Yonetim Bilimleri Dergisi/Journal of Administrative Sciences
Cilt/Volume: 23, Say1/No: 57, ss./pp.: 1429-1450
DOI: https://doi.org/10.35408/comuybd.1535099

-COMPILATION ARTICLE-
E-LEADERSHIP AND INNOVATION PROCESS IN VIRTUAL TEAMS®

Gizem Sebnem BEYDOGAN!
Abstract

Rapid developments in the field of informatics have significantly changed the
traditional management style of enterprises. Depending on the speed and level of
technological development in the sectors, many services are supplied through
interrelated virtual teams that increase the value of the services produced. The e-
leader fulfils a number of functions such as coordinating and directing the work and
employing innovative processes without direct, face-to-face interaction with the
managers and employees in the sectors where the supply units are located. In addition
to the technological and organisational challenges in these processes, the e-leader
has to form virtual teams and involve the team employees in the innovation process,
and coordinate the issues related to the external variables as well as the internal
variables of the business. In this research, it is aimed to examine the roles and
challenges faced by the e-leader in fulfilling the functions of an enterprise with virtual
teams and accelerating the innovation process. Within the framework of this purpose,
the way e-leaders fulfil their roles in the health sector, which uses virtual teams and
supply chains until the health services reach the patient completely, has been selected
as an example and analysed within the framework of literature data. In order to create
the conceptual framework of the study, studies on the differences in the traditional
management understanding of businesses and e-leadership understanding were
utilised. The efforts of the e-leader in managing relations with stakeholders in the
electronic environment and overcoming the internal and external problems of the
enterprise are discussed thematically within the framework of the data obtained from
written and printed documents. The main problems that the e-leader has to deal with
in the innovation process are analysed in the way of implementing strategies such as
coordinating, motivating and directing the work of employees to innovation without
face-to-face interaction with the teams in the virtual supply chain. It was revealed that
the acceleration of innovative practices in an enterprise is a process that depends on
the successful implementation of the e-leader's roles. As a result, it is important for
the e-leader to create virtual teams, to ensure harmony with other team members, to
direct, motivate and inspire them to serve the purpose of the business, and to break
the resistance to innovation. The idea of innovation is a process that starts in the
minds of employees and emerges as design and implementation. The leader must
manage this process effectively. When the process is managed well, it is predicted that
team employees will accelerate their innovative thinking and orientation towards
innovation. E-leader's utilisation of the psychological capital of the employees in the
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innovation process can facilitate their potential creativity. In this context, establishing
sincere and natural communication with team employees, informing them, valuing
their ideas and thoughts, supporting and rewarding innovations that are applicable
and have corporate value, and including practices to increase tolerance and loyalty
among team employees can increase the participation of teams in the innovation
process towards corporate goals.

Keywords: Virtual teams, e-leadership, innovation, supply chain, psychological
capital.
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SANAL EKiPLERDE E-LiDERLIK VE iNOVASYON SURECI?
0z

Bilisim alanmindaki hizly gelismeler, isletmelerin geleneksel yonetim tarzini énemli
olgiide degistirmistir. Sektorlerdeki teknolojik gelisimin hizina ve diizeyine bagl
olarak, iiretilen hizmetlerin degerini artiran birbiriyle iligkili sanal ekipler
araciligiyla pek ¢ok hizmet tedarik edilmektedir. Tedarik birimlerinin yer aldig
sektorlerdeki yoneticiler, ¢alisanlarla dogrudan, yiiz yiize etkilesime girmeden isi
koordine etmek, yonlendirmek ve inovatif siire¢leri ise kogsmak gibi bir dizi islevi, e-
lider yerine getirmektedir. E-lider, bu siire¢lerde teknolojik ve orgiitsel zorluklarin
yaminda sanal ekipler olugturmak ve ekip ¢alisanlarint inovasyon siirecine katmatk,
isletmenin i¢ degiskenlerinin yani sira dis degiskenleriyle ilgili konulari da es
glidiimlii ele almak durumundadwr. Bu arastirmada, sanal ekiplerle bir isletmenin
islevilerini yerine getirmede ve inovasyon siirecini hizlandirmada e-liderin yerine
getirmesi gereken rollerin ve karsilastigi giicliiklerin incelenmesi amaglanmaktadir.
Bu amacg ¢ercevesinde, saglhk hizmetlerinin hastaya eksiksiz ulagmasinda sanal
ekipler ve tedarik zincirleri kullanan saghk sektoriinde, e-liderin rollerini
gerceklestirme bicimi ornek olarak sec¢ilmis, literatiir veriler cergevesinde ele alinip
incelenmigtir. Calismanin kavramsal c¢ercevesini olusturmak icin, isletmelerin
geleneksel yoneticilik anlayisi ve e-liderlik anlayisindaki farkliliklara iligkin yapilan
calismalardan faydalamilnigtir. E-liderin elektronik ortamda paydaglarla iliskilerini
yonetmede, isletmenin i¢sel ve digsal sorunlarint asmada gosterdigi ¢abalar, yazili ve
basili dokiimanlardan elde edilen veriler ¢ercevesinde tematik olarak ele alinmigtir.
E-liderin inovasyon siirecinde bas etmesi gereken temel sorunlarin, sanal tedarik
zincirindeki ekiplerle yiiz yiize etkilesime girmeden, calisanlarin c¢alismalarim
koordine etme, motive etme ve yenilige yonlendirme gibi stratejileri uygulama bigimi
analiz edilmistir. Bir isletmede yenilik¢i uygulamalarin hiz kazanmasinin, e- liderin
rollerini basaryla uygulamasina bagh bir siire¢ oldugu ortaya konmustur. Sonug
olarak e-liderin sanal ekipler olusturmasi, diger ekip ¢alisanlari ile uyumunun
saglanmasi, isletmenin amacina hizmet edecek sekilde yonlendirmesi, motive etmesi
ve onlara ilham kaynagi olmasi, yenilige karsi direncin kirilmast agisindan énem
kazanmaktadir. Inovasyon fikri calisanlarin zihninde baslayan, tasarim ve uygulama
olarak ortaya ¢ikan bir siirectir. E- liderin bu siireci etkin bir sekilde yonetmesi
gerekir. Siire¢ iyi yonetildiginde ekip ¢alisanlarimin yenilik¢i diisiinmeye ve yenilige
yonelmelerinin hiz kazanacagr ongoriilmektedir. E-liderin inovasyon siirecinde,
calisanlarin  psikolojik  sermayelerinden  yararlanmasi, onlarin  potansiyel
yaraticiliklarini ortaya ¢ikarmasi isini kolaylastirabiliv. Bu baglamda ekip ¢alisanlart
ile samimi ve dogal iletisim kurma, bilgilendirme, onlardan gelen fikir ve diigiincelere
deger verme, uygulanabilir ve kurumsal degeri olan yenilikleri destekleme ve
odiillendirme, ekip ¢alisanlarimin kendileri arasinda hosgoriiniin ve baglhiligin
artirilmasina yonelik uygulamalara yer vermesi, ekiplerin kurumsal hedeflere yonelik
inovasyon siirecine katilimini artirabilir.

2 An extended Turkish abstract is attached at the end of the article.
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1. INTRODUCTION

Due to the demands for rapid change, traditional leadership in organisations has had
to be replaced by e-leadership. In the literature, an e-leader is a person who
understands the latest information and technologies, takes advantage of the
conveniences offered by these technologies, psychologically prepares employees and
brings about a change in their productivity (Zheng and Chen, 2017). In this context,
the function of e-leaders is to create environments that will reveal the creativity of
employees by establishing constructive and sincere, inclusive working conditions. It
is that when employees feel safe and experience a sense of belonging, they will
become more creative. The establishment of virtual teams, comprising employees
from diverse business lines or companies, is instrumental in facilitating the realization
of work or organizational objectives. Furthermore, the provision of effective
communication environments within virtual teams is paramount to ensure seamless
collaboration (Ocker et al., 2011). Essentially, in the internet age, e-leadership, or
electronic leadership, revolves around managing information. The primary
responsibility of a leader is to integrate the organization’s resources through the
utilization of information technologies, to foster continuous employee motivation, and
to ensure the economic achievement of organizational goals (Tang et al., 2017). It is
an irrefutable fact that no leader can achieve anything alone. The creation of a sense
of acceptance and trust among all members of an organization is imperative for the
effective utilization of their talents and creativity. This dynamic interaction has
implications for the e-leader's vision, leadership style and behaviour, as well as the
working environment and the manner in which employees carry out their duties
(Avolio et al., 2000). The prevailing paradigm of leadership, in which these processes
are executed through face-to-face interactions, has undergone a transition to e-
leadership, which is typically characterized by the absence of physical interaction with
followers (Trivedi and Desai, 2012). A style of e-leadership has emerged,
characterized by communication and information gathering through information
technologies, as well as interaction with colleagues solely through these platforms
(Avolio et al., 2014). The advent of digitalization and technological development in
various sectors has precipitated the emergence of supply chains. The emerging supply
system has given rise to a novel form of e-leadership management style, characterized
by its unifying, communicative and expeditious nature. This e-leadership management
style finds application in piecemeal teams or supply systems (Snellmann, 2013).
According to Avolio, Sosik, Kahai, and Baker (2014), an e-leader is anticipated to
"effect changes in individuals' attitudes, emotions, thoughts, behaviors, and
performances, and to conduct an embedded social influence process in both nearby
and distant contexts through information technologies™ (s.107).

In this context, the function of the e-leader is to influence employee behaviour, to
influence the psychology of employees and other variables, to direct them to make
improvements in existing products, services, processes or business models, to develop
new and different solutions and to inspire them. In this context, the leader has to create
a corporate culture that is open to change, suitable for change, provide an environment
for the formation of new ideas, support research and development activities, make in-
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depth analyses and engrave the process of creating technological change in the minds
of his employees. With the awareness that change is a time-consuming phenomenon,
it has to focus on its goal patiently and persistently in order to become innovative. In
the innovation process to be carried out in the corporate context, the situation can be
accelerated by the interactions to be carried out at the level of organisational relations
and at the level of individual employees. In the innovation process to be carried out in
the corporate context, the situation can be accelerated by the interactions to be carried
out at the level of organisational relations and at the level of individual employees. In
the Internet age, e-leadership is to enable employees to create innovation based on the
use of performance and creativity by using information technologies. Because
innovation is the main tool for firms to gain competitive advantage in knowledge,
business, product, process, organisation and marketing (Hou, 2018). In a comparative
study conducted by Naktiyok (2006) on leadership characteristics, the leadership
characteristics that virtual and traditional leaders attach importance to were compared.
As a result of the research, it was concluded that traditional leaders are business-
oriented while virtual leaders are people-oriented. It is observed that virtual leaders
give more importance to leadership characteristics such as empathy, risk taking, self-
confidence, creativity, knowledge sharing, flexibility, visioning and global thinking
than traditional leaders.

The communication established in the virtual environment has been shown to
facilitate the resolution of issues arising from the variables inherent to employees
working within virtual teams or supply chains. Because as virtual teams spread over
large areas, interactions between geographically dispersed teams are sometimes
limited and continue to be a source of concern in organizations and companies. Team
members need to be motivated to utilise available resources and complete activities.
Self-confident individuals are more motivated to achieve their goals. According to
Zhang and Yao (2021), ‘the e-leader derives his/her power of influence from the trust-
based relationship he/she builds with virtual teams. According to Malhotra,
Majchrzak and Rosen (2007), who examine e-leadership, the leader's success depends
on building trust by using information technologies, providing diversity in a clear and
understandable way and making sure that it is appreciated, managing virtual work in
the life cycle with an effective monitoring method, and progressing virtual teams
within the framework of technology usage competence. Consequently, ensuring
visibility among team members and within the team itself enhances the team members'
substantial benefits from collective efforts. The leader can contribute positively to
improving the quality of the service by “coordinating the teaching services to be
provided to the teams, providing the necessary teaching tools and materials, and
adjusting the teaching activities according to time and needs” (Beydogan and
Beydogan, 2018: 2536). The ability to use the existing facilities in place and to achieve
the desired results depends to a large extent on understanding the needs of the
employees in the teams and mobilising them by reacting appropriately to their needs.

In an e-leader supported application, the e-leader is expected to act in a way that will

mobilize the virtual teams and direct the behaviors of the team members. In this
context, it is very important for the e-leader to motivate the virtual team members
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sufficiently. As it is known, motivation is a broad concept that includes human-related
wishes, desires, needs, impulses and interests. According to Maslow's hierarchy of
needs, ‘the secondary desire to achieve success motivates individuals, energises them
and directs their behaviour towards certain goals (Argon and Eren, 2004). Hence, the
perpetuation of employee motivation is directly linked to their level of satisfaction. In
Herzberg's research, it's stated that "when a person enjoys their job, achieves success,
takes on responsibility when recognized, progresses through promotions, and feels
content with their situation, satisfaction ensues. In the opposite case, “although there
is no dissatisfaction / dissatisfaction, the state of being satisfied disappears” (Asan,
2001: 230). While this perspective faces criticism, satisfaction is attained through
motivating factors. If a leader aims to motivate their employees, they should prioritize
addressing these motivating factors.

The knowledge of a leader who wants to be successful is his/her own equity capital.
It falls upon the e-leader to discern where and how to acquire knowledge and when
and where to apply it. It is imperative for the e-leader to identify the necessary
knowledge, seek it out, and make diligent efforts to obtain it. According to Drucker
(2010), a manager or e-leader must focus on tasks at hand, trust subordinates, maintain
a composed and risk-aware behavior, while simultaneously fostering encouragement,
expertise in the field, receptivity to alternative ideas, simplification of complex issues,
and acknowledgment that nothing is immutable or certain. Nevertheless, possessing
these characteristics does not guarantee the success of an e-leader. E-leader's
analysing the life values of his/her environment brings success (Gladwell, 2009).
When leadership types are compared according to the theory of leader characteristics,
it becomes important which one(s) of transformational leadership, shared leadership,
transactional leadership characteristics the leader exhibits in the process. The
idealisation-based influence, inspirational motivation, intellectual stimulation and
individualised attention of leaders with transformational leadership characteristics
deeply affect employees. In addition to the roles played by the transformational leader,
the E leader's interaction with the team members, giving confidence to the members
and showing commitment to the contracts he/she has made gives him/her a different
power.

Leaders with transformational leadership traits have a profound effect on employees
through their idealization-based influence, inspirational motivation, intellectual
stimulation and individualized attention. In e-leadership, the trust that the leader gives
to the members in his/her interaction with the team members and his/her efforts to
adhere to the contract he/she has made are important. Charismatic leadership
embodies the exchange of ideas with team members, fostering trust and respect. It
involves sharing risks comprehensively and modeling in-spirational, motivational

LRI

leadership. This style exhibits a dedication to “goals”, “effective communication”,
“willingness”, “enthusiasm”, “intellectual stimulation”, “rationality” and “problem-
solving”. Additionally, it includes providing personal attention, mentoring, listening,
and empowerment behaviors, reflecting a personalized approach. Studies indicate that
shared leadership encompasses transformative,” transactional”,” directive”,

LEINNT3

“individual empowering”, “team empowering”, and “deterrent aspects” (Fausing et
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al., 2015; Ocker et al., 2011). The innovation process requires more than E leadership
to possess and apply more of the existing leader characteristics.

2. METHODOLOGY FOLLOWED IN THE RESEARCH

The research is a review study aiming to synthesise the studies on the role and
functions of e-leader in the innovation process through a theme. For this purpose,
domestic and foreign literature has been reviewed, documents have been examined,
and the managerial functions, roles and the difficulties faced by the e-leader in
fulfilling his/her roles have been revealed depending on the changing management
approach in enterprises. In the light of the literature, the strategies and roles played by
e-leaders in involving their employees in the innovation process are described. In this
context, the relations and interaction process of the e-leader with stakeholders in the
electronic environment in enterprises are discussed. The characteristics obtained from
written and printed documents, such as the continuity of the work, the distance of the
line of work from the centre, the frequency of interaction between employees, the way
of interaction, the sense of belonging to the workplace, were systematically analysed
and synthesised.

3.VIRTUAL TEAM BUILDING AND E-LEADERSHIP

A virtual team is a group of people located geographically apart who collaborate, share
information, coordinate, and use technological tools to communicate using various
digital communication tools such as instant messaging and video conferencing.These
employees may hail from the same organization or different ones, and they might be
located nearby or in geographically distant regions. Team members might work in the
same time zone or across different ones. In classic teams, there is a strong preference
for frequent face-to-face meetings. The reliance solely on technology for team
interactions is quite limited in this setup. Therefore, team members prefer to
communicate using various modes, whether electronically or face-to-face. Managing
such teams parallels managing any other team. In addition to effectively managing
such teams and employing communication strategies and techniques, the leader must
transform the team into a social structure, fostering team spirit, and cultivating a sense
of belonging among team members.

The rapid evolution of technology and shifting needs have rendered e-leadership and
the formation of virtual teams unavoidable. The formation of teams is closely linked
to the level of virtuality, which can be gauged by factors such as team distribution,
workplace flexibility, and the array of applications utilized (Chudoba et al., 2005).
According to Bell and Kozlowski (2002), virtual teams may vary in terms of time
distribution, geographical dispersion, life cycle, and roles. Hence, there exists
considerable -flexibility in structuring virtual teams. E-leaders must not overlook
these characteristics of virtual teams when devising their strategies. In a study on
leadership conducted by Avolio et al. (2014), it is found that there is a positive
relationship between the behaviors of the e-leader and the levels of trust building,
mutual commitment and team performance. In some studies, on leadership have found
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a negative relationship between virtuality and team communication, coordination,
trust among team members, taking responsibility and team performance (Cramton and
Webber, 1999; Gibson and Cohen, 2003; Pefarroja et al., 2013).

4. E-LEADER'S TECHNOLOGY REQUIREMENT IN VIRTUAL GROUPS
AND SUPPLY CHAINS

In many sectors worldwide, including Turkey, virtual teams play crucial roles in
various service areas. These teams’ function as interconnected chains, adapting to the
technological advancements within their respective industries. Advancements in in-
formatics enable these supply chain teams to virtually collaborate and deliver services
through specialized software. In Turkey, advancements in industrial and service sec-
tors, such as health, defense, and aviation, have spurred the growth and development
of virtual teams. The leader's interaction with virtual teams, distributing and
coordinating tasks, providing continuous and regular feedbacks, appreciating and
rewarding the employees in the virtual team in a way to motivate them, being tolerant
in their behaviours due to cultural differences depend on the effective use of
technology. Because the only way to communicate depends on the effective use of
technology.

The integration of activities across enterprises operating at different points within the

service domain, aimed at fulfilling customer needs in line with the overarching
objective, is referred to as the "supply chain" (Scott and Westbrook, 1991). This
situation imposes a number of new tasks on the E- leader in the innovation process. It
requires the e-leader to use technology at the highest level in communication. Because
the units in the supply chain provide continuous support especially with
telecommunications, electronic systems, system software, manufacturing and parts
production. Traditionally, sectors conducted their business by dispatching experts in
the relevant field for the services they provided. However, today, these services are
delivered in the form of virtual team-based operations. Companies structured in this
manner possess the agility to serve and support their customers more swiftly and cater
to a larger client base. Such systems are intricate, necessitating management through
various techniques, supported by different levels of interactivity, potentially
employing diverse methods and approaches. They entail interactions between experts
and users facilitated by the establishment of multimedia communication links
featuring audiovisual capabilities.

S.INDUSTRIES REQUIRING VIRTUAL GROUPS AND SUPPLY CHAINS

In many developed sectors, the supply chain method is used to coordinate the flow of
services from the producer to the consumer, goods, services, information and
financing in a timely and timely manner. This process covers the delivery of goods
and services in the process from the receipt of the order from the consumer to
feedback. Some of these services are carried out in co-operation with different sectors.
For e- leader, the employees in these supply chains carry out activities as virtual
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groups. Provision of health services is an organization that requires cooperation and
establishment of supply chains with different sectors with different characteristics. In
this study, the situation is explained based on the example of the health sector in
Turkey. In the operation of a supply chain in this field, the tasks and roles of the e-
leader are clearly seen. E-leader in the health sector has to procure from virtual teams
in a wide range of areas from medical devices to pharmaceutical production and
distribution, from maintenance services to technology software companies, from
laboratory equipment to test units. As it is known, health services are complex in
nature, based on specialization, involving experts from different sectors as well as
professionals in the field of health, where there is interdependence and professionals
from different fields of expertise need intensive cooperation with each other (Usiimiis,
2012). “The supply chain, as is known, includes the steps in the process until a product
or service is delivered from the producer to the end user” (Turan, 2018:1027). E-
leader is a systematic manager who makes strategic decisions to improve the long-
term mission performance of all companies in the interconnected supply chain,
including the functions, plans, and plans of the companies' businesses within the
process" (CSCMP, https://cscmp.org/sites/: 06.06.2016.2016).The primary goal of
every company within the supply chain is to ensure the provision “of the right
amount”, “at the right time”, “in the right place”, “in the right quantity”, “at the right
cost”, and “under favorable conditions”. In the healthcare sector, numerous suppliers
across segments such as medical devices, pharmaceuticals, stocking, and distribution
collaborate as teams to ensure the seamless execution of this process. Each sector
manager must effectively fulfill their role as an e-leader. For instance, the e-leader in
the pharmaceutical sector must oversee a chain of raw material producers, drug
manufacturers, primary distributors, dealers, public and private pharmacies, and
customers within the pharmaceutical supply system, maintaining effective
communication with each of them. For instance, “the pharmaceutical supply system
encompasses the efforts of pharmaceutical manufacturers and the pharmacy
association, along with grocery stores and other outlets, to facilitate the flow of
products between chain pharmacies, hospitals, and regional pharmacies”
(Tengilimoglu and Yigit, 2013:34). For the manager, the process of ‘procurement’ of
the tools and equipment used in health services means more than a traditional
‘classical purchasing process’. Because “procurement is a process that requires to be
handled within the scope of supply chain management” (Acar and Yurdakul, 2013:2).
Furthermore, stocking, an integral component of the supply chain, demands vigilant
monitoring and management by the stock tracking unit (Semerci, 2011). E-leaders
may face technological and organizational problems in these processes.

6. E-TECHNOLOGICAL CHALLENGES OF THE LEADER

In team work, the leader often experiences problems in technology-supported
communication. Problems are reflected and described in their physical dimension,
while the human and emotional aspect of the work is insufficient. In this sector, values
are created through chained teams. When one team's view of the problem differs from
the other team's view of the problem and the meaning, they attribute to it, the value
perception of the sector is affected. It is a very difficult process for each virtual team
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in the sector to create online trust and overcome certain difficulties. Because virtual
team employees lack face-to-face communication. Only online communication limits
the naturalness and participation among team members. The task of creating virtual
teams and ensuring trust between teams falls to the e-leader. The foundations of the
first impression of trust between the e-leader and the teams are laid in the first online
communication. The impressions that emerge here form the direction and source of
the intensity of the discussion. According to Sivunen and Valo (2006), trust has both
a direct and mediating effect on the productivity of the team members. In this case,
the e-leader's use of a warm virtual working mode in his/her work and the adoption of
an online communication based on close, close relationships with team members can
facilitate interaction (Sivunen and Valo, 2006). In warm virtual work environments,
the e-leader's inclination towards synchronous, fluid, and actively participatory
communication methods can bolster team members' efforts towards a shared
objective. While team members appreciate the use of technology for regular
communication, face-to-face meetings are favored when sensitive decisions need to
be made. Some of the problems faced by the e-leader can be improved by improving
or updating the technology. Ensuring coordination between independent teams,
building trust among them, creating common mental models and managing potential
conflicts require more effort for the e-leader than in a traditional team environment
(Liao, 2017). The e-leader has to find new ways of organizing virtual teams in a
human scale.

7. E - LEADER'S ORGANIZATION PROBLEMS

It is not possible to prepare for an innovative transformation into effective teamwork
without effective communication in the organization, which means combining
independent parts into a functioning mechanism. The e-leader is based on solving this
problem using technological tools. In this process, the e-leader needs some
information about the people who will take part in the organization. They shape the
organization based on how employees work and are managed. The e-leader's
understanding of the identity of team members is pivotal for communication. They
decide whom to communicate with and how to establish a shared understanding with
each team member they engage with. One challenge faced by leaders in building
virtual teams is the lack of sufficient knowledge about the identity and status of team
members. This presents a time constraint for the leader. Time-sensitive interactions
with team members can help mitigate trust issues within the team. However, a strong
sense of collective identity within the team may hinder effective communication
among team members. The identities of team members can contribute to the
establishment of shared meaning and a sense of unity among team members. In the
absence of shared meaning and a collective sense of belonging, sharing information
and creating common understanding, even on seemingly straightforward matters, may
prove challenging. Team identity and competencies can indeed be established through
shared interests, knowledge, and terms with common meaning. Team identity is
thereby regarded as a competency rather than a commitment. Teams typically
prioritize task accomplishment over fostering a sense of identity. However, team
members can cultivate a collaborative environment where they share current
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information about their colleagues and developments in their respective areas of
expertise. E-leadership embodies traits such as open communication, expertise,
fairness, and goodwill (Hakkinen, 2012). E-leaders cooperate with his/her
stakeholders to clarify his/her goals, it establishes effective communication, receives
instant feedback establishes norms, and creates trust based on mutual respect (Jawadi
et al., 2013). Because the leader's trust-based sharing with his stakeholders in virtual
environments affects the interaction positively (Tsai et al., 2014).

E-leaders can organize and evaluate the activities of employees within the organ-
ization in evaluation:

The purpose of the team: Who will be assigned to the team, sustainability of the task,
level of realization of the work.

Functioning of the team: The effectiveness of the team can be evaluated based on
several factors, including the distribution of team members according to their skills
and expertise, identification of training needs, selection and assignment of tasks
among team members, the level of engagement and commitment of members to their
roles and responsibilities, their interest in the work area, and the availability of exper-
tise within the team.

The desire of the team to succeed: Assigning tasks based on seniority and access to
critical points can contribute to the team's efficiency in reaching its goals.

It is very important for the e-leader to understand and manage the emotional process
that the team members are in and to effectively use and activate the psychological
capital that constitutes the most fundamental power of human capital within the
organization. It requires the e-leader to produce solutions that are appropriate for the
working conditions and working environment of the group in which he is a member
of, for the problems of each employee in independent supply groups. Virtual teams
are a group of people who need to be together, built on working together.
Unfortunately, technology alone is insufficient to solve organization problems.

8. E-LEADER'S USE OF PSYCHOLOGICAL CAPITAL AND INNOVATION
PROCESS

In virtual groups, e-leadership begins with the leader explaining his/her own vision.
He/she uses technology as a tool to explain his/her thoughts and achieve his/her goals.
He/she demonstrates the competence to direct human resources effectively and
efficiently. If the process is working well, if a new product emerges and is marketed,
if there is harmony among team members, if the feedback from stakeholders is
positive, if the problems that arise are solved in place and on time, if innovation and
creativity are reflected in the R&D process, the e-leader plays his role in the
innovation process effectively. Based on the fact that innovation is a process, he/she
uses e-leadership in a way that will improve the process. He/she believes that every
innovation that takes place will reach the desired level within the integrity of the
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organization. He/she directs team members to work in a collaboration based on
persuasion rather than coercion, to create decision-making mechanisms that will
create mutual positive dependency in teams. He/she believes that employees will
reach their peak of creativity when the appropriate environment is provided, and
he/she does it. Ultimately, the transfer of ideas to the employees in the team by my
leader further triggers the creativity of the employees and encourages their innovative
efforts (Afsar et al., 2014).

It should not be forgotten that innovation is a product of imagination; it is a process
of taking risks, deviating from the status quo and thinking differently, linking reflexes
and skills, and a process in which new ideas emerge and turn into implementation
skills. Therefore, the individual's mental creativity is an important factor in this
process. Having a creative mental state is influenced by the individual's environment,
freedom to work and higher-level needs. E- leadership is to transform the innovative
tendency of employees into a potential innovation by creating a creative environment
that encourages innovative behaviour. According to the principle of reciprocity in
social exchange theory, when the organisation supports employees at work,
employees are more likely to work more and return to the organisation. In order for
an employee to achieve the pursuit of self-worth, it is beneficial to develop positive
roles and behaviours in which basic needs are met and role behaviours such as the
innovation process are encouraged.

A conscious e-leader can effectively communicate digitally with his team members.
Employees' psychological capital can increase their emotional attachment to leaders.
Innovation business and operational behaviours are observed at each stage of the
innovation development process (Messman and Mulder, 2012). It can inspire them to
engage in innovative behaviors’e-leaders ‘appropriate and effective use of employees’
psychological capital increases the success of the e-leader and the organization. In
order to achieve success, e-leaders should increase interaction with employees, share
common goals, make actions understandable, and gain understanding and support
from them. When the employees form emotional attachment to the leader, this
situation facilitates the functioning of the organization significantly when the
employees in the organization have the desire to work together.

Emotional commitment is a commitment to organizational principles, a commitment
that will lead the employee to evaluate what the loss and cost to the organization will
be if the employee leaves the organization. Effective communication strengthens the
relationship between the leader and the organization and develops a sense of duty and
responsibility among team members. The management style of the e-leader influences
and changes the personal beliefs and perspectives of both the employees and the
leader. To the extent that the relationship with the leader within the organization is
understood by the employees, it positively affects their relationship with the leader
(Kang et al., 2019).

The e-leader's trust in the employees of the organisation encourages the development
of employees (Jia et al., 2022). In this context, the e-leader can appoint managers with
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high performance, create effective communication channels for the organisation and
create a comfortable and friendly organisational climate.

When a leader fulfils the needs of his/her employees, he/she can ensure that the
employees feel excellent interest and trust towards the leader. This process can
increase employee recognition and emotional commitment within the organization
and increase the values of the organization. It can facilitate employees to direct their
attention and interest to their work, and it can positively affect employees' perceptions
of organizational support. In a study conducted by Abdullatif et al. (2016), external
motivation plays an important role in the emergence of behaviours towards the
realisation of innovation. Because affective commitment influences the intrinsic
values on the behaviors of employees and leads to psychological cognition knowledge
related to affective commitment. Emotional commitment in employees with high
levels of performance can translate into positive actions towards innovative processes
and less feeling of work and life pressures.

9.DISCUSSION

In order for the e-leader to initiate the innovation process in the enterprise, he/she
must first establish the organizational structure on an innovative understanding. It is
decisive that the e-leader is interested in innovation, encourages creativity and
innovation, and uses his/her power and authority in this sense. The e- leader's setting
out his/her goals in a dynamic, assertive, open to change and innovative proactive
manner can contribute to the innovation process. When an e-leader does not clearly
determine a goal in the business process and is not sensitive to emotions and
sensitivities, he/she may experience serious problems in creating corporate values.
When an e-leader does not create a vision for global innovations and does not share
the information required by the vision, his/her ability to influence the team weakens.

Encouraging employees to communicate their ideas and contribute to communication
is very important. When a leader provides a suitable environment, employees have
the opportunity to express their ideas freely and use their creativity. Natural, sincere
inclusive behavior, open and positive communication increase employees' willingness
to express and share their ideas. An environment with such practices can strengthen
the beneficial effects on innovative thinking and innovative behavior of employees in
the workplace. Wolor et al. (2020:1106), who conducted a study on motorbike
employees, concluded that “e-learning has a positive effect on virtual leadership and
work-life balance, focus on work”. It can be said that the e-leader's focus on virtual
training of employees and observing the work-life balance of employees can
positively affect their performance. The problems and solutions that the e-leader will
face are more complex and multifaceted than the classical leadership. The success of
the e- leader in overcoming these problems, using the psychological capital of the
employees, establishing human-oriented strategies and making some positive
decisions in favour of the employees will contribute to both the successful
implementation of the strategies and the achievement of organizational goals.
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10. CONCLUSION

In this study, the relationship between e-leadership, which requires going beyond the
competencies observed in all other types of leadership, virtual groups and supply
chain applications that have emerged in sectors with today's information technology,
and the concept of innovation, which is a result of human curiosity and the effort to
search for the better, has been revealed. Innovation is a process, but it is a human
activity that develops in suitable environments and conditions. It is not a direct result
of creative thinking (Levitt, 2002). However, creative thinking turns into design,
knowledge and application as long as it is provided with the appropriate environment
and encouragement. In this process, the e-leader has important responsibilities to
reveal the potential power of the employees.

Those directly related to innovation can be expressed as the e-leader creating an
environment to support innovative ideas and initiatives, recording the ideas that
emerge, ensuring that ideas are discussed in detail, providing incentives and support
for the realization of design and thought to the extent of available opportunities, and
making efforts to turn them into a product. In this context, it is clear that there is a
relationship between the behaviors of the E- leader and the behaviors of the employees
to exhibit innovative behaviors and to tend towards innovative innovations. The free
environment provided by the E- leader can increase the free thinking and creative
thinking outputs of the employees. E- leader's increasing mutual commitment among
employees positively affects self-confidence, organizational belonging and creative
thinking. Reducing the power distance between the leader and the employee may
increase the tendency of the employees to feel self-confidence, to take responsibility
and risk, and to use the ability to take risks. When employees exhibit a high level of
affective commitment, they feel less work and life pressure, maintain a positive
outlook on the environment and workplace, and exhibit a more remarkable ability to
influence their work environment (Zhang and Liu, 2022).

Presently, communication technologies streamline information exchange and
knowledge management, providing avenues to oversee the activities of all team mem-
bers. Virtual teams and e-leadership are prevalent in sectors reliant on knowledge ra-
ther than labor, especially in contexts necessitating global work networks. Time
zones, geographical dispersion, cultural diversity, organizational life cycles, and
varied roles constitute key components of e-leadership in global settings.

It's evident that traditional management, reliant on face-to-face communication for
influencing employees and fostering trust, faces limitations when transitioning to
technology-supported communication. Consequently, managing virtual teams de-
mands greater effort and necessitates the adoption of distinct techniques and ap-
proaches compared to managing face-to-face teams. At the same time, employees
working in virtual teams are groups that prioritize conducting their interactions in this
context because they have the same culture, expectations and psychological needs as
traditional teams.

1443



Gizem §. BEYDOGAN

E-leaders encounter various challenges when interacting with virtual teams, spanning
from financial constraints and recruitment hurdles to managing working hours,
stakeholder expectations, employee training, and overcoming reluctance to engage in
problem-solving activities. The initial interaction between the e-leader and team
members, particularly in terms of establishing trust, can significantly impact the ease
or difficulty of the e-leader's role. It's imperative to provide training for team members
in virtual participation, offering opportunities for them to ask questions, while also
prioritizing efforts to foster trust and commitment among teams and team members
towards management. The moral dilemmas inherent to virtual groups, influenced by
cultural factors, warrant separate evaluation, with due regard for privacy boundaries.
Risks must be carefully assessed, prioritized, and promptly addressed. To gain
comprehensive insight into their employees' characteristics, leaders should actively
seek avenues for effective communication. Establishing an atmosphere of mutual trust
within communication platforms is crucial, fostering a positive emotional connection
between employees and the e-leader and encouraging the utilization of their cognitive
capital.

An e-leader must craft a vision and strategy that harnesses two pivotal dynamics:
leveraging information technology and tapping into employees' psychological capital.
While technology serves as a tool for effective communication, the efficacy of
influence hinges on the employed tactics. Consistency in demonstrating care, not only
during the initial presentation but also throughout subsequent interactions, is
paramount. Addressing employees' inquiries to a certain extent, responding to their
other needs within reasonable time frames, and keeping them informed about the
organization's vision and goals are essential. Additionally, providing explanations
about potential risks and precautionary measures, valuing employees' ideas and input,
and supporting or rewarding those aligned with corporate values are crucial for
fostering tolerance, loyalty among team members, and achieving corporate objectives.
The e-leader's adept coordination among virtual team members, coupled with the
establishment of trust and emotional commitment to e-leadership, plays a pivotal role
in fostering a shared mental model and mitigating conflicts. The cohesion and integra-
tion of virtual team members not only bolster social bonds but also foster the exchange
and cultivation of fresh ideas and perspectives through interaction. Implementing ini-
tiatives aimed at striking a balance between the work and personal lives of virtual em-
ployees positively impacts their motivation and fosters team spirit.

All these processes require e-leadership to put in much more effort than traditional
leadership. The e-leader's success with virtual team employees depends on continuing
the practices that support the innovation process, using communication technologies
effectively, establishing trust among employees, using the psychological capital of
employees, and focusing on people-oriented activities.
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SANAL EKIiPLERDE E LIDERLIK VE iNOVASYON SURECI
1. GiRiS

Hizla degisen teknolojik gelismeler pek ¢ok alanda oldugu gibi, isletmelerin yapisinda
isleyisinde, yonetim siireglerinde ve islevlerinde degisimi kacinilmaz hale getirmistir.
Geleneksel olarak, klasik ekiplerle ¢alisan, istikrarli veya geleneksel ¢aligma ortamlarinda
faaliyet gosteren igletmeler, artik ayni veya farkli kurumlardan, farkli cografi bolgelerden farkli
zaman diliminde ¢alisan ekiplerden olusturulabilmektedir. Isletmeler islevlerini, birden fazla
isletmeyle ya da tamamlayici tedarik zincirleri olusturarak veya isletmeler arasi is birligi
yaparak yerine getirmektedir. Dogal olarak bu durum, klasik isletmelerde yiiriitiilen yonetici is
goren iliskilerinde iletisim bi¢ciminden, is organizasyonlarina ve iiretilen {irlinlere kadar pek ¢cok
noktada degisiklige yol agmigtir.

Bu calismada e-liderin sanal ekiplerle yiiriittiigli faaliyetlerde ve inovasyon siirecini
hizlandirmaya ve gelistirmeye yonelik faaliyetlerde oynamasi gereken roller ve bu siireclerde
karsilastig1 giigliiklerin incelenmesi amaglanmaktadir. Bu amag gergevesinde, mevcut durumu
somutlasgtirmak i¢in sanal ekipler ve tedarik zincirleri kullanan saglik sektorii 6rneginden
hareketle e-liderin rollerini gergeklestirme bigimi, literatiir veriler gergevesinde ele alinip
incelenmistir. E- liderin olusturdugu sanal ekiplerde yeni fikirlerin uyanmasi, fikirlerin farkl
acilardan degerlendirilmesi, tasarlanip uygulanmasi sonucu iiriin ve hizmetlerde iyilesmesinde
etkili olan faktorler lizerinde durulmaktadir.

2. YONTEM

Bu arastirmada, literatiir verilerine dayali kavramsal analiz yontemi kullanilmistir. E-liderlik,
sanal ekipler ve tedarik zinciri ve yenilik ve inovasyon siirecini igeren yerli ve yabanci literatiir
taranarak ilgili kavramlari iceren kaynaklar belirlenmistir. Tarama sonucu ulagilan kaynaklar
bilgisayara kaydedilerek icerikleri incelenmistir. Incelemede, isletmelerde amag, siireg ve iiriine
kattig1 deger agisindan bu kavramlarin igletmelerin islevlerindeki degisim, isletmelerde
yoneticilerin pozisyonu, bilisim teknolojisindeki gelismeye bagli sanal ekipler ve tedarik zinciri
olusumu, yenilik¢i yaklagimlari iceren yerli ve yabanci literatiir taranmis, dokiimanlar
incelenmigtir. Calisma isletmelerde e-liderin, inovasyon siirecine klasik yonetici anlayigindan
farkli olan islevlerine odaklanan bir derleme ¢alismadir. Caligmada e-liderin elektronik ortamda
paydaslari ile iligkilerini ve yonetme bigimini ele alan, yazili ve basili dokiimanlardaki verilerin
sistematik bir incelenmesini igermekte, e -liderin karsilagtig1 sorunlar ve ¢6ziim 6nerilerinin yer
aldig1 bir analiz ¢aligmasidir.

3. BULGULAR

Sektorlerin teknolojik gelisme siirecine bagli olarak o6rgiitiin yapisinda dis tedarikgilerin nicel
olarak artmasi ve gesitlenmesi, daha fazla is birligi yapmay1 zorunlu kilmaktadir. Artan ve
cesitlenen tedarikgilerle hizli ve siirekli etkilesimin teknoloji destekli yapilmasmin sonucu
sektor yoneticilerini e-lider konumuna itmistir. E-liderlerin teknolojik gelisme hizina gore
tedarik zincirleri olusturmak, birbiriyle iliskili tedarik zincirleri arasindaki uyumu ve
koordinasyonu saglamak, e-liderin vizyonunu ve yenilikler konusunda goriis ve diisiincelerini
paylagmast 6nem kazanmistir. Bu siirecin etkin kullanildigi durumlarda, sektoriin sundugu
hizmetin degerinin artt1g1 gézlenmektedir. E-liderin gorevi, iiriin degerinin artirilmasi, inovatif
riinlere yonelimin saglanmasi noktasinda sanal tedarik zincirindeki ekiplerle yiiz yiize
etkilesim ihtiyact duymasi, isi koordine etmesi, tedarik zincirlerinde galiganlari motive etmesi
ve yonlendirmesi 6nem kazanmistir. Ancak bu noktada e-lider, orgiitsel giicliiklerin yaninda,
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olusturulan sanal ekipleri-orgiitle uyumlu hale getirmek, sorunlarini ¢ézmek gibi bir dizi
sorumluluk iistlenmek durumundadir. Sektorde tiim ekiplerin birbiriyle uyumlu bir ¢alisma
sergilemesi beklenmektedir. E-liderin ayni zamanda sanal ve sanal olmayan ekiplerde
calisanlar1 sektoriin ortak amacina hizmet edecek sekilde inovasyon siirecine dahil etmek igin
harekete gecirecek uygulamalara yer vermesi gerekmektedir. E-lider yonlendirmeler yaparken
sektoriin i¢ degiskenlerinden ¢ok dis degiskenlerine bagli sorunlari ele almak ve ¢6zmek
durumundadir.

4. TARTISMA

E-liderin sektdriin gelecegine yonelik kararlar almasi, kararlar ekip ¢alisanlariyla paylasmas,
vizyonunu ¢aliganlarin ufuklarini agacak sekilde aktarmasini igeren, bir vizyona sahip olmasi
gerekir. E-liderin aldig1 kararlarin hayata gecirmesi, tiim ekip calisanlarinin birlikte hareket
etmesiyle gergeklestirebilecegi bir durumdur. Alacagi her yeni karar ve inovasyon, ekip
calisanlarin inanmasi, benimsemesi ile uygulanabilir. E-liderin ¢alisanlarin inovatif diigiinme,
tasarlama ve iiriine doniistiirme siirecine katilimlari, ancak calisanlarin kendilerini 6zgiirce
ifade ettikleri, diistincelerinin kabul gordiigli, deger verildigi ve tesvik edildigi ortamlarda
ortaya ¢ikmaktadir. E- lider ¢alisanlar igin giivenilen, deger verilen ve énemsenen bir ilham
kaynagi oldugu olgiide ekip calisanlarinin inovasyona yonelik sinirliliklarini ortadan
kaldirabilir. E-lider bu farkindalik i¢inde kararlar almak ve uygulamak durumundadir. Bu da e-
lideri siirece yonelik diisinmeye ve kararlar almaya yonlendirir. Calisanlarin enerjisini,
motivasyonunu, yaraticiligini ortaya koymasi kendi problemlerine daha az odaklandigi zaman
ortaya ¢ikar. E-liderin ekipte ¢alisanlarin ekip i¢i ve ekip dist sorunlarina odaklanmak ve
¢oztimler tiretmek temel gorevleri arasindadir. Biitiin bu siireglerde E-liderin sanal ekipler
olustururken ekip tiyelerinin kimlikleri, statiileri hakkinda yeteri kadar bilgisinin ve onlar1
tantyacak kadar zamaninin olmamasi bir kisit olarak ortaya ¢ikmaktadir. E-liderin, sektoriin
farkli birimlerinde ¢alisanlarla yiiz yiize gelme, onlarla yiiz ylize etkilesime girme sans1 yok ya
da ¢ok nadirdir. E-liderler, ekiplerle is birliginde, teknolojik zorluklarla karsilagabilmektedir.
Sanal ekip lyeleri arasinda yiiz yiize iletisimin olmamasi, yalnizca g¢evrimigi iletigime
basvurulmasi, ekip iiyeleri arasinda olumlu etkilesimi engelleyebilmektedir. Bu nedenle e-
liderin, ig yiikii, ¢alisma sekli, kullanacagi yontemler, stratejiler ve araglar degismistir. E-
liderin yeni yontemler, yeni stratejiler ve is akis semalar1 olusturmak, ¢alisanlarin fizyolojik
gereksinimleri kadar, psikolojik gereksinimlerini doyurmak, c¢alistiklar1 bolgenin kiiltiirel
bicimine uygun ¢oziimler iiretme yoluna gitmelidir. E- liderin teknolojiyi etkin kullanarak
ekiplerle bilgiyi paylagma, iletisim kurma ve yonlendirme, calisanlarinda inovatif yeni
diislinceler uyandirma, tasarlama ve uygulamalara yonelmesi sonucu yeni iiriin ve hizmetlerin
ortaya ¢ikmasi miimkiindiir.

SONUC

E-liderlik, diger liderlik tiirlerine gore daha kompleks ve karmasik, biitiinciil oldugu kadar
analitik diisiinmeyi de gerektirmektedir. E-lider insan odaklidir, siirece doniik diisiinmek ve
karar vermek durumundadir. Biitiin giigliiklerine ragmen, sanal ekipler arasinda yenilik¢i
fikirleri ve girisimleri desteklemek, fikirler iizerinde ayrintili tartismayr saglamak, mevcut
imkanlar dlciisiinde yeni tasarim ve diisiincenin yasama gegirilmesini tesvik etmek gibi bir
sorumluluk iistlenmektedir. Bu baglamda diisiincenin bir {iriine doniismesi igin teknolojiyi etkin
kullanma, problemleri yerinde ve zamaninda ¢6zme ¢abasi icindedir. Alanda iiretilen iiriinlerin
degerini artirmak i¢in ¢alisanlarin psikolojik sermayelerini kullanmak, onlarda aidiyeti ve
duygusal baglilig1 gelistirecek iletisim, yontem ve teknikleri ise kosar. Yeni fikirlerin ortaya
¢itkmasi, tasarim ve modellerin olusturulmasi, uygulanmasi ve {iriin ve hizmetlere doniismesi
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icin ¢aba harcar. E-liderin ¢aliganlarin inovatif is davraniglarini ortaya ¢ikarmak icin onlarin
icsel motivasyonlarint harekete gecirecek sekilde fikirlerine deger verir ve kurumsal degerlerle
uyumlu olanlar1 destekler veya ddiillendirir, ekip tiyeleri arasinda hosgoriiyli ve sadakati tegvik
etme yoluna gider. Alan bazli gelismelerin siirdiiriilebilirligi, Ar-Ge ¢aligmalarinin iiriin ve
patentlere doniismesi, yeni hizmet ve uygulamalarin tiiketicilerin hizmetine sunulup
pazarlanmasi1 e-liderin, ¢alisanlarin inovasyon siirecine katilimini saglamasi, onlarmn
yaratacaklarindan faydalanmasi ile miimkiin oldugunun farkindadir.
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