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VIRTUAL LEADERSHIP

AS A DEVELOPMENT
OPPORTUNITY IN BUSINESS
CONTEXT

Abstract

In the twenty-first century and under the framework of the fourth industrial revolu-
tion, virtual leadership emerged as a new way to direct and lead companies and organi-
zations in the public and private sectors. In this regard, it should be mentioned that this
situation is the result of the profound effects and changes of the digital revolution in
the business world, which are a consequence of the globalization process and the rise
of the so-called Information Technology and Telecommunications (ICT). Therefore,
the objective of this narrative literature review is to know what has been written about
virtual leadership between 2016 and 2021. As a result, 58 sources of information were
reviewed, their level of scientific evidence was evaluated, and opportunities for growth
and development in business and commercial activities were identified. In addition, a
business management alternative to mitigate the impacts of the new Covid-19 (SARS-
CoV-2) pandemic was analyzed. Hence, this paper is highly relevant, as it also consid-
ers elements such as personalized communication and digital tools. In conclusion, it
was found that virtual work generates benefits, including time savings and quick con-
tact. However, it presents challenges for leaders, such as the challenge of connectivity,
motivation, and collaborators’ commitment.

Keywords remote work, electronic leadership, business,
communication, technology
JEL Classification D83, 21, J52

INTRODUCTION

Virtual leadership arises from the need to use technology to commu-
nicate internally and externally, during the working day and in re-
al-time, with collaborators appertain to different organizations. Many
companies already carry out virtual transactions (e-business) from
anywhere through the Internet, which generates a capable global com-
munications network to promote virtual leadership. In this way, a new
way of managing work teams arises. Virtuality drives the emergence
of virtual teams organized by people who work interdependently and
with a common aim. Without spatial and temporal limits, distance
is no longer an impediment to constant interaction between people.
Among the utilities that virtuality offers, it can be found the realiza-
tion of effective sales, meeting with clients and colleagues, business
formalization or development, and closing of some administrative
procedures. In this context, a leader, who acquires a virtual connota-
tion, must execute orders for the goals and objectives of the collabora-
tors. In a physical environment, collaborators meet in teams believing
that the results will be optimal. From this, the questioning of knowl-
edge related to the behavior and management of work teams in a vir-
tual environment arises (Lordan & Jaffe, 2020).

http://dx.doi.org/10.21511/ppm.20(2).2022.20



Problems and Perspectives in Management, Volume 20, Issue 2, 2022

Facing a new way of working, it is interesting to establish and analyze the organizational problems that
arise with social interactions. For example, while a large percentage of the workforce works remotely in
times of pandemic, many collaborators depend on interactions with the rest of the team to create inno-
vation or assess risks. Currently, business organizations make constant changes to assume proficiency,
guidelines, capacities, and qualities a leader must have to fulfill the purposes, objectives, and established
goals, as well as to adapt to the new virtual communication system at work (Hargreaves & Fink, 2004).
For all the above reasons, the present investigation will evaluate the following question: What has been
written in the scientific literature on virtual leadership in recent years?

For this study, a Narrative Literature Review (NLR) method was used by methodological guidelines de-
scribed by Ferrari (2015) and Vera-Carrasco (2009). A descriptive bibliographic review was carried out
to find an approach to the most important research and studies that describe the performance of virtual
leadership in business organizations in times of pandemics. Queries were made in the central databases,
such as Scopus, ISI Web of Science, Redalyc, and Dialnet. The criteria for the search for descriptors and
time of discovery aimed to find current research that describes virtual leadership and others that detail
the consequences of leadership components in the business context. Following the criteria of rigor and
relevance, characteristic of scientific research processes, in the narrative literature review, only docu-
mentary sources resulting from review processes by peers and research published in indexed journals
with full-text access (written in Spanish or English and published in the last five years) were considered
within an observation window between July 2021 and April 2022. A total of 58 articles related to virtual
leadership, published from 2016 to 2021, were analyzed. The study approach for this paper is qualitative
with a descriptive design.

Therefore, this study aims to provide a theoretical approach that allows assessing scientific evidence
around virtual leadership based on an academic bibliographic review, which includes the exploration
and evolution of the concept of leadership and its virtual influence, as well as the coordination between
the virtual leader and collaborators of an organization.

1. LITERATURE REVIEW

ment of uncertainty and constant changes within
companies’ operations, Feeney and Welch (2012)

1.1. Leadership and its virtual argue that communication through ICT has de-

influence

Decisions in a company are possible when there
is a harmonious relationship between leaders and
collaborators. In this process, leadership can be
defined as the art of finding solutions to more
critical problems. It is a crucial element in institu-
tions, ensuring higher quality strategies. Multiple
definitions of leadership have been developed in
the business environment (Cascio & Montealegre,
2016). In this regard, Hunsaker and Hunsaker
(2008) state that leadership is the ability to en-
courage employees’ work so that it is carried out
enthusiastically. To do this, a leader must propose
innovative ideas and not just be limited to giving
orders. Day and Schoemaker (2016) address the
crucial role leaders play in a company and their
influence on how organizations can and should
adapt to deeply uncertain futures. In this environ-

http://dx.doi.org/10.21511/ppm.20(2).2022.20

creased the use of traditional physical means

- memorandums and guidelines. This has also
happened with meetings, emails, shared files, and
telephone messages, which have been minimized
through the growing use of ICT.

A similar approach is carried out by Ellison et al.
(2015). They highlighted the potential of social net-
works for mass communication, economy, and sup-
port for the different functions of an organization,
hence the tendency of companies to implement plat-
forms of social media to increase shared knowledge.

Social networks have shown great potential for
mass communication, economy, and support for
the different functions of an organization. For
this reason, various companies have been imple-
menting social media platforms to increase shared
knowledge (Ellison et al., 2015).
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For Sanchez et al. (2017), social networks are very
useful in companies as they contribute to the effi-
cient dissemination of information about their ac-
tivities. On the other hand, Riquelme-Castaneda
(2019) points out that a company has become a
new way of challenging and integrating social
media since it has components that are complex,
informal, and eventual. In this regard, some au-
thors have analyzed whether the benefits of social
bonds can also be formed from virtual networks.
For Sanchez et al. (2017), social networks are very
useful in companies as they contribute to the ef-
ficient dissemination of information about their
activities.

1.2. Virtual leadership

As part of the so-called knowledge society and
in response to the challenges imposed by the
current business context, characterized by the
globalization of markets, new demands, eco-
nomic openness, and the growing rise of ICT,
new work teams have been created within or-
ganizations. They operate under a novel lead-
ership style, alternative to the traditional one,
currently known as Virtual Leadership, and in
other cases as electronic leadership or e-lead-
ership. In literature, the designation of virtual
leadership is incipient in development (Grof3er
& Baumol, 2017). Esguerra and Contreras (2016)
stated that the first studies related to the term
electronic leadership date from the end of the
20" century, which shows the existence of a rela-
tively recent issue under construction, of which
there is still not enough knowledge.

Despite this, it is crucial to highlight the evolution
of virtual leadership, which grows significantly
every year. Among the first conceptual contribu-
tions of the term ‘electronic leadership’ is Avolio
et al. (2000), who conceive it as the incorporation
of traditional leadership in an emerging context
marked by advances in information and com-
munication technologies for massive use. Later,
Avolio (2007) adds that electronic leadership is a
process of social guidance that develops in prox-
imal and distal contexts, mediated by ICT. In the
same line, Al-jedaibi (2001) explained e-leader-
ship as a kind of leadership in the e-environment
context where work is mediated by information
technologies, mainly the Internet.

250

More recently, Avolio et al. (2014) defined e-Lead-
ership as a medium capable of generating changes
in attitudes, ways of thinking, and performance of
a company’s collaborators. Likewise, virtual envi-
ronments contribute to the formation of new work
skills (Roman et al., 2019). Table 1 shows variances
in definitions of virtual leadership by different re-
searchers throughout the time.

Table 1. Definitions of virtual leadership

Source: Authors’ elaboration.

Researchers Definition
A trend for the rapid progress in technology and
Liu et al. its application during the pandemic; it presents a
(2020) i challenge for companies to adopt the technology,
i thatis, to benefit from its advantages
Implies the development of distinct abilities to
Romanetal. | o T
(2019) : improve organizational functioning in virtual work
A social influence process mediated by
Chua and i information and communication technology to
Chua (2017) i produce a change in behavior and performance
. with individuals and groups in an organization
Van Wartet A social influence process rﬁedlaFed by ICTsl
al. (2016) : that can produce a change in attitudes, feelings,
’ thinking, behavior, and performance
A social influence process embedded in both
Avolio etal. i proximal and distal contexts mediated by AIT
(2014) i that can produce a change in attitudes, feelings,

_thinking, behavior, and performance
Includes leaders who conduct many of the

Zaccaro and | rocesses of leadership largely through electronic
Bader (2003) P plargely throug

e CHANNELS

i The incorporation of traditional leadership in

an emerging context, marked by advances in
information and communication technologies for
i massive use

Avolio (2000)

As a result of these considerations, virtual lead-
ership has become a promising research field of
interest and a crucial part of the daily work of
managers. Van Wart et al. (2019) describe some
changes or challenges, which must be assumed to
provide a more concrete, applied, and less abstract
definition of virtual leadership. Among them, the
following stand out:

1) Leaders must use and combine traditional
and electronic techniques in many situations
for different purposes, so a definition only fo-
cused on the use or non-use of ICT may not be
helpful for all purposes; and

2) Operational definitions should disclose their

assumptions. E-Leadership is about the use
of ICT-mediated methods in a combined way

http://dx.doi.org/10.21511/ppm.20(2).2022.20



with traditional methods. However, e-leaders
should have the responsibility for the adop-
tion of ICT within the organization.

Thus, according to these authors, e-Leadership
is the adequate use and combination of elec-
tronic and traditional communication methods.
However, it implies an understanding of current
ICTs, demanding the adoption of new ICTs for
each person and for the organization, as well as
specialized competence in the use of selected ICTs.

Cowan (2014) proposed that effective e-leadership
should be characterized by building trust with each
team member and establishing a virtual “presence”
preventing distance from becoming a barrier.

As companies grow worldwide, virtual leaders ap-
pear with the mission of enhancing productiv-
ity and efliciency in their companies. Ultimately,
e-Leadership results from technological develop-
ment and the transformation of the global econo-
my. As adaptable and virtual work options contin-
ue expanding, more employers are trying to stand-
ardize the virtual work policies and ways of man-
aging the virtual workforce (Mesmer-Magnus &
DeChurch, 2009; Olavarria-Benavides et al., 2021).

1.3. Leaders and virtual teams

Currently, business organizations have their head-
quarters in the world developed in a common en-
vironment for collaborators and leaders: Leading
and managing effectively suggests challenges if
the collaborators are in different parts of the world.
Nowadays, leading online has become a daily rou-
tine of many leaders, whether they lead virtual
teams whose partners have never met in person or
email coworkers who meet face-to-face regularly
(Darics, 2020).

Bell and Kozlowski (2002) highlight the value of
virtual team leadership, mainly based on many
descriptive field studies. Virtual leaders must han-
dle performance and execute solutions to work
problems, often interlaced. At the same time, they
must create and maintain uniqueness by estab-
lishing a mission/vision, sharing values and goals,
and creating a reliable work environment (Bell &
Kozlowski, 2002; Brewer, 2015; Ejiwale, 2012; Fay
& Kline, 2011; Hambley et al., 2007).

http://dx.doi.org/10.21511/ppm.20(2).2022.20
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In virtual leadership, work teams exchange infor-
mation and are monitored by a leader through the
screen. For this type of work, advanced technol-
ogy tools are used to involve the Internet, video-
conferences, teleconferences, emails, information
search engines, text messages, smart apps, blogs,
shared documents, and social networks, among
others (Avolio et al., 2000; Zaccaro & Bader, 2003).
Collaborators have hierarchy lines with a leader
ubicated in the other side of the world with a sig-
nificant time zone difference. The language some-
times is common for many people but often is not
for everyone. The same applies to leaders: they
must direct and manage a work team of numer-
ous nationalities spread all over the world and deal
with remarkably diverse corporate cultures, espe-
cially when the work team is the result of a consol-
idation and acquisition process. That is how lead-
ership skills are applied. Therefore, team partners
do not know each other, which adds more com-
plexity to leaders as they do their best to create a
collaborative culture.

Lami-Rodriguez del Rey et al. (2020) indicate that
technologies deliver virtual work changes, such as
teleworking and videoconferencing, allowing ef-
fective communication and information dissem-
ination in time and space. The formation of vir-
tual work teams provides excellent opportunities
for companies, such as the integration of employ-
ees. Virtuality facilitates the hiring of personnel
for companies located in distant places or with
difficult access. Likewise, the virtual environment
offers professionals from other cultures and dis-
ciplines who can contribute with their experience
or mastery of some specialty since time and dis-
tance are no longer an impediment (Contreras et
al., 2020).

Lipnack and Stamps (2008) stated that a virtual
team is a group of coworkers using technology to
perform the purpose through space, time, and or-
ganizational boundaries. Currently, virtual work
teams are made up of employees who live far from
each other, and who come together through the
use of new information and telecommunications
technologies. In some circumstances, they are
culturally different and conform temporarily. In
this regard, it should be noted that, although one
can take as a reference the concepts related to tra-
ditional teams to explain the behavior of virtual
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teams, there are some differences, for example,
in the use of technologies. Thus, they cannot be
thoroughly compared alongside the lack of a pre-
cise definition that establishes their particularities
(Hambley et al., 2007; Cordova-Buiza et al., 2021).

Virtual leadership is the future of organizations.
Digitization has become the new paradigm, a new
industrial revolution that allows for the emer-
gence of new leadership styles and gives rise to
what is now called e-leadership, which is the result
of the business use of new information technolo-
gies (Mohammad, 2009).

Within the narrative review of the literature, the
concept of virtual leadership is associated with
frequent interrelationships with collaborators and
clients through virtual communication is primar-
ily developed in cyberspace. Lami-Rodriguez del
Rey et al. (2020), Flores-Cueto et al. (2009), and
Riquelme-Castanieda (2019) agree that technology
has generated important changes in work environ-
ments by encouraging teamwork over individual
work. In these times, virtual work teams have in-
creased, which marks differences from traditional
teams, due to the support they have found in tech-
nology to communicate and spread information
and knowledge. In this context, the virtual leader
is the person in charge of executing and establish-
ing, within such an environment, the direction and
coordination of actions (Stark & Bierly, 2009). With
the start of Covid-19, various business organiza-
tions are developing new ways of working, so they
are moving their activities from the physical to the
virtual and in just the right amount of time to carry
out the planning and control processes.

Companies got over the initial hurdle of moving
their workforce to a virtual format, now called vir-
tual teams (Lordan & Jaffe, 2020; Lami-Rodriguez
del Rey et al,, 2020). Leading in virtual environ-
ments is a challenge marked by changes to chal-
lenge the ability. For organizations to survive,
they need dynamically adapt to the environ-
ment, in which technology can offer great oppor-
tunities. It can be taken only if a leader manages
virtual teams, which allows the organization to
optimize resources while benefiting cultural ex-
change, knowledge, and experience in other lat-
itudes (Hunsaker & Hunsaker, 2008; Esguerra &
Contreras, 2016; Chang et al., 2011).
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According to Liu et al. (2020), e-leadership is an
important trend not only for the rapid progress
in technology and its application during the pan-
demic. It also presents a challenge for companies
to adopt the technology, that is, to benefit from its
advantages.

Globalization and technology yield continuous
changes in organizations that are not only limited to
one location but also occur in the virtual environ-
ment, and, for this reason, it is a new dimension for
business. The transition from traditional leadership
to tendencies such as virtual leadership means that
the organization has to change the way they think
and evaluate the leadership for the effective achieve-
ment of their goals following the challenges and un-
certain future posed by the current context. Therefore,
online leadership is a new leadership phenomenon
(Pineda, 2019; Esguerra & Contreras, 2016).

However, the literature on leadership in virtual
environments is still new, recognizing the process
of adaptation that the traditional concept of lead-
ership is going through. While the term e-Leader-
ship began to become popular in the early 2000s,
the relationship between leadership and new tech-
nologies at work is relatively recent in the field of
research on the term “digital leadership” (Torre
& Sarti, 2020). The mentioned studies maintain
and consider virtual leadership from an inde-
pendent orbit. Some definitions lean towards the
conception of electronic leadership as a process of
social influence mediated by ICTs (Avolio, 2007;
Avolio et al., 2014), while others are more asso-
ciated with the incorporation of specific compe-
tencies (Roman et al., 2019; Van Wart et al., 2019).
Furthermore, it may be argued that e-Leadership
is the ability to link good technology management
with high-level business management. However,
further attention must be placed when adopting
new technologies as this implies radical changes
in the organization and processes (Liu et al., 2020).

Several authors agree that the study of virtual lead-
ership is relatively developing, and the research
on this subject is lacking (Contreras et al., 2020)
considering the evolution of traditional leader-
ship. However, even if it is a recent phenomenon,
e-Leadership has evolved into an advantageous
field of interest analysis and was a predominant
topic until five years ago (Torre & Sarti, 2020).

http://dx.doi.org/10.21511/ppm.20(2).2022.20



This study shows that, currently, there is still not
enough knowledge about the influence of technol-
ogy on business leadership. For example, there is
little evidence on how technological communica-
tion affects the behavior of leaders, as well as its
influence on the excellent performance of virtual
work teams (Mesmer-Magnus et al., 2011).

2. GENERALIZATION
OF THE MAIN
STATEMENTS

Relating to the ideas presented in the literature re-
view, it can be pointed out that the basis of good
business management is when there is harmony
between leaders and collaborators. In this sense,
companies — in order to successfully overcome
the limitations generated by the pandemic — must
adopt new forms of leadership, such as virtual
leadership, electronic leadership, or e-leadership,
to positively influence their employees.

In this context, information and communication
technologies (ICT) have allowed for the promo-
tion of virtual leadership in companies. Thus, vir-
tual work teams have been created, adopting new
forms of communication and relationships with-
in organizations, replacing traditional mediums
and forms of communication with others that fa-
vor virtual and digital spaces. In this way, virtual
leadership becomes the new paradigm of business
management.

The variety of definitions of virtual leadership
analyzes the implementation of this trend in the
business context. This issue is quite extensive, so
the paper presents several basic statements about
likely ways to use virtual leadership.

Statement 1. Virtual leadership pursues the same
goal as traditional leadership. According to tradi-
tional leadership, collaborators believe that the re-
sults obtained when having face-to-face meetings
are optimal. According to Lordan and Jaffe (2020),
efforts are focused on the behavior and manage-
ment of work teams in a virtual environment.

E-leadership achieves the same goals as tradi-
tional leadership through information technol-
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ogy (Irigat & Khalaf, 2017). In addition, Avolio
and Kahai (2003) argue that E-leadership, as same
as traditional leadership, aims to build and en-
hance the relationship between employees in an
organization.

In addition, Mohammad (2009) states that e-leader-
ship has different roles and responsibilities. Leaders
can communicate within the organization even
though they are not in the same office; that is why
they must understand the specific role of technology
over the employees’ needs and their relationships.

E-leadership is as much about blending technolo-
gies and traditional communication as simply using
more ICT-mediated communication. While there
is much consistency in the types of leadership skills
needed in traditional and virtual environments, they
are not the same, and the differences are critical to
success and failure. (Van Wart et al., 2019).

Statement 2. Effective implementation of virtual
leadership requires mastery of information and
communication technologies — ICT. In the past
decades, companies have evolved according to
new conditions of the work environment, such
as globalization, fierce competition, new demo-
graphic structures, and the increasing develop-
ment of ICTs (Wojcak et al., 2016).

Leadership is currently developing through the
“intermediation” of new ICTs, the presence and us-
age of which call for a change in the way leadership
is practiced (Torre & Sarti, 2020). One effect of the
communication revolution has been the prolifer-
ation of new communication tools from which to
choose, ease of communication, and challenging
communication overload and the “constant con-

tact” (Avolio et al., 2014).

According to Van Wart et al. (2016), e-leadership
requires ICT management skills on the part of
organizations and their leaders. The constant de-
velopment of ICT requires permanent training to
take advantage of its use; otherwise, bad experi-
ences can be generated since not having qualified
personnel can lead to a decrease in consumer pref-
erences toward a company. For this reason, the
support of organizations is essential for the prop-
er functioning of ICTs, regardless of how arduous
and complex their implementation may be.
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Statement 3. Social networks represent a high con-
tribution to the implementation of virtual leader-
ship. The importance of social networks within
different functions of an organization is widely
recognized. For Sanchez et al. (2017), social net-
works are very useful in companies, considering
their contribution to the dissemination of infor-
mation. For his part, Riquelme-Castafieda (2019)
suggests that a company becomes a new way of
challenging and integrating social media since it
has components that are complex, informal, and
eventual. In this regard, some authors have ana-
lyzed whether the benefits of social bonds can al-
so be formed from virtual networks (Sanchez et
al., 2017). A similar point of view is in charge by
Ellison et al. (2015). They highlight the potential of
social networks for different goals, such as econ-
omy, communication, and support for functions
within an organization.

This represents a challenge for companies in virtu-
al contexts, using social networks effectively, tak-
ing advantage of the benefits that these represent
as support for the development of core activities,
and mitigating the weaknesses of these networks
associated with their informality and complexity.

3. DISCUSSION

Based on the evidence that emerged from the ex-
ploration, review, and analysis of information
obtained through different theoretical sources, it
is widely recognized that virtual leadership has
faced the challenge of dealing with a growing dif-
fusion of the use of information and communica-
tion technologies as the main tool to manage rela-
tionships among workers (Avolio et al., 2000; Al-
jedaibi, 2001; Avolio, 2007; Esguerra & Contreras,
2016; Roman et al., 2019). In this sense, the posi-
tion of many authors explored in this narrative
literature review highlights the intervention of in-
formation and communication technologies and
social networks (Feeney & Welch, 2012; Ellison et
al., 2015; Sanchez et al., 2017; Irigat & Khalaf, 2017;
Riquelme-Castaiieda, 2019).

For Iriqat and Khalaf (2017), Avolio and Kahai
(2003), and Lordan and Jaffe (2020), through tech-
nology, e-leadership can meet the same goals as
traditional leadership. In this regard, Mohammad
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(2009) points out that e-leadership allows leaders
to communicate with their employees as if they
were in the same office, thereby fulfilling roles and
responsibilities. In this sense, it is crucial to under-
stand the dynamics of new technologies and their
contribution when solving the needs of employees.
This approach agrees with what was pointed out
by Hargreaves and Fink (2004). They argue that
organizations, to adapt to the new times, imple-
ment changes that allow them to establish guide-
lines, such as the development of e-leadership, to
strengthen competencies and qualities in leaders.
In this way, they contribute to the fulfillment of
objectives and goals established in companies for
their adaptation to a new virtual work system.

Not only companies must adapt to changes, but
it is also important to positively influence em-
ployees. In this regard, Hunsaker and Hunsaker
(2008), following Hargreaves and Fink (2004), re-
garding the emergence of e-leadership, point out
that the leaders nowadays must encourage team-
work and generate positive attitudes in the spirit of
collaborators to generate synergies that benefit the
organization. In this sense, Day and Schoemaker
(2016) describe the role of leaders in this new sce-
nario as influential, who must demonstrate a great
capacity to adapt to complex scenarios, such as the
pandemic, and spread their enthusiasm to other
collaborators, so that they too develop a positive
attitude to face difficult times.

Due to that reason, at the start of the pandemic
of Covid-19 (SARS-CoV-2), various businesses are
developing new conditions of work, transferring
the activities from the office to the virtual level
and in just time to carry out planning and control
processes. This situation has resulted in people
having to work more online to stay productive and
perform well in times of pandemic (Fachriansyah,
2020). According to Contreras et al. (2020), tele-
working has quickly grown and shown remarkable
direct changes in work methods in recent months.
In general terms, companies have overcome the
initial obstacle of changing their workforce to a
virtual format, which is now called virtual teams.

However, not all the collaborators of companies,
nor companies themselves, are at the same techno-
logical level to adapt to a virtual network job or to
carry out remote. These activities also require train-
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ing to exercise virtual leadership, which allows suc-
cessfully, forceful, and effective face the demands
that work demands. For this reason, companies in
the world prepare annual budgets and invest in pro-
moting the development of leadership in their em-
ployees, as they consider it to be an important skill
for them (Roman et al., 2019; Chang et al., 2011;
Altschuller & Benbunan-Fich, 2010).

On the other hand, virtuality generates another
vision of the collaborator: just the respect for the
human person was achieved in the history of hu-
manity, it must also provide respect in this digital
age. It is a priority to attend to a permanent as-
sessment of digital advances from the compliance
and application of ethics to not allow threats to
people (Munoz-Goémez, 2019; Gonzalez-Roma &
Hernandez, 2014).

Research on virtual leadership is necessary now-
adays because the heads in charge of virtual
workgroups need to know new leadership pro-
cesses, which can be developed through electron-
ic channels, finding new challenges that must be
addressed and overcome. Accordingly, virtual
leadership is an answer and solution to global
changes caused by technological evolution. In
line with the abovementioned, supporting the
theoretical contribution of Torre and Sarti (2020),
virtual leadership is a multidimensional concept
that should be understood as a process that in-
volves management of both traditional and elec-
tronic communication methods effectively and
adaptively. Therefore, it should be considered
that e-Leadership is a part of the wider domain
of science and practice of leadership, and should
be examined coherently.

Business leaders face new challenges due to the
presence of e-leaders who develop other styles
of leadership. Electronic leadership is presented
as the new paradigm for business leaders, repre-
senting a new way of managing human capital.
Companies are moving to virtual environments
in different parts of the world, where they devel-
op new forms of exchange between leaders and
collaborators. Digital communication replaces
traditional face-to-face contacts since supervision,
work instructions, and feedback are currently car-
ried out under a digital structure scheme (Hill &
Bartol, 2016).
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Even though many authors within this nar-
rative literature review agree that traditional
leadership pursues the same objectives as vir-
tual leadership, conventional leadership differs
from virtual leadership. Virtual leaders can lead
teams without the need for physical or face-to-
face contact; they can also manage virtual work
teams in different moments of space and time.
The places of interaction are the virtual chan-
nels of communication (Holtbriigge et al., 2011).

This confidence in the new virtual work is relat-
ed to what was pointed out by Lordan and Jaffe
(2020), who affirm that the current leader must
develop a virtual connotation to achieve the ob-
jectives and goals of the organization in coor-
dination with the collaborators. The physical
space moves to the virtual one.

Consequently, information technologies facil-
itate interaction between company members
through virtual leadership. Likewise, it con-
tributes to the constant flow of information
required to develop organizational work. The
virtual leader is the protagonist of a new social
impact in companies, a place in which chang-
es in attitude are generated in the face of new
forms of organization and with the support of
advanced communication and information
technologies (Wildman et al., 2012).

Due to the pandemic, more virtual than tra-
ditional leadership is required in the future.
Nevertheless, virtual teams continue because of
the opportunities they offer. Regardless of the
leadership style, virtual team leaders must di-
rect and communicate the vision and the struc-
ture of the organization based on values; how-
ever, the method is still unclear (Contreras et al.,
2020).

In this sense, to consolidate virtual leadership,
it is important to take into consideration the
appropriate support to virtual teams like hu-
man resources policies for members and lead-
ers, training of the virtual team, a responsive
organizational culture, and continuous admin-
istrative support. In addition, the authors high-
light the necessity to provide virtual teams with
a solid and responsive service to do their work
efficiently (Krumm et al., 2016).
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The paper emphasized the importance of inter-
spersing traditional communication with virtu-
al meetings to construct relationships and com-
mitments that improve team performance. As
suggested by Contreras et al. (2020), telework-
ing was imminent, but the Covid-19 pandemic
has created a compulsion. It is speculated that
the model of this new global work would con-
tinue even after the pandemic is overcome. In
this regard, it is worth highlighting the Mesmer-
Magnus and DeChurch (2009) approach, which
highlights the adaptability capacity of em-

in the future and in a post-pandemic scenario
to promote a workforce that thrives in digital
environments.

However, these changes will require time and
dedication, not only from employers but also
from employees, even more so, considering that
the concept of virtual leadership is new and,
apparently, was not yet present in the mind of
entrepreneurs until the pandemic began. This
agrees with Esguerra and Contreras (2016), who
argue that electronic leadership is a subject on

ployers who seek to standardize virtual work which there is still much to learn.

CONCLUSION

To fulfill the objective proposed in this paper, to investigate and learn about the theoretical ap-
proaches related to virtual leadership as an alternative to face the possible adverse effects of the new
coronavirus Covid-19 pandemic on business management, the following conclusions can be made.

In the literature review, the authors show that today’s organizations must face serious challenges
related to the transformation of the world and modify the way they apply strategies and mecha-
nisms within their processes. Studies also indicate that virtual leadership is the new way of direct-
ing human interactions in the midst of the advancement of new information and communication
technologies, an opportunity in which new leaders can direct projects regardless of distance.

Given that virtuality establishes differences in relation to face-to-face work, new forms of work
are required, which are supported by technology and the formation of virtual work teams. In this
way, a virtual organization is constituted in the companies whose support is the strength of the
capacity of the employees and bosses in the management of the new technological tools. For this
reason, it is necessary to continue exploring the capacities that virtual teams can develop and
thus achieve the fulfillment of objectives established by companies with the support of technolo-
gy-based communication.

It is suggested that effectiveness in a global environment and with inherent continuous changes,
virtual teams need specific leadership strategies; each leader must be communicative to keep em-
pathy with a work team. A leader always has in mind the need to work in a great environment and
the requirements that society demands.

Amid transformation and the Covid-19 pandemic, there have been modifications in work systems.
In this regard, specific and permanent leadership means acting with empathy and keeping a con-
tinuous cooperative relationship with the workgroup. Another way is to focus on cooperation and
technology preparation, proposing previous background as a critical factor before virtual team
execution, also emphasizing the need for the organization to know about association technology
before implementing virtual teams. This includes collaboration and technology readiness. Finally,
the virtual communication changes via virtual networks are necessary so leaders and the collabo-
rators can communicate orderly, carrying obligations in a context of collaboration and teamwork,
marked by the leadership.
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