ohio State studies identified two dimensions: initiating structure (task-

oriented behaviours) and consideration (relationship-oriented behaviours) (Fleishman, 1953).  

 

In IT contexts, task-oriented leadership manifests through digital project management practices. 

Leaders employ tools such as Jira, Trello, or Asana to clarify roles, monitor progress, and ensure 

accountability. Relationship-oriented leadership, meanwhile, involves intentional efforts to 

maintain trust and cohesion in dispersed teams. For instance, TCS managers have created virtual 

“coffee rooms” and peer-recognition platforms to strengthen relationships in remote settings. 

 

Behavioural theories contributed practical categories for training and assessment, but critics argue 

they oversimplify leadership by implying universal effectiveness of certain behaviours (Yukl, 

2013). In IT organizations, the digital medium itself shapes how behaviours are perceived. For 

example, frequent digital monitoring may be intended as task orientation but perceived by 

employees as surveillance.  

 

Conversely, digital recognition messages may feel less personal than face-to-face praise. Hence, 

behavioural models remain relevant but require adaptation to digitally mediated environments. 

 

  



29 

 

Contingency and Situational Theories 

To address the limitations of universalistic models, contingency approaches emphasized the fit 

between leader style and situational demands.  

 

Fiedler’s Contingency Model (1967) proposed that leader effectiveness depends on the match 

between a leader’s orientation (task vs relationship) and situational favourableness (defined by 

leader-member relations, task structure, and position power).  

 

Situational Leadership Theory (Hersey & Blanchard, 1969) suggested leaders should adapt their 

style—directing, coaching, supporting, or delegating—depending on follower readiness. Path-

Goal Theory (House, 1971) further emphasized leaders clarifying paths to goals and providing 

necessary support. 

 

These frameworks have strong resonance in digital leadership. In IT organizations, situational 

variables include employees’ digital competence, cross-cultural backgrounds, and the reliability 

of technological infrastructure.  

 

Critics note that contingency models often assume static contexts, whereas IT environments are 

characterized by rapid change and technological turbulence (Graeff, 1997). Moreover, applying 

these models digitally requires leaders to assess not only human readiness but also technological 

readiness. Thus, contingency approaches highlight the importance of adaptability but must be 

extended to account for technological mediation 

 

Transactional and Transformational Leadership 

 

Burns (1978) distinguished transactional leadership, based on structured exchanges of rewards and 

punishments, from transformational leadership, which inspires followers through vision, 

intellectual stimulation, and individualized consideration.  

 

In IT contexts, transactional leadership is operationalized through performance dashboards, key 

performance indicators (KPIs), and automated feedback mechanisms. For instance, Microsoft’s 

engineering teams use real-time analytics dashboards to monitor productivity and reward progress. 

Transformational leadership, however, is evident in the vision-oriented communication of leaders 

like Satya Nadella, who regularly employs digital town halls, blogs, and videos (Nadella, 2017). 

 

Research suggests that digital leaders must adopt a hybrid approach—leveraging transactional 

clarity to maintain accountability while deploying transformational communication to foster 

innovation (Breevaart et al., 2014). This hybrid model reflects the complexity of IT leadership, 

where leaders must balance efficiency with creativity in fast-changing technological environments. 
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Critiques of Classical Leadership Theories 

 

Despite their contributions, classical theories have been criticized on several grounds: 

 

• Trait theories neglect context and overemphasize innate qualities. 

 

• Behavioural theories oversimplify complex interactions and fail to consider technology as 

a mediator. 

 

• Contingency models assume stable environments and often neglect cultural diversity in 

global IT organizations. 

 

• Transactional/transformational theories risk presenting leadership as a dichotomy, whereas 

in practice leaders often combine elements of both. 

 

Nonetheless, these theories remain useful building blocks. Their enduring relevance lies in 

providing categories and concepts that can be adapted to digital contexts. For IT managers, the 

challenge is not whether trait, behaviour, or situation matters most, but how these elements interact 

in environments mediated by technology. 

 

Synthesis 

 

Classical leadership theories underscore that leadership is not a singular construct but an interplay 

of personal qualities, behaviours, and situational demands. While developed in pre-digital contexts, 

their core insights remain applicable when reinterpreted for IT leadership. Traits such as 

adaptability, behaviours such as relationship-building, and situational awareness of technological 

readiness all continue to shape effectiveness. 

 

Most importantly, these theories collectively highlight the centrality of communication. Whether 

framed as trait charisma, behaviourally supportive leadership, situational adaptability, or 

transformational vision, leadership fundamentally involves influencing others through 

communication. In IT organizations, communication is mediated by digital platforms, altering how 

traits, behaviours, and styles are enacted.  

 

This recontextualization sets the stage for examining modern theories and digital leadership 

frameworks, which explicitly address the challenges of technology-mediated environments. 
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2.2.2 Modern Leadership Theories 

Introduction 

 

Building on the foundations of classical theories, modern leadership approaches emerged to 

address new organizational realities such as globalization, knowledge work, ethical concerns, and 

the growing complexity of teams. These theories move away from static or hierarchical models, 

instead emphasizing values, authenticity, collaboration, and digital mediation.  

 

This section reviews four prominent modern approaches—servant leadership, authentic leadership, 

distributed/shared leadership, and e-leadership—and examines their relevance to IT organizations 

in the digital age 

 

Servant Leadership 

 

Servant leadership, introduced by Greenleaf (1970), is premised on the idea that leaders should 

prioritize serving followers, empowering them, and addressing their well-being. Rather than 

viewing leadership as control or authority, servant leaders adopt humility, stewardship, and 

empathy (Eva et al., 2019). 

 

In digital contexts, servant leadership has become increasingly important as employees face 

challenges of “always-on” work cultures, blurred work–life boundaries, and digital fatigue. 

Leaders who demonstrate servant-like qualities help mitigate stress and promote sustainable 

engagement.  

 

Servant leadership is also evident in startup cultures, where founders often prioritize creating 

collaborative environments that empower engineers and designers to innovate without rigid 

oversight.  

 

In IT organizations where employee burnout and attrition are high, its emphasis on well-being and 

empowerment is particularly relevant. 
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Authentic Leadership 

 

Authentic leadership emphasizes self-awareness, relational transparency, and consistency between 

values and actions (Avolio & Gardner, 2005). Leaders are considered authentic when they align 

words with deeds, build trust through openness, and remain guided by internalized moral standards. 

 

In digital contexts, authenticity is tested in unique ways. Online communication can be more easily 

misinterpreted, and the absence of face-to-face cues requires leaders to deliberately project 

transparency.  

 

For example, Satya Nadella’s communication style—regular digital town halls, candid employee 

emails, and emphasis on empathy—has reshaped Microsoft’s culture, moving it from 

competitiveness to collaboration.  

 

By sharing his personal experiences, including challenges of raising a child with disabilities, 

Nadella built trust and modelled vulnerability in a digital-first context (Nadella, 2017). 

 

Authentic leadership has also been embraced in Indian IT firms. TCS managers have increasingly 

sought to create open communication channels through digital platforms, encouraging employees 

to share concerns anonymously. 

 

However, critics highlight potential challenges. Authenticity may clash with organizational 

politics, cultural expectations, or strategic demands (Ford & Harding, 2011). In IT organizations, 

for instance, complete transparency may create risks if sensitive information is shared prematurely. 

Nonetheless, the value of authentic leadership lies in fostering credibility and trust in digital 

environments where employees may otherwise feel disconnected. 

 

Distributed and Shared Leadership 

 

Distributed or shared leadership shifts attention from individual leaders to collective processes 

(Spillane, 2006). It emphasizes that leadership is enacted across networks of actors who share 

responsibilities and decision-making authority. This perspective has gained traction in 

organizations adopting agile, flat, or project-based structures, which are increasingly common in 

IT sectors. 

 

Digital platforms naturally enable distributed leadership. Tools such as GitHub, Slack, and Jira 

create transparency, allowing decision-making to be based on expertise rather than hierarchy. For 

example, open-source software projects embody distributed leadership: developers from across the 

globe collaborate, contribute, and make decisions without central authority.  

 

Within large IT firms such as TCS, the adoption of agile methodologies reflects distributed 

leadership, where scrum masters, product owners, and developers share responsibilities depending 

on task needs. 
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Infosys has similarly emphasized distributed leadership by encouraging cross-functional digital 

squads that combine designers, engineers, and business analysts to solve client problems 

collaboratively. Leadership in these squads shifts dynamically depending on the expertise required. 

 

In digital settings, additional risks include communication overload and decision paralysis when 

too many voices compete. Effective distributed leadership therefore requires balance: digital 

platforms must be used to empower without overwhelming. 

 

E-Leadership 

 

The concept of e-leadership, first defined by Avolio, Kahai and Dodge (2000), explicitly addresses 

leadership that is mediated by information and communication technologies (ICTs). E-leadership 

involves both task-oriented and socio-emotional processes conducted through digital platforms 

 

In IT organizations, e-leadership is not optional but essential. Managers regularly coordinate 

distributed teams across continents, relying on platforms such as Microsoft Teams, Zoom, and 

Slack. They must articulate vision through digital town halls, resolve conflicts through virtual 

mediation, and maintain cohesion without physical presence. 

 

At Microsoft, e-leadership practices were evident, in the widespread use of Yammer and Teams 

to enable dialogue between leadership and employees. Nadella’s emphasis on empathy and digital 

communication skills highlighted how e-leadership is not merely about using technology but about 

leading through technology. 

 

Critics of e-leadership argue that it risks overemphasizing technology at the expense of human 

relationships. Moreover, digital leadership effectiveness often depends on employees’ digital 

competence, Nevertheless, e-leadership represents a crucial evolution of leadership theory, directly 

addressing the realities of IT and digitally transformed organizations. 

 

Comparative Insights and Relevance to IT 

 

Modern leadership theories collectively highlight new dimensions of leadership in digitally 

intensive organizations: 

 

• Servant leadership emphasizes well-being in “always-on” cultures. 

 

• Authentic leadership foregrounds trust and consistency in technology-mediated 

communication. 

 

• Distributed leadership aligns with agile, project-based structures of IT organizations. 

 

• E-leadership directly addresses the mediation of leadership processes through ICTs. 

 

These models are not mutually exclusive; rather, IT managers often draw on multiple approaches 

depending on the situation. For instance, a manager at Infosys may adopt servant leadership by 
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prioritizing wellness, demonstrate authenticity by communicating openly, foster distributed 

leadership in agile teams, and practice e-leadership in global coordination. 

 

Critiques 

 

While modern theories address many limitations of classical models, they face critiques: 

 

• Servant and authentic leadership are sometimes criticized as normative ideals with limited 

empirical validation. 

• Distributed leadership risks diffusion of responsibility and requires cultural readiness. 

• E-leadership often assumes universal digital competence and overlooks inequalities in 

access or skills. 

These critiques underscore the need for integrated frameworks that combine insights from multiple 

perspectives while adapting them to specific contexts such as IT organizations in emerging 

economies. 

 

Synthesis 

 

Modern leadership theories extend classical approaches by emphasizing values, collaboration, and 

digital mediation. They resonate strongly with the realities of IT leadership, where technological 

complexity, distributed teams, and employee well-being create unique challenges. Together, they 

suggest that effective IT leadership is multidimensional: leaders must serve, act authentically, 

share authority, and skilfully use technology to connect and inspire. 

 

2.2.3 Critiques of Leadership Theories 

 

Introduction 

 

While leadership theories provide valuable insights, they also attract sustained critique. Much of 

the criticism stems from the fact that these theories were developed in specific historical, cultural, 

and technological contexts, which may limit their generalizability to today’s digital organizations.  

 

Scholars have questioned their conceptual clarity, empirical robustness, and applicability to non-

Western, technology-driven environments. This section synthesizes key critiques across both 

classical and modern perspectives, with a particular focus on their limitations in the IT sector. 

 

Conclusion 

 

While leadership theories provide valuable frameworks, their limitations become evident in 

digitally intensive environments. Most are either too narrow, overly idealistic, or insufficiently 

adapted to the realities of technology-driven work. This critique underscores the need for updated 

frameworks that integrate insights from classical and modern theories while explicitly addressing 

the challenges of digital leadership in IT organizations. 
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2.2.4 Synthesis: Communication as the Core of Leadership 

 

Introduction 

 

Despite their differences, a common thread across leadership theories is the central role of 

communication. Whether framed as trait charisma, task structuring, situational adaptability, or 

authentic transparency, leadership effectiveness depends fundamentally on the ability to convey 

meaning, build trust, and coordinate collective action. This section synthesizes the preceding 

discussion, arguing that communication is the unifying mechanism of leadership and takes on new 

significance in IT organizations where it is mediated by technology. 

 

Communication in Classical Theories 

 

• Trait Theory: Traits such as charisma or emotional intelligence influence leaders’ 

communicative impact. In IT, adaptability and digital fluency are essentially 

communication traits—enabling leaders to navigate technological platforms effectively. 

 

• Behavioural Theory: Task- and relationship-oriented behaviours are both communicative, 

whether through clarifying instructions or offering support. In IT, digital tools like Jira or 

Slack become the medium through which these behaviours are enacted. 

 

• Contingency Models: Situational leadership is essentially about adapting communication 

styles to follower readiness. For instance, TCS managers alter communication from 

directive to supportive depending on digital competence. 

 

• Transactional/Transformational Leadership: Both depend on communication—

transactional through feedback and rewards, transformational through vision-casting and 

inspirational messaging. 

Communication in Modern Theories 

 

• Servant Leadership: Operationalized through empathetic communication, such as digital 

wellness messages or supportive check-ins. 

• Authentic Leadership: Relies on transparent and consistent communication across digital 

platforms. 

• Distributed Leadership: Requires intensive communication among team members to 

coordinate shared responsibilities. 

• E-Leadership: Explicitly defined by the use of ICTs as communication channels for 

leadership functions. 
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2.2.5 Cross-Cultural Perspectives on Leadership in IT 

 

Leadership theories often emerged in Western contexts, but IT organizations operate globally, 

requiring leaders to adapt across cultures. Hofstede’s (1980) cultural dimensions and the GLOBE 

study (House et al., 2004) show that cultural values shape how leadership behaviours are perceived. 

 

• Power Distance: In India, moderate-to-high power distance means directive leadership is 

often expected, while in the US or Europe, participative leadership is valued. Infosys and 

TCS leaders must therefore adapt communication when managing Western clients—

emphasizing openness and equality while maintaining authority in Indian operations. 

 

• Collectivism vs. Individualism: Indian IT firms value team cohesion, aligning with servant 

and distributed leadership. In contrast, US-based startups emphasize individual initiative, 

aligning with authentic and transformational leadership. 

 

• Uncertainty Avoidance: In high-uncertainty cultures (e.g., Japan), leaders emphasize 

structured communication, while in low-uncertainty cultures (e.g., US startups), flexibility 

and informal communication are embraced. 

 

Implication: IT leaders must be culturally intelligent, tailoring communication style to client and 

team expectations. For example, Accenture developed a Global Leadership Development Program 

to train managers in cross-cultural communication, emphasizing empathy, adaptability, and virtual 

collaboration. 
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2.2.7 Comparative Literature Table 

 

Theory Communication Role Strengths Weaknesses IT Case Application 

Trait 

Leaders’ charisma and 

digital fluency shape 

influence 

Simple, 

intuitive 

Deterministic, 

culture-biased 

Digital fluency 

valued in Infosys 

Behavioural 

Communication as 

task/relationship 

behaviours 

Action-

focused 
Context-blind 

Agile teams at TCS 

balance both 

Contingency 
Adapts communication 

to situation 
Flexible 

Static 

assumptions 

Leaders adapt style 

in hybrid work 

Transactional 
Communication through 

rewards/feedback 

Clear 

structure 
Limited vision 

TCS uses 

dashboards for 

delivery 

Transformationa

l 

Inspires via vision and 

storytelling 
Motivational 

Risk of over-

romanticization 

Microsoft/Nadella 

culture shift 

Servant 

Empathetic 

communication, well-

being focus 

Morally 

compelling 
Hard to sustain 

Infosys digital 

wellness initiatives 

Authentic 
Transparent, consistent 

communication 
Builds trust 

Risk of 

manipulation 

Nadella’s open 

digital town halls 

Distributed 

Collective, tech-

mediated 

communication 

Empowering 
Blurred 

accountability 

Agile squads at 

Infosys 

E-Leadership 
All communication 

mediated by ICTs 

Highly 

relevant 
Tech-centric bias 

TCS SBWS digital 

leadership 

Source: Author’s synthesis based on Bass (1985), Yukl (2013), Avolio, Kahai, and Dodge (2000), 

Greenleaf (1977), Hersey and Blanchard (1969), Fiedler (1967), House (1971), and Burns 

(1978). 

 

2.2.8 Critical Synthesis 

 

Integrating classical, modern, and cross-cultural insights shows that leadership in IT is best 

understood as a multidimensional communication process. Effective leaders blend traits (digital 

fluency), behaviours (clear/empathetic communication), adaptability (contingency, cultural 

intelligence), and modern approaches (authenticity, servant, e-leadership). Extended case studies 

(Wipro, Accenture) illustrate that IT leaders are increasingly trained in hybrid communication, 

cross-cultural agility, and digital mediation—competencies largely absent from classical theories. 
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The IT Sector Context 

 

In IT organizations, communication takes on added complexity due to: 

 

• Mediation by Technology: Platforms filter richness and social cues, requiring careful 

selection of channels (Daft & Lengel, 1986). 

 

• Global Distribution: Cross-cultural teams necessitate culturally sensitive communication 

(Gudykunst, 2003). 

 

• Pace of Change: Leaders must communicate rapidly and adaptively in high-pressure, 

technologically turbulent environments. 

 

• Employee Well-being: Communication also serves as a buffer against digital fatigue and 

disconnection. 

 

Infosys’s pandemic response illustrates this synthesis: leaders communicated task clarity through 

digital dashboards (transactional), vision through town halls (transformational), care through 

wellness initiatives (servant), and authenticity through transparent updates (authentic). 

 

Toward an Integrated View 

 

The synthesis suggests leadership theories should not be viewed as mutually exclusive, but as 

complementary lenses united by communication. For IT leaders, effectiveness requires: 

 

1. Clarity (transactional, contingency, behavioural). 

2. Vision (transformational, authentic). 

3. Empathy (servant, authentic). 

4. Collaboration (distributed, e-leadership). 

5. Adaptability (contingency, trait). 

 

By weaving together these dimensions, IT managers can address both technical and human 

challenges in digital contexts. 

 

Conclusion 

 

Communication emerges as the central mechanism of leadership across theoretical traditions. 

While theories differ in emphasis, they all converge on the notion that leaders succeed by shaping 

meaning and relationships through communicative acts. In digitally mediated IT organizations, 

this communicative core is both amplified and complicated, demanding new competencies in 

channel selection, digital fluency, and cultural sensitivity. This synthesis sets the stage for Section 

2.3, which explores communication technologies themselves and their organizational implications. 
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2.2.9 Critical Debates: Are Classical Theories Still Relevant in the Digital Era? 

 

While transformational, servant, and authentic leadership theories dominate recent IT research, 

scholars debate whether classical theories remain useful. 

 

• Trait and Behavioural Theories are sometimes dismissed as outdated, yet in IT firms, traits 

like digital literacy, adaptability, and global mindset remain crucial. For example, HCL 

Technologies identifies digital fluency as a baseline trait in its leadership competency 

model. 

• Transactional Leadership is often criticized for being mechanistic, yet in IT project 

delivery—where timelines, SLAs, and performance metrics dominate—transactional 

communication is still central (e.g., TCS uses structured reporting dashboards as a 

transactional communication tool). 

• Transformational and Servant Leadership are widely praised but risk being romanticized 

in IT contexts where leaders must also handle compliance, cybersecurity, and client audits. 

• E-Leadership and Distributed Leadership frameworks are promising but sometimes 

criticized for being too tech-centric, underestimating the enduring importance of face-to-

face trust-building in client negotiations. 

Thus, a synthesis is needed: classical theories explain structure and control, while modern theories 

explain culture and innovation. Together, they offer a hybrid leadership lens that is particularly 

suited to IT organizations. 

 

2.2.10 Case Studies 

 

HCL Technologies: Ideapreneurship and Servant Leadership 

 

HCL’s “Ideapreneurship” initiative reflects servant and distributed leadership. Leaders encourage 

employees at all levels to propose innovations, shifting communication from top-down control to  

bottom-up empowerment. This aligns with servant leadership’s focus on enabling others and 

distributed leadership’s emphasis on shared authority. Communication occurs via digital forums 

where employees post ideas that leaders publicly acknowledge. 

 

Cognizant: Balancing Transactional and Transformational Leadership 

 

Cognizant illustrates the dual role of leadership theories in practice. Client-facing teams rely 

heavily on transactional communication (project updates, metrics, compliance reports) while 

internal leadership emphasizes transformational communication (storytelling about digital future, 

inspiring cultural renewal). Leaders adapt styles depending on whether the communication is 

externally focused (client-driven) or internally focused (employee-driven). 
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2.2.11 Literature Matrix: Leadership Theories and Communication 

 

Leadership 

Theory 
Role of Communication Digital Relevance IT Examples 

Trait Theory 

Communication shaped by 

leader’s inherent traits (e.g., 

charisma, fluency) 

Still relevant: digital 

literacy as a “trait” 

HCL identifies digital 

fluency as key 

Behavioural 

Theory 

Leaders’ task vs. relationship 

communication behaviours 

Relevant for hybrid 

work (balancing 

efficiency vs empathy) 

Agile teams at Infosys 

Contingency 

Theory 

Communication effectiveness 

depends on situational fit 

Highly relevant for 

global, hybrid IT teams 

Cognizant adapts style 

for client’s vs staff 

Transactional 

Leadership 

Communication through 

structured feedback, metrics, 

rewards 

Still vital in delivery-

heavy IT contexts 

TCS reporting 

dashboards 

Transformational 

Leadership 

Inspirational vision, 

storytelling, emotional appeal 

Central to digital 

transformation projects 

Microsoft under 

Nadella 

Servant 

Leadership 

Empathetic, supportive, trust-

building communication 

Important for digital 

wellness & inclusion 

Infosys wellness 

initiatives, HCL 

Ideapreneurship 

Authentic 

Leadership 

Transparent, consistent 

communication aligned with 

values 

Critical for 

hybrid/remote trust 

Nadella’s open Teams 

town halls 

Distributed 

Leadership 

Communication shared 

through networks, platforms, 

peer dialogue 

Highly relevant in agile 

squads, open source 

Infosys scrum teams, 

Wipro cloud squads 

E-Leadership 
ICT-mediated communica-

tion as the leadership channel 

Essential for 

remote/hybrid IT 

TCS Accenture SBWS 

virtual leadership  

Source: Author’s compilation based on Yukl (2013), Avolio and Kahai (2000), Greenleaf (1977), 

Venkatesh, Morris, Davis, and Davis (2003), Davis (1989), Fairhurst and Connaughton (2014), 

Bass (1985), and Avolio and Gardner (2005). 

 

2.2.12 Synthesis 

 

This expansion shows that leadership theories should not be viewed as mutually exclusive. In IT 

organizations, effective leadership communication involves: 

 

• Transactional clarity for structured delivery. 

• Transformational storytelling for cultural renewal. 

• Servant empathy for employee well-being. 

• Distributed participation for innovation. 

• Authenticity and ethics for trust in hybrid, tech-mediated contexts. 
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By integrating classical, modern, and digital-era frameworks, IT leaders create a hybrid leadership 

model that balances control, inspiration, empathy, and technology mediation.  

 

2.3 Communication Technology in Organizations 

 

Introduction 

 

Communication technologies have always been central to organizational life. From the telegraph 

and telephone to email, intranets, and AI-driven platforms, each innovation has reshaped how 

information flows, decisions are made, and leadership is enacted. In IT organizations, where global 

distribution, knowledge intensity, and technological dynamism prevail, communication 

technologies are not supplementary—they are the very infrastructure of coordination and 

leadership (Cascio & Shurygailo, 2003). 

 

This section reviews the historical evolution of organizational communication technologies, key 

theoretical frameworks, and examines their application in IT sector case studies. It also addresses 

critical debates about over-reliance on digital tools, inequalities in adoption, and the implications 

for leadership and employee well-being. 

 

2.3.1 Historical Evolution of Communication Technologies 

 

Early Organizational Communication 

 

The telegraph (mid-19th century) and telephone (late-19th century) marked the first revolutions in 

organizational communication, collapsing geographic barriers and enabling coordination across 

distances (Standage, 1998). Early corporations such as railways relied on telegraph systems to 

coordinate logistics, laying foundations for modern distributed organizations. 

 

By the mid-20th century, the telephone became ubiquitous in organizations, enabling richer 

interpersonal communication and facilitating managerial oversight. The introduction of fax 

machines in the 1960s and 70s further expanded document sharing. These early technologies set 

the stage for later developments by illustrating how speed and accessibility of communication 

shape organizational effectiveness. 

 

The Email and Intranet Era 

 

The late 20th century saw the rise of email and intranets, transforming organizational 

communication by enabling asynchronous, written exchanges and centralized information 

repositories (Sproull & Kiesler, 1991). Email quickly became the dominant mode of workplace 

communication, praised for speed but criticized for volume overload. Intranets provided internal 

knowledge-sharing platforms, although their effectiveness often depended on organizational 

culture. 

 

In IT companies such as Infosys and TCS, the adoption of email and intranets during the 1990s 

supported rapid global expansion, allowing offshore teams to coordinate with international clients.  
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These platforms also facilitated documentation and knowledge management—crucial in project-

based IT delivery. 

 

The Social and Mobile Revolution 

 

The 2000s ushered in social media-inspired enterprise platforms (e.g., Yammer, Slack, Microsoft 

Teams) and mobile technologies, fostering more interactive, real-time, and collaborative 

communication. Unlike email, these tools emphasized transparency and group interaction, aligning 

with agile and collaborative organizational cultures. 

 

Microsoft’s shift to Teams and Yammer exemplifies this trend. Under Satya Nadella’s leadership, 

Teams became a hub for not just task coordination but also organizational culture, enabling 

bottom-up dialogue and cross-functional collaboration. Startups similarly embraced Slack as both 

a productivity and culture-building tool, using channels to promote transparency and shared 

ownership. 

 

AI and Analytics Era 

 

Today, AI-powered communication platforms analyse sentiment, automate routine 

communication, and personalize interactions (Kolbjørnsrud et al., 2016). Chatbots handle 

customer service, while predictive analytics anticipate employee engagement issues. Google’s 

workplace tools incorporate AI to suggest writing styles, schedule meetings, and summarize 

content. IT organizations increasingly integrate these tools for efficiency, though ethical concerns 

about surveillance and data privacy persist. 

 

2.3.2 Theoretical Frameworks on Communication Technology 

 

Media Richness Theory (MRT) 

 

Daft and Lengel (1986) proposed that communication media differ in “richness”—the ability to 

convey cues, provide feedback, and establish shared understanding. Face-to-face is richest, while 

lean media (emails, memos) are less so. 

 

In IT contexts, leaders must select media strategically. For urgent, ambiguous tasks, video 

conferencing or instant messaging may be preferable; for routine updates, email suffices. TCS 

managers, for instance, use Teams video calls for brainstorming but rely on dashboards for 

progress updates. MRT highlights that poor media choice can exacerbate misunderstandings, 

particularly in global, multicultural teams. 

 

Social Presence Theory (SPT) 

 

Short, Williams, and Christie (1976) (John Short, 1976) argued that media differ in perceived 

“presence,” or the extent to which they convey warmth and sociability. Video conferencing offers 

higher social presence than text-based tools. In IT organizations, leaders cultivate presence by 

turning on cameras in meetings, using emojis in chat to convey affect, or holding informal “virtual 

coffees” to counteract depersonalization. 
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Infosys leaders used virtual cultural events during the pandemic to enhance social presence, 

recognizing that purely task-based communication undermines morale. 

Technology Acceptance Model (TAM) and UTAUT 

 

Davis’s (1989) TAM and Venkatesh et al.’s (2003) UTAUT explain adoption based on perceived 

usefulness, ease of use, and social influence. These models are particularly relevant for IT firms, 

which continually introduce new tools. Adoption is not automatic, employees may resist platforms 

they perceive as complex or unnecessary. 

 

Microsoft’s successful integration of Teams relied on clear communication of benefits 

(collaboration, integration with Office suite) and leadership modelling adoption. Conversely, 

startups sometimes face resistance to formal platforms, as employees prefer informal chat apps 

like WhatsApp. Leadership plays a key role in shaping perceptions and encouraging adoption. 

 

Computer-Mediated Communication (CMC) Theories 

 

CMC research highlights how digital communication differs from face-to-face: reduced social cues, 

increased potential for misinterpretation, and asynchronous advantages (Walther, 2011). Walther’s 

Hyperpersonal Model suggests online communication can even enhance intimacy, as individuals 

carefully manage impressions. For IT leaders, this means digital communication can be powerful 

but requires deliberate strategies to avoid miscommunication. 

 

2.3.3 Case Studies in IT Organizations 

 

Infosys: Remote Transition 

 

When the COVID-19 pandemic forced remote work, Infosys shifted over 200,000 employees 

online in weeks. Leaders relied on a mix of platforms: secure VPNs, project dashboards, Teams, 

and Zoom. Task clarity was achieved through dashboards (lean media), while social presence was 

maintained via town halls and cultural events (rich media). This hybrid strategy reflects MRT in 

action—matching media richness to task complexity. 

 

TCS: Secure Borderless Workspaces (SBWS) 

 

TCS pioneered the SBWS model, enabling employees to work securely from any location. 

Communication technologies were central, including encrypted video conferencing, knowledge-

sharing platforms, and AI-driven monitoring. Leadership emphasized transparency and client 

assurance, demonstrating how e-leadership relies on building trust through digital channels. 

 

Microsoft: Teams as Culture Infrastructure 

 

Microsoft’s adoption of Teams under Nadella illustrates how communication tools can become 

cultural infrastructure. Beyond productivity, Teams enabled bottom-up dialogue, breaking down 

silos, and aligning with Nadella’s vision of empathy and collaboration. This shows how technology 

adoption is intertwined with leadership vision and authenticity. 
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Google and Startups: Slack and Openness 

 

Startups often use Slack not just for tasks but to flatten hierarchies, promote transparency, and 

foster distributed leadership. Google’s use of internal communication tools also reflects a culture 

of openness, with forums allowing employees to question leadership decisions directly. These 

practices highlight how digital platforms enable distributed and authentic leadership. 

 

2.3.4 Critical Debates 

 

1. Digital Overload and Fatigue 

Always-on communication risks burnout. Leaders must balance connectivity with 

boundaries (Mazmanian et al., 2013) (Mazmanian, 2013). Infosys addressed this with 

digital wellness policies encouraging downtime. 

2. Inequalities in Adoption 

Not all employees have equal digital literacy or access. Global IT firms must invest in 

training and avoid excluding older or less tech-savvy employees. 

3. Surveillance and Trust 

AI-driven monitoring tools raise ethical concerns. Employees may perceive constant 

tracking as intrusive, undermining trust. Leaders must balance accountability with respect 

for privacy. 

4. Blurring Work–Life Boundaries 

Mobile tools create expectations of 24/7 availability. Servant leadership approaches, 

emphasizing care, are critical to mitigate these risks. 

2.3.5 Conclusion 

 

Communication technologies have transformed organizations, enabling distributed, global, and 

agile work. Theories such as MRT, SPT, TAM, and CMC help explain their impact, but IT sector 

case studies show that successful adoption depends on leadership. Leaders must not only select 

the right medium but also manage adoption, foster presence, and guard against overload.  

 

Ultimately, communication technologies are not neutral tools—they are embedded in leadership 

practices that shape employee experience, trust, and organizational culture. 
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2.3.6 Artificial Intelligence and Automation in Communication 

 

The newest wave of communication technologies in organizations is being driven by artificial 

intelligence (AI) and automation tools. These include AI chatbots, virtual assistants, sentiment 

analysis platforms, and predictive analytics systems that monitor employee communication 

patterns (Kolbjørnsrud et al., 2016). 

 

• Internal Communication: Chatbots like “AskHR” at Infosys automate responses to 

common employee queries, freeing leaders to focus on strategic communication. 

 

• Project Management: AI-driven tools analyse collaboration data from platforms like 

Microsoft Teams or Slack to identify bottlenecks and suggest process improvements. 

 

• Sentiment Analysis: Accenture employs AI systems that scan employee survey responses 

and collaboration data to detect morale dips, alerting leaders to intervene early. 

 
Implication: Leaders increasingly rely on data-driven insights to guide communication strategies, 

but this also raises privacy and trust concerns. 

 

2.3.7 Hybrid Work and Communication Challenges 

 

Post-pandemic, most IT organizations have adopted hybrid work models, combining office and 

remote work. While flexible, this model introduces new communication challenges: 

 

• Inequities in Participation: Remote workers may feel excluded when leaders prioritize in-

office interactions. Infosys addressed this by mandating that all meetings be “digital-first,” 

even if some participants are in the office. 

 

• Asynchronous vs. Synchronous Tension: Employees struggle with balancing real-time 

meetings and asynchronous tools (e.g., Slack threads, project dashboards). Leaders must 

define clear norms for when each is appropriate. 

 

• Blurring Boundaries: Hybrid work risks creating “digital presenteeism,” where employees 

feel obliged to remain online at all hours. Servant leadership approaches, such as Wipro’s 

“Right to Disconnect” guidelines, help restore balance. 

 

2.3.8 Ethics, Privacy, and Surveillance 

 

The rise of digital platforms has created new ethical dilemmas. Many IT organizations use 

monitoring tools (“bossware”) to track keystrokes, screen time, or activity logs. While justified as 

productivity assurance, these practices risk undermining trust. 

 

• Surveillance and Autonomy: TCS initially experimented with productivity-monitoring 

tools during SBWS but scaled back after employee backlash. 
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• Data Privacy: Infosys leaders had to clarify data governance rules when adopting sentiment 

analysis tools to reassure employees about anonymity. 

 

• Well-being Risks: Over-monitoring contributes to stress and digital burnout, contradicting 

servant and authentic leadership principles. 

Ethical digital leadership requires balancing efficiency with employee dignity, embedding 

transparency in how communication data is used. 

 

2.3.9 Timeline of Communication Technologies in Organizations 

 

Era Key Technology Organizational Impact IT Case Example 

19th 

Century 
Telegraph, Telephone 

Collapse of distance, faster 

decision-making 

Railways, early 

industrial firms 

Mid-20th 

Century 
Fax, Telephone Expansion 

Real-time document & voice 

exchange 
Early IBM offices 

1970s–

1990s 
Email, Intranets 

Asynchronous communication, 

global coordination 

Infosys/TCS global 

expansion 

2000s 

Enterprise Social 

Networks (Yammer, 

Slack) 

Collaboration, transparency, 

cultural dialogue 

Microsoft Teams 

adoption 

2010s Mobile + Cloud Platforms 
Always-on connectivity, 

distributed teams 

Google Workspace in 

startups 

2020s 
AI, Analytics, Hybrid 

Platforms 

Automated communication, 

predictive insights 

Infosys AI chatbots, 

TCS SBWS 

Source: Adapted from Standage (1998), Sproull and Kiesler (1991), Leonardi, Huysman, and 

Steinfield (2013), Kolbjørnsrud, Amico, and Thomas (2016), and Short, Williams, and Christie 

(1976). 

 

2.3.10 Extended Synthesis 

 

This extended review highlights that communication technologies are not just tools but shapers of 

organizational life. Leaders must: 

 

1. Select appropriate media (Media Richness). 

2. Cultivate social presence in hybrid contexts. 

3. Manage ethical dilemmas around surveillance and privacy. 

4. Leverage AI responsibly while preserving human connection. 
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The IT sector demonstrates that leadership in the digital age requires technological competence, 

ethical responsibility, and cultural sensitivity. 

 

2.3.11 Metaverse and Immersive Communication 

 

A new frontier in organizational communication is the rise of the metaverse and immersive 

technologies such as virtual reality (VR) and augmented reality (AR). These technologies create 

digital spaces where leaders and employees interact in lifelike environments without being co-

located. 

 

Leadership Applications: 

 

• Virtual Offices: Accenture created a “Nth Floor,” a virtual campus in the metaverse where 

employees and leaders interact using avatars. Leaders host town halls, onboarding sessions, 

and brainstorming meetings in immersive spaces. 

 

• Training and Learning: Infosys used AR/VR simulations to train leaders in negotiation and 

conflict resolution, allowing them to practice communication scenarios in realistic but safe 

environments. 

 

• Cultural Engagement: Metaverse platforms enable global IT teams to experience cultural 

immersion events (festivals, product launches) virtually, strengthening belonging in 

dispersed workforces. 

 
Implication: Metaverse communication creates richer social presence than video calls but raises 

questions about accessibility, cost, and inclusivity, as not all employees may have access to VR 

devices. 

 

2.3.12 Digital Inequality in IT Communication 

 

Despite advances, digital inequality persists within IT organizations. While companies assume 

high digital literacy among employees, gaps emerge along several lines: 

 

• Generational Divides: Younger employees adapt more easily to Slack, AI tools, and 

metaverse platforms, while senior managers may rely on email or phone communication. 

This can create communication silos unless leaders actively bridge generational 

preferences. 

 

• Gender Inequality: Studies show women in IT often face challenges in being heard in 

digital forums, where communication norms are sometimes male dominated (e.g., assertive 

styles on Slack threads). Authentic and servant leadership approaches can help ensure 

inclusive participation. 
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• Global Inequality: Offshore delivery centres (e.g., Tier-2 cities in India) may face 

bandwidth or infrastructure issues, making hybrid and immersive tools less accessible 

compared to global headquarters. Cognizant addressed this by investing in digital 

infrastructure in regional offices and ensuring equitable access to collaboration platforms. 

 
Leadership Role: Ethical digital leadership requires leaders to recognize these inequalities and 

design communication practices that are inclusive, flexible, and equitable. 

 

2.3.13 Commentary on the Communication Timeline 

 

The earlier timeline (telegraph → AI) highlights the evolution of communication, but additional 

commentary reveals three overarching trends: 

 

1. Acceleration of Communication Cycles: 

 

• Telegraphs and telephones reduced delays from days to minutes. 

 

• Email and intranets further compressed cycles to seconds. 

 

• Today, AI and predictive analytics anticipate communication needs before they arise. 

 

• Leaders must adapt to shorter decision-making windows, requiring clarity and agility. 

 

2. Shift from Hierarchical to Networked Communication: 

 

• Early communication tools (telephone, fax) reinforced top-down structures. 

 

• Digital platforms (Slack, Teams, Yammer) decentralize communication, empowering 

employees at all levels. 

 

• Open-source platforms (GitHub) illustrate how distributed leadership emerges in practice. 

 

• IT leaders now act as facilitators of dialogue rather than sole originators of communication. 

 

3. From Information Sharing to Data-Driven Insights: 

 

• Traditional tools transmitted information without interpretation. 

 

• AI-driven tools (e.g., sentiment analysis, collaboration analytics) generate insights about 

morale, productivity, and engagement. 
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• Leaders must balance reliance on data-driven communication with maintaining the human 

touch. 

 

2.3.14 Synthesis 

 

The integration of AI, hybrid models, metaverse platforms, and awareness of digital inequality 

indicates that communication technology is no longer just about efficiency, but also about equity, 

inclusion, and cultural cohesion. 

 

For IT organizations: 

 

• Hybrid models require explicit norms to ensure fairness. 

 

• Metaverse tools create new opportunities for engagement but may exclude some. 

 

• Digital inequalities require ethical leadership interventions to ensure all voices are heard. 

 

• Data-driven insights should complement—not replace—empathetic communication. 

 

2.4 Digital Leadership Frameworks 

 

Introduction 

 

The rapid digitalization of organizational life has necessitated the development of new frameworks 

for understanding leadership. Traditional models, while valuable, do not fully capture the 

complexity of environments where communication, collaboration, and decision-making are 

mediated almost entirely by technology (Avolio et al., 2014) (Avolio B. J., 2001). Digital 

leadership frameworks attempt to explain how leaders mobilize digital tools, cultivate innovation, 

and guide organizations through constant technological transformation. 

 

This section reviews the key frameworks proposed in recent literature, analysing their application 

to IT organizations. It explores  

 

1. E-leadership,  

2. Adaptive leadership,  

3. Digital transformation leadership,  

4. Distributed digital leadership and  

5. Technology acceptance frameworks, before synthesizing insights into a comparative 

perspective. 
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2.4.1 E-Leadership Frameworks 

 

E-leadership, defined as leadership mediated by information and communication technologies 

(ICTs), is one of the most prominent frameworks (Avolio, Kahai & Dodge, 2000). It emphasizes 

that the leader–follower relationship, social influence, and organizational outcomes are shaped by 

technology-mediated interaction. 

 

Key Dimensions of E-Leadership 

 

1. Task-oriented processes: Planning, monitoring, and coordination conducted via digital 

tools. 

 

2. Socio-emotional processes: Building trust, empathy, and culture in virtual spaces. 

 

3. Technology integration: Competence in selecting, using, and adapting digital platforms. 

 

Application in IT Organizations 

 

• Infosys: Leaders used e-leadership to coordinate global teams during the COVID-19 shift 

to remote work, blending transactional monitoring through dashboards with 

transformational communication in digital town halls. 

 

• TCS: Its Secure Borderless Workspaces (SBWS) model illustrates e-leadership, where 

leaders balance client trust, data security, and employee engagement through ICTs. 

 

• Microsoft: Nadella’s emphasis on empathy in Teams/Yammer communication highlights 

the socio-emotional dimension of e-leadership. 

 

Critiques 

 

E-leadership is sometimes critiqued for being too broad and technology-centric, neglecting deeper 

cultural and ethical dynamics (Cortellazzo et al., 2019). Furthermore, it risks assuming that 

leadership is merely transposed into digital platforms rather than transformed by them. 

 

2.4.2 Adaptive Leadership 

 

Heifetz’s (1994) adaptive leadership theory has been extended into the digital context. Adaptive 

leadership emphasizes helping organizations respond to complex, rapidly changing environments 

by mobilizing people to experiment, learn, and adjust. 

 

Core Principles 

 

• Diagnose the system: Identify adaptive challenges (e.g., digital disruption, cybersecurity 

threats). 
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• Regulate distress: Maintain resilience during change. 

 

• Empower others: Distribute leadership and build problem-solving capacity. 

 

IT Application 

 

• Microsoft: Under Nadella, adaptive leadership was evident as he shifted culture from 

“know-it-all” to “learn-it-all,” encouraging experimentation and growth mindset in digital 

innovation. 

 

• Infosys: Adopted adaptive leadership in reskilling programs, training employees in AI and 

cloud to remain competitive. 

 

• Startups: Adaptive leadership is inherent in agile methods, where pivoting strategies and 

rapid iterations are the norm. 

 

Critiques 

 

Adaptive leadership may be too process-oriented and vague in operationalization. In IT contexts, 

it sometimes underplays the importance of technical expertise in addressing challenges. 

 

2.4.3 Digital Transformation Leadership 

 

Digital transformation leadership (DTL) frameworks emphasize guiding organizations through 

large-scale, technology-driven change (Westerman et al., 2014) (Westerman, 2014). Leaders must 

align strategy, culture, and digital tools to achieve transformation. 

 

Key Elements 

 

1. Visioning: Articulating a compelling digital vision. 

2. Culture-shaping: Encouraging innovation and agility. 

3. Capability-building: Reskilling workforce for digital tools. 

4. Governance: Managing risks, ethics, and accountability. 

Case Studies 

 

• TCS: Leaders framed SBWS not just as a pandemic response but as a permanent digital-

first operating model. 

 

• Infosys: Leadership emphasized a shift towards AI-first services, building capacity through 

reskilling 250,000 employees. 
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• Google: Embeds transformation leadership in moonshot projects, cultivating a culture that 

embraces risk and breakthrough innovation. 

 

Critiques 

 

DTL frameworks often present transformation as leader-driven, underestimating resistance from 

middle managers or employees. They also risk focusing on technology at the expense of social 

systems. 

 

2.4.4 Distributed Digital Leadership 

 

Distributed leadership, when applied digitally, emphasizes collaboration through technology 

platforms where authority is dispersed and based on expertise rather than hierarchy (Spillane, 

2006). 

 

Examples 

 

• Agile Teams: Within Infosys, scrum masters and developers share leadership 

responsibilities dynamically. 

 

• Open Source Projects: Leadership emerges collectively through digital collaboration tools 

like GitHub. 

 

• Startups: Slack channels democratize voice, allowing even junior employees to shape 

decisions. 

 

Strengths 

 

Promotes innovation, empowerment, and agility—qualities essential in IT projects. 

 

Challenges 

 

• Risk of blurred accountability. 

 

• Requires high digital literacy and trust. 

 

• May clash with hierarchical structures in large firms. 

 

2.4.5 Technology Acceptance and Digital Leadership 

 

Frameworks such as TAM (Davis, 1989) and UTAUT (Venkatesh et al., 2003) are often used to 

explain technology adoption but can also inform digital leadership. Leaders play a central role in 

shaping perceptions of usefulness, ease of use, and social norms. 
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Case Examples 

 

• Microsoft: Nadella personally modelled Teams adoption, framing it as integral to culture. 

 

• TCS: Leaders reinforced SBWS by communicating benefits and providing training. 

 

• Infosys: Leadership shaped digital tool acceptance by embedding them into workflows and 

incentivizing use. 

2.4.6 Comparative Insights 

 

The following table summarizes the frameworks: 

 

Framework Core Focus IT Application Strengths Critiques 

E-Leadership 
Leadership 

mediated by ICTs 

Infosys town 

halls, TCS 

SBWS 

Highlights 

digital mediation 

Overly broad, tech-

centric 

Adaptive 

Leadership 

Mobilizing 

learning under 

change 

Microsoft 

growth mindset 

Emphasizes 

agility 

Vague 

operationalization 

DTL 
Guiding digital 

transformation 

Infosys 

reskilling, 

Google 

moonshots 

Vision + culture 

shaping 
Overly leader-driven 

Distributed 

Digital 

Leadership 

Shared, tech-

enabled leadership 

Agile teams, 

open source 

Promotes 

empowerment 

Risk of accountability 

loss 

TAM/UTAUT 
Technology 

adoption drivers 

Microsoft Teams 

adoption 

Explains 

adoption 

Narrow scope, not 

holistic leadership 

Source: Author’s synthesis from Daft and Lengel (1986), Short, Williams, and Christie (1976), 

Avolio, Kahai, and Dodge (2000), Walther (2011), and Leonardi (2013). 

 

2.4.7 Synthesis and Implications 

 

Across frameworks, several insights emerge for IT organizations: 

 

1. Communication as Mediator: Leadership effectiveness depends on digital communication 

clarity, empathy, and presence. 

 

2. Balance of Centralization and Distribution: Leaders must combine vision-setting (DTL) 

with distributed execution (agile, open source). 
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3. Cultural Sensitivity: Authenticity and servant leadership remain essential for building trust 

in tech-mediated environments. 

 

4. Continuous Learning: Adaptive frameworks highlight that digital leadership is not static 

but evolving with technology. 

 

Conclusion 

 

Digital leadership frameworks extend classical and modern theories into contexts where ICTs 

dominate organizational life. Each framework contributes unique insights—whether focusing on 

mediation (e-leadership), agility (adaptive), vision (DTL), collaboration (distributed), or adoption 

(TAM/UTAUT). For IT firms like Infosys, TCS, Microsoft, and Google, success lies in 

synthesizing these perspectives, creating leadership practices that are visionary yet collaborative, 

tech-savvy yet human-centred. 

 

2.4.8 Ethical Digital Leadership 

 

The rise of AI, analytics, and digital monitoring tools has intensified calls for ethical digital 

leadership. Unlike traditional models, this framework emphasizes leaders’ responsibility to ensure 

technology use aligns with values of transparency, inclusivity, fairness, and human dignity (Stahl, 

2021). 

 

Core Principles 

 

1. Transparency – Leaders must openly communicate how data is collected and used. 

2. Fairness – Avoid bias in algorithmic decision-making (e.g., AI recruitment tools). 

3. Well-being – Prevent over-monitoring that contributes to digital stress. 

4. Inclusivity – Ensure technologies are accessible across age, gender, ability, and culture. 

5. Sustainability – Promote responsible use of digital resources. 

 

Case Examples 

 

• Accenture: Launched a Responsible AI initiative to train leaders on mitigating algorithmic 

bias and embedding fairness in AI-driven HR and customer analytics. 

 

• Wipro: Created a Digital Ethics Board to review employee-monitoring tools and ensure 

alignment with servant leadership values. 

 

• Capgemini: Developed global policies ensuring inclusivity in digital transformation, such 

as designing platforms accessible to employees with disabilities. 
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Ethical digital leadership extends beyond efficiency, requiring leaders to balance technological 

opportunities with social and moral responsibilities. 

 

2.4.9 Comparative Framework Table 

 

Framework Core Focus 
Key 

Dimensions 
IT Examples Strengths Critiques 

E-Leadership 
Leadership 

via ICTs 

Task 

coordination, 

socio-

emotional 

presence 

Infosys 

digital town 

halls 

Directly relevant 

to digital work 

Tech-centric, 

broad 

Adaptive 

Leadership 

Leading 

through 

uncertainty 

Diagnose, 

regulate 

distress, 

empower 

Microsoft 

“growth 

mindset” 

Agility, 

resilience 

Hard to 

measure, vague 

DTL (Digital 

Transformation 

Leadership) 

Driving 

large-scale 

change 

Vision, culture, 

capability, 

governance 

TCS SBWS, 

Google 

moonshots 

Comprehensive, 

strategic 

Overly leader-

driven 

Distributed 

Digital 

Leadership 

Shared 

leadership 

via tech 

Collaboration, 

autonomy, 

expertise-

driven 

Infosys agile 

squads, open 

source 

Empowering, 

innovative 

Accountability 

diffused 

TAM/UTAUT 
Technology 

adoption 

Usefulness, 

ease, norms, 

trust 

Microsoft 

Teams 

adoption 

Explains 

adoption 

dynamics 

Narrow, tool-

centric 

Ethical Digital 

Leadership 

Responsible 

use of tech 

Transparency, 

fairness, 

inclusivity, 

sustainability 

Accenture 

Responsible 

AI, Wipro 

Ethics Board 

Addresses 

ethics, trust 

Emerging, 

under-

researched 

Source: Adapted from Venkatesh, Morris, Davis, and Davis (2003); Davis (1989); Kane, 

Palmer, Phillips, Kiron, and Buckley (2015); Daft and Lengel (1986); and Short, Williams, and 

Christie (1976). 

 

2.4.10 Synthesis 

 

Adding ethical digital leadership to existing models highlights a critical blind spot in prior 

frameworks: the moral dimension of technology use. While e-leadership and DTL focus on 

effectiveness, ethical leadership emphasizes legitimacy, trust, and responsibility. Case studies 

from Accenture, Wipro, and Capgemini show how IT leaders are moving beyond adoption to 

actively managing risks of bias, surveillance, and exclusion. 

 

This synthesis suggests digital leadership in IT must balance: 
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1. Efficiency (coordination, adoption, transformation) 

2. Agility (adaptation, distributed authority) 

3. Ethics (well-being, inclusivity, privacy) 

 

2.4.11 Sustainability and Green IT Leadership 

 

A recent dimension of digital leadership is its intersection with sustainability. As IT firms scale 

their digital infrastructure—data centres, cloud systems, AI platforms—the environmental impact 

of energy use and e-waste becomes significant (George et al., 2021). 

 

Sustainable Digital Leadership emphasizes: 

 

1. Eco-conscious Communication – Leaders integrate sustainability goals into digital 

strategies, articulating a vision that balances growth with responsibility. 

2. Green IT Practices – Using cloud optimization, renewable-powered data centres, and 

energy-efficient coding. 

3. Ethical Digital Narratives – Leaders communicate sustainability commitments clearly to 

employees, clients, and regulators. 

Case Examples 

 

• IBM: Pioneered energy-efficient data centres and promoted “Green IT” as a leadership 

value. Leaders communicate environmental responsibility as part of digital transformation. 

• Salesforce: Its leaders emphasize sustainability dashboards in corporate communication, 

reporting carbon emissions alongside financial metrics. 

• Wipro: Adopted “Green IT” policies, with leaders embedding sustainability into digital 

operations and communicating progress through sustainability reports and internal forums. 

This dimension shows that digital leadership must not only address efficiency and ethics, but also 

environmental stewardship. 

 

2.4.12 Additional Mini Case Studies 

 

• IBM Watson Leadership: IBM’s digital leaders used Watson AI not just for innovation but 

for advancing sustainability by enabling smart energy systems. Communication focused 

on linking AI with social good. 
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• Salesforce Leadership: Salesforce leadership emphasizes “stakeholder capitalism”, 

framing communication as serving not only shareholders but also employees, communities, 

and the planet. 

 

• Wipro’s Green IT Program: Leaders at Wipro ensure employees understand how energy-

saving measures in coding, cloud, and workplace practices directly link to both business 

goals and environmental responsibility. 

2.4.13 Framework Comparison Table 

 

Framework Core Focus Key Dimensions 
Required 

Skills 

Communi

cation 

Modes 

Horiz

on 
IT Examples 

E-Leadership 

ICT-

mediated 

leadership 

Task coordination, 

socio-emotional 

presence 

Tech 

fluency, 

empathy 

Teams, 

Slack, 

Zoom 

Short-

term, 

daily 

Infosys 

digital town 

halls 

Adaptive 

Leadership 

Navigating 

uncertainty 

Diagnose, regulate 

distress, empower 

Agility, 

problem-

solving 

Storytellin

g, dialogue 

Mediu

m-

term 

Microsoft 

growth 

mindset 

DTL (Digital 

Transformation 

Leadership) 

Driving 

enterprise 

change 

Vision, culture, 

capability, 

governance 

Strategic 

thinking, 

change 

mgmt. 

Large-

scale town 

halls, 

dashboard

s 

Long-

term 

TCS SBWS, 

Google 

moonshots 

Distributed 

Leadership 

Shared, 

tech-

enabled 

authority 

Collaboration, 

peer-to-peer 

leadership 

Facilitation, 

networked 

mindset 

Agile 

rituals, 

GitHub, 

Jira 

Ongoi

ng 

Infosys agile 

squads 

TAM/UTAUT 
Explaining 

adoption 

Perceived 

usefulness, ease, 

trust 

Analytical, 

persuasion 

Training, 

demos 

Short-

to-

mediu

m 

Microsoft 

Teams 

rollout 

Ethical Digital 

Leadership 

Responsible

, fair tech 

use 

Transparency, 

inclusivity, 

privacy 

Ethics, 

cultural 

intelligence 

Open 

forums, 

policies 

Ongoi

ng 

Accenture 

Responsible 

AI, Wipro 

Ethics Board 

Sustainable 

Digital 

Leadership 

Eco-

conscious 

digital use 

Green IT, 

renewable energy, 

eco-efficiency 

Visionary, 

eco-

innovation 

Reports, 

sustainabil

ity 

ashboards 

Long-

term 

IBM Green 

IT,Salesforce 

carbon 

metrics 

Source: Author’s synthesis comparing Daft and Lengel (1986), Short, Williams, and Christie 

(1976), Walther (2011), Venkatesh, Morris, Davis, and Davis (2003), and Kane, Palmer, 

Phillips, Kiron, and Buckley (2015). 
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2.4.14  Synthesis 

 

With sustainability added, digital leadership emerges as a multi-layered construct. IT leaders are 

not only expected to: 

 

• Enable performance (through e-leadership and transformation frameworks), 

• Foster inclusivity and fairness (through ethical digital leadership), 

• But also lead responsibly for future generations (through sustainable digital leadership). 

The combined insights suggest digital leadership in IT requires a triple balance: 

 

1. Performance (efficiency, agility, competitiveness) 

2. People (trust, inclusion, empowerment) 

3. Planet (sustainability, eco-responsibility) 

This triadic lens—performance, people, planet—is increasingly shaping the way IT organizations 

design and communicate their digital leadership vision. 

2.5 Gaps in Literature 

 

2.5.1 Gaps in Leadership Theories Applied to IT 

 

Although classical and modern leadership theories (e.g., transformational, servant, authentic) have 

been widely studied, most research remains generic rather than tailored to the IT sector. 

 

• Few studies analyse how transactional leadership communication interacts with project-

driven, metrics-heavy IT environments. 

• While transformational leadership has been examined in IT, less attention is given to how 

leaders adapt communication styles across distributed, hybrid, and offshore teams. 

• Servant and authentic leadership are discussed conceptually, but empirical studies in Indian 

IT multinationals remain limited. 

Gap: Theories are often imported wholesale from Western contexts, with limited adaptation to the 

unique cross-cultural and hybrid realities of global IT firms. 

 

2.5.2 Gaps in Communication Technology Research 

 

Existing literature on communication technologies tends to focus on either tool adoption or 

technology features, without fully exploring the leadership implications. 

 

• Models like Media Richness Theory and Social Presence Theory are widely cited but are 

not updated for AI-driven platforms, metaverse environments, or predictive analytics. 
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• Studies often overlook how communication technologies create power asymmetries (e.g., 

who controls dashboards, who is visible in hybrid meetings). 

• Limited research addresses the well-being consequences of “always-on” culture, digital 

presenteeism, or monitoring (“bossware”) from a leadership communication perspective. 

Gap: Need for updated theoretical models that connect emerging communication technologies with 

leadership behaviours and employee experience in IT. 

2.5.3 Gaps in Digital Leadership Frameworks 

 

While frameworks such as e-leadership, digital transformation leadership (DTL), and distributed 

leadership have emerged, significant gaps remain: 

 

• Ethical digital leadership and sustainable digital leadership are under-theorized and lack 

robust empirical validation in IT contexts. 

 

• Studies focus heavily on Western multinational corporations, with insufficient exploration 

of Indian IT majors (Infosys, TCS, Wipro, Cognizant, HCL) despite their global influence. 

 

• Research emphasizes technology adoption and efficiency, neglecting leadership’s role in 

equity, inclusivity, and sustainability of digital practices. 

 

Gap: There is a need for integrative frameworks that combine performance, ethics, and 

sustainability—particularly in fast-growing, non-Western IT contexts. 

 

2.5.4 Methodological Gaps 

 

A review of existing studies shows methodological limitations: 

 

• Heavy reliance on quantitative surveys, often measuring perceptions of leadership without 

examining real communication practices. 

 

• Limited use of qualitative methods (interviews, ethnography) that capture the lived 

experience of employees in hybrid IT settings. 

 

• Few comparative case studies across different IT organizations, especially in emerging 

economies. 

 

Gap: Methodologies remain narrow, with insufficient mixed methods approaches that can capture 

both the scale and depth of digital leadership communication. 

 

2.5.5 Integrative Gap Addressed by This Research 

 

Bringing these strands together, the literature reveals fragmentation: 
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• Leadership theories have not been adequately contextualized for IT. 

• Communication technology studies lack a leadership lens. 

• Digital leadership frameworks remain incomplete without ethics, sustainability, and 

inclusivity. 

 

This research therefore addresses three core integrative gaps: 

 

1. Contextualization Gap: Adapting leadership and communication theories for the realities 

of global IT organizations, especially Indian multinationals. 

 

2. Technology Gap: Updating theoretical models to include AI, hybrid work, and immersive 

communication platforms. 

 

3. Framework Gap: Advancing a holistic view of digital leadership that balances performance, 

people, and planet. 

2.6 Chapter Summary 

 

This chapter has reviewed and critically synthesized the literature on leadership, communication, 

and digital transformation within organizational and IT contexts. It traced the historical trajectory 

of communication technologies, examined classical and modern leadership theories, and evaluated 

emerging frameworks of digital leadership. The analysis highlighted how leadership and 

communication are deeply interlinked and increasingly mediated by technology, while also 

identifying significant theoretical and empirical gaps that the present research aims to address. 

 

Leadership Theories and Communication 

 

The review of leadership theories (Section 2.2) demonstrated that communication is a central 

mechanism through which leadership is enacted. Classical approaches such as trait, behavioural, 

and contingency theories continue to provide useful insights into structured communication and 

situational adaptation, particularly in delivery-driven IT contexts. Modern theories—

transformational, servant, authentic, and distributed leadership—emphasize vision, empathy, 

transparency, and shared authority, all of which resonate with the collaborative, globalized nature 

of IT work.  

 

However, the analysis also showed that no single theory fully captures the hybrid, tech-mediated, 

cross-cultural realities of IT organizations. Case studies from Infosys, Wipro, HCL, and Cognizant 

illustrated how leaders often blend multiple approaches—transactional clarity, transformational 

storytelling, servant empathy, and distributed empowerment—to meet diverse demands. 

 

Communication Technologies in Organizations 
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The review of communication technologies (Section 2.3) mapped their evolution from telegraph 

and telephone to email, intranets, cloud platforms, AI-driven tools, and immersive metaverse 

environments. The analysis highlighted three trends: the acceleration of communication cycles, 

the shift from hierarchical to networked communication, and the rise of data-driven insights. At 

the same time, challenges of hybrid work, digital presenteeism, and employee surveillance 

underline the need for ethical leadership practices.  

 

Importantly, the review showed that technology adoption is not neutral: it shapes power, 

participation, and well-being within organizations. IT leaders therefore require technological 

competence as well as ethical awareness to use digital platforms inclusively and responsibly. 

Digital Leadership Frameworks 

 

The synthesis of digital leadership frameworks (Section 2.4) showed a progression from e-

leadership (communication through ICTs) to digital transformation leadership (DTL), distributed 

digital leadership, and more recent approaches such as ethical digital leadership and sustainable 

digital leadership.  

 

These frameworks reveal that digital leadership is not only about enabling performance but also 

about ensuring fairness, inclusivity, and environmental responsibility. Case studies from 

Accenture (responsible AI), Capgemini (digital academy), Wipro (cloud squads and ethics boards), 

IBM (green IT), and Salesforce (stakeholder capitalism) illustrated how IT leaders are 

operationalizing these frameworks. The extended comparison table demonstrated that future-ready 

digital leadership must balance efficiency, ethics, and sustainability, addressing the triad of 

performance, people, and planet. 

 

Identified Gaps 

 

Section 2.5 identified critical gaps in existing literature: 

 

1. Contextualization Gaps – Leadership theories are not adequately adapted to the IT sector, 

especially Indian multinationals. 

2. Technology Gaps – Existing communication theories have not kept pace with AI, hybrid 

platforms, and immersive technologies. 

3. Framework Gaps – Current digital leadership frameworks underplay ethics, inclusivity, 

and sustainability. 

4. Methodological Gaps – Research is dominated by quantitative surveys, with limited 

qualitative or mixed-methods approaches that capture real communication practices. 
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Conclusion 

 

Taken together, the literature reveals that leadership in IT organizations is a multi-dimensional 

communication process shaped by classical structures, modern values, and digital technologies. 

Effective leaders are those who can combine transactional precision with transformational 

inspiration, servant empathy with authentic transparency, and distributed collaboration with ethical 

and sustainable practices. Yet, there remain significant gaps in adapting leadership theories to IT, 

in updating communication models for the digital era, and in integrating performance with ethics 

and sustainability. 

 

This analysis provides the foundation for the current research, which seeks to bridge these gaps by 

developing a richer understanding of digital leadership communication in IT organizations, with 

particular attention to the Indian IT context. By addressing these gaps, the study aims to contribute 

both theoretically—to leadership and communication scholarship—and practically—to leadership 

development in the IT industry. 
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CHAPTER 3: RESEARCH METHODOLOGY 

3.1 Introduction 

 

The purpose of this chapter is to outline and justify the methodological approach adopted for this 

study on digital leadership among IT managers. Methodology is not merely a technical description 

of research procedures; it reflects the philosophical, theoretical, and practical decisions that guide 

inquiry. In this thesis, the methodology is designed to align with the research objectives identified 

in earlier chapters: 

 

1. To explore how IT managers conceptualize and enact digital leadership in their 

organizational contexts. 

 

2. To identify the micro-practices through which IT managers influence digital adoption, 

coordinate distributed teams, and manage client relationships. 

 

3. To develop a contextualized framework for digital leadership tailored to the unique 

challenges of IT managers in the post-pandemic era. 

 

Addressing these objectives requires a methodology capable of capturing complex, evolving, and 

contextually embedded phenomena. Digital leadership is not a fixed trait but a socially constructed 

practice, shaped by technologies, organizational cultures, and human interactions. Studying such 

phenomena demands a qualitative and exploratory orientation, with openness to emergent themes 

rather than reliance on pre-defined hypotheses. 

 

This chapter is organized into several sections. It begins with a discussion of the research 

philosophy  

 

• (Section 3.2), articulating the ontological and epistemological assumptions underlying the 

study. It then explains the research design and strategy  

 

• (Sections 3.3–3.4), including justification for a qualitative case study approach. Following 

this, the chapter details the sampling strategy and participant selection  

 

• (Section 3.5), and the data collection methods employed  

 

• (Section 3.6), including semi-structured interviews, document analysis, and secondary data.  

 

• Section 3.7 outlines the data analysis process, specifically the use of thematic analysis, 

while 

  

• Section 3.8 discusses how the study ensures rigor and trustworthiness. Ethical 

considerations  

 

• (Section 3.9) and methodological limitations  



64 

 

• (Section 3.10) are also addressed.  

 

• The chapter concludes with a summary (Section 3.11). 

 

By making explicit the methodological choices and their justifications, this chapter seeks to 

demonstrate that the research is conducted with philosophical coherence, methodological rigor, 

and ethical responsibility. It also highlights how the chosen methodology is particularly suited to 

uncovering the lived experiences of IT managers, a group underrepresented in existing literature 

yet central to digital transformation. 

3.2 Research Philosophy 

 

Research philosophy refers to the set of beliefs and assumptions about reality (ontology), 

knowledge (epistemology), and values (axiology) that underpin any study (Saunders et al., 2019) 

(Mark N K Saunders, 2019). It provides the intellectual foundation that informs methodological 

choices. In studies of leadership, especially in digital contexts, philosophy is not abstract—it 

shapes how researchers define what counts as leadership, how it can be observed, and what role 

values play in interpretation. 

 

3.2.1 Ontological Assumptions 

 

Ontology concerns the researcher’s view of the nature of reality. In leadership studies, this often 

translates into whether leadership is seen as a fixed trait, a relational process, or a socially 

constructed phenomenon. 

 

This study adopts a critical realist ontology. Critical realism posits that reality exists independently 

of human perception (realist dimension), but that our access to it is mediated through social 

constructions (interpretive dimension) (Bhaskar, 1978) (Bhaskar, 1978). Applied to digital 

leadership, this means: 

 

• Digital technologies, organizational structures, and managerial roles exist as real entities 

with causal powers. 

 

• However, leadership as enacted by IT managers is also socially constructed, shaped by 

discourse, perception, and relational interactions. 

 

For instance, an IT manager leading a cloud migration project operates within real constraints 

(technical requirements, client deadlines) but also constructs leadership through sensemaking, 

communication, and trust-building with their teams. Thus, digital leadership is both materially 

grounded and socially enacted. 
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3.2.2 Epistemological Assumptions 

 

Epistemology concerns what constitutes valid knowledge and how it can be acquired. This study 

aligns with an interpretivist epistemology, complemented by pragmatist leanings. 

 

• Interpretivism holds that knowledge of social phenomena must be grounded in 

understanding meanings, experiences, and interpretations (Schwandt, 1994). Since digital 

leadership is enacted through interactions, understanding IT managers’ perspectives 

requires qualitative, interpretive methods such as interviews and thematic analysis. 

 

• Pragmatist leanings are also relevant: in addition to theoretical insights, this study aims to 

produce practical frameworks for IT managers. Pragmatism allows methodological 

flexibility and prioritizes knowledge that is useful in practice (Morgan, 2014). 

 

Together, this epistemological stance ensures that the research captures both the subjective lived 

experiences of IT managers and generates actionable insights for organizational practice. 

 

3.2.3 Axiological Assumptions 

 

Axiology concerns the role of values in research. This study recognizes that research is not value-

neutral: 

 

• The researcher’s interest in IT managers reflects a value-based commitment to amplifying 

underrepresented voices in digital leadership scholarship. 

 

• Ethical concerns—such as digital fatigue, surveillance, and well-being—are not just 

technical issues but reflect normative judgments about what “good” leadership entails. 

 

Thus, values explicitly shape the framing of the study. Rather than seeking detached objectivity, 

the methodology embraces reflexivity, where the researcher acknowledges and critically examines 

their positionality and influence on interpretation. 

 

3.2.4 Implications for Methodology 

 

This philosophical stance has several methodological implications: 

 

1. Qualitative Orientation: Because interpretivism values meaning-making, qualitative 

methods such as semi-structured interviews and thematic analysis are prioritized. 

 

2. Contextual Sensitivity: Critical realism demands that both structural conditions (e.g., IT 

industry dynamics) and social interpretations (e.g., manager perceptions) are examined 

together. 

 

3. Practical Relevance: Pragmatist leanings require that findings be communicated in ways 

that inform practice, not just theory. 
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4. Ethical Reflexivity: The axiological stance means ethical considerations—such as 

protecting participant confidentiality and addressing sensitive topics like digital fatigue—

are integral to the research process. 

 

3.2.5 Relevance to IT Leadership Research 

 

Philosophical clarity is particularly important in the IT leadership domain, where multiple 

perspectives coexist: 

 

• Positivist surveys dominate the field, but they often miss the contextual richness of IT 

managers’ experiences. 

 

• Interpretive case studies are emerging but often lack explicit ontological justification. 

 

• By explicitly adopting a critical realist, interpretivist, and pragmatist-informed philosophy, 

this study positions itself to bridge theory and practice, capturing the messy, lived realities 

of IT managers while generating insights that can inform organizational leadership 

development. 

 

Conclusion 

 

In summary, the research philosophy guiding this study is a blend of critical realism, interpretivism, 

and pragmatism. This stance acknowledges the reality of digital technologies and organizational 

structures, while also emphasizing that leadership is socially constructed through meaning-making 

practices. It embraces the researcher’s values and reflexivity, ensuring that the study is both 

ethically responsible and practically relevant. This philosophy provides a strong foundation for the 

research design, which is outlined in the next section. 
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3.3 Research Design 

 

Research design refers to the overall strategy employed to integrate research questions, 

philosophical assumptions, and practical methods into a coherent plan of inquiry (Creswell & 

Creswell, 2018). It functions as the “blueprint” of the study, ensuring that the methods used are 

consistent with the research philosophy and suited to addressing the stated objectives. This section 

justifies the selection of a qualitative, exploratory, case study design, while also considering 

alternative designs and their limitations. 

 

3.3.1 Purpose of the Research Design 

 

The purpose of this study is to explore how IT managers conceptualize and enact digital leadership 

within organizational contexts. The research questions emphasize understanding meanings, 

practices, and lived experiences rather than testing predefined hypotheses or measuring variables. 

Accordingly, the research design must: 

 

1. Capture the richness and complexity of IT managers’ digital leadership practices. 

 

2. Allow for emergent insights, given the relatively underexplored nature of this topic. 

 

3. Ensure alignment with the critical realist and interpretivist epistemology adopted in Section 

3.2. 

 

3.3.2 Qualitative Orientation 

 

Given the research objectives, a qualitative approach is most appropriate. Qualitative research is 

particularly suited for: 

 

• Investigating how individuals make sense of phenomena (Norman K. Denzin, 2011) 

 

• Exploring new or under-theorized domains, where rigid quantitative measures may 

prematurely constrain inquiry. 

 

• Generating theory and conceptual frameworks grounded in participant perspectives. 

 

In the case of IT managers’ digital leadership, qualitative methods enable an in-depth 

understanding of how leadership is constructed and enacted in context, rather than reducing 

leadership to survey items or numerical indicators. 
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3.3.3 Exploratory Design 

 

This study adopts an exploratory design, appropriate when research questions focus on what is 

happening, how, and why rather than quantifying “how much” or “how often.” Since IT managers’ 

role in digital leadership is under-researched, exploratory research is vital to: 

 

• Surface previously overlooked practices (e.g., client-facing leadership, digital care). 

 

• Identify patterns and variations across different IT contexts. 

 

• Lay the foundation for future, more structured studies. 

 

3.3.4 Units of Analysis 

 

The primary unit of analysis is the IT manager as a digital leader. However, given the relational 

nature of leadership, analysis also attends to: 

 

• Teams managed by IT managers. 

 

• Clients with whom they interact. 

 

• Organizational structures and technologies that shape leadership practices. 

 

This nested design ensures that leadership is not abstracted from its social and technical 

environment. 

 

3.3.5 Justification Against Alternative Designs 

 

• Quantitative Surveys: 

 

Widely used in leadership research, surveys could capture broad patterns but would fail to 

reveal the processual and contextual dimensions of IT managers’ digital leadership. 

Moreover, measurement instruments for “digital leadership” remain underdeveloped, 

raising validity concerns. 

 

• Experimental Designs: 

 

Controlled experiments could isolate causal mechanisms but would oversimplify the 

complex, distributed realities of IT project environments. Leadership dynamics are too 

context-bound to be meaningfully replicated in laboratory settings. 

 

• Grounded Theory: 

 

Grounded theory was considered, given its suitability for theory-building. However, this 

study adopts a case study design informed by thematic analysis rather than strict grounded 
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theory, to allow greater flexibility and integration with existing digital leadership 

frameworks. 

 

Thus, the chosen case study design balances rigor and flexibility, enabling both rich description 

and conceptual synthesis. 

 

3.3.6 Linking Research Design to Research Questions 

 

The chosen design directly addresses the research questions: 

 

• How do IT managers conceptualize digital leadership? → Explored through semi-

structured interviews and thematic coding. 

 

• What practices characterize IT managers’ digital leadership in IT projects? → 

Investigated through case evidence and document analysis. 

 

• How can a contextualized framework of digital leadership for IT managers be developed? 

→ Synthesized through cross-case analysis and theoretical integration. 

 

3.3.7 Researcher Role and Reflexivity 

In qualitative case study research, the researcher is an active instrument of data collection and 

interpretation. This necessitates reflexivity: 

 

• Acknowledging potential biases, such as prior professional experience in IT or 

expectations about digital leadership. 

 

• Actively seeking disconfirming evidence and alternative interpretations during analysis. 

 

• Maintaining transparency in documenting how data was collected, coded, and interpreted. 

 

Conclusion 

 

The research design for this study is qualitative, exploratory, and case-based, underpinned by a 

critical realist and interpretivist philosophy. This design is well-suited to capturing the complex, 

dynamic, and contextually embedded nature of digital leadership among IT managers. It prioritizes 

depth over breadth, embracing the complexity of real-world IT work to generate a rich, practice-

relevant theoretical framework. 

 

3.4 Research Strategy 

 

Having established the rationale for adopting a qualitative, exploratory, case study design, this 

section details the research strategy—the practical plan for implementing the design in a way that 

ensures coherence, rigor, and credibility. The strategy operationalizes the philosophical and design 

choices into concrete decisions about case selection, data sources, and triangulation. 
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3.4.1 Rationale for Case Study Strategy 

 

Case study research is particularly appropriate for this thesis because it enables the in-depth 

exploration of digital leadership in its real-life organizational setting (Yin, 2018). Unlike surveys 

or experiments, case studies allow for: 

 

• Holistic investigation of IT managers’ leadership practices in the context of specific digital 

projects. 

 

• Contextual sensitivity to organizational culture, client demands, and technological 

infrastructures. 

 

• Multiple data sources, facilitating triangulation of findings across interviews, documents, 

and secondary evidence. 

 

Given that IT managers’ digital leadership is emergent, dynamic, and contextually embedded, the 

case study approach is methodologically consistent with the study’s interpretivist orientation. 

 

3.4.2 Case Selection 

 

This study employs a multiple-case design, focusing on IT managers across several organizations. 

Multiple cases enhance analytic generalization, enabling patterns to be identified across contexts 

while preserving the richness of each case (Eisenhardt, 1989). (Eisenhardt, 1989) 

 

Cases are selected using purposive sampling, guided by three criteria: 

 

1. Relevance: The case must involve IT managers actively engaged in digital leadership 

activities (e.g., leading transformation projects, managing distributed teams). 

 

2. Diversity: To capture variation, cases are drawn from different organizational types—large 

IT service firms, multinational corporations, and mid-sized enterprises. 

 

3. Accessibility: Practical access to participants and organizational documents is necessary 

for data collection. 

 

3.4.3 Embedded Units of Analysis 

 

While the primary unit of analysis is the IT manager, each case includes embedded units: 

 

• Individual IT managers’ practices (micro-level). 

 

• Teams and projects they oversee (meso-level). 

 

• Organizational and client context shaping leadership (macro-level). 
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This embedded design allows analysis at multiple levels, reflecting the multi-layered nature of 

digital leadership. 

 

3.4.4 Data Sources and Triangulation 

 

Consistent with case study methodology, data are collected from multiple sources to strengthen 

credibility and allow triangulation (Yin, 2018). Three primary sources are used: 

 

1. Semi-Structured Interviews 

 

• Core method for capturing IT managers lived experiences and meaning making. 

 

• Interviews also conducted with team members or clients where feasible, to provide 

360-degree perspectives. 

 

2. Document Analysis 

 

• Includes project reports, digital strategy documents, meeting notes, and training 

materials. 

 

• Provides insight into formal leadership expectations and organizational narratives. 

 

3. Secondary/Digital Data 

 

• Where accessible, digital trace data (e.g., Slack transcripts, Jira dashboards, email 

policies) are reviewed. 

 

• This illuminates the actual practices of coordination and communication, 

supplementing self-reported accounts. 

 

Triangulating across these data sources minimizes reliance on any single perspective and enables  

the researcher to identify convergences and discrepancies. 

 

3.4.5 Role of the Researcher 

 

In qualitative case research, the researcher is not a detached observer but an active participant in 

meaning-making. Reflexivity is therefore integral: 

 

• The researcher acknowledges prior knowledge of IT contexts, using it to deepen 

questioning while guarding against bias. 

 

• A research diary is maintained to document reflections, decision points, and evolving 

interpretations. 

 

This reflexive stance enhances transparency and rigor. 
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3.4.6 Data Collection Procedures 

 

• Access and Consent: Formal questionnaire is sought and deemed consent obtained from 

participants, in the form of their response 

 

• Interview Protocol: Semi-structured interviews follow a guide covering themes such as 

leadership practices, digital challenges, and team coordination, while allowing flexibility 

for emergent issues. 

 

• Interviews: With verbal consent, interviews are conducted. Notes are taken for non-verbal 

cues and contextual details. 

 

• Document Requests: Organizations are asked to share relevant non-confidential documents. 

 

• Secure Storage: Data are anonymized and stored securely in encrypted formats. 

 

3.4.7 Cross-Case Logic and Replication 

 

The study employs replication logic rather than sampling logic (Eisenhardt, 1989). Each case is 

treated as an opportunity to test and refine emerging insights: 

 

• Literal replication: Where similar findings recur across cases, confidence in their 

robustness increases. 

 

• Theoretical replication: Where differences arise, these are explained in relation to 

contextual variations (e.g., firm size, client type). 

 

This strategy enhances analytic generalizability, building theory grounded in multiple contexts. 

 

3.4.8 Strengths and Limitations of the Strategy 

 

Strengths 

 

• Provides rich, contextualized understanding of IT managers’ digital leadership. 

 

• Enables triangulation across data sources, increasing credibility. 

 

• Supports inductive theory-building through replication across cases. 

 

Limitations 

 

• Time- and resource-intensive, requiring deep engagement with fewer cases. 

 

• Findings may not be statistically generalizable. 

 

• Access to sensitive organizational data may be constrained. 
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These limitations are mitigated by focusing on analytic generalization, ensuring findings 

contribute conceptually to broader theory, while acknowledging their situated nature. 

 

Conclusion 

 

The research strategy employs a multiple-case study approach, with IT managers as the primary 

unit of analysis and embedded attention to teams, clients, and organizational contexts. Data are 

collected through semi-structured interviews, document analysis, and secondary sources, 

triangulated to enhance validity. Reflexivity, replication logic, and cross-case comparison 

strengthen the rigor of the study. This strategy provides the methodological bridge between the 

research design and the practical methods of data collection, which are detailed in Section 3.5. 

 

3.5 Population and Sample  

 

In any empirical research study, defining the population and sampling strategy is a crucial step in 

ensuring methodological rigor and the generalizability of findings. For a study investigating the 

impact of communication technology on leadership skills of managers in the Information 

Technology (IT) sector, the selection of participants requires careful consideration of both 

theoretical and practical factors. This section provides a detailed account of the study’s population, 

the rationale for the sampling frame, the sampling strategy adopted, and the justification for sample 

size in line with methodological best practices. 

 

Defining the Population 

 

The population in this research refers to managers working in the IT industry who are responsible 

for leading teams, making strategic or operational decisions, and utilizing communication 

technologies as part of their leadership functions. For the purposes of this study, a "manager" is 

defined broadly to include individuals holding positions such as project manager, delivery manager, 

team lead, program manager, or department head. These roles involve both technical oversight and 

people management responsibilities, making them suitable for exploring the relationship between 

communication technology and leadership skills. 

 

The IT sector is particularly suitable for this research because it is characterized by high levels of 

technology adoption, globalized work structures, and frequent reliance on distributed teams. 

Unlike traditional industries, IT managers are often early adopters of digital communication 

platforms such as Slack, Microsoft Teams, Zoom, Jira, and Trello. Thus, they provide a critical 

case for studying how communication technology influences leadership practices in dynamic, 

knowledge-intensive environments. Furthermore, IT firms are diverse in scale, ranging from large 

multinational corporations such as TCS, Infosys, Wipro, IBM, and Accenture to smaller start-ups 

and mid-sized enterprises. Including managers across this spectrum ensures that the findings 

reflect a wide range of organizational contexts. 
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Sampling Frame 

 

A sampling frame is the actual list or database from which participants are drawn. In this study, 

the sampling frame was constructed from three primary sources: 

 

1. Professional Networks – LinkedIn and personal associations were used to identify IT 

managers across different firms and geographies. 

 

2. Organizational Contacts – The researcher leveraged existing connections with IT 

companies to gain access to managers who regularly use digital communication tools. 

 

3. Snowball Sampling Extensions – Initial participants were asked to recommend other 

eligible managers within their networks, thereby expanding the reach of the study. 

 

This approach ensured that participants represented a diverse cross-section of IT organizations, 

including both Indian and global firms. Such diversity is important for addressing one of the 

identified gaps in the literature: the lack of comparative perspectives between managers in 

emerging economies and those in developed contexts. 

 

Sampling Strategy 

 

Given the scope of the research, a non-probability purposive sampling strategy was adopted, 

complemented by elements of stratified sampling. Purposive sampling was appropriate because 

the study sought to target individuals with specific characteristics—namely, IT managers with 

direct leadership responsibilities and regular use of communication technology. Within this 

purposive approach, stratification was introduced to ensure representation across three critical 

dimensions: 

 

• Organizational Size (start-ups, mid-sized firms, large multinationals) 

 

• Geographic Location (India-based firms vs. global firms with distributed teams) 

 

• Managerial Tenure (junior managers with 2–5 years of experience, mid-level managers 

with 6–15 years, senior managers with 15+ years) 

 

This stratification was necessary because previous studies suggest that leadership styles and 

communication practices vary significantly across organizational sizes and managerial experience 

levels (Yukl, 2013; Avolio et al., 2000). For instance, start-up managers may rely more on informal 

and agile communication tools, while multinational managers may use standardized platforms 

aligned with corporate policies. Similarly, senior managers may be more adept at leveraging 

multiple communication technologies compared to their junior counterparts. 
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Sample Size and Power Considerations 

 

The sample size was determined based on both statistical and practical considerations. For the 

quantitative survey component, a target of 100 respondents was set. A larger sample further 

enhances generalizability across the diverse IT sector. 

 

For the qualitative interview component, a smaller purposive sample of 8-10 managers were 

selected. This aligns with the principle of data saturation in qualitative research, where new 

interviews no longer yield additional insights (Greg Guest, 2006)(Guest, Bunce, & Johnson, 2006).  

 

Interviews were distributed across the stratified categories (organizational size, geography, 

managerial tenure) to ensure diversity of perspectives. 

 

Together, the quantitative and qualitative samples enable a mixed-methods triangulation design, 

where statistical trends can be complemented with narrative insights, thereby enhancing the 

validity of the findings. 

 

Justification of the Sample 

 

The choice of this population and sampling strategy is justified on both theoretical and practical 

grounds. Theoretically, managers are the key actors through whom leadership is enacted and 

communication technologies are operationalized. By focusing on managers rather than rank-and-

file employees, the study directly addresses the leadership dimension of digital communication.  

 

Practically, IT managers are accessible through professional networks and industry associations, 

making data collection feasible within the constraints of doctoral research. 

 

Moreover, the emphasis on Indian IT managers, alongside their global counterparts, addresses an 

important gap in the literature. While Western contexts dominate studies of digital leadership, the 

Indian IT sector is among the largest globally and offers unique insights due to its scale, 

outsourcing models, and cultural context (NASSCOM, 2022)(NASSCOM, 2022). Including both 

domestic and international managers ensures that the study captures cross-cultural differences in 

technology adoption and leadership styles. 

 

Limitations of the Sampling Strategy 

 

Despite these strengths, certain limitations must be acknowledged. First, the reliance on non-

probability purposive sampling limits the ability to generalize findings to the entire IT manager 

population. While efforts were made to diversify the sample, some degree of selection bias may 

persist. Second, managers who are more technologically inclined may be more likely to participate, 

thereby skewing results toward a more digitally proficient sample. Third, geographic coverage 

may remain uneven, with Indian managers being over-represented compared to their global 

counterparts. These limitations are addressed through careful interpretation of results and 

acknowledgment of potential biases in Chapter 5 (Discussion). 

Ethical Considerations in Sampling 
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Ethical safeguards were integral to the sampling process. All participants were approached with 

an informed consent form (Appendix B), which clearly outlined the purpose of the study, 

confidentiality assurances, and the voluntary nature of participation. Participation was restricted 

to individuals over 18 years of age, and anonymity was preserved by removing personally 

identifiable information during data analysis. Data were stored securely in compliance with GDPR 

and institutional ethics guidelines. 

3.6 Participant Selection  

 

The process of participant selection is central to ensuring that the data collected adequately 

represents the population of interest and aligns with the study’s objectives. Since this dissertation 

investigates the impact of communication technology on leadership skills among managers in the 

Information Technology (IT) sector, the selection process required a balance between 

methodological rigor, practical feasibility, and ethical responsibility. This section outlines the 

criteria used to identify participants, the recruitment procedures followed, and the ethical 

considerations guiding the selection process. 

 

Selection Criteria 

 

To ensure that participants were relevant to the research problem, specific inclusion and exclusion 

criteria were established: 

 

Inclusion Criteria 

 

1. Managerial Role – Participants were required to hold formal managerial or leadership 

responsibilities, such as project manager, team leader, delivery manager, program manager, 

or department head. These roles involve decision-making authority, people management, 

and the use of communication technologies in leadership tasks. 

 

2. Industry Affiliation – Only individuals employed/were employed in IT companies or IT-

enabled services (ITES) organizations were included. This encompassed both Indian firms 

(e.g., Infosys, Wipro, TCS, HCL) and global organizations with IT divisions (e.g., IBM, 

Microsoft, Accenture).  

 

3. Technology Usage – Participants had to be active users of at least two forms of digital 

communication technology (e.g., email, video conferencing, instant messaging, project 

management software) in their managerial role. 

 

4. Work Experience – A minimum of two years of managerial experience was required to 

ensure that participants had sufficient exposure to leadership challenges and 

communication tools. 

 

5. Geographic Spread – Participants were drawn from both domestic and international 

organizations, allowing for cross-cultural perspectives. 
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Exclusion Criteria 

 

• Managers working outside IT or ITES industries were excluded to maintain sectoral focus. 

 

• Purely technical roles without people management responsibility (e.g., software developers, 

testers, system administrators) were excluded. 

 

• Individuals unwilling to respond were not included in the study. 

 

By applying these criteria, the study ensured that participants had both the positional authority and 

practical experience necessary to reflect the leadership dimensions under investigation. 

 

Recruitment Procedures 

 

The recruitment of participants followed a multi-stage approach designed to maximize diversity 

and accessibility: 

 

1. Professional Networks and LinkedIn Outreach – Initial recruitment was conducted through 

professional networking platforms, with targeted outreach to IT managers whose profiles 

matched the inclusion criteria. Personalized invitations explaining the study’s objectives 

were sent to prospective participants. 

 

2. Organizational Gatekeepers – Access to participants in larger firms was facilitated through 

HR departments and middle-level contacts who acted as gatekeepers. This ensured 

compliance with company policies on employee participation in external research. 

 

3. Snowball Sampling – Selected participants were asked to recommend peers in comparable 

roles, expanding the pool of eligible managers while maintaining relevance to the study’s 

objectives. 

 

This blended approach allowed for coverage across organizational sizes, geographies, and 

managerial levels, thereby enhancing the representativeness of the final sample. 

 

Diversity and Representativeness 

 

To capture the heterogeneity of the IT sector, conscious efforts were made to ensure diversity 

across four key dimensions: 

 

1. Organizational Scale – Start-ups, mid-sized firms, and multinational corporations were 

represented to reflect varying leadership dynamics and communication infrastructures. 

 

2. Geographic Location – Participants were drawn from Indian IT hubs (e.g., Bengaluru, 

Hyderabad, Pune) and international centres (e.g., Silicon Valley, Singapore, London), 

ensuring cross-cultural variation. 
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3. Managerial Tenure – Junior, mid-level, and senior managers were included to capture how 

leadership challenges evolve with experience. 

 

4. Gender Representation – Special attention was given to recruiting women managers, who 

remain underrepresented in IT leadership roles. Their inclusion provided insights into 

gendered experiences of digital leadership. 

 

This focus on diversity aligns with the study’s aim of generating comprehensive and transferable 

insights applicable to a broad spectrum of IT contexts. 

 

Ethical Considerations in Selection 

 

The participant selection process was governed by strict ethical guidelines to protect the rights, 

privacy, and well-being of respondents. Key safeguards included: 

 

• Informed Consent – All participants received a detailed consent form outlining the study’s 

purpose, procedures, voluntary nature, and confidentiality measures. Consent was obtained 

in the form of their response to the questionnaire 

 

• Confidentiality and Anonymity – Identifiable information (e.g., names, company 

affiliations) was removed from data records. Responses were coded numerically to ensure 

anonymity during analysis. 

 

• Right to Withdraw – Participants were informed of their right to withdraw at any stage 

without penalty. 

 

• Data Security – Data were stored on password-protected systems, with access restricted to 

the researcher. Compliance with GDPR (for international participants) and institutional 

ethical standards was maintained. 

 

By embedding ethical safeguards into participant selection, the study ensured compliance with 

international research standards and maintained trust between researcher and participants. 

 

Limitations of Participant Selection 

 

Despite rigorous selection procedures, certain limitations are acknowledged. First, reliance on 

voluntary participation may have led to self-selection bias, as managers with strong opinions about 

technology may have been more inclined to participate. Second, the geographic representation 

skewed toward India due to accessibility, although international perspectives were included. Third, 

while efforts were made to ensure gender diversity, female managers remained a minority in the 

sample, reflecting broader structural inequalities in IT leadership. These limitations are considered 

in the interpretation of findings. 
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3.7 Instrumentation  

 

Instrumentation refers to the tools, techniques, and procedures used to collect data that accurately 

reflect the constructs under investigation. For this dissertation, which examines the impact of 

communication technologies on the leadership skills of IT managers, the instrumentation strategy 

was designed to capture both quantitative and qualitative dimensions of the research problem. A 

mixed-methods approach was adopted to ensure breadth and depth: a structured survey for 

quantitative measurement and semi-structured interviews for qualitative insights. This section 

details the design, structure, validation, and reliability considerations of the instruments employed. 

 

Quantitative Instrument: Structured Survey 

 

The primary quantitative instrument was a structured questionnaire, developed to measure 

relationships between communication technology usage and leadership skills. The survey was 

designed in accordance with prior validated scales while also incorporating items specific to the 

IT context. 

 

Survey Structure 

 

The survey consisted of five major sections: 

 

1. Demographic and Professional Information – Captured variables such as age, gender, years 

of managerial experience, organizational size, geographic location, and role designation. 

These variables were included to enable subgroup analyses (e.g., gender × technology 

adoption). 

 

2. Communication Technology Usage – Measured the frequency, diversity, and intensity of 

communication tool adoption. Respondents rated their use of email, video conferencing, 

instant messaging platforms, and project management tools on a 5-point Likert scale (1 = 

never, 5 = very frequently). This section was adapted from prior technology adoption 

studies (Davis, 1989; Venkatesh et al., 2003). 

 

3. Leadership Competencies – Assessed perceived skills in decision-making, emotional 

intelligence, motivation, conflict resolution, adaptability, and team collaboration. Items 

were adapted from established leadership scales such as the Multifactor Leadership 

Questionnaire (MLQ) (Bass & Avolio, 1995) and the Emotional Intelligence Scale (Schutte 

et al., 1998). 

 

4. Impact of Communication Technology on Leadership – Measured how managers 

perceived technology influencing their leadership effectiveness. Items were developed 

based on constructs from Media Richness Theory (Daft & Lengel, 1986) and Social 

Presence Theory (Short, Williams, & Christie, 1976). Example item: “Video conferencing 

enhances my ability to build trust with my team.” 

 

5. Organizational and Cultural Contexts – Captured contextual moderators, such as 

organizational support, training availability, and cultural attitudes toward digital 



80 

 

communication. These items were informed by Unified Theory of Acceptance and Use of 

Technology (UTAUT) constructs (Venkatesh et al., 2003). 

 

Measurement Scale 

 

All items were measured on a five-point Likert scale ranging from Strongly Disagree (1) to 

Strongly Agree (5). This scaling method was chosen for its simplicity, cross-cultural applicability, 

and widespread use in leadership and technology studies (Seaman, 2007)(Allen & Seaman, 2007). 

 

Qualitative Instrument: Semi-Structured Interviews 

 

To complement survey data, semi-structured interviews were conducted with a purposive sample 

of IT managers. The interviews allowed deeper exploration of how managers experienced 

communication technologies in leadership contexts. 

 

Interview Protocol 

 

The interview guide (Appendix C) consisted of open-ended questions organized around the 

following themes: 

 

1. Experiences with Communication Technologies – e.g., “Can you describe how you use 

digital communication tools in your leadership role?” 

 

2. Perceived Benefits – e.g., “What aspects of your leadership have been enhanced by these 

tools?” 

 

3. Challenges Encountered – e.g., “What difficulties have you faced when relying on 

technology to lead your team?” 

 

4. Adaptation of Leadership Styles – e.g., “Have you had to change your leadership approach 

due to increased reliance on digital communication?” 

 

5. Cross-Cultural Considerations – e.g., “How do you manage communication challenges 

with geographically dispersed or culturally diverse teams?” 

 

The semi-structured format allowed flexibility to probe participants’ unique experiences while 

ensuring consistency across interviews. Each interview lasted 15-20 minutes. 

 

Pilot Testing and Refinement 

 

Before large-scale deployment, the instruments underwent a pilot study with 2 IT managers. The 

pilot served three purposes: 

 

1. Clarity and Comprehension – Ensured that survey questions were unambiguous and 

relevant to managerial roles. Feedback from participants led to minor wording revisions 

(e.g., simplifying technical jargon). 
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2. Reliability Testing – Preliminary reliability was assessed using Cronbach’s alpha. All 

major constructs exceeded the acceptable threshold of 0.70, indicating good internal 

consistency (Jum C. Nunnally, 1994)(Nunnally & Bernstein, 1994). 

 

3. Interview Flow – Pilot interviews confirmed the appropriateness of the guide and revealed 

that some participants preferred concrete examples (e.g., specific tools such as Slack, Zoom) 

to anchor their responses. Accordingly, prompts were added. 

 

Validity and Reliability 

 

Ensuring the validity and reliability of instruments was a critical methodological priority. 

 

Validity Considerations 

 

• Content Validity – Items were derived from established instruments (MLQ, TAM, UTAUT) 

and validated through expert review by two academics in leadership studies and one IT 

industry practitioner. 

 

• Construct Validity – Factor analysis (exploratory and confirmatory) was planned to test 

whether items loaded appropriately on their respective constructs. 

 

• Face Validity – Pilot participants confirmed that the items appeared relevant and 

meaningful to their professional experiences. 

 

Reliability Considerations 

 

• Internal Consistency – Reliability of multi-item scales was tested using Cronbach’s alpha. 

Scales measuring leadership competencies, communication technology adoption, and 

organizational support all demonstrated acceptable to high reliability. 

 

• Test-Retest Reliability – A subset of participants completed the survey twice within a two-

week interval, and responses were compared for consistency. 

 

Justification of Instrumentation 

 

The choice of a mixed-methods instrumentation strategy is justified on both theoretical and 

practical grounds. Quantitative surveys provide the statistical breadth necessary to examine 

relationships between variables (e.g., technology adoption and leadership effectiveness), while 

qualitative interviews add depth by exploring the lived experiences behind these patterns (John W. 

Creswell, 2017)(Creswell & Plano Clark, 2018). Together, the instruments create a triangulated 

evidence base that enhances the credibility and robustness of findings. 

 

Furthermore, the emphasis on validated scales ensures alignment with prior literature, while 

contextual modifications (e.g., focus on IT-specific platforms) enhance the relevance of the 

instruments to the study’s objectives. By combining structured measurement with narrative 

exploration, the instrumentation design balances rigor with richness. 
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Limitations of Instrumentation 

 

Despite careful design, certain limitations are acknowledged. Surveys, being self-reported, may be 

subject to social desirability bias, with managers portraying themselves more positively in 

leadership competencies. To mitigate this, anonymity was emphasized. Interviews, while rich in 

detail, may not be generalizable beyond the specific participants. However, the combination of 

both instruments reduces the weaknesses of each and strengthens the overall methodological 

framework. 

3.8 Data Collection Procedures  

 

The effectiveness of any research project depends not only on the quality of its design and 

instruments but also on the rigor of its data collection process. For this dissertation, which 

investigates the impact of communication technology on the leadership skills of IT managers, data 

collection was carefully planned and executed to ensure accuracy, ethical compliance, and 

representativeness. This section outlines the data collection timeline, recruitment channels, 

administration of instruments, follow-up procedures, and ethical safeguards that guided the process. 

 

Overview of the Data Collection Strategy 

 

Given the mixed-methods design of this study, data collection followed a two-phase strategy: 

 

1. Phase One – Quantitative Survey: Distribution of a structured questionnaire to a broad 

sample of IT managers. 

 

2. Phase Two – Qualitative Interviews: Semi-structured interviews with a smaller purposive 

subset of managers, designed to enrich and contextualize survey findings. 

 

The phases were sequential but partially overlapping. The survey provided the broad statistical 

foundation, while interviews offered deeper insights into emerging themes, ensuring 

methodological triangulation (Creswell & Plano Clark, 2018). 

 

Phase One: Quantitative Data Collection 

 

Survey Administration 

 

The survey was hosted on a secure online platform (Qualtrics/Google Forms) to maximize 

accessibility and ease of participation. This mode of delivery was chosen for several reasons: 

 

• IT managers are highly familiar with digital tools, making online surveys a natural and 

convenient format. 

 

• Geographic dispersion of participants across India and global IT hubs necessitated a 

scalable, internet-based approach. 

 

• Online platforms allow automatic data entry, reducing human error in transcription. 
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Recruitment Channels 

 

Participants were invited through multiple recruitment channels: 

 

1. Professional Networking Sites (LinkedIn): Personalized invitations and posts in IT 

leadership groups. 

 

2. Organizational Gatekeepers: HR departments in participating firms distributed the survey 

internally, ensuring organizational approval. 

 

3. Industry Associations: Bodies such as NASSCOM circulated the survey through 

newsletters and member portals. 

 

4. Snowball Sampling: Respondents were encouraged to share the survey with peers who met 

the inclusion criteria. 

 

Survey Completion Window 

 

The survey was open for a period of eight weeks. Weekly reminders were sent to non-respondents 

to improve the response rate, following (Dillman, 2014)Dillman’s Tailored Design Method (2014). 

Response tracking was anonymized to ensure confidentiality while still enabling follow-ups. 

 

Phase Two: Qualitative Data Collection 

 

Interview Scheduling and Recruitment 

 

Following survey analysis, participants who had indicated willingness to take part in follow-up 

interviews were shortlisted. From this pool, a purposive sample of 8-10 managers were selected, 

representing diversity in terms of organizational size, managerial tenure, gender, and geographic 

location. 

 

Interviews were scheduled via email, phone calls, with options for online platforms such as Zoom, 

Microsoft Teams, or Google Meet, based on participant preference. Each interview lasted about 

20 minutes and their response noted. 

 

Interview Procedure 

 

The semi-structured interview guide (Appendix C) was used to ensure consistency across 

participants while allowing flexibility for deeper probing. To create rapport, interviews began with 

general background questions (e.g., managerial role, years of experience) before moving to 

leadership and technology-focused themes. 

 

All interviews were transcribed verbatim, either manually or through automated transcription 

software (with human review for accuracy). Transcripts were anonymized before coding and 

analysis. 
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Timeline of Data Collection 

 

The data collection process spanned approximately four months, as summarized below: 

 

• Month 1: Pilot testing of instruments; finalization of survey and interview guide. 

 

• Months 2–3: Survey distribution, reminders, and response collection. 

 

• Month 3 (late): Preliminary survey analysis to identify emerging themes and select 

interview participants. 

 

• Months 3–4: Semi-structured interviews conducted, transcribed, and prepared for analysis. 

 

This staged process ensured that insights from the quantitative phase informed the qualitative 

phase, creating a feedback loop between breadth and depth. 

 

Follow-Up Procedures 

 

To maximize response rates and data completeness, structured follow-up procedures were 

implemented: 

 

• Survey Follow-Ups: Weekly reminder emails and LinkedIn messages were sent to potential 

participants. Care was taken to avoid excessive reminders that might be perceived as 

intrusive. 

 

• Interview Follow-Ups: For participants who initially expressed interest but did not respond 

to scheduling requests, up to two follow-up messages were sent. Those who did not respond 

after the second reminder were not pursued further, respecting their autonomy. 

 

These follow-ups were essential in achieving the target sample size while maintaining ethical 

respect for participants’ time and choice. 

 

Data Quality Assurance 

 

Several measures were implemented to ensure data integrity: 

 

1. Survey Design Safeguards: Mandatory fields minimized missing responses, and branching 

logic ensured that participants only saw relevant questions. 

 

2. Duplicate Response Checks: IP addresses and timestamps were monitored to prevent 

duplicate entries. 

 

3. Interview Recording and Transcription: All interview responses were noted. 
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4. Researcher Reflexivity: During interviews, the researcher maintained reflexive notes to 

record impressions, non-verbal cues, and contextual observations, thereby enriching the 

dataset. 

 

Ethical Safeguards 

 

The entire data collection process adhered to ethical research guidelines: 

 

• Informed Consent: Participants were provided with clear, written explanations of the 

study’s purpose, confidentiality measures, and voluntary nature (Appendix B). 

 

• Confidentiality: Identifiable details were removed from both survey and interview data. 

 

• Secure Storage: Digital files were stored on encrypted, password-protected systems. 

Access was restricted to the researcher only. 

 

• Right to Withdraw: Participants were reminded of their right to withdraw at any point, even 

after providing data. 

 

These safeguards not only protected participants but also enhanced the credibility and 

trustworthiness of the research process. 

 

Limitations of Data Collection 

 

While the procedures were carefully designed, several limitations are acknowledged. First, the 

reliance on online surveys excluded managers with limited internet access, although this risk is 

minimal in the IT sector. Second, self-reporting may introduce bias, as participants could 

exaggerate leadership competencies or underreport challenges. Third, interviews conducted 

virtually may have lacked some depth compared to face-to-face interactions due to reduced non-

verbal cues. These limitations are mitigated by triangulating survey and interview data, but they 

remain relevant to the interpretation of findings. 

 

3.9 Data Analysis  

 

Data analysis is the critical stage of research where raw information collected from surveys and 

interviews is systematically examined to generate meaningful insights. In this dissertation, which 

explores the impact of communication technologies on the leadership skills of IT managers, the 

analysis process was designed to align with the mixed-methods approach, combining quantitative 

statistical techniques with qualitative thematic analysis. This section outlines the procedures, tools, 

and rationale for each analytical step, while also highlighting measures taken to ensure rigor, 

validity, and reliability. 
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Overview of Analytical Strategy 

 

The study employed a convergent mixed-methods design, wherein quantitative and qualitative data 

were analysed separately and then integrated to provide a holistic understanding of the research 

problem (Creswell & Plano Clark, 2018). 

 

• Quantitative Analysis: Focused on identifying patterns, relationships, and statistical 

associations between communication technology usage and leadership competencies. 

 

• Qualitative Analysis: Explored manager’s lived experiences, challenges, and adaptive 

strategies in using digital communication tools for leadership. 

 

The integration of these two strands allowed the research to move beyond simple correlation, 

providing both numerical evidence and contextual depth. 

 

Quantitative Data Analysis 

 

Data Preparation 

 

Before analysis, survey data underwent a rigorous cleaning process: 

 

1. Screening for Missing Values: Responses with more than 20% missing data were excluded. 

For minor gaps, mean imputation was applied. 

 

2. Checking for Outliers: Boxplots and z-scores were used to identify and assess extreme 

values. Outliers were examined to determine whether they represented genuine variations 

or errors. 

 

3. Reliability Testing: Internal consistency of multi-item constructs (e.g., leadership 

competencies, technology adoption) was assessed using Cronbach’s alpha, with a threshold 

of 0.70 considered acceptable. 

 

Hypothesis Testing 

 

The quantitative analysis was structured around the study’s hypotheses, such as: 

 

• H1: Greater use of rich communication media (e.g., video conferencing) positively 

correlates with transformational leadership behaviours. 

 

• H2: Higher perceived usefulness of communication technology predicts greater team 

engagement. 

 

• H3: Social presence mediates the relationship between communication technology 

adoption and leadership effectiveness. 
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Significance was tested at the p < 0.05 level, with effect sizes reported to indicate practical 

relevance. 

 

Qualitative Data Analysis 

 

Transcription and Familiarization 

 

All interviews were transcribed verbatim and checked against recordings for accuracy. The 

researcher engaged in multiple readings of the transcripts to gain familiarity with the data, making 

initial notes on recurring ideas and emotional tones. 

 

Coding Process 

 

Thematic analysis followed the six-step process proposed by Braun and Clarke (2006): 

 

1. Familiarization – Initial reading and note-taking. 

 

2. Generating Codes – Coding segments of text that captured meaningful elements (e.g., 

“digital fatigue,” “trust-building via video calls”). 

 

3. Searching for Themes – Grouping codes into broader themes such as “enhanced decision-

making,” “loss of interpersonal depth,” or “adaptation of leadership styles.” 

 

4. Reviewing Themes – Refining themes by checking coherence across data extracts. 

 

5. Defining and Naming Themes – Assigning clear, concise labels that captured the essence 

of each theme. 

 

6. Producing the Report – Integrating thematic insights with supporting quotations from 

participants. 

 

Integration of Quantitative and Qualitative Findings 

 

The final stage involved integrating results from both strands. Quantitative data provided broad 

patterns, such as statistical associations between tool usage and leadership competencies, while 

qualitative data explained how and why these patterns emerged in practice. For example: 

 

• Survey results might show a positive correlation between project management tools and 

adaptability. 

 

• Interview data would illustrate this by managers describing how tools like Jira enabled 

them to reassign tasks quickly during crises. 

 

This integration enriched the findings, ensuring that statistical associations were grounded in lived 

managerial experiences. 
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Limitations of Data Analysis 

 

While rigorous, the analysis process faced some limitations: 

 

1. Self-Reported Bias – Survey responses reflected managers’ perceptions, which may not 

perfectly align with objective performance. 

 

2. Cross-Sectional Design – The study captured a snapshot in time, limiting conclusions about 

causality. 

 

3. Cultural Bias in Coding – Interview themes may have been influenced by the researcher’s 

cultural lens, despite validation efforts. 

 

Acknowledging these limitations ensures cautious interpretation of findings and highlights areas 

for future longitudinal or experimental research. 

 

3.10 Limitations and Conclusion 

 

No research design is without constraints. While the methodology outlined in this chapter was 

developed with careful attention to rigor, representativeness, and ethical compliance, it is 

important to acknowledge the limitations inherent in the study. Recognizing these boundaries not 

only enhances the transparency of the research but also informs the interpretation of findings and 

guides future investigations. This section discusses key methodological limitations and then 

provides a concluding synthesis of the chapter. 

 

Methodological Limitations 

 

1. Sampling and Generalizability 

 

The use of purposive and stratified non-probability sampling ensured that participants were 

relevant to the research questions but limited the ability to generalize findings to the broader 

population of IT managers worldwide. While efforts were made to include diverse organizational 

sizes, geographic locations, and managerial levels, certain subgroups (e.g., managers in smaller 

firms outside India) may be underrepresented. This issue is particularly relevant given the global 

scale of the IT sector. 

 

2. Self-Report Bias 

 

Both the survey and interviews relied heavily on self-reported data, which is subject to biases such 

as social desirability, selective memory, and self-enhancement. Managers may have overstated 

their leadership competencies or underreported difficulties with communication technologies. 

Although anonymity and confidentiality were emphasized, the possibility of bias remains. 
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3. Cross-Sectional Design 

 

The study employed a cross-sectional design, capturing a snapshot of managerial practices and 

perceptions at a single point in time. This limits the ability to establish causality or to observe how 

communication technologies and leadership practices evolve over time. A longitudinal approach 

could provide stronger insights into trends, adaptations, and long-term effects. 

 

4. Cultural Representation 

 

Despite including both Indian and global IT managers, the sample had a heavier concentration of 

Indian participants. This may skew findings toward perspectives prevalent in the Indian IT 

ecosystem, potentially limiting transferability to Western or other Asian contexts. Cultural 

differences in communication styles and leadership practices, as highlighted in cross-cultural 

management literature (Hofstede, 2011), may not be fully captured. 

 

5. Online Data Collection Constraints  

 

The exclusive reliance on online surveys and virtual interviews introduced both advantages and 

constraints. While convenient and efficient, online methods may have excluded managers in 

smaller or resource-constrained firms with limited internet access. Additionally, virtual interviews 

may lack some of the depth and nuance of in-person interactions due to reduced observation of 

non-verbal cues. 

 

6. Instrumentation Limitations  

 

Although the survey incorporated validated scales (e.g., MLQ, TAM, UTAUT), the contextual 

adaptation of items to the IT sector introduces potential construct validity risks. Furthermore, 

leadership is a complex, multidimensional phenomenon, and standardized instruments may not 

capture all the nuances of how communication technologies influence leadership in real-world IT 

environments. 

 

Mitigation Strategies 

 

To minimize these limitations, several mitigation strategies were implemented: 

 

• Sampling diversity was emphasized through stratification by organizational size, 

geography, and managerial tenure. 

 

• Ethical measures and assurances of confidentiality were designed to reduce self-reporting 

bias. 

 

• Triangulation of survey and interview data helped strengthen validity by cross-verifying 

patterns. 

 

• Pilot testing and expert reviews enhanced the reliability and contextual relevance of the 

instruments. 
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While these strategies cannot fully eliminate limitations, they enhance the robustness and 

credibility of the findings. 

Conclusion of Chapter 3 

 

This chapter presented a detailed account of the research methodology employed in this study. It 

began by situating the research problem (Section 3.1) and operationalizing theoretical constructs 

(Section 3.2). The chapter then justified the research design (Section 3.4), outlined the sampling 

strategies and population (Sections 3.5–3.6), and described the instrumentation process (Section 

3.7). Subsequently, the data collection procedures (Section 3.8) and analytical strategies (Section 

3.9) were elaborated in depth. Finally, the limitations of the chosen methodology were critically 

acknowledged in this section. 

 

By integrating quantitative surveys with qualitative interviews, supported by validated instruments 

and robust data analysis techniques, the study aims to capture both the breadth and depth of how 

communication technologies influence leadership in the IT sector. The methodological choices 

reflect a deliberate balance between rigor and feasibility, ensuring that the research is both 

academically credible and practically relevant. 

 

This foundation sets the stage for Chapter 4: Results, where the findings of the study will be 

presented, interpreted, and contextualized in relation to the research questions and theoretical 

framework. 
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CHAPTER 4: RESULTS 

Chapter Overview 

This chapter presents the results of the empirical investigation into the impact of communication 

technologies on the leadership skills of managers in the Information Technology (IT) sector. While 

the preceding chapters established the theoretical foundations (Chapter II) and methodological 

design (Chapter III), the purpose of this chapter is to report, analyse, and interpret the data gathered 

through both quantitative and qualitative approaches. In line with the study’s mixed-methods 

design, the results are presented systematically, beginning with descriptive profiles of the 

respondents, followed by patterns of technology adoption, perceived effects on leadership 

competencies, comparative outcomes across different communication tools, and hypothesis testing 

through statistical analysis. The chapter concludes with a synthesis of findings that provide a 

bridge to the broader discussion in Chapter V. 

The presentation of results adheres to the structure outlined in Chapter I, where five research 

questions were posed to guide the inquiry. Each subsection of this chapter corresponds directly to 

one or more of those questions, ensuring conceptual alignment between the aims of the study and 

the evidence presented. Tables and figures are used extensively to display descriptive statistics and 

inferential analyses, while interpretive narratives provide depth by situating numerical outcomes 

within broader organizational and leadership contexts. In addition, cross-tabulations and subgroup 

analyses are included to highlight variations across demographic factors such as gender, age, 

managerial experience, and team size. Where unexpected patterns or anomalies emerged, these are 

explicitly noted and discussed, setting the stage for theoretical interpretation in the next chapter. 

The chapter proceeds in seven subsections.  

• Section 4.1 restates the central and subsidiary research questions, clarifying their 

relationship to the results presented.  

 

• Section 4.2 describes the demographic profile of the sample, including gender, age, 

managerial experience, and team size distribution, with interpretive commentary on how 

the composition of respondents reflects broader industry trends. 

  

• Section 4.3 reports adoption patterns of communication technologies, including frequency 

of use, tool combinations, and variations across team sizes.  

 

• Section 4.4 examines the perceived impact of these technologies on key leadership skills 

such as communication effectiveness, decision-making, motivation, trust-building, and 

adaptability.  

 

• Section 4.5 provides comparative analyses of outcomes across different communication 

tools, drawing attention to strengths and weaknesses of specific platforms.  
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• Section 4.6 presents results from hypothesis testing, including correlation, regression, 

ANOVA, and chi-square analyses, linking statistical significance to the theoretical models 

outlined earlier.  

 

• Finally, Section 4.7 summarizes the findings, highlighting the most salient insights that 

will be further explored in Chapter V. 

4.1 Restatement of Research Questions 

 

The present study set out to examine the influence of communication technologies on the 

leadership skills of managers in the Information Technology (IT) sector. As established in Chapter 

I, the rapid proliferation of digital tools has transformed organizational practices, particularly in 

knowledge-intensive and globally distributed environments.  

 

The research problem highlighted that while communication platforms such as email, instant 

messaging, video conferencing, and collaborative dashboards have become indispensable, their 

impact on leadership competencies remains ambiguous. The purpose of this dissertation has 

therefore been to explore not only whether such technologies enhance managerial effectiveness, 

but also how they reshape the very nature of leadership in IT contexts. 

 

To achieve this, the study was guided by five interrelated research questions that structure the 

analysis presented in this chapter. Each question was derived from theoretical debates discussed 

in Chapter II and methodological choices outlined in Chapter III, ensuring coherence between the 

conceptual framework and empirical investigation. Restating these questions here provides a 

roadmap for the results that follow, clarifies the scope of inquiry, and aligns the forthcoming 

statistical and narrative evidence with the study’s overarching aims. 

 

Research Question 1 (RQ1): How has the integration of communication technology (e.g., email, 

video conferencing, instant messaging) impacted the leadership skills of managers in the IT 

industry? 

 

This foundational question addresses the broad objective of the dissertation. It seeks to identify 

patterns of technological adoption and their perceived effects on leadership, without restricting 

attention to a single competency. Results corresponding to this question will be presented in 

descriptive form through adoption patterns (Section 4.3) and perceived leadership impacts (Section 

4.4). 

 

Research Question 2 (RQ2): To what extent do communication technologies enhance managerial 

competencies such as emotional intelligence, conflict resolution, and team collaboration in the IT 

industry? 

 

RQ2 narrows the inquiry to specific leadership skills that are central to contemporary debates. 

Drawing on transformational and situational leadership theories, this question investigates whether 

digital platforms facilitate or constrain interpersonal dimensions of leadership. The results will 

demonstrate both positive outcomes (e.g., enhanced collaboration) and negative consequences 

(e.g., reduced relational depth). 
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Research Question 3 (RQ3): How do managers in the IT industry adapt their leadership styles in 

response to the increased use of communication technology? 

 

This question recognizes that leadership is not static but adaptive to context. The analysis will 

highlight how different managers align their leadership styles with the capabilities and limitations 

of communication tools. For instance, the use of video conferencing may encourage participatory 

leadership, while reliance on email may reinforce hierarchical practices. 

 

Research Question 4 (RQ4): What challenges do IT managers face in maintaining effective 

leadership when relying on communication technology to manage remote or geographically 

dispersed teams? 

 

RQ4 directs attention to the constraints and risks associated with technology-mediated leadership. 

The results will emphasize practical challenges such as digital fatigue, miscommunication, and the 

erosion of trust in virtual settings. These findings are particularly salient in light of post-pandemic 

hybrid work structures. 

 

Research Question 5 (RQ5): How do communication technologies influence decision-making 

processes and productivity among managers in the IT industry? 

 

Finally, this question connects leadership practice to organizational outcomes. It probes whether 

technology-enabled communication improves decision-making speed, inclusivity, and 

accountability, or whether it introduces overload and ambiguity. Hypothesis testing and statistical 

analyses presented in Section 4.6 directly address this question. 

 

Taken together, these five questions provide a comprehensive framework for interpreting the 

results. They acknowledge that communication technologies are not neutral tools but active 

mediators of leadership practice. The following sections of this chapter therefore present both 

descriptive and inferential findings, integrating quantitative patterns with qualitative insights to 

provide a nuanced understanding of digital leadership in IT organizations. 

4.2 Sample and Response Profile 

 

The first step in analysing the data involves understanding the profile of respondents who 

participated in this study. A total of 70 valid responses were obtained from IT managers across 

diverse organizational contexts, representing a meaningful cross-section of the sector. Describing 

the demographic and professional characteristics of these respondents is essential not only for 

contextualizing the results but also for assessing the representativeness of the sample in relation to 

the broader IT workforce. The variables considered in this subsection include gender, age 

distribution, managerial experience, and team sizes managed. Each characteristic is presented with 

reference to corresponding tables and figures, followed by interpretive commentary that situates 

the findings within industry realities and existing scholarship. 
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4.2.1 Gender Distribution 

 

Table 4.1 presents the gender distribution of respondents. Out of 70 managers, 54 were male (77%) 

and 16 were female (23%). 

 

Table 4.1: Gender Distribution of Respondents 

 

Gender Frequency Percentage 

Male 54 77% 

Female 16 23% 

Source: Primary data collected and analysed by the author (2025). 

 

Figure 4.1: Gender Distribution Pie Chart. 

 

 
Source: Primary data collected and analysed by the author (2025). 

 

Extended Interpretation: The dominance of male respondents highlights the gender gap within the 

managerial population surveyed. This may influence findings, as leadership experiences with 

technology could be shaped differently by gender.  

 

Research in organizational behaviour indicates that women often emphasize collaborative and 

participatory leadership styles, while men may rely more on directive approaches.  

 

Consequently, the underrepresentation of women in this study potentially underrepresents the 

collaborative potential of digital tools. Future research must examine whether women leverage 

communication technologies differently, particularly in relational competencies such as trust and 

motivation. 

 

  

Male Female
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4.2.2 Age Distribution 

 

Table 4.2 presents the age distribution of respondents. Out of 70 managers, 2 (3%) were in the 20–

30 age group, 9 (13%) in the 31–40 group, 16 (23%) in the 41–50 group, and a majority of 43 

(61%) were aged 51 or above. 

 

Table 4.2: Age Distribution of Respondents 

 

Age Group Frequency Percentage 

20–30 2 3% 

31–40 9 13% 

41–50 16 23% 

51+ 43 61% 

Source: Primary data collected and analysed by the author (2025). 

 

Figure 4.2: Age Distribution Bar Graph. 

 

 

Source: Primary data collected and analysed by the author (2025) 

 

Extended Interpretation: The overwhelming representation of managers aged 51 and above reflects 

the seniority of the surveyed cohort.  

 

These leaders have witnessed transitions from analog to digital work environments, offering 

unique insights into technology adoption. The low representation of younger managers may limit 

conclusions about digital-native leadership practices.  
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Nevertheless, cross-age analysis is valuable: younger managers tend to be more adaptable to new 

tools, whereas older managers bring accumulated wisdom but may resist change.  

 

This dynamic provides a nuanced understanding of how leadership development intersects with 

generational factors. 

 

4.2.3 Managerial Experience 

 

Table 4.3 presents the distribution of managerial experience. Out of 70 managers, 3 (4%) had less 

than 2 years of experience, 4 (6%) had 2–5 years, 10 (14%) had 5–10 years, and the vast majority, 

53 (76%), had over 10 years of experience. 

 

Table 4.3: Managerial Experience of Respondents 

 

Experience Frequency Percentage 

< 2 years 3 4% 

2–5 years 4 6% 

5–10 years 10 14% 

10+ years 53 76% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.3: Distribution of Managerial Experience  

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Extended Interpretation: The dominance of highly experienced managers strengthens the 

credibility of responses, as they have accumulated years of leadership practice in different contexts.  

Frequency

< 2 years 2–5 years 5–10 years 10+ years
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However, this also means the perspectives of novice managers—who may be digital natives—are 

underrepresented. Research shows that younger managers are often more comfortable with 

emerging technologies but less experienced in leading teams.  

 

The limited presence of such respondents restricts conclusions about early-career adaptability and 

innovation. At the same time, the large pool of seasoned managers offers insights into how 

communication technology transforms leadership in traditional settings. 

 

4.2.4 Team Size Managed 

 

Table 4.4 displays the distribution of team sizes managed. 13 (19%) lead small teams of 1–5, 9 

(13%) lead teams of 6–10, 14 (20%) manage 11–20 people, while nearly half, 34 (49%), lead large 

teams of over 20 members. 

 

Table 4.4: Team Sizes Managed by Respondents 

 

Team Size Frequency Percentage 

1–5 13 19% 

6–10 9 13% 

11–20 14 20% 

20+ 34 49% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.4: Team Size Distribution Graph 

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Extended Interpretation: Almost half of the managers oversee teams larger than 20 members. This 

highlights the strategic importance of communication technologies in coordinating larger groups.  
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Leaders managing big teams are more dependent on digital tools for structuring workflows, 

monitoring performance, and maintaining engagement. Comparisons across team sizes allow us to 

examine how the scale of leadership challenges shapes technology usage and effectiveness.  

 

For instance, small-team leaders may rely more on face-to-face interaction, while large-team 

leaders must adopt structured, technology-mediated communication. 

 

Summary of Section 4.2: The demographic profile establishes that the majority of respondents are 

senior, male managers with extensive leadership experience, managing relatively large teams.  

 

This demographic backdrop frames the interpretation of subsequent analyses, suggesting the study 

primarily reflects established managerial perspectives on technology-mediated leadership.  

 

The composition of the sample—skewed toward experienced, older, male managers—also 

indicates possible limitations, which are acknowledged in Chapter VI when considering 

implications and recommendations. 

4.3 Communication Technology Adoption and Usage Patterns 

 

This section explores in detail how managers adopt and utilize communication technologies. The 

analysis goes beyond surface-level frequency counts to examine patterns of adoption, tool 

combinations, demographic differences, organizational context, and theoretical implications. The 

goal is to explain not only what tools are used, but also why and how their adoption patterns shape 

leadership effectiveness. 

 

4.3.1 Frequency of Use of Individual Tools 

 

Data Presentation 

 

Table 4.5 summarizes usage frequency for email, instant messaging (IM), video conferencing, 

and project management (PM) tools. 

 

Table 4.5: Frequency of Communication Tool Usage 

 

Tool Very Often Often Sometimes Rarely Never 

Email 76% 18% 6% 0% 0% 

Instant Messaging 54% 30% 13% 3% 0% 

Video Conferencing 39% 42% 15% 4% 0% 

PM Tools 26% 31% 29% 11% 3% 

Source: Primary data collected and analysed by the author (2025) 
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Figure 4.5: Stacked Bar Chart of Tool Usage Frequency  

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

• Email dominates across respondents, reflecting its archival reliability and ubiquity in 

corporate communication. It remains indispensable for formal and traceable exchanges. 

 

• Instant Messaging enjoys broad adoption, reflecting a shift toward real-time collaboration. 

It is particularly relevant for agile and flexible workflows. 

 

• Video Conferencing adoption signals normalization of remote/hybrid models. Its relational 

richness compensates for lack of physical presence. 

 

• Project Management Tools are the least frequently used but represent a growing area of 

integration for structured leadership practices. 

 

Implications 

 

This stratified usage suggests a duality: traditional tools like email provide structure, while newer 

tools (IM, video, PM platforms) provide agility. Effective leaders must balance these dimensions 

to achieve both efficiency and relational impact. 
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4.3.2 Tool Combinations and Multi-Channel Strategies 

 

Data Presentation 

 

Table 4.6: Commonly Used Tool Combinations 

 

 Percentage of Respondents 

Email + IM + Video + PM 44% 

Email + IM + Video 17% 

Email + IM 12% 

Email only 10% 

Other combinations 17% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.6: Tool Combination Usage Pie Chart  

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

• Multi-Tool Adoption: Nearly half of respondents employ the full suite (email, IM, video, 

PM), reflecting holistic leadership communication. 

 

• Conservative Users: The 10% “email-only” group highlights cultural inertia or personal 

resistance to new tools. 

 

Email + IM + Video + PM Email + IM + Video Email + IM

Email only Other combinations



101 

 

• Adaptive Users: Multi-channel adopters exemplify media richness theory, consciously 

matching tool richness to communication demands. 

 

Implications 

 

Multi-channel communication is a marker of adaptive leadership. Leaders who integrate tools 

strategically are better positioned to manage complexity, coordinate across geographies, and 

maintain team cohesion. 

 

4.3.3 Intensity of Technology Integration by Team Size and Experience 

 

Data Presentation 

 

Table 4.7: Tool Usage by Team Size 

 

Team Size Avg. Number of Tools Used 

1–5 2.1 

6–10 2.3 

11–20 3.0 

20+ 3.6 

Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

Leaders of larger teams (>20 members) use a wider array of tools, averaging 3.6 compared to 2.1 

for small-team managers. Complexity requires diverse channels for coordination, monitoring, and 

motivation. 

 

Experienced managers (>10 years) also demonstrate higher adoption, not only from necessity but 

also from accumulated organizational learning. This shows that technology adoption is not random 

but shaped by scope, scale, and tenure. 

 

Implications 

 

Leadership contexts (team size, span of control, experience) significantly moderate adoption 

patterns. Organizations should therefore design leadership development programs that account for 

scale-based technology needs. 
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4.3.4 Demographic Variations in Tool Use 

 

Findings 

 

• Age: Younger managers (<40) favour IM and PM tools, consistent with digital-native 

tendencies. Older managers (>50) rely on email but adapt to video for relational cues. 

 

• Gender: Patterns are broadly similar, though female managers emphasize video 

conferencing more frequently for relational engagement. 

 

• Experience: Early-career managers (<5 years) are moderate adopters of PM tools, 

reflecting exposure to structured practices. 

 

Interpretation 

 

These variations underscore that technology use is mediated by generational identity, gendered 

leadership expectations, and experience levels. Younger managers favour immediacy, while older 

leaders prioritize reliability. Female managers’ stronger emphasis on video may reflect relational 

leadership preferences documented in prior research. 

 

Implications 

 

Leadership development must be sensitive to demographic differences. A “one-size-fits-all” 

technology policy may not capture nuances in communication preferences. 

 

4.3.5 Comparative Observations 

 

1. Email remains foundational – universal across demographics. 

 

2. IM adoption is generational – younger leaders integrate it deeply. 

 

3. Video conferencing bridges relational gaps – valued across all cohorts. 

 

4. PM tools remain niche but expanding – especially in larger teams. 

 

Integrative Interpretation 

 

Communication tool adoption is not uniform but stratified by demographic, structural, and 

experiential factors. Leaders strategically blend channels, reflecting an evolving multi-modal 

communication ecosystem. 
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Summary of Section 4.3:  

 

Communication technology adoption is robust and multi-dimensional. Email serves as the 

backbone, IM and video conferencing have become mainstream, and PM tools are steadily gaining 

traction. Multi-channel adoption dominates, moderated by demographics and leadership context.  

 

These adoption patterns establish the foundation for analysing perceived impacts on leadership 

skills in Section 4.4. 

4.4 Perceived Impact on Leadership Skills 

 

This section examines how communication technology adoption influences the development and 

practice of leadership skills among managers. Building on descriptive statistics, thematic analysis, 

and cross-sectional comparisons, the findings highlight both enhancements and constraints across 

different leadership competencies. The section is structured around specific leadership skill 

domains identified in the conceptual framework. 

 

The analysis is presented dimension by dimension, supported by interpretive commentary that 

situates the findings within broader theoretical and managerial debates. In doing so, this section 

demonstrates both the enabling and constraining effects of technology, reflecting the duality of 

digital tools as enhancers of efficiency and potential sources of relational strain. 

 

4.4.1 Communication Effectiveness 

 

Data Presentation 

 

Survey items measured the extent to which managers perceived communication technologies as 

enhancing clarity, timeliness, and accuracy of message delivery. Over 70% agreed or strongly 

agreed that digital tools improved their ability to convey information effectively. 

However, nearly one-quarter of respondents expressed reservations. Several managers noted that 

while communication volume had increased, quality sometimes suffered. Misinterpretations in 

text-based communication and over-reliance on asynchronous updates were cited as recurring 

issues. This echoes Media Richness Theory, which argues that leaner media such as email or text 

may be inadequate for complex, ambiguous tasks requiring immediate feedback. 

Demographic patterns were also visible: younger managers were more likely to view instant 

messaging as improving effectiveness, while older managers expressed concern that informality 

could undermine authority or professionalism. This generational divergence highlights the 

adaptive nature of leadership communication—what one group sees as transparency and speed, 

another may perceive as erosion of managerial gravitas 
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Table 4.8: Perceived Impact on Communication Effectiveness 

 

Response Category Percentage 

Strongly Agree 38% 

Agree 32% 

Neutral 15% 

Disagree 10% 

Strongly Disagree 5% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.7: Likert Distribution – Communication Effectiveness 

 

  
Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

Most managers credit communication technologies with improving effectiveness. Tools such as 

email and IM enhance message precision, while video conferencing adds richness through non-

verbal cues.  

 

However, a minority expressed concerns about overload and misinterpretation, especially in 

asynchronous communication. 
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Implications 

 

Communication effectiveness is central to leadership. The findings suggest that digital adoption 

generally strengthens clarity and speed, yet leaders must actively manage risks of over-

communication and information fragmentation. 

 

4.4.2 Decision-Making and Problem-Solving 

 

Data Presentation 

 

Respondents were asked about the role of communication tools in decision-making processes, 

especially in gathering input and reaching consensus. 

 

Table 4.9: Impact on Decision-Making and Problem-Solving 

 

Response Category Percentage 

Strongly Agree 29% 

Agree 41% 

Neutral 18% 

Disagree 9% 

Strongly Disagree 3% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.8: Likert Distribution – Decision-Making Impact 

 

 
Source: Primary data collected and analysed by the author (2025) 

 

  

Strongly Agree Agree Neutral Disagree Strongly Disagree



106 

 

Interpretation 

 

Seventy percent of managers reported that communication technologies enhance decision-making, 

primarily through quicker data gathering and broader participation. IM and video conferencing are 

particularly valued for fostering collaborative dialogue. Nonetheless, some respondents noted risks 

of superficial consensus and decision fatigue when digital consultations become excessive. 

 

Implications 

 

Technology appears to shift leadership decision-making toward inclusivity and speed. Leaders 

must balance inclusivity with depth, ensuring decisions remain evidence-based rather than reactive. 

 

4.4.3 Motivation and Team Engagement 

 

Data Presentation 

 

Survey items assessed whether digital communication supports leaders in motivating teams and 

sustaining engagement. 

 

Table 4.10: Perceived Impact on Motivation and Engagement 

 

Response Category Percentage 

Strongly Agree 22% 

Agree 35% 

Neutral 20% 

Disagree 15% 

Strongly Disagree 8% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.9: Likert Distribution – Motivation and Engagement 

 

 
Source: Primary data collected and analysed by the author (2025) 
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Interpretation 

 

Just over half of respondents felt communication technologies positively influence motivation and 

engagement. Video conferencing and IM were highlighted as useful for maintaining visibility and 

informal check-ins. However, nearly a quarter of managers expressed scepticism, citing that digital 

exchanges sometimes lack authenticity and emotional resonance. 

 

Implications 

 

Technology can support but not replace relational leadership. Leaders must supplement digital 

contact with personalized and empathetic communication strategies. 

 

4.4.4 Trust-Building and Relationship Management 

 

Data Presentation 

 

Trust was measured in terms of perceived ability to build rapport, maintain transparency, and 

manage conflicts using communication technologies. 

 

Table 4.11: Perceived Impact on Trust-Building 

 

Response Category Percentage 

Strongly Agree 25% 

Agree 30% 

Neutral 18% 

Disagree 17% 

Strongly Disagree 10% 

Source: Primary data collected and analysed by the author (2025) 
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Figure 4.10: Likert Distribution – Trust-Building  

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

Approximately 55% of managers felt that digital tools support trust-building, particularly through 

transparency (e.g., shared PM dashboards). Yet, 27% disagreed, citing difficulties in conveying 

sincerity and resolving conflicts online. 

 

Implications 

 

Trust-building remains a nuanced leadership challenge. Technology provides transparency and 

visibility but cannot substitute for empathy, emotional intelligence, or face-to-face presence in 

conflict-heavy contexts. 

 

4.4.5 Adaptability and Change Leadership 

 

Data Presentation 

 

Respondents evaluated whether communication technologies improved their ability to adapt and 

lead change. 

 

  

Strongly Agree Agree Neutral Disagree Strongly Disagree
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Table 4.12: Perceived Impact on Adaptability and Change Leadership 

 

Response Category Percentage 

Strongly Agree 32% 

Agree 37% 

Neutral 16% 

Disagree 10% 

Strongly Disagree 5% 

Source: Primary data collected and analysed by the author (2025) 

 

Figure 4.11: Likert Distribution – Adaptability and Change Leadership  

 

 
Source: Primary data collected and analysed by the author (2025) 

 

Interpretation 

 

Nearly 70% of managers credit technology with enhancing adaptability, citing the ability to rapidly 

adjust communication strategies in dynamic environments. PM tools and IM were specifically 

praised for facilitating agile responses to emerging challenges. 

Implications 

 

Adaptive leadership benefits significantly from communication technology. However, leaders 

must remain cautious of over-reliance on tools, ensuring that flexibility also extends to 

interpersonal judgment and situational awareness. 

 

4.4.6 Comparative Observations 

 

1. Strongest Impacts: Communication effectiveness and adaptability are most enhanced by 

digital tools. 

Strongly Agree Agree Neutral Disagree Strongly Disagree
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2. Moderate Gains: Decision-making and trust-building show clear benefits but also notable 

concerns. 

 

3. Mixed Outcomes: Motivation and engagement remain contested, reflecting digital 

communication’s limits in emotional resonance. 

 

Summary of Section 4.4: Managers generally perceive communication technologies as enhancing 

leadership skills, particularly in communication clarity, inclusivity of decision-making, and 

adaptability to change.  

 

However, trust-building and motivation reveal the inherent limitations of digital mediums. The 

results suggest that technology is an enabler but not a substitute for core human-centric leadership 

skills, laying the groundwork for the challenges discussed in Section 4.5. 

4.5 Comparative Analysis of Technology and Leadership Outcomes 

 

While Section 4.4 examined the perceived impact of communication technologies on individual 

leadership competencies, this section provides a comparative view across different tools. The aim 

is to identify which technologies are associated with stronger or weaker leadership outcomes, and 

to interpret these findings in light of existing theories and managerial practices. Tables 4.13–4.16 

and corresponding figures capture comparative data across tools, while the narrative analysis 

highlights patterns, anomalies, and subgroup differences. 

 

4.5.1 Email 

 

Email emerged as the most widely used tool across all respondents, reflecting its status as the 

default medium of organizational communication. Managers consistently reported that email was 

effective for formal communication, especially with clients, external stakeholders, and senior 

executives. Its archival capacity and traceability provided a sense of accountability and clarity, 

which was particularly valued in decision-making and conflict resolution contexts. 

 

However, email was perceived as less effective for motivation and trust-building. Respondents 

noted that email threads often lacked immediacy and emotional richness, making them unsuitable 

for resolving conflicts or inspiring teams. Some managers described email as a “necessary but 

impersonal” tool—indispensable for official documentation but inadequate for fostering 

engagement. This finding is consistent with Media Richness Theory, which classifies email as a 

relatively “lean” medium that struggles to convey non-verbal cues and nuanced meanings. 

 

4.5.2 Instant Messaging Platforms (Slack, Teams, WhatsApp) 

 

Instant messaging platforms were widely regarded as enablers of speed, accessibility, and informal 

connection. Respondents highlighted that Slack and Teams allowed managers to “drop in” on 

conversations, provide quick feedback, and maintain a sense of presence. For smaller teams, these 

platforms were perceived as critical to sustaining motivation and daily momentum. 
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From a leadership perspective, instant messaging was rated highly for motivation and engagement, 

but more mixed for decision-making.  

 

While it fostered inclusivity by giving everyone a voice, it also risked fragmentation when critical 

discussions became dispersed across multiple threads. Several managers described the challenge 

of “signal-to-noise ratio,” where valuable insights were buried within a flood of casual interactions. 

 

Generational differences were visible here: younger managers embraced instant messaging as their 

primary leadership medium, while older managers often expressed discomfort with its informality.  

 

This generational divide reinforces the need for adaptive leadership styles, as suggested by 

Situational Leadership Theory. 

 

4.5.3 Video Conferencing (Zoom, MS Teams, Google Meet) 

 

Video conferencing platforms were consistently ranked highest in terms of trust-building and 

decision-making. Managers emphasized that video calls allowed them to read non-verbal cues, 

establish relational presence, and conduct complex discussions that required negotiation or conflict 

resolution. In contexts of remote or hybrid work, video conferencing was seen as the “closest 

substitute” for face-to-face interaction. 

 

At the same time, respondents noted the drawbacks of video communication. “Zoom fatigue” 

emerged as a recurring theme, with managers reporting that prolonged video meetings drained 

both leaders and teams. Additionally, the formality of scheduled video meetings sometimes created 

barriers to spontaneity, limiting their effectiveness for quick clarifications. 

 

Nevertheless, when it came to leadership competencies such as trust, empathy, and adaptability, 

video conferencing outperformed email and messaging. This supports Social Presence Theory, 

which posits that richer media foster stronger interpersonal connections. 

 

4.5.4 Project Dashboards and Collaborative Platforms (Jira, Trello, Asana) 

 

Dashboards and collaborative platforms were primarily associated with adaptability, 

accountability, and transparency. Managers reported that tools such as Jira allowed them to 

reassign tasks quickly, track progress, and maintain oversight of distributed teams. These platforms 

were particularly valued in larger teams, where coordination complexity was high. 

 

However, dashboards were seen as weak in relational leadership domains, such as motivation and 

trust. Several respondents cautioned that over-reliance on dashboards risked reducing leadership 

to “metrics management,” where human aspects of team dynamics were overshadowed by 

quantitative tracking. This tension reflects (Zuboff, 1988)Zuboff’s (1988) notion of “informating,” 

where digital systems not only automate but also redefine managerial practices, sometimes at the 

cost of relational depth. 
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Interestingly, female managers reported slightly higher use of dashboards in combination with 

collaborative platforms like Teams, suggesting that dashboards were integrated into broader 

strategies of inclusive leadership rather than used in isolation. 

 

4.5.5 Comparative Strengths and Weaknesses 

 

When the tools are compared across leadership competencies, several patterns emerge: 

 

• Email excels in accountability and documentation but is weak in motivation and trust. 

 

• Instant messaging enhances engagement and speed but risks overload and superficiality. 

 

• Video conferencing fosters trust and nuanced decision-making but creates fatigue. 

 

• Dashboards support adaptability and transparency but struggle with relational depth. 

 

These findings underscore that no single tool is sufficient to meet all leadership needs. Instead, 

managers construct hybrid communication ecosystems, tailoring tool use to specific leadership 

functions. For example, a manager might use email to formalize decisions, instant messaging to 

motivate the team, video conferencing to resolve conflicts, and dashboards to monitor progress. 

 

This multi-tool approach resonates with the idea of media complementarity, where different 

communication media are not substitutes but mutually reinforcing. Effective digital leadership thus 

requires orchestration—the ability to deploy the right tool for the right task, balancing richness, 

speed, and scalability. 

 

4.5.6 Subgroup Comparisons 

 

Comparative outcomes also varied across subgroups: 

 

• By age: Younger managers rated instant messaging higher for motivation, while older 

managers placed more emphasis on email and video conferencing for decision-making. 

 

• By gender: Female managers reported higher trust outcomes from collaborative platforms, 

while male managers rated dashboards higher for adaptability. 

 

• By team size: Small teams benefited most from instant messaging and video, while large 

teams derived greater value from dashboards and email. 

 

These subgroup variations reinforce the importance of situational leadership. Tools are not 

universally effective; their outcomes depend on the demographic and organizational context in 

which they are deployed. 
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4.5.7 Theoretical Interpretation 

 

The comparative analysis highlights the relevance of multiple theoretical frameworks: 

 

• Media Richness Theory: Explains why video conferencing is more effective for ambiguous, 

relational tasks, while email suffices for routine communication. 

 

• Social Presence Theory: Accounts for differences in trust outcomes across tools, with video 

fostering stronger social presence than dashboards. 

 

• Situational Leadership Theory: Helps interpret subgroup variations, suggesting that leaders 

must adapt tool use to team size, maturity, and demographics. 

 

• TAM/UTAUT Models: Illuminate why adoption and outcomes are shaped by perceived 

usefulness and ease of use, which vary across cohorts. 

 

These frameworks together suggest that technology outcomes are not inherent but contingent 

shaped by the intersection of tool affordances, leadership style, and organizational context. 

 

4.5.8 Transition 

 

In conclusion, the comparative analysis demonstrates that communication technologies have 

differentiated impacts on leadership competencies. No single tool emerges as universally superior; 

rather, their value depends on the leadership domain, team structure, and demographic profile of 

managers. The next section (4.6) builds on these insights by moving from descriptive and 

comparative analyses to formal hypothesis testing, where statistical techniques such as correlation, 

regression, ANOVA, and chi-square are used to assess the strength and significance of 

relationships between communication technologies and leadership skills. 

4.6 Hypothesis Testing and Statistical Values 

 

4.6.1 Correlation between Tool Usage and Leadership Skills 

 

Data Presentation 

 

A correlation analysis was conducted to examine associations between the frequency of 

technology use and perceived leadership outcomes across the five domains (communication 

effectiveness, decision-making, motivation, trust-building, adaptability). 
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Table 4.13: Correlation Matrix – Tool Usage and Leadership Skills 

 

Leadership Skill Email Use IM Use Video Conferencing Use PM Tool Use 

Communication Effectiveness 0.48** 0.42* 0.51** 0.39* 

Decision-Making 0.41* 0.55** 0.47** 0.44* 

Motivation/Engagement 0.29 0.37* 0.46** 0.31 

Trust-Building 0.34* 0.32 0.49** 0.40* 

Adaptability/Change 0.38* 0.45** 0.41* 0.52** 

(*p < .05, **p < .01) 

Source: Primary data analysis conducted by the author (2025). 

 

Interpretation 

 

• Email: Strongest link with communication effectiveness, reflecting its reliability for clarity 

and record-keeping. 

 

• IM: Positively correlated with decision-making and adaptability, highlighting its agility for 

fast, collaborative exchanges. 

 

• Video Conferencing: Strongest correlations with trust-building and motivation, 

emphasizing relational presence. 

 

• PM Tools: Closely tied to adaptability, reflecting their structured support for change 

management. 

 

4.6.2 Comparative Analysis by Demographics 

 

Age 

 

• Younger managers (<40) reported stronger perceived gains in decision-making and 

adaptability from IM and PM tools. 

 

• Older managers (>50) highlighted communication effectiveness and trust-building through 

email and video conferencing. 

 

Gender 

 

• Female managers emphasized video conferencing’s relational benefits, aligning with trust-

building and engagement. 

 

• Male managers showed higher perceived gains from IM in decision-making efficiency. 
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Experience 

 

• Managers with <5 years of experience rated PM tools highly for adaptability. 

 

• Senior managers (>15 years) valued email and video conferencing for communication 

effectiveness and trust-building. 

 

Implications 

 

Demographics moderate the relationship between technology adoption and leadership outcomes. 

Training and development interventions should therefore be tailored to demographic subgroups to 

maximize impact. 

 

4.6.3 Comparative Strengths and Limitations of Each Tool 

 

Email 

 

• Strength: Reliability, documentation, clarity. 

 

• Limitation: Slow for urgent decisions, risk of overload. 

 

Instant Messaging 

 

• Strength: Speed, inclusivity, adaptability. 

 

• Limitation: Informality may dilute authority; risks of distraction. 

 

Video Conferencing 

 

• Strength: Richness, relational presence, engagement. 

 

• Limitation: Fatigue from overuse; dependency on connectivity. 

 

PM Tools 

 

• Strength: Structure, transparency, adaptability to change. 

 

• Limitation: Steeper learning curve, lower adoption rates. 

 

4.6.4 Integrative Interpretation 

 

The comparative analysis demonstrates that no single tool suffices for leadership effectiveness. 

Instead, the most effective leaders adopt multi-channel strategies, blending email for clarity, IM 

for agility, video for relational connection, and PM tools for structured adaptability.  
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This supports the hypothesis that leadership effectiveness in the digital era is best served by 

adaptive, tool-diverse communication strategies. 

 

Summary of Section 4.6: The comparative analysis confirms that communication technology 

adoption is directly associated with leadership outcomes, but the strength of these associations 

varies by tool, skill domain, and demographic factors.  

 

Effective leadership emerges not from single-tool reliance but from deliberate, multi-channel 

strategies tailored to context and team needs. These findings provide the foundation for hypothesis 

testing in Section 4.6. 

4.7 Hypothesis Testing and Statistical Validation 

 

This section presents the statistical validation of the research hypotheses developed in Chapter III. 

Each hypothesis is tested using appropriate statistical methods, including regression analysis, 

ANOVA, and chi-square tests, to establish the significance of relationships between 

communication technology adoption and leadership outcomes.  The results not only indicate 

whether the hypotheses were supported or rejected but also provide insights into the magnitude, 

direction, and theoretical implications of relationships between communication technologies and 

leadership skills of IT managers. 

 

The subsections follow the order of the hypotheses. 

 

4.7.1 Hypothesis 1: Communication Technologies Enhance Leadership Communication 

Effectiveness 

 

H1: There is a significant positive relationship between communication technology adoption and 

communication effectiveness among managers. 

 

Test Applied 

 

Pearson correlation and linear regression analysis were conducted between overall technology 

adoption scores and communication effectiveness ratings. 

 

Table 4.14: Regression Analysis – Technology Adoption and Communication Effectiveness 

 

Variable β t-value Sig. (p) 

Technology Adoption Score 0.46 5.21 0.000** 

(R² = 0.28, F = 27.14, p < .01) 

Source: Primary data analysis conducted by the author (2025). 
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Interpretation 

 

The regression analysis indicates a significant positive relationship (β = 0.46, p < .01), confirming 

H1. Approximately 28% of the variance in communication effectiveness is explained by 

technology adoption. 

 

These results demonstrate that communication technologies directly influence a manager’s ability 

to deliver clear, timely, and consistent messages. For instance, video conferencing adds visual cues 

that enhance understanding, while email provides accountability through written records. The 

findings confirm Hypothesis 1 and align with Media Richness Theory, which suggests that richer 

media provide superior communication outcomes for complex managerial tasks. 

 

4.7.2 Hypothesis 2: Communication Technologies Improve Decision-Making and Problem-

Solving 

 

H2: Increased adoption of communication technologies positively influences managers’ decision-

making and problem-solving abilities. 

 

Test Applied 

 

Multiple regression with IM, video, and PM tool usage as predictors of decision-making 

effectiveness. 

 

Table 4.15: Regression Analysis – Tool Usage and Decision-Making 

 

Predictor β t-value Sig. (p) 

Instant Messaging 0.33 3.62 0.001** 

Video Conferencing 0.28 3.01 0.004** 

PM Tools 0.21 2.45 0.016* 

(R² = 0.36, F = 19.87, p < .01) 

Source: Primary data analysis conducted by the author (2025). 

 

Interpretation 

 

All three tools significantly predict decision-making effectiveness, confirming H2. Instant 

messaging contributes the strongest effect, reinforcing its value for rapid, collaborative exchanges. 

 

The findings indicate that communication technologies strengthen decision-making by increasing 

access to real-time information, improving visibility into project progress, and fostering 

participatory decision processes. For example, dashboards make performance indicators 

immediately available to all stakeholders, reducing reliance on hierarchical reporting. Hypothesis 

2 is therefore supported, with evidence showing that digital tools enhance both the speed and 

quality of decisions in IT project environments. 
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4.7.3 Hypothesis 3: Communication Technologies Enhance Motivation and Engagement 

 

H3: There is a significant positive association between communication technologies and employee 

motivation/engagement. 

 

Test Applied 

 

One-way ANOVA was performed to compare perceived motivation across high, medium, and low 

technology adopters. 

 

Table 4.16: ANOVA – Technology Adoption and Motivation 

 

Group Mean Motivation Score F-value Sig. (p) 

High Adoption 4.1   

Medium Adoption 3.6 6.87 0.002** 

Low Adoption 3.2   

Source: Primary data analysis conducted by the author (2025). 

 

Interpretation 

 

Significant differences were observed (F = 6.87, p < .01), with high adopters reporting greater 

motivation and engagement than low adopters. H3 is supported. 

 

The results suggest that communication technologies contribute to motivation by creating 

immediacy of feedback, constant connectivity, and opportunities for recognition. However, the 

weaker regression coefficients imply that leadership style, recognition programs, and 

organizational culture remain critical complementary factors. Hypothesis 3 is accepted, with the 

understanding that technology serves as a facilitator of motivation rather than its sole driver. 

 

 

4.7.4 Hypothesis 4: Communication Technologies Foster Trust-Building and Relationship 

Management 

 

H4: Use of communication technologies positively influences managers’ ability to build trust and 

manage relationships. 

 

Test Applied 

 

Chi-square test of independence was conducted between high/low tool usage groups and trust-

building ratings. 
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Table 4.17: Chi-Square Test – Technology Use and Trust-Building 

 

Variable χ² df Sig. (p) 

Tech Use vs. Trust 14.28 4 0.006** 

Source: Primary data analysis conducted by the author (2025). 

 

Interpretation 

 

The chi-square test reveals a significant association (χ² = 14.28, p < .01), confirming H4. Managers 

with higher technology adoption are more likely to report positive outcomes in trust-building. 

 

The results confirm Hypothesis 4 by showing that richer and synchronous communication tools 

enhance relational outcomes. Leaders who integrate video conferencing into their communication 

repertoire were perceived as more transparent, empathetic, and trustworthy. This aligns with Social 

Presence Theory, which emphasizes the importance of immediacy and visual presence for 

relational trust. 

 

4.7.5 Hypothesis 5: Communication Technologies Enhance Adaptability and Change Leadership 

 

H5: Greater use of communication technologies is associated with higher adaptability and 

effectiveness in leading change. 

 

Test Applied 

 

Linear regression using PM tool usage as the primary predictor of adaptability scores. 

 

Table 4.18: Regression Analysis – PM Tools and Adaptability 

 

Variable β t-value Sig. (p) 

PM Tool Usage 0.49 5.87 0.000** 

(R² = 0.31, F = 34.46, p < .01) 

Source: Primary data analysis conducted by the author (2025). 

 

Interpretation 

 

Results indicate a strong positive relationship (β = 0.49, p < .01), confirming H5. PM tool usage 

is a significant predictor of adaptability and change leadership. 

 

These results validate Hypothesis 5, highlighting adaptability as a defining leadership competency 

in digitally mediated contexts. In practice, managers using dashboards could adjust workflows 

dynamically, monitor progress in real-time, and implement corrective measures faster. The 

findings extend situational leadership theory into the digital context, demonstrating that 

adaptability is amplified by technological agility. 
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4.7.6 Comparative Summary of Hypothesis Testing 

The comparative analysis across hypotheses provides a holistic understanding of how 

communication technologies impact leadership skills: 

• Communication Effectiveness (Table 4.14): Strongly supported; leaders using multiple 

tools demonstrate clearer, more accountable communication. 

 

• Decision-Making (Table 4.15): Strongly supported; real-time dashboards and collaboration 

tools enhance problem-solving efficiency. 

 

• Motivation (Table 4.16): Supported but weaker; instant messaging boosts motivation but 

risks fatigue, highlighting the need for balance. 

 

• Trust-Building (Table 4.17): Strongly supported; synchronous tools like video 

conferencing are crucial for relational trust. 

 

• Adaptability (Table 4.18): Strongest relationship; project management tools significantly 

enhance leaders’ ability to adapt and manage change. 

 

Collectively, these findings affirm that communication technologies are not neutral instruments 

but active enablers of leadership outcomes. However, their effects are differentiated across 

competencies. Synchronous tools enhance trust and decision-making, asynchronous tools 

contribute to accountability and adaptability, and instant messaging influences motivation. The 

evidence underscores the need for leaders to orchestrate a hybrid communication strategy, 

blending tools to achieve speed, inclusivity, and emotional connection. 

In conclusion, all five hypotheses were supported by empirical evidence. The statistical validation 

confirms that communication technologies play a transformative role in leadership practice within 

IT organizations. These findings extend leadership theory by positioning adaptability and 

technological agility as the central competencies of digital-age leaders, while cautioning against 

overreliance on any single communication medium. 

4.8 Summary of Findings and Conclusion of Chapter 4 

 

This final section consolidates the results presented in Sections 4.2 through 4.6. It synthesizes 

descriptive statistics, comparative analyses, and hypothesis testing outcomes to provide an 

integrated overview of how communication technologies shape leadership practices. 
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4.8.1 Summary of Key Findings 

 

Demographic Profile (Section 4.2) 

 

• Respondents represented a balanced demographic profile in terms of age, gender, and 

managerial experience. 

 

• Younger managers (<40) displayed stronger affinity for instant messaging and project 

management tools, while older managers (>50) remained more reliant on email and video 

conferencing. 

 

• Larger teams (20+) necessitated greater tool diversity, averaging 3.6 tools per manager 

compared to 2.1 for small teams. 

 

Adoption and Usage Patterns (Section 4.3) 

 

• Email remains the foundational communication tool, used consistently across 

demographics. 

 

• Instant messaging and video conferencing have become mainstream, with usage strongly 

linked to agility and relational presence. 

 

• Project management tools, though less widely adopted, are growing in importance, 

especially for large teams and change leadership. 

 

• Multi-channel strategies dominate, with nearly half of respondents employing all four 

major tools. 

 

Perceived Impact on Leadership Skills (Section 4.4) 

 

• Strongest positive impacts observed in communication effectiveness (clarity, timeliness) 

and adaptability (change leadership). 

 

• Decision-making processes benefited from inclusivity and rapid input collection, though 

risks of superficial consensus were noted. 

 

• Trust-building and motivation showed mixed results, with technology providing 

transparency but struggling to replicate emotional resonance. 

 

Comparative Analysis (Section 4.5) 

 

• Correlations confirmed differential tool–skill associations: email with communication 

effectiveness, IM with decision-making, video conferencing with trust and motivation, and 

PM tools with adaptability. 
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• Demographics moderated effects, e.g., younger managers leveraging IM for adaptability, 

older managers using video for relational trust. 

 

• Multi-channel integration emerged as the most effective leadership strategy. 

 

Hypothesis Testing (Section 4.6) 

 

• All five hypotheses (H1–H5) were statistically supported. 

 

• Strongest relationships were found between technology adoption and communication 

effectiveness (H1), and between PM tool usage and adaptability (H5). 

 

• Moderate but significant associations were established for decision-making (H2), 

motivation (H3), and trust-building (H4). 

 

4.8.2 Thematic Integration of Results 

The findings collectively validate the conceptual model proposed in Chapter III. Communication 

technologies do not act as isolated variables but as enablers of leadership when strategically 

integrated. Leaders who adopt a diverse set of tools align more effectively with the demands of 

complex organizational environments. 

 

The results also highlight a tension between efficiency and authenticity. While technologies 

accelerate communication and decision-making, they risk undermining deeper relational 

dimensions of leadership. Successful leaders balance immediacy with authenticity, leveraging the 

strengths of each medium while mitigating limitations. 

4.9 Analysis of Open-Ended Responses 

 

To complement the quantitative findings, qualitative data from open-ended survey questions were 

analysed thematically. Respondents provided narrative insights into their experiences with 

communication technologies in leadership practice. This subsection details the data source, 

analytic approach and rigor, themes and subthemes with frequencies, exemplar quotations, co-

occurrence patterns, demographic contrasts, and integration with quantitative results, followed by 

limitations and implications for practice. 

 

4.9.1 Data Source and Response Rate 

 

• Of the 70 managers surveyed, 63 (≈90%) provided substantive open-ended responses 

(median length ≈ 155 words; total corpus ≈ 11,400 words). 

 

• Prompts included: 

 

(i) “Describe how communication technologies have helped or hindered your leadership.” 

(ii) “What changes have you made to your leadership approach due to these tools?” 

(iii) “What future improvements would you recommend?” 
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4.9.2 Analytic Approach and Rigor 

 

• Method: Inductive thematic analysis with iterative coding (open → axial → selective). 

 

• Coders: Two trained researchers independently coded an initial 20-response subset; 

discrepancies were reconciled to develop a shared codebook. 

 

• Reliability: Inter-coder agreement on the reliability subset achieved Cohen’s κ = 0.81 

(substantial). A second 10-response spot-check after codebook refinement yielded κ = 0.86. 

 

• Saturation: No new codes emerged after the 55th response; subsequent material confirmed 

existing categories (theoretical saturation). 

 

• Audit Trail: Versioned codebook, memos, and decision logs maintained to ensure 

transparency and dependability. 

 

4.9.3 Codebook and Theme Prevalence 

 

Multiple codes were permitted per response. Frequencies below reflect the number of 

respondents mentioning each theme (not total mentions). Percentages are out of N = 63 open-

ended respondents. 

 

Table 4.19: Thematic Codebook Snapshot with Prevalence and Exemplars 

 

Theme (Parent) → 

Subtheme 
Operational Definition n % Illustrative Excerpt 

Benefits → Speed & 

Responsiveness 

Tools enable faster decisions, 

real-time clarification 
48 76 

“IM lets us resolve blockers 

in minutes rather than days.” 

Benefits → 

Transparency & 

Accountability 

Visibility of tasks, decisions, 

and ownership 
41 65 

“PM dashboards make 

responsibilities crystal clear.” 

Benefits → 

Inclusivity & Reach 

Broader participation across 

locations/levels 
37 59 

“Video calls bring remote 

voices into the room.” 

Challenges → 

Overload & 

Fragmentation 

Message volume, channel 

sprawl, context switching 
33 52 

“Too many pings split my 

focus and slow deep work.” 

Challenges → Loss of 

Nuance & Tone 

Misinterpretation, thin 

relational cues 
28 44 

“Emails escalate quickly 

when tone is misread.” 

Challenges → Digital 

Fatigue & Burnout 

Exhaustion from constant 

online presence 
24 38 

“Back-to-back video 

meetings drain energy.” 

Challenges → Tool 

Redundancy & Misfit 

Overlapping tools, poor 

integration/policies 
21 33 

“We duplicate updates in 

three systems.” 
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Theme (Parent) → 

Subtheme 
Operational Definition n % Illustrative Excerpt 

Adaptation → 

Learning & Training 

Needs 

Formal upskilling, peer 

coaching, how-to guides 
29 46 

“Short clinics on PM tools 

improved adoption.” 

Adaptation → Process 

Standardization 

Channel norms, meeting 

cadences, response SLAs 
26 41 

“We set IM ‘quiet hours’ and 

email cutoffs.” 

Adaptation → 

Leadership Style Shift 

Move toward coaching, 

facilitation, async-first 
22 35 

“I’ve shifted from directing 

to enabling.” 

Future → Hybrid-by-

Default 

Expectation of sustained 

hybrid work patterns 
39 62 

“Hybrid is here to stay; we 

plan around it.” 

Future → AI 

Augmentation 

Summarization, drafting, 

meeting notes, analytics 
27 43 

“AI minutes cut follow-up 

time significantly.” 

Future → Governance 

& Policy 

Clear norms, security, 

compliance, archiving 
25 40 

“We need unified policies on 

which tool for what.” 

Source: Primary qualitative data analysis conducted by the author  (2025). 

 

Figure 4.12: Word Cloud of Most Salient Terms 

 

 
Source: Primary qualitative data analysis conducted by the author  (2025) 
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Figure 4.13: Theme Prevalence Bar Chart  

 

 
Source: Primary qualitative data analysis conducted by the author  (2025) 

4.10 Theme Co-occurrence and Structure 

 

Patterns show that benefits frequently co-occur with challenges—speed gains often pair with 

overload concerns. 

 

Table 4.20: Theme Co-occurrence Matrix (number of respondents mentioning both; N = 63) 

 
 Speed Transparency Inclusivity Overload Loss of Tone 

Speed — 26 21 17 11 

Transparency 26 — 19 12 9 

Inclusivity 21 19 — 8 7 

Overload 17 12 8 — 13 

Loss of Tone 11 9 7 13 — 

Source: Primary qualitative data analysis conducted by the author  (2025) 
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Figure 4.14: Heat Map of Theme Co-occurrence. 

 

 
 

Source: Primary qualitative data analysis conducted by the author  (2025) 

 

Figure 4.15: Theme Network Diagram (benefit ↔ challenge tensions) 
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Transparency 26.0 
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8.0 7.0 

Overload 17.0 12.0 8.0 
 

13.0 

Loss of Tone 11.0 9.0 7.0 13.0 
 

Source: Primary qualitative data analysis conducted by the author  (2025) 
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Demographic and Contextual Differences 

 

• Age: Respondents <40 more often mentioned Speed (≈82%) and AI Augmentation (≈51%); 

respondents ≥50 more often raised Loss of Tone (≈51%) and Governance (≈46%). 

 

• Team Size: Leaders of 20+ teams referenced Transparency (≈74%) and Process 

Standardization (≈58%) more than small-team leaders. 

 

• Experience: Managers with >10 years stressed Hybrid-by-Default (≈68%) and Governance 

(≈47%); <5 years emphasized Learning & Training (≈61%). 

 
Triangulation with Quantitative Results 

 

• The Speed & Responsiveness theme aligns with higher IM usage and stronger decision-

making correlations (Section 4.5; Table 4.13). 

 

• Transparency & Accountability complements the positive link between PM tools and 

adaptability (Table 4.18; H5 supported). 

 

• Concerns about Loss of Tone and Digital Fatigue echo the mixed Likert outcomes for trust-

building and motivation (Tables 4.11 and 4.10). 

 
Limitations of the Qualitative Analysis 

 

• Self-Selection: More vocal respondents may be overrepresented. 

 

• Context Specificity: Findings may reflect the communication culture of the sampled 

organizations. 

 

• Depth vs. Breadth: Short-format responses limit nuance relative to interviews. 

 
Implications for Practice and Policy 

 

1. Channel Governance: Publish a tool taxonomy (“which tool for what”) and retention rules. 

 

2. Load Management: Establish norms for notifications, quiet hours, and response SLAs. 

 

3. Hybrid Design: Default to remote-inclusive practices (agenda packets, recordings, 

captions). 

 

4. Skill Building: Provide micro-trainings and peer coaching on IM, video, and PM tools. 

 

5. Trust & Tone: Encourage camera-optional policies, teach tone-checking in async writing, 

and use structured check-ins. 
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6. AI Guardrails: Pilot AI for summarization and follow-ups with clear privacy/compliance 

guidance. 

4.11. Conclusion of Chapter 4 

 

This chapter provided a comprehensive presentation of results, integrating descriptive statistics, 

inferential hypothesis testing, and thematic analysis of open-ended responses. It addressed each 

research question systematically and confirmed the validity of all proposed hypotheses. 

 

Restatement of Purpose:  

 

The primary aim of this research was to evaluate how communication technologies—specifically 

email, instant messaging, video conferencing, and project management platforms—shape 

leadership effectiveness across competencies including communication, decision-making, 

motivation, trust-building and adaptability. 

 

Summary of Findings:  

 

The quantitative analyses established significant associations across all five hypotheses. 

Communication effectiveness and adaptability demonstrated the strongest correlations with 

technology adoption, while decision-making, motivation, and trust also benefited to varying 

degrees. Patterns of use differed by age, managerial experience, and team size, illustrating that 

demographic and organizational context mediate technology’s leadership impact. The qualitative 

findings corroborated these insights, highlighting perceived benefits (speed, transparency, 

inclusivity) alongside challenges (overload, misinterpretation, fatigue). Importantly, themes 

suggested that advantages are often accompanied by drawbacks, confirming the paradoxical nature 

of digital leadership. 

 

Integration of Results:  

 

Triangulating quantitative and qualitative strands reveals that communication technologies 

function as both enablers and disruptors. Their positive impact on leadership is not automatic; it 

requires intentional integration, adaptive norms, and careful attention to relational dynamics. 

Leaders who adopt multi-channel strategies appear most successful. 

 

Implications for Theory:  

 

The findings extend digital leadership literature by demonstrating that technology adoption 

influences not only transactional efficiency but also transformational aspects such as trust and 

motivation. They affirm theories of socio-technical systems, which posit that leadership outcomes 

depend on the interplay between tools, people, and structures. 
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Implications for Practice:  

 

Organizations should prioritize governance frameworks, skill development, and hybrid leadership 

models. Training programs should emphasize not only tool functionality but also soft skills for 

digital trust-building and motivational communication. Policies must also address overload 

management, tone calibration, and AI integration, ensuring that efficiency gains do not erode 

relational depth. 

 

Limitations and Caveats:  

 

While the sample was diverse, self-selection bias and reliance on self-reported data may have 

influenced the findings. Open-ended responses, while rich, were limited in depth compared to full 

interviews. These limitations will be revisited in Chapter VI when recommendations for future 

research are presented. 
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CHAPTER 5: DISCUSSION 

5.1 Introduction 

 

The previous chapter presented the empirical findings of this study, highlighting how 

communication technologies influence leadership skills in the IT sector. While the results 

demonstrated clear associations between tool adoption and leadership outcomes, the present 

chapter seeks to interpret these findings in a broader theoretical and practical context. The purpose 

of the discussion is threefold: 

 

1. To integrate findings with existing literature and theoretical frameworks, evaluating how 

the results confirm, extend, or challenge prior scholarship. 

 

2. To analyse the managerial implications of differentiated technology outcomes, particularly 

in the unique context of IT organizations characterized by distributed teams, rapid project 

cycles, and global client interfaces. 

 

3. To reflect critically on tensions and paradoxes revealed by the study, moving beyond 

descriptive results to a deeper understanding of the dual-edged nature of communication 

technologies in leadership. 

 

This chapter therefore shifts the narrative from “what the data showed” to “what the data mean,” 

situating the empirical insights within academic debates and organizational realities. 

5.2 Thematic Discussion of Findings 

 

The findings can be interpreted across five thematic areas: (a) the differentiated impact of 

technologies, (b) leadership as orchestration, (c) demographic and contextual moderators, (d) the 

relational paradox of digital leadership, and (e) adaptability as the defining competency of digital-

era leaders. 

 

5.2.1 Differentiated Impact of Technologies 

 

A central insight of the study is that communication technologies do not have uniform effects on 

leadership. Instead, each tool is associated with specific leadership competencies: instant 

messaging with motivation, video with trust and decision-making, dashboards with adaptability, 

and email with accountability. 

 

This aligns with Media Richness Theory, which posits that richer media are better suited to 

complex and ambiguous tasks, while leaner media suffice for routine communication. Yet, the 

findings also extend the theory by showing that tools considered “lean,” such as dashboards, can 

play a crucial role in adaptability when managing large, complex teams. This suggests that 

perceived usefulness (TAM) and contextual appropriateness may be more important than intrinsic 

richness alone. 
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The differentiated impact highlights the need to move away from simplistic narratives of 

“technology improves leadership.” Instead, technologies serve as specialized enablers, each 

reinforcing different aspects of the leadership repertoire. 

 

5.2.2 Leadership as Orchestration 

 

Another key finding is that managers rarely rely on a single tool. Instead, they construct 

communication ecosystems, using multiple tools in complementary ways. This reflects Leonardi 

et al.’s (2013) notion of “media repertoires” and suggests that leadership in digital contexts is 

fundamentally about orchestration—deploying the right tool for the right task, while integrating 

information flows across platforms. 

 

The regression results showed that hybrid adoption significantly predicts leadership effectiveness 

and adaptability, underscoring the value of versatility. This challenges earlier models of leadership 

communication, which often assumed a dominant medium (e.g., face-to-face or email). In IT 

organizations, leadership is enacted through media complementarity, where effectiveness lies in 

balance rather than substitution. 

 

Practically, this means leaders must develop meta-communication skills—the ability to manage 

not just messages but also the architecture of communication itself. Training programs that focus 

solely on tool proficiency may be insufficient; instead, leaders must be trained to think like 

“communication architects.” 

 

5.2.3 Demographic and Contextual Moderators 

 

The study also revealed that demographic factors (age, gender) and organizational context (team 

size, managerial experience) moderate technology outcomes. Younger managers favoured instant 

messaging, older managers leaned on email and video, female managers emphasized inclusivity 

via collaborative tools, and larger teams relied heavily on dashboards. 

 

These findings resonate with Situational Leadership Theory, which emphasizes that leadership 

effectiveness depends on context and follower maturity. However, they extend the model into the 

digital realm by showing that technology choices themselves must be situationally adapted. A 

“one-size-fits-all” approach to digital leadership is unlikely to succeed; instead, leaders must tailor 

their communication repertoires to the demographics and structures of their teams. 

 

This also has implications for organizations: standardizing communication platforms may bring 

efficiency but risks ignoring the varied needs of different cohorts. Instead, organizations may need 

to encourage plurality and flexibility, allowing leaders to adapt tool use to their contexts while 

providing integrative infrastructures to prevent fragmentation. 
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5.2.4 The Relational Paradox of Digital Leadership 

 

One of the most striking findings was the ambivalence surrounding trust-building and motivation. 

While technologies enhanced transparency, speed, and presence, they also risked creating 

transactional, surface-level interactions. Instant messaging could engage but also exhaust; video 

conferencing could build trust but also cause fatigue. 

 

This reflects what some scholars describe as the paradox of digital leadership: technologies 

simultaneously enable and constrain relational depth. Social Presence Theory helps explain why 

leaner media often fail to sustain trust, but the results suggest that even “richer” media cannot fully 

substitute for informal, face-to-face interactions. 

 

The managerial implication is that leaders must go beyond mere tool adoption to design relational 

practices within digital environments. This may involve deliberate efforts to create spaces for 

informal interactions, recognition, and empathy—counterbalancing the transactional pull of digital 

systems. 

 

5.2.5 Adaptability as the Defining Competency 

 

Perhaps the strongest and most consistent finding was that technologies enhance adaptability—the 

ability to pivot quickly, reallocate tasks, and manage change. This was statistically confirmed and 

widely reported in qualitative feedback. For IT organizations, where volatility, client demands, 

and technological disruptions are constant, adaptability emerges as the defining competency of 

digital-era leadership. 

 

This resonates with contemporary leadership frameworks such as Adaptive Leadership  (Ronald 

Abadian Heifetz, 2002) which emphasize flexibility, experimentation, and resilience. 

Communication technologies provide the infrastructure for such adaptability, but effective 

leadership requires the capacity to frame changes, manage resistance, and maintain clarity amid 

rapid shifts. 

 

Thus, adaptability is not simply about technological agility but about integrating tools with 

strategic and human considerations. Leaders who treat adaptability as purely technical risk 

neglecting the emotional and cultural dimensions of change. 

 

5.3 Practical Implications 

 

The findings of this study have significant implications for managerial practice in the IT industry, 

where communication technologies are deeply embedded in daily operations. The differentiated 

impacts of tools, the importance of orchestration, and the moderating role of demographics and 

team structures all point to the need for nuanced, context-sensitive leadership strategies. This 

section outlines five sets of practical implications: communication strategy design, leadership 

development, organizational infrastructure, relational leadership practices, and adaptability 

management. 
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5.3.1 Designing Communication Strategies 

 

One of the clearest implications is that managers must move beyond ad hoc or habitual tool use 

toward deliberately designed communication strategies. The study shows that different tools 

reinforce different leadership competencies: email supports accountability, instant messaging 

supports motivation, video fosters trust, and dashboards enhance adaptability. 

Practical recommendation: 

 

• Managers should map their leadership tasks against tool strengths, creating a 

communication matrix (e.g., use dashboards for project oversight, video for conflict 

resolution, instant messaging for daily motivation). 

 

• Organizations can develop playbooks that guide managers in selecting the most effective 

tools for specific scenarios, while leaving room for contextual flexibility. 

 

• Regular reviews of communication effectiveness can help managers adjust strategies as 

teams evolve. 

 

By treating communication as a strategic design problem rather than a routine activity, leaders can 

maximize the value of digital platforms. 

 

5.3.2 Leadership Development and Training 

 

The results highlight the need for leadership training that goes beyond technical proficiency with 

tools. Many managers are adept at using platforms but less skilled at integrating them into coherent 

leadership practices. 

 

Practical recommendation: 

 

• Leadership development programs should include modules on communication 

orchestration—how to balance media richness, speed, and inclusivity across platforms. 

 

• Training should emphasize meta-communication skills, such as setting norms for tool use, 

managing overload, and integrating information from multiple sources. 

 

• Generational and gender differences in adoption suggest that training should be tailored to 

diverse cohorts, addressing both younger managers’ reliance on informal messaging and 

older managers’ preference for formal media. 

 

In short, leadership programs must recognize that digital leadership is not just about using tools 

but about managing ecosystems of tools in ways that align with organizational goals. 
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5.3.3 Organizational Infrastructure and Policies 

 

The study also highlights organizational-level implications. While managers need flexibility, 

organizations must provide supportive infrastructures to prevent fragmentation. The risk of 

scattered conversations, duplicated information, and misaligned practices is high in multi-tool 

environments. 

 

Practical recommendation: 

 

• Organizations should invest in integrative platforms that link email, messaging, video, and 

dashboards into coherent workflows. 

 

• Clear policies and norms should be established for when and how tools are to be used (e.g., 

video for decision-making, messaging for quick clarifications, dashboards for 

accountability). 

 

• To support inclusivity, organizations should ensure equal access to tools across teams and 

avoid privileging platforms that disadvantage certain cohorts (e.g., older employees less 

comfortable with instant messaging). 

 

By creating a balance between standardization and flexibility, organizations can enable managers 

to adapt tool use while maintaining consistency and reducing inefficiencies. 

 

5.3.4 Relational Leadership in Digital Contexts 

 

One of the most challenging findings was the ambivalence around trust and motivation. While 

tools improved transparency and speed, they also risked creating transactional interactions and 

digital fatigue. This highlights the importance of relational practices in digital leadership. 

 

Practical recommendation: 

 

• Managers should deliberately create spaces for informal connection, such as virtual coffee 

sessions or recognition channels in Slack/Teams, to sustain trust beyond transactional 

exchanges. 

 

• Leaders should balance responsiveness with respect for boundaries, avoiding the 

expectation of 24/7 availability that undermines motivation. 

 

• Empathy and emotional intelligence should be emphasized in digital interactions—tone, 

acknowledgment, and appreciation are amplified in leaner media, where non-verbal cues 

are absent. 

 

In practice, this means that leadership in digital environments requires conscious effort to 

humanize communication, compensating for what is lost when face-to-face contact is limited. 

 

  



135 

 

5.3.5 Managing Adaptability and Change 

 

The strongest positive impact of communication technologies was on adaptability. However, the 

study also cautions that rapid shifts communicated through multiple platforms can create confusion 

and resistance. Managers must therefore harness adaptability while ensuring clarity and stability. 

 

Practical recommendation: 

 

• Leaders should use dashboards and project management tools to provide visibility during 

change, but supplement them with video or messaging to explain rationale and build buy-

in. 

 

• Adaptability should be framed not just as speed but as strategic responsiveness, ensuring 

that pivots are accompanied by clarity of purpose. 

 

• Organizations can reinforce adaptability by embedding feedback loops into digital systems, 

allowing managers to gauge how changes are received and adjust communication 

accordingly. 

 

This points to a broader implication: adaptability is not purely technical but cultural. Leaders must 

frame change as a shared journey, supported by both tools and relationships. 

 

5.3.6 Implications for IT Industry Practice 

 

Taken together, the findings suggest several implications specific to IT organizations: 

 

1. Client-facing leadership: Email remains critical for external communication, but video 

conferencing can be leveraged for building trust with international clients. 

 

2. Distributed teams: For globally dispersed teams, hybrid tool use (messaging + dashboards 

+ video) are essential to balance speed, accountability, and relational presence. 

 

3. Agile environments: In fast-paced project contexts, instant messaging can sustain 

momentum, but leaders must guard against fatigue by setting norms for availability. 

 

4. Large-scale coordination: Dashboards provide scalability for large teams but must be 

complemented with human-centred tools to maintain motivation and trust. 

 

These insights reinforce that digital leadership in IT is not only about efficiency but also about 

balancing relational and technical demands in high-pressure, globalized environments. 
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5.3.7 Summary of Practical Implications 

 

The practical implications of this study converge on a central message: communication 

technologies are not merely operational tools but strategic instruments of leadership. Their value 

lies not in isolated adoption but in deliberate orchestration, contextual adaptation, and relational 

balancing. 

 

For managers, this means adopting a reflective, intentional approach to tool use, supported by 

training in orchestration and empathy. For organizations, this means providing integrative 

infrastructures, clear policies, and leadership development programs that emphasize digital 

ecosystems. For the IT industry as a whole, the results highlight the need to reconceptualize 

leadership as both technologically mediated and relationally grounded. 

 

5.4 Theoretical Contributions 

 

Beyond its empirical findings and practical applications, this study offers several important 

contributions to theory. By examining how communication technologies shape leadership skills in 

the IT sector, the research advances understanding at the intersection of leadership theory, media 

use, and organizational behaviour. These contributions can be grouped into five thematic areas: 

differentiated media effects, orchestration and hybrid leadership, demographic and contextual 

moderators, relational paradoxes of digital leadership, and adaptability as a core construct. 

 

5.4.1 Differentiated Media Effects 

 

The study reinforces the premise of Media Richness Theory (Daft & Lengel, 1986) and Social 

Presence Theory (Short et al., 1976), which suggest that richer media are more effective for 

ambiguous or relational tasks. Findings confirm that video conferencing, as a “rich” medium, was 

strongly associated with trust and decision-making, while email, a “lean” medium, was most 

effective for documentation and accountability. 

 

However, the study also extends these theories in two ways: 

 

1. It demonstrates that lean media can have positive leadership outcomes when aligned with 

structural needs. Dashboards, though low in social presence, were strongly linked to 

adaptability and oversight in large teams. This suggests that richness is not inherently 

superior but must be assessed relative to task and context. 

 

2. It highlights media specialization rather than substitution. Instead of richer media 

displacing leaner ones, leaders use different tools for different leadership functions, 

implying that media richness should be reconceptualized in terms of complementarity. 

 

Thus, the study contributes to refining classic media theories by emphasizing functional 

differentiation and complementarity rather than linear hierarchies of richness. 
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5.4.2 Leadership as Orchestration and Hybridization 

 

Traditional leadership theories often assume a dominant communication channel (e.g., face-to-

face interaction) through which influence flows. This study shows that in digital contexts, 

leadership is enacted through hybrid ecosystems of tools, requiring orchestration across multiple 

platforms. 

 

This has two theoretical implications: 

 

• It supports the emerging concept of media repertoires (Leonardi et al., 2013), extending it 

into the leadership domain. Leaders construct repertoires not just for efficiency but to 

balance relational, motivational, and adaptive needs. 

 

• It redefines leadership as a practice of orchestration—the ability to integrate diverse 

communication media into coherent strategies. This moves leadership theory beyond traits 

or styles toward a more systemic view that accounts for technological mediation. 

 

The study therefore contributes to a theoretical shift: from leadership as interpersonal influence on 

leadership as communication system design. 

 

5.4.3 Demographic and Contextual Moderators 

 

The study adds nuance to Situational Leadership Theory (Hersey & Blanchard, 1969) by 

demonstrating that technology choices themselves are situationally moderated. Leadership 

effectiveness does not depend solely on follower maturity but also on the demographic and 

structural characteristics of leaders and teams. 

 

For example, younger managers favoured instant messaging, older managers leaned on email and 

video, female managers reported higher motivational impact from collaborative tools, and large 

teams relied heavily on dashboards. These findings suggest that digital situational leadership 

involves tailoring communication repertoires to demographic cohorts and team structures. 

 

This extends situational leadership models into the digital era, emphasizing that context shapes not 

only leadership style but also media choice and effectiveness. 

 

5.4.4 Relational Paradoxes in Digital Leadership 

 

The ambivalent findings on trust and motivation highlight what may be termed the relational 

paradox of digital leadership: technologies that increase transparency and speed can 

simultaneously erode relational depth. Instant messaging, for example, was both motivating and 

fatiguing video conferencing fostered trust but induced exhaustion. 

 

This paradox challenges overly optimistic models of e-leadership (Avolio et al., 2014), which often 

emphasize the enabling effects of technology. The results suggest that digital leadership outcomes 

are dual-edged and contingent on intensity, context, and managerial framing. 
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Theoretically, this points to the need for dialectical models of digital leadership, which account for 

both the enabling and constraining effects of technology. Such models would better reflect the 

complex reality in which leaders must continuously balance efficiency with relational depth. 

 

5.4.5 Adaptability as a Core Construct 

 

Perhaps the strongest theoretical contribution is the identification of adaptability as the defining 

competency of digital-era leadership. While adaptability has been discussed in frameworks such 

as Adaptive Leadership (Heifetz & Linsky, 2002), this study demonstrates empirically that 

communication technologies are central enablers of adaptive leadership in IT organizations. 

 

The consistent finding that hybrid adoption predicts adaptability extends leadership theory by 

highlighting technological versatility as a core leadership capability. In this sense, adaptability is 

not just about cognitive or emotional flexibility but also about technological agility—the ability to 

switch fluidly across platforms and align them with changing organizational needs. 

 

This contribution suggests that leadership theory must more explicitly incorporate technological 

mediation into definitions of adaptability, resilience, and agility. 

 

5.4.6 Integrated Theoretical Insights 

 

Taken together, the study’s contributions can be synthesized into an integrated theoretical 

perspective: 

 

1. Leadership–media alignment: Tools reinforce specific leadership skills, underscoring the 

importance of aligning media affordances with leadership functions. 

 

2. Leadership as orchestration: Effectiveness lies in hybrid, complementary tool use, 

reframing leadership as communication system design. 

 

3. Digital situational leadership: Media choice and outcomes are moderated by demographics 

and team structures, extending situational models into the digital domain. 

 

4. Relational paradoxes: Digital leadership entails inherent tensions, requiring dialectical 

approaches to theory and practice. 

 

5. Adaptability through technological agility: Communication technologies are central to 

adaptive leadership, making technological versatility a key construct in contemporary 

leadership theory. 

 

5.4.7 Transition 

 

In summary, this study not only validates existing frameworks such as Media Richness, Social 

Presence, and Situational Leadership but also extends them in significant ways. By foregrounding 

orchestration, contextual moderation, paradoxical effects, and adaptability, the research 

contributes to evolving a more nuanced theory of digital leadership. 
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The next section (5.5) builds on these theoretical insights by outlining avenues for future research, 

identifying gaps that remain and proposing directions for advancing knowledge at the intersection 

of leadership and communication technologies. 

 

5.5 Future Research Directions 

 

The findings of this study open up several promising avenues for future research. While the results 

provide important insights into how communication technologies shape leadership in the IT 

industry, they also highlight the complexity, contingency, and evolving nature of digital leadership. 

This section outlines five areas for future inquiry: longitudinal dynamics, cross-industry and cross-

cultural comparisons, deep exploration of relational outcomes, integration of emerging 

technologies, and methodological innovations. 

 

5.5.1 Longitudinal Dynamics of Digital Leadership 

 

A key limitation of this study is its cross-sectional design. Leadership practices and technology 

adoption were measured at a single point in time, yet both are highly dynamic. Technologies 

evolve rapidly, and leadership practices may change as teams adapt, platforms mature, or 

organizational norms shift. 

 

Future research could adopt longitudinal designs to track how leadership–technology relationships 

develop over time. Questions such as: 

 

• How does prolonged reliance on instant messaging affect team motivation across months 

or years? 

 

• Do initial gains in adaptability from dashboards persist, or do they erode as teams 

experience “metrics fatigue”? 

 

• How do leaders evolve their communication repertoires as new tools emerge and old ones 

decline? 

 

By capturing these temporal dynamics, future studies could provide richer insights into the 

sustainability and trajectory of digital leadership practices. 

 

5.5.2 Cross-Industry and Cross-Cultural Comparisons 

 

This study focused on the IT sector in India, which is a fertile ground for examining digital 

leadership but also somewhat unique. IT organizations are early adopters of technology, operate 

globally, and employ relatively young workforces. Results may therefore not generalize to other 

industries or cultural contexts. 

 

Future research should conduct cross-industry comparisons, examining whether the differentiated 

impacts of tools observed here hold in industries such as healthcare, education, finance, or 

manufacturing, where communication demands differ. Similarly, cross-cultural research could 
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explore whether cultural values (e.g., collectivism vs. individualism, high vs. low power distance) 

moderate tool adoption and leadership outcomes. 

 

For example: 

 

• Do collectivist cultures rely more heavily on video conferencing for trust-building? 

 

• Do hierarchical cultures place greater emphasis on email for formal communication? 

 

• How do flat, agile organizations in Western contexts balance dashboards and relational 

tools compared to their Indian counterparts? 

 

Such studies would help build a more globally nuanced theory of digital leadership. 

 

5.5.3 Deep Exploration of Relational Outcomes 

 

The ambivalent findings on trust and motivation suggest the need for deeper exploration of 

relational dynamics in digital contexts. While quantitative data captured broad trends, more fine-

grained, qualitative approaches could reveal how trust is built or eroded in virtual teams, or how 

motivation fluctuates in response to digital fatigue. 

 

Future research could explore: 

 

• The micro-processes of trust formation during video calls, instant messaging exchanges, 

or dashboard interactions. 

 

• How emotional intelligence is enacted in lean media environments. 

 

• The role of informal, “back-channel” communications (e.g., WhatsApp groups) in 

supplementing formal organizational platforms. 

 

Such studies could use ethnographic methods, digital trace analysis, or diary studies to capture the 

lived experience of digital leadership, providing richer insights into the relational paradoxes 

identified here. 

 

5.5.4 Integration of Emerging Technologies 

 

The communication technologies studied here (email, messaging, video, dashboards) represent the 

current mainstream. However, new technologies are rapidly emerging—artificial intelligence 

(AI)-driven chatbots, virtual and augmented reality (VR/AR) platforms, and the integration of 

generative AI into collaboration suites. These innovations may transform digital leadership in 

profound ways. 
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Future research could investigate: 

 

• How AI-mediated communication affects perceptions of authenticity, trust, and authority. 

 

• Whether VR/AR platforms can restore some of the non-verbal richness lost in digital 

interactions. 

 

• How algorithmic nudges in dashboards or collaborative tools shape leadership decision-

making and adaptability. 

 

By engaging with next-generation technologies, scholars can anticipate how leadership theory 

must evolve to remain relevant in a rapidly changing digital landscape. 

 

5.5.5 Methodological Innovations 

 

Finally, this study relied primarily on survey-based, self-reported data. While valuable, such data 

are subject to biases (social desirability, recall errors) and may not capture actual communication 

practices. Future research should employ methodological triangulation, integrating multiple data 

sources to improve validity. 

 

Potential approaches include: 

 

• Digital trace data: Analysing actual patterns of tool use (e.g., Slack message logs, email 

metadata) to correlate with leadership outcomes. 

 

• Experimental designs: Testing causal relationships between tool use and leadership 

perceptions in controlled environments. 

 

• Mixed methods: Combining surveys with in-depth interviews, observations, or case studies 

to contextualize findings. 

 

Such methodological innovations could move the field beyond perception-based studies toward a 

more robust, multi-layered understanding of digital leadership. 

 

5.5.6 Toward a Research Agenda 

 

Taken together, these directions point toward a broader research agenda: 

 

1. Temporal: Investigate how digital leadership evolves over time in response to changing 

tools and organizational contexts. 

 

2. Comparative: Explore variations across industries, cultures, and organizational forms. 

 

3. Relational: Examine the micro-dynamics of trust, motivation, and emotional connection in 

digital environments. 
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4. Technological: Anticipate and analyse the leadership implications of AI, VR, and other 

emerging platforms. 

 

5. Methodological: Employ innovative, multi-source methods to capture digital leadership in 

action. 

 

Such an agenda would advance the field beyond descriptive accounts toward a theory of digital 

leadership that is dynamic, contextual, relational, and technologically adaptive. 

 

5.5.7 Transition 

 

In conclusion, while this study provides valuable insights into the differentiated and contingent 

impacts of communication technologies on leadership in the IT sector, it also opens important 

questions for future research. Addressing these questions will not only deepen theoretical 

understanding but also equip managers and organizations to navigate the evolving challenges of 

digital-era leadership. 

 

The next and final section of this chapter (5.6) will summarize the discussion and set the stage for 

Chapter VI, where the overall conclusions, limitations, and recommendations of the study will be 

presented. 

 

5.6 Summary of Discussion 

 

This chapter has sought to interpret the empirical findings of the study in relation to broader 

theoretical frameworks and managerial realities. Whereas Chapter IV presented “what” the data 

showed, the discussion has focused on “what these findings mean” for leadership theory, practice, 

and future scholarship. The analysis has emphasized the differentiated, contingent, and paradoxical 

nature of digital leadership in the IT sector. 

 

5.6.1 Core Interpretive Themes 

 

Five interpretive themes structured the discussion: 

 

1. Differentiated impact of tools: Communication technologies reinforce specific leadership 

skills rather than universally improving leadership. Email sustains accountability, instant 

messaging enhances motivation, video conferencing builds trust, and dashboards foster 

adaptability. This extends classic media theories by emphasizing specialization and 

complementarity. 

 

2. Leadership as orchestration: Effective leadership in digital contexts requires constructing 

hybrid repertoires of tools and integrating them strategically. This reframes leadership as 

communication system design, where managers must balance speed, richness, and 

inclusivity across platforms. 
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3. Contextual and demographic moderation: Age, gender, experience, and team size shape 

both adoption and outcomes. This extends situational leadership theory into the digital era, 

underscoring that technology choices themselves must be contextually adapted. 

 

4. Relational paradoxes: Technologies enhance efficiency and transparency but risk 

undermining trust and motivation. Leaders must therefore address the ambivalence of 

digital interactions, deliberately humanizing communication to avoid transactional 

relationships. 

 

5. Adaptability as a defining competency: Among all skills, adaptability emerged as the 

strongest positive outcome of digital tool use. This supports adaptive leadership 

frameworks while highlighting technological agility as central to contemporary leadership. 

 

Together, these themes show that leadership in the IT industry is being reconfigured: not 

diminished by technology, but reshaped into a practice of orchestration, contextual adaptation, and 

paradox management. 

 

5.6.2 Practical Significance 

 

The discussion also highlighted practical implications for managers and organizations: 

 

• Strategic tool selection is essential, aligning media affordances with leadership tasks. 

 

• Leadership training must focus not only on technical proficiency but also on orchestration, 

empathy, and meta-communication. 

 

• Organizational infrastructures should integrate tools while allowing contextual flexibility. 

 

• Relational practices are necessary to sustain trust and motivation in digital environments. 

 

• Adaptability must be cultivated as a core leadership capability, balancing speed with clarity 

and inclusivity. 

 

These implications suggest that communication technologies should be treated not as neutral 

instruments but as strategic enablers of leadership, requiring intentional design and conscious 

relational balancing. 

 

5.6.3 Theoretical Contributions : The study contributes to theory by: 

 

• Refining Media Richness and Social Presence theories through a focus on specialization 

and complementarity. 

 

• Extending Situational Leadership Theory to digital contexts, where demographic and 

structural factors moderate media effectiveness. 
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• Highlighting paradoxical dynamics of digital leadership, challenging unidimensional 

models of e-leadership. 

 

• Positioning adaptability and technological agility as central constructs in leadership theory. 

 

These contributions point toward a richer, more nuanced theory of digital leadership—one that 

recognizes leadership as both technologically mediated and relationally grounded. 

 

5.6.4 Future Research Agenda 

 

The chapter outlined several avenues for future inquiry: 

 

• Longitudinal studies of digital leadership evolution. 

 

• Cross-industry and cross-cultural comparisons to broaden generalizability. 

 

• In-depth qualitative research on relational dynamics of trust and motivation. 

 

• Exploration of emerging technologies such as AI, VR, and AR. 

 

• Methodological innovation through digital trace data, experiments, and mixed methods. 

 

Together, these directions form a dynamic research agenda for advancing leadership scholarship 

in the digital age. 

 

5.6.5 Transition 

 

In conclusion, this chapter has shown that communication technologies reshape leadership in 

differentiated and contingent ways, requiring orchestration, situational adaptation, and deliberate 

relational practices. Leadership is not being replaced by technology but transformed through it, 

with adaptability emerging as the defining competency of the digital era. 

 

The next chapter (Chapter 6) will draw together the overall conclusions of the study, highlight its 

limitations, and present final recommendations for both research and practice. 
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CHAPTER 6: CONCLUSION AND RECOMMENDATIONS 

 

6.1 Introduction 

 

The integration of communication technologies into organizational processes has transformed 

leadership in fundamental ways. Nowhere is this transformation more visible than in the IT sector, 

where managers lead distributed teams, coordinate across time zones, and deliver results in high-

pressure, fast-changing environments. Leadership in such contexts is no longer confined to 

interpersonal influence or authority structures; it is mediated by technologies that filter, accelerate, 

and sometimes distort communication. 

 

This study was designed to explore how communication technologies shape leadership skills 

among IT managers. By examining four widely adopted tools—email, instant messaging, video 

conferencing, and dashboards—the research investigated adoption patterns, perceived impacts on 

leadership competencies, and the statistical relationships between tool use and overall leadership 

effectiveness. Specifically, the study focused on five leadership skills that are central to 

organizational effectiveness: communication effectiveness, decision-making, motivation, trust-

building, and adaptability. 

 

The research addressed a notable gap in the literature. While scholars have discussed the role of 

technology in organizational communication, fewer studies have systematically linked specific 

tools to leadership outcomes in IT organizations. Moreover, most leadership theories have 

historically assumed face-to-face interaction as the primary medium, underplaying the increasingly 

digital reality of leadership practice. This study therefore contributes to both theory and practice 

by foregrounding the technological mediation of leadership. 

 

In the preceding chapters, a rich empirical picture emerged from survey data, descriptive analysis, 

and statistical testing. Chapter V interpreted these results in relation to theory and managerial 

practice. This chapter builds on that discussion by drawing together the findings into a set of 

integrated conclusions. It highlights the key contributions of the study, outlines practical 

recommendations, and sets out directions for future research. 

 

6.2 Key Findings 

 

The findings can be grouped into five overarching insights that collectively reshape our 

understanding of digital leadership. 

 

6.2.1 Tools Have Differentiated Impacts on Leadership Skills 

 

The first key finding is that communication technologies exert differentiated effects on leadership 

skills. Each tool reinforced some dimensions of leadership while leaving others relatively 

unsupported: 

 



146 

 

• Email was most strongly associated with accountability, documentation, and authority. Its 

archival function gave leaders a sense of control, but it was least effective for relational 

leadership. 

 

• Instant messaging facilitated motivation and quick engagement, creating immediacy and 

informality. However, overuse risked overload, blurring boundaries, and superficial 

exchanges. 

 

• Video conferencing enabled richer communication, supporting trust-building and nuanced 

decision-making. At the same time, respondents noted “Zoom fatigue,” showing the limits 

of even richer media. 

 

• Dashboards proved powerful for adaptability and oversight in large, complex teams, but 

their impersonal nature constrained relational depth. 

 

This pattern aligns partially with Media Richness Theory and Social Presence Theory, which 

emphasize matching media richness to task complexity. However, the findings extend these 

theories by showing that leaner media (like dashboards) can still yield high leadership value when 

aligned with structural needs. Thus, technology is not a uniform enabler but a specialized 

instrument that leaders must deploy strategically. 

 

6.2.2 Leadership is Enacted Through Orchestration 

 

The second finding emphasizes that leadership in IT organizations is less about reliance on a single 

dominant medium and more about orchestration of multiple tools. Managers constructed hybrid 

repertoires—combining email, messaging, video, and dashboards—to balance efficiency, 

relational engagement, and adaptability. 

 

Regression analysis confirmed that hybrid adoption significantly predicted overall leadership 

effectiveness and adaptability. This underscores that the synergy between tools matters more than 

individual platforms. Leaders who relied too heavily on a single tool risked either inefficiency 

(email overload) or relational shallowness (dashboard-only management). 

 

Theoretically, this supports the notion of media repertoires (Leonardi et al., 2013), extending it 

into leadership studies. Leadership is reframed not merely as interpersonal influence but as 

communication system design—the ability to integrate diverse technologies into coherent 

leadership practices. 

 

6.2.3 Demographic and Contextual Moderators 

 

The third finding is that tool adoption and outcomes were moderated by demographic and 

contextual factors: 

 

• Younger managers favoured instant messaging and agile tools, while older managers 

gravitated toward email and video. 
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• Female managers highlighted the motivational and inclusive benefits of collaborative tools. 

 

• Larger teams required dashboards for coordination and visibility, whereas smaller teams 

relied more on video and messaging. 

 

• More experienced managers reported a tendency to balance formal and informal tools more 

strategically. 

 

These findings extend Situational Leadership Theory, suggesting that technology adoption itself 

is situationally mediated. In practice, this means there is no “one best way” of digital leadership; 

tool repertoires must be tailored to the demographic profile of leaders and teams, as well as to 

structural conditions like team size and project complexity. 

 

This contributes a new layer to leadership theory: digital situational leadership, where 

effectiveness depends on the interplay between tool choice, leader attributes, and organizational 

context. 

 

6.2.4 Digital Leadership Entails Relational Paradoxes 

 

A fourth insight is that digital leadership entails relational paradoxes. While tools enhanced 

transparency, speed, and coordination, they also risked undermining deeper relational qualities 

such as trust and sustained motivation. 

 

Instant messaging engaged but exhausted; video created presence but also fatigue; dashboards 

clarified but depersonalized. These dual-edged outcomes highlight that digital leadership cannot 

be understood only in terms of efficiencies—it must also grapple with human costs and relational 

trade-offs. 

 

This challenges overly optimistic models of e-leadership (Avolio et al., 2014) that stress the 

enabling effects of digital tools. Instead, the findings point toward a dialectical model of digital 

leadership, where technologies simultaneously enable and constrain. Leaders must learn to balance 

these tensions consciously, rather than assuming technology is an unqualified good. 

 

6.2.5 Adaptability as the Defining Competency 

The final and most consistent finding is that adaptability emerged as the defining competency of 

digital-era leadership. Across the sample, adaptability was the skill most positively influenced by 

communication technologies. Leaders using hybrid repertoires reported higher ability to pivot 

quickly, respond to crises, and reallocate resources in real time. 

 

This aligns with Adaptive Leadership theory (Heifetz & Linsky, 2002), which emphasizes 

resilience and flexibility in volatile environments. However, the findings extend this model by 

showing that communication technologies are not just backdrops to adaptability but active enablers 

of it. 
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In this sense, adaptability in the digital era is inseparable from technological agility—the capacity 

to switch fluidly between tools, match them to tasks, and balance efficiency with relational 

sensitivity. 

 

6.2.6 Integrated Insight 

 

Together, these findings generate a single integrated conclusion: communication technologies do 

not merely support leadership; they actively reshape it. Leadership in the IT sector is being 

redefined as orchestration across technologies, contextual adaptation to demographic and 

structural moderators, and deliberate management of relational paradoxes. Among leadership 

skills, adaptability—rooted in technological agility—emerges as the hallmark of effective digital 

leadership. 

6.3 Contributions of the Study 

 

This study contributes to scholarship and practice in three interconnected domains: theoretical 

advancement, managerial and organizational practice, and methodological development. While 

the findings are specific to the IT sector in India, their implications extend more broadly to the 

study of digital leadership and organizational communication in the 21st century. 

 

6.3.1 Theoretical Contributions 

 

The study makes several contributions to leadership and communication theory: 

 

1. Refinement of Media Richness and Social Presence Theories 

 

• The results support the basic premise of media richness theory (Daft & Lengel, 1986) and 

social presence theory (Short et al., 1976), confirming that richer media such as video 

conferencing enhance trust and decision-making, while leaner media such as email support 

clarity and accountability. 

 

• However, the findings extend these theories by showing that lean media can also be 

effective when aligned with structural needs. Dashboards, although low in richness, were 

highly effective in promoting adaptability and oversight. 

 

• This challenges linear hierarchies of “richer is better” and suggests a more nuanced view 

of functional specialization and complementarity among media. 

 

2. Reconceptualization of Leadership as Orchestration 

 

• Traditional leadership theories often assume face-to-face interaction as the primary 

medium of influence. This study shows that leadership in digital contexts is enacted 

through orchestration of hybrid tool repertoires. 

 

• The concept of leadership as communication system design emerges: effective leaders are 

those who integrate multiple media into coherent strategies, balancing speed, relational 

engagement, and accountability. 
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• This advances scholarship by reframing leadership as a systemic practice mediated by 

technology, rather than solely an interpersonal or trait-based process. 

 

3. Extension of Situational Leadership into Digital Contexts 

 

• Findings demonstrate that age, gender, experience, and team size significantly moderate 

the adoption and outcomes of tools. 

 

• This expands Situational Leadership Theory (Hersey & Blanchard, 1969) into the digital 

age, showing that leadership effectiveness depends not only on follower readiness but also 

on leader demographics and structural contexts. 

 

• The notion of digital situational leadership is proposed, where leaders must tailor 

communication repertoires to fit team structures and demographic realities. 

 

4. Identification of Relational Paradoxes in Digital Leadership 

 

• The study highlights ambivalent outcomes—technologies that simultaneously enable and 

constrain leadership. Instant messaging motivated but fatigued; video fostered trust but 

induced exhaustion; dashboards increased visibility but reduced personal connection. 

 

• This contributes to dialectical models of leadership, moving beyond unidimensional 

“positive” or “negative” views of technology toward a recognition of paradox and tension. 

 

5. Adaptability as a Core Construct in Digital Leadership 

 

• The most consistent contribution is the empirical validation of adaptability as the defining 

competency of digital leadership. 

 

• Communication technologies were shown to directly enable adaptability by enhancing 

leaders’ ability to pivot, integrate feedback, and coordinate under volatility. 

 

• This extends Adaptive Leadership theory (Heifetz & Linsky, 2002) by incorporating 

technological agility as a critical element of adaptability. 

 

Together, these contributions advance leadership theory by integrating communication 

technologies as central—rather than peripheral—elements of leadership practice. 
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6.3.2 Practical Contributions 

 

The study also makes several practical contributions for managers and organizations in the IT 

sector and beyond: 

 

1. Communication as Strategy 

 

• The results suggest that communication should be treated as a strategic leadership function, 

not a background activity. Managers need deliberate communication strategies that align 

tools with leadership tasks. 

 

2. Leadership Development 

 

• Training programs should expand beyond technical proficiency to include orchestration 

skills, meta-communication, and digital empathy. 

 

• Development initiatives should address generational and gender-based differences, 

equipping leaders to manage diverse teams across platforms. 

 

3. Organizational Infrastructure 

 

• Organizations should invest in integrative systems that link messaging, email, video, and 

dashboards, while maintaining policies that guide appropriate tool use. 

 

• Norms for responsiveness, boundaries, and escalation should be codified to prevent 

overload and misalignment. 

 

4. Relational Leadership Practices 

 

• Leaders must deliberately cultivate human connection in digital environments, through 

recognition practices, informal touchpoints, and empathetic communication. 

 

• Policies must guard against “always-on” expectations that erode motivation and trust. 

 

5. Building Adaptive Capacity 

 

• Communication technologies can be leveraged to foster adaptability, but leaders must 

ensure changes are framed clearly and inclusively. 

 

• Feedback loops should be embedded in digital systems so managers can sense and respond 

to team sentiment during change. 

 

These practical contributions are particularly significant for IT organizations operating in global, 

distributed, and high-pressure environments, but they also apply to any sector where digital 

communication is central to leadership. 
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6.3.3 Methodological Contributions 

 

The study makes three methodological contributions to research on leadership and technology: 

 

1. Linking Specific Tools to Leadership Skills 

 

• Previous studies often treated “technology” or “digital tools” as broad categories. By 

focusing on email, messaging, video, and dashboards, this research provides a more 

granular understanding of how different tools shape leadership in distinct ways. 

 

2. Combining Descriptive, Comparative, and Statistical Analyses 

 

• The mixed-methods design—combining descriptive analysis of adoption patterns, 

comparative assessments of tool impacts, and statistical validation through regression, 

correlation, and ANOVA—provides a comprehensive empirical picture. 

 

• This triangulation strengthens the validity of conclusions and demonstrates the value of 

integrating multiple analytical approaches in leadership research. 

 

3. Positioning India’s IT Sector as a Research Context 

 

• By situating the study in India’s IT industry, the research highlights a globally significant 

but under-studied context. 

 

• The findings contribute to de-cantering leadership studies from predominantly Western 

contexts, adding cross-cultural diversity to the field. 

 

6.3.4 Integrated Contribution 

 

Taken together, the study makes an integrated contribution: it advances leadership theory by 

showing how technologies actively reshape leadership; it informs practice by equipping managers 

and organizations with strategies for digital communication; and it strengthens methodology by 

offering a robust, multi-layered approach to studying digital leadership in context. 

 

6.3.5 Transition 

 

In summary, the contributions of this study are threefold: theoretical, practical, and methodological. 

They collectively enhance understanding of how communication technologies shape leadership, 

provide actionable strategies for managers, and open new avenues for scholarly inquiry. 

The next section (6.4) builds directly on these contributions, offering recommendations for 

practice and policy that organizations and leaders can implement to enhance digital leadership 

effectiveness. 
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6.4 Recommendations 

 

Drawing from the study’s findings and discussion, several recommendations can be made to 

strengthen leadership practice in digitally mediated contexts. These recommendations are 

structured at three levels: (a) for individual managers and leaders, (b) for organizations and 

HR/leadership development systems, and (c) for policy makers and industry bodies. 

 

6.4.1 Recommendations for Individual Leaders 

 

1. Develop Hybrid Communication Repertoires  

 

Leaders should consciously cultivate the ability to use multiple tools in complementary ways. 

Over-reliance on a single platform—such as email for everything—creates inefficiencies and 

relational blind spots. Instead, leaders should adopt a portfolio approach: email for accountability, 

instant messaging for motivation, video for trust-building, and dashboards for adaptability. This 

orchestration must be intentional rather than ad hoc. 

 

2. Practice Digital Empathy  

 

Relational paradoxes emerged as a consistent theme in the study. Leaders must therefore adopt 

practices of digital empathy—checking in on emotional tone, acknowledging team fatigue, and 

humanizing virtual interactions. Simple practices such as starting video calls with informal 

exchanges or sending recognition messages via instant messaging can help offset the 

depersonalizing effects of technology. 

 

3. Guard Against Overload and Burnout  

 

While digital tools enable speed, they also create the risk of “always-on” expectations. Leaders 

should model healthy digital behaviours by setting boundaries—avoiding unnecessary late-night 

messages, clarifying expected response times, and encouraging asynchronous work where possible. 

This not only protects their own wellbeing but also legitimizes balance for their teams. 

 

4. Cultivate Technological Agility  

 

Adaptability was identified as the defining leadership competency in digital contexts. Leaders 

should therefore invest in building technological agility: the ability to learn new tools quickly, 

pivot between platforms, and adjust communication strategies as contexts evolve. Continuous 

learning and openness to experimentation should become hallmarks of leadership identity. 

 

5. Engage in Reflective Practice  

 

Leaders should regularly reflect on their communication practices: Which tools am I overusing? 

Which voices are being excluded in digital exchanges? Are trust and motivation being 

strengthened or eroded? Reflection—through journaling, coaching, or peer dialogue—can help 

leaders refine their digital repertoires and align them with team needs. 
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6.4.2 Recommendations for Organizations 

 

1. Create Integrated Communication Infrastructures  

 

Fragmented communication systems can undermine leadership effectiveness. Organizations 

should aim to provide integrated digital infrastructures, where email, messaging, video, and 

dashboards are linked seamlessly. Platforms such as Microsoft Teams or Slack ecosystems can 

reduce fragmentation, but integration must be tailored to organizational culture and workflows. 

 

2. Provide Leadership Training on Orchestration Skills  

 

Most leadership development programs focus on interpersonal or strategic skills, while technical 

training addresses only platform functionality. What is often missing is training on communication 

orchestration—teaching leaders how to align tool use with leadership objectives. Organizations 

should develop modules that go beyond “how to use Zoom” to address “when to use Zoom vs. 

dashboards vs. messaging.” 

 

3. Establish Digital Communication Norms  

 

Policies should clarify expectations around tool use, including: 

 

• When to escalate from messaging to email or video. 

 

• Expected response times for different platforms. 

 

• Guidelines for after-hours communication. Such norms prevent overload, reduce 

ambiguity, and protect relational wellbeing. 

 

4. Monitor Relational Indicators, Not Just Productivity  

 

While dashboards and digital systems provide rich productivity data, organizations must also 

monitor relational health indicators such as engagement, trust, and inclusion. Regular pulse 

surveys, anonymous feedback channels, and digital ethnography can help organizations identify 

when digital fatigue or relational erosion is occurring. 

 

5. Embed Adaptability in Organizational Culture  

 

Adaptability should be institutionalized as a core organizational value. This requires not only 

training leaders but also designing systems that support experimentation, learning, and rapid 

iteration. For example, organizations might encourage “digital sprints” to pilot new tools or create 

innovation labs that explore emerging platforms before scaling them across the enterprise. 
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6.4.3 Recommendations for Policy Makers and Industry Bodies 

 

1. Develop Sector-Wide Guidelines for Healthy Digital Leadership 

  

Industry associations (e.g., NASSCOM in India) could develop guidelines for healthy digital 

communication and leadership practices. Such guidelines would help organizations avoid extreme 

practices (such as 24/7 monitoring dashboards) while promoting inclusive and sustainable 

communication strategies. 

 

2. Support Digital Literacy and Inclusion Initiatives  

 

Policy makers should recognize that leadership in the digital age depends on equitable access to 

and comfort with communication technologies. Programs that support digital literacy, especially 

among underrepresented groups in leadership pipelines, can reduce inequalities and enhance 

inclusivity in leadership. 

 

3. Encourage Research–Practice Partnerships  

 

Given the rapid evolution of digital tools, policy bodies should encourage partnerships between 

academia, industry, and government to continuously study and update best practices in digital 

leadership. Collaborative research centres could generate sector-specific insights, ensuring that 

theory and practice evolve in tandem. 

 

4. Frame Regulations for Digital Work-Life Balance  

 

Policy makers may consider framing labour guidelines around digital communication norms—

such as “right to disconnect” policies that prevent digital overreach into personal time. Such 

frameworks would support healthier leadership practices across industries, preventing burnout and 

protecting relational quality. 

 

6.4.4 Integrated Recommendation Framework 

 

The recommendations can be synthesized into an integrated framework: 

 

• For leaders: Build hybrid repertoires, practice empathy, protect boundaries, cultivate 

agility, and reflect. 

 

• For organizations: Provide integrated platforms, train orchestration skills, set norms, 

monitor relational health, and embed adaptability. 

 

• For policy/industry: Establish guidelines, support literacy, foster partnerships, and 

framework-life balance regulations. 

 

This framework emphasizes that effective digital leadership is a shared responsibility: leaders must 

act with awareness, organizations must provide enabling structures, and policy makers must shape 

supportive ecosystems. 
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6.4.5 Transition 

 

These recommendations translate the study’s findings into actionable strategies. They address not 

only efficiency but also the relational and ethical dimensions of digital leadership. As the IT 

industry—and the broader organizational landscape—continues to digitalize, the adoption of such 

practices will be critical to sustaining both performance and human connection. 

 

The final section (6.5) will summarize the chapter and the thesis as a whole, highlighting its overall 

conclusions, limitations, and contributions to knowledge and practice. 

6.5 Summary of the Chapter and Thesis 

 

This chapter has drawn together the threads of the study, presenting its conclusions, contributions, 

and recommendations. It serves not only as the closing to Chapter VI but also as the synthesis of 

the thesis as a whole, highlighting what has been learned about communication technologies and 

leadership in the IT industry. 

 

6.5.1 Restating the Purpose and Objectives 

 

The purpose of this research was to investigate how communication technologies shape leadership 

skills among managers in the IT sector. Against the backdrop of digital transformation and the rise 

of distributed, globalized teams, the study sought to understand how leaders adopt tools such as 

email, instant messaging, video conferencing, and dashboards, and how these tools influence core 

leadership skills. 

 

Three objectives guided the research: 

 

1. To analyse adoption patterns of communication technologies among IT managers. 

 

2. To evaluate their perceived impact on leadership competencies including communication 

effectiveness, decision-making, motivation, trust-building, and adaptability. 

 

3. To statistically test the relationships between technology adoption and leadership 

effectiveness, particularly adaptability. 

 

By pursuing these objectives, the study addressed a gap in leadership research, which has often 

underemphasized the central role of technology in shaping contemporary leadership practices. 

 

6.5.2 Summary of Key Findings 

 

Five key findings emerged from the study: 

 

1. Differentiated impacts: Each tool reinforced particular leadership skills rather than 

universally enhancing leadership. Email supported accountability, instant messaging 

enhanced motivation, video fostered trust, and dashboards enabled adaptability. 
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2. Orchestration as leadership: Effective leaders integrated multiple tools into hybrid 

repertoires, strategically balancing efficiency, relational engagement, and oversight. 

 

3. Situational moderation: Demographic and contextual factors—including age, gender, 

experience, and team size—shaped tool adoption and outcomes. 

 

4. Relational paradoxes: Digital leadership was marked by tensions—tools that enabled 

engagement also caused fatigue, and systems that increased visibility also depersonalized 

relationships. 

 

5. Adaptability as core competency: Adaptability, grounded in technological agility, emerged 

as the defining leadership skill of the digital era. 

 

Together, these findings confirm that communication technologies are not neutral channels but 

active shapers of leadership practice, creating both opportunities and constraints. 

 

6.5.3 Theoretical and Practical Contributions 

 

The study advanced theory by refining media richness and social presence frameworks, extending 

situational leadership into digital contexts, identifying relational paradoxes, and positioning 

adaptability as a central leadership construct. It contributed practically by offering guidance for 

leaders to orchestrate communication tools strategically, for organizations to build enabling 

infrastructures and norms, and for policy bodies to support sustainable digital leadership practices. 

Methodologically, the study demonstrated the value of combining descriptive, comparative, and 

statistical approaches, while also positioning India’s IT sector as a globally significant research 

context that broadens the cultural scope of leadership studies. 

 

6.5.4 Recommendations in Brief 

 

The recommendations highlighted three levels of action: 

 

• For leaders: cultivate hybrid repertoires, practice digital empathy, protect boundaries, and 

build technological agility. 

 

• For organizations: integrate communication systems, train orchestration skills, establish 

norms, and monitor relational health alongside productivity. 

 

• For policy and industry: develop sectoral guidelines, support digital literacy and inclusivity, 

encourage research–practice partnerships, and frame regulations for healthy work-life 

balance. 

 

Together, these recommendations underscore that digital leadership is a shared responsibility, 

requiring alignment between individual capability, organizational infrastructure, and broader 

policy environments. 
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6.5.5 Limitations and Future Research 

 

While the study provides valuable insights, it is not without limitations. The cross-sectional design 

limits the ability to capture leadership dynamics over time, and the reliance on self-reported survey 

data introduces potential bias. Furthermore, the focus on India’s IT sector, while important, means 

findings may not generalize across industries or cultural contexts. 

 

Future research should therefore pursue longitudinal studies, cross-industry and cross-cultural 

comparisons, deeper qualitative exploration of relational dynamics, and investigations into 

emerging technologies such as AI, VR, and AR. Methodological innovation—including digital 

trace analysis and experimental designs—could provide richer and more robust insights. 

 

6.5.6 Concluding Reflections 

 

This thesis has demonstrated that communication technologies are not merely background tools 

for leaders but active forces that shape leadership practice. In the IT sector, where speed, 

complexity, and distributed work are the norm, leadership is increasingly defined by the ability to 

orchestrate technologies, adapt to context, and manage relational paradoxes. 

 

Far from replacing leadership, technology has redefined it—placing adaptability and technological 

agility at its centre. This has profound implications not only for managers and organizations but 

also for how scholars conceptualize leadership in the digital age. 

 

Ultimately, this study argues that digital leadership must be seen as both a challenge and an 

opportunity: a challenge because it complicates relational dynamics and increases risks of overload, 

but an opportunity because it equips leaders with new ways of engaging, adapting, and driving 

change. The task for future leaders is not to resist technological mediation but to harness it 

thoughtfully, balancing efficiency with empathy, oversight with trust, and speed with sustainability. 
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APPENDIX A: SURVEY COVER LETTER 

Dear Participant, 

I am a doctoral candidate at Swiss School of Business Management, conducting research on “The 

Impact of Communication Technologies on Leadership Skills of Managers in IT Organizations”. 

 I am inviting you to participate in this survey as part of my thesis requirements. 

The purpose of this study is to explore how communication technologies—such as email, 

video conferencing, messaging platforms, and project management tools—affect leadership 

practices, decision-making, and team management among IT professionals. 

Your Participation 

 

• The survey will take approximately 15–20 minutes to complete. 

• Participation is voluntary, and you may skip any questions you do not wish to answer. 

• You may withdraw at any point without penalty. 

Confidentiality 

 

• Your responses will be kept strictly confidential. 

• No personal identifiers (such as name or organization) will appear in the final dissertation 

or any publications. 

• Data will be securely stored and used for research purposes only. 

Benefits 

 

Although there are no direct personal benefits, your input will: 

 

• Contribute to academic knowledge on digital leadership. 

• Help organizations develop better policies for managing IT teams in digital and hybrid 

environments. 

Consent 

 

By completing and submitting this survey, you indicate your informed consent to participate 

in this research. 

If you have any questions, please feel free to contact me: 

P. Ramaswamy, itramaswamy@gmail.com 
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APPENDIX B: INFORMED CONSENT 

Informed Consent Form for Participation in Research 

Title of the Study: The Impact of Communication Technologies on Leadership Skills of 

Managers in IT Organizations 

Principal Researcher   P.RAMASWAMY 

Doctoral Candidate  Swiss School of Business Management (SSBM) 

Email:    itramaswamy@gmail.com 

Phone:    +91 9820185213 

Supervisor:   Ramesh Kumar 

Email:     ramesh.kumar@ssbm.ch 

 

1. Purpose of the Study 

 

You are invited to participate in a research study examining how communication technologies 

influence leadership skills among IT managers. The goal is to understand how digital tools shape 

decision-making, trust, collaboration, and team motivation. 

 

2. Procedures 

 

If you agree to participate: 

• You will complete a short online survey (~15–20 minutes). 

• Some participants may also be invited to a one-on-one interview (~45–60 minutes) 

conducted via Zoom/Teams. 

• With your permission, interviews will be audio-recorded and transcribed. 

 

3. Voluntary Participation 

• Your participation is voluntary. 

• You may refuse to answer any question. 

• You may withdraw from the study at any time without penalty. 
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4. Risks and Benefits 

• Risks: There are no foreseeable risks beyond those encountered in daily professional life. 

You may skip any questions you find uncomfortable. 

• Benefits: Your insights will contribute to knowledge about digital leadership practices 

and may help organizations design better leadership development programs. 

 

5. Confidentiality 

• All responses will be kept confidential. 

• Data will be anonymized, and no identifying information will appear in reports or 

publications. 

• Digital files will be stored securely and deleted five years after the completion of the 

study. 

 

6. Right to Withdraw 

 

You may withdraw at any point, without giving a reason, and your data will not be used 

if you withdraw. 

 

7. Contact Information 

If you have questions about the study, please contact the researcher at itramaswamy@gmail.com 

 

 

 

 

 

 

  

mailto:itramaswamy@gmail.com
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APPENDIX C: INTERVIEW GUIDE 

“Thank you for agreeing to take part in this interview. As explained in the consent form, 

this research explores how communication technologies influence leadership skills among IT 

managers. The interview will last about 15–20 minutes. Your responses will be kept confidential, 

and no names or identifying information will appear in the dissertation. You may choose not to 

answer any question and may withdraw at any time. Do you have any questions before we begin?” 

 

Section A: Background Information 

 

1. Could you briefly describe your current role and responsibilities? 

2. How long have you been in a managerial position in the IT sector? 

3. What is the size and structure of the team you manage? 

 

Section B: Communication Technologies in Daily Leadership 

 

4. Which communication tools (e.g., email, Teams, Slack, Zoom, Jira) do you use most 

frequently in leading your team? 

5. How do you decide which communication channel to use for different types of tasks? 

6. Can you describe a situation where technology helped you communicate more effectively 

as a leader? 

 

Section C: Leadership Skills and Digital Mediation 

 

7. How have communication technologies influenced the way you build trust with your team? 

8. In what ways do these tools affect your decision-making process as a leader? 

9. Do you find it easier or harder to motivate your team in digital environments compared to 

face-to-face? Why? 

10. How do you show empathy or emotional intelligence in virtual communication? 

 

Section D: Challenges and Conflicts 

 

11. What challenges have you experienced when using communication technologies to lead 

your team? 

12. Can you share an example of a conflict or misunderstanding that arose from digital 

communication? 

13. How did you resolve it?  
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Section E: Strategies and Best Practices 

 

14. What strategies or practices have you adopted to manage communication effectively in 

digital or hybrid environments? 

15. Have you implemented any rules, rituals, or etiquette guidelines for your team’s digital 

communication? 

 

Section F: Organizational and Cultural Contexts 

 

16. How does your organization support or hinder effective use of communication 

technologies? 

17. Do cultural differences (e.g., across countries, time zones, or communication styles) affect 

how you lead digitally? 

18. How do you adapt your communication to different cultural contexts? 

 

Section G: Emerging Technologies and the Future 

 

19. How do you see emerging technologies (AI, AR/VR, automation) shaping leadership 

communication in IT organizations? 

20. What skills do you think future IT leaders will need to thrive in increasingly digital 

environments? 

 

Closing Questions 

 

21. Is there anything we haven’t discussed that you feel is important regarding leadership and 

communication technologies? 

22. What advice would you give to new IT managers navigating digital communication 

challenges? 

 

Closing Script (for researcher to read) 

“Thank you for sharing your experiences and insights. Your input is extremely valuable 

for this study and will help us better understand how IT managers adapt their leadership 

skills in digital contexts. If you have any follow-up questions or wish to withdraw, you can 

contact me” 
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