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This paper examines leadership. We present insights from a highly influential paper. Here are the highlights 

from this paper: Self-management is increasingly required by people in jobs with flexible schedules and 

locations, freelance arrangements, and other forms of organizational job design. Successful self-

management requires a sense of engagement with one’s work. We build from the substitutes for leadership 

literature to develop a model of work design focused on how complements to supervisory leadership foster 

work engagement. The model illustrates a parsimonious set of possible complements to supervisory 

leadership: feedback from the work itself, technology support of work, knowledge to work independently, 

electronic communication with supervisors, and alternative workplace use as predictors of work 

engagement. Results are from a two-period field study of a Nordic telecom company experienced with 

flexible work practices. Additionally, in time 2, we compare the data from this first organization with a 

Nordic transportation company that is less experienced with flexible work practices. Our results show the 

strongest relationships with work engagement are feedback from the work itself and technology support of 

work. Supervisor electronic communication also plays a role in work engagement, mediated by alternative 

workplace use. We highlight shifts in work design that can enable more flexible work settings while 

maintaining worker engagement in our increasingly digital organizations. For our overseas readers, we 

then present the insights from this paper in Spanish, French, Portuguese, and German. 
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SUMMARY 

 

● Summary of findings. Through a panel analysis in one organization and a comparison analysis with 

another organization , this research addressed a simple model of work design acknowledging how 

complements to supervisory leadership might influence work engagement in the increasingly 

frequent environment of flexible work arrangements. Considering characteristics from each of 

Morgeson and Humphrey’s categories of work design, we found that feedback from work itself, 

technology support of work, supervisor electronic communication, and use of alternative 

workplaces all positively influence work engagement, but through different paths, seemingly 

depending on organizational norms and practices concerning flexible work. When organizational 



culture and supports for alternative work locations is lacking , knowledge to work independently 

provides the support for alternative workplace use. Knowledge to work independently affected 

work engagement, via its impact on use of alternative workplaces, for the organization with less 

background and support for flexible work. In contrast, technological support for supervisor 

electronic communication provides the support for alternative workplace use in Org 1. 

● Theoretical implications. Technology to support work, mediated modes of communicating with 

supervisors, and alternative workplace use are all growing aspects of work design. While research 

has provided mixed support for the substitutes for leadership research , the present results affirm 

that there is value in a complements to supervisory leadership approach given greater integration 

of technology into work and greater distribution of work across time, locations, and people. Digital 

work contexts may offer less, though still some, opportunity for the application of traditional 

supervisory leadership —thus the importance of our focus on complements to supervisory 

leadership where there is a presumption that supervisory leadership is also part of the individual 

work context. Previous research examined the value of shared leadership and structural supports in 

team contexts, as well as self-leadership in individual and team contexts . 

● Managerial implications. We began this research with an appreciation for the opportunities and 

challenges provided by shifts to more fluid forms of organizing and digital technologies. The results 

suggest several practical implications for managers and organizational designers. 

● Feedback from the work itself, foundational to early work on human factors and job enrichment, 

remains a powerful benefit for work engagement. It is important to note that our results follow from 

standard practice in the two organizations rather than from any program intentionally designed to 

leverage feedback. In settings where tools and training are designed to improve feedback, especially 

feedback focused on building greater knowledge to work independently of supervision, we may 

see even stronger engagement effects. 

● Limitations and future research. The field research nature of this work limited some aspects of the 

study design. While the analyses include both panel and cross-sectional comparisons, we were not 

able to obtain panel data for the second organization. The individual-worker focus meant we could 

not control or test for team/group differences. 

● Both the results and the limitations of this work suggest opportunities for future research. Work 

practices evolve. Future research that tracks this evolution, as well as refines the model with greater 

detail around specific forms of feedback and technology support of work, will be valuable. While 

this sample consisted of fairly traditional full-time employees, there is opportunity to validate the 

model with a broader population. 

● Future research should extend the model and its assessment to include objective work task feedback 

and performance measures via supporting technologies or performance measures provided by a 

supervisor or independent party. Prior research suggests that increased work engagement results in 

better performance . With the increasing digitalization of work, access to more refined information 

around work process and outcomes provide unique opportunities for more nuanced examinations. 

● The results showed a significant relationship between technology support of work and knowledge 

to work independently. A better understanding of the forms that such technology support takes 

would help elucidate this link. 

 

HIGHLY INFLUENTIAL ARTICLE 

 

We used the following article as a basis of our evaluation: 

 

Griffith, T. L., Nordbäck, E. S., Sawyer, J. E., & Rice, R. E. (2018). Field study of complements to 

supervisory leadership in more and less flexible work settings. Journal of Organization Design, 7(1), 1–26.  

 

This is the link to the publisher’s website: 

https://jorgdesign.springeropen.com/articles/10.1186/s41469-018-0034-5 

https://jorgdesign.springeropen.com/articles/10.1186/s41469-018-0034-5


INTRODUCTION 

 

The future of organizations is bright with opportunities to leverage technology and new perspectives 

on work and organizational boundaries. Snow et al. (2017), for example, provide a framework for the design 

of what they call digital organizations (e.g., organizations relying on digital technology across operations 

and communication). They highlight the importance of self-organization and taking opportunities to 

combine people, technology, and organizational design in new ways for effective and efficient work. 

Examples of such changes include virtual work, such as telecommuting (Gajendran and Harrison 2007), 

virtual teams (Gilson et al. 2015), independent contractors with simultaneous jobs of varying duration (e.g., 

gig work, Stanford 2017), work augmented using artificial intelligence (Brynjolfsson and Mitchell 2017), 

and more. Our field must rethink organizational designs given these changes in how work is done (Barley 

et al. 2017; Forman et al. 2014; Galbraith 2012; Snow et al. 2017). 

In such changing contexts, self-management (e.g., Fjeldstad et al. 2012; Petrou et al. 2012), knowledge 

commons, protocols, and infrastructure (Fjeldstad et al. 2012) may be more effective than traditional 

hierarchical control (Snow et al. 2017), such as formal supervision. Here, we acknowledge this trend and 

look to the literature on work design for foundational dimensions that may serve to complement traditional 

supervisory leadership. Morgeson and Humphrey (2008), for example, offer task, social, and contextual 

sources of work characteristics as an integrative approach to describing work. We specifically highlight the 

aspects of work design that serve as complements to supervisory leadership in the development of worker 

engagement. This complements approach leverages Kerr and Jermier’s (1978) substitutes for leadership 

concepts (i.e., characteristics of the person, work, or organization that can substitute, neutralize, or enhance 

leadership behaviors), as well as more recent work acknowledging the full range of leadership sources and 

their effects (e.g., Avolio et al. 2014; Hoch and Kozlowski 2014). That is, rather than fully substituting for 

leadership, the new digital contexts involving more self-management provide possibilities for complements 

to formal supervision that may enhance work engagement. 

While substitutes for leadership research finds mixed support (see Dionne et al. 2005 for a nuanced 

exchange of theoretical letters on the topic), we see an opportunity to reconsider its importance in more 

digital organizations. We take the opportunity to bring to the foreground aspects of the substitutes for 

leadership construct that might more precisely be called joint effects (Dionne et al.) as they work alongside 

supervisory leadership. That is, we do not argue for the replacement of supervision, but rather consider how 

aspects of work design (across task, social, contextual sources) can complement supervisory leadership. 

The topic itself is more important in settings with greater distribution of work across time, locations, people, 

technology, and employment categories, where there is less opportunity (and perhaps need) for the 

application of traditional supervisory leadership (Avolio et al. 2014; Bonet and Salvador 2017; Hoch and 

Kozlowski 2014). 

Our focus is on worker engagement. Worker engagement offers the ability to predict performance 

(Zhong et al. 2016) and as a topic of keen interest (and concern) from managers (Gallup 2017) and scholars 

(Gerards et al. 2018; Knight et al. 2017) alike. Engagement is also especially important in settings where 

outcomes are hard to observe (Leiter and Bakker 2010). Moreover, due to the diminished opportunities of 

leaders to influence and motivate their subordinates over distance, location, and time in the new digital 

contexts (Bonet and Salvador 2017; Hoch and Kozlowski 2014), it is more likely that workers’ engagement 

in their work is vital. Thus, our work is aligned with the recent call by Oldham and Fried (2016) to examine 

the impact of new work environments on employees’ job characteristics and engagement. 

We first theoretically develop our model of central complements to supervisory leadership that should 

foster work engagement and then assess it within two large Nordic organizations with differing flexible 

work norms, using one to test the model over time and the other to validate and compare the results across 

settings. The results show the value of feedback from the task itself, as well as technology support of work, 

use of alternative workplaces, and electronic communication with supervisors—all typical possibilities for 

complements to supervisory leadership in today’s work environment. We contribute to a growing body of 

research on leadership (substitutes and complements) in the context of technologically supported settings, 



as well as speak to aspects of research on work design in digital organizations characterized by more and 

less distributed and flexible work environments (Gibson et al. 2011; Snow et al. 2017). 

 

CONCLUSION 

 

Tyre and Orlikowski (1994), and more recently Sun (2012), found that novel situations and/or 

situations where the outcomes did not match expectations could trigger a round of (or foster a window of 

opportunity for) adjustment in how work is done. Ongoing shifts in technology and expectations around 

work are likely to provide ample impetus for adjustments to work design. Our results offer a framework 

to leverage self-leadership, and other complements to supervisory leadership, in more and less virtual, 

flexible, distributed, and cross-organizational settings. 

 

APPENDIX 

 

FIGURE 1 

CONCEPTUAL MODEL WITH STRUCTURAL PATHS MAPPED TO HYPOTHESES 

 

 
 

 

 

 

 

 

 

 

 

 

 

FIGURE 2 

ORG1 PANEL MODEL WITH STANDARDIZED PATH COEFFICIENTS 

 



 
Hypothesized model expanded over the two time periods with standardized path coefficients that have CR estimates 

greater than 1.96 (i.e., statistically significant at or beyond the p < .05 confidence level). *p < .05, **p < .01 

FIGURE 3 

STANDARDIZED PATH COEFFICIENTS FOR THE COMBINED SAMPLE ORG1 AND ORG2, 

T2 

 

 
Estimated structural paths (standardized path coefficients) for the modified model. **p < .01 

 

 

 

TABLE 1  

SCALE RELIABILITY (COEFFICIENT ALPHA), SCALE DESCRIPTIVE STATISTICS, AND 

CORRELATIONS AMONG STUDY VARIABLES 



 

 
The scale is formative and thus inter-item correlations and coefficient alpha are not applicable. *p < .05, **p < .01 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TABLE 2  

UNCONSTRAINED MODEL MEASUREMENT AND STRUCTURAL PARAMETER 

ESTIMATES FOR ORG 1 PANEL 



ANALYSIS 

 

 
*p < .05 

**p < .01 

***p < .001 

 

 

 

 

 

TABLE 3  



UNCONSTRAINED MODEL MEASUREMENT AND STRUCTURAL PARAMETER 

ESTIMATES BY ORGANIZATION 

(T2 ONLY) 

 

 
**p < .01 

 

 

 

 

 

 

 

 

 

 

TABLE 4 

NESTED MODEL FIT COMPARISON 



 

 
**p < .01 

 

REFERENCES 

 

Annett J (1969) Feedback and human behavior. Penguin Books, Baltimore 

Ashford SJ, George E, Blatt R (2007) 2 old assumptions, new work: the opportunities and challenges of 

research on nonstandard employment. Acad Manag Ann 1:65–117 

Avolio BJ, Sosik JJ, Kahai SS, Baker B (2014) E-leadership: re-examining transformations in leadership 

source and transmission. Leadersh Q 25:105–131. https://doi.org/10.1016/j.leaqua.2013.11.003 

Bakker AB, Demerouti E, ten Brummelhuis LL (2012) Work engagement, performance, and active 

learning: the role of conscientiousness. J Vocat Behav 80:555–564 

Bakker AB, Schaufeli WB, Leiter MP (2008) Work engagement: an emerging concept in occupational 

health psychology. Work Stress 22:187–200 

Barley S, Bechky B, Milliken F (2017) The changing nature of work: careers, identities, and work lives in 

the 21st century. Acad Manag Discov 3:111–115. https://doi.org/10.5465/amd.2017.0034 

Bélanger F, Allport CD (2008) Collaborative technologies in knowledge telework: an exploratory study. 

Inform Syst J 18:101–121 

Bernstein ES (2012) The transparency paradox: a role for privacy in organizational learning and 

operational control. Admin Sci Q 57:181–216 

Bernstein ES (2017) Making transparency transparent: the evolution of observation in management 

theory. Acad Manag Ann 11:217–266 

Bilodeau IM (1966) Acquisition of skill. Academic Press, New York 

Bloom N, Garicano L, Sadun R, Van Reenen J (2014) The distinct effects of information technology and 

communication technology on firm organization. Manag Sci 60:2859–2885 

Bonet R, Salvador R (2017) When the boss is away: manager-worker separation and worker performance 

in a multisite software maintenance organization. Organ Sci 28:244–261. 

https://doi.org/10.1287/orsc.2016.1107 

Breevaart K, Bakker AB, Demerouti E, Derks D (2016) Who takes the lead? A multi-source diary study 

on leadership, work engagement, and job performance. J Organ Behav 37:309–325. 

https://doi.org/10.1002/job.2041 



Brynjolfsson E, McAfee A (2014) The second machine age: work, progress, and prosperity in a time of 

brilliant technologies. WW Norton & Company, New York 

Brynjolfsson E, Mitchell T (2017) What can machine learning do? Workforce implications. Science 

358:1530–1534 

Buell RW, Kim T, Tsay C-J (2016) Creating reciprocal value through operational transparency. Manag 

Sci 63:1673–1695 

Bureau of Labor Statistics (2016) 24 percent of employed people did some or all of their work at home in 

2015. The Economics Daily 

Byrne BM (2010) Structural equation modeling with AMOS: basic concepts, applications, and 

programming, 2nd edn. Routledge, New York 

Byrne BM, van de Vijver FJR (2010) Testing for measurement and structural equivalence in large-scale 

cross-cultural studies: addressing the issue of nonequivalence. Int J Test 10:107–132 

Campbell JP, Dunnette E, Lawler E, Weick KE (1970) Managerial behavior, performance and 

effectiveness. McGraw-Hill, New York 

Cleveland H (1985) The twilight of hierarchy: speculations on the global information society. Publ 

Admin Rev 45:185–195 

D’Innocenzo L, Mathieu JE, Kukenberger MR (2016) A meta-analysis of different forms of shared 

leadership–team performance relations. J Manag 42:1964–1991 

D’Souza GC, Colarelli SM (2010) Team member selection decisions for virtual versus face-to-face teams. 

Comput Human Behav 26:630–635. https://doi.org/10.1016/j.chb.2009.12.016 

Dascal M, Dror IE (2005) The impact of cognitive technologies. Pragmat Cogn 13:451–457 

Davenport TH (2005) Thinking for a living: how to get better performance and results from knowledge 

workers. Harvard Business Press, Boston 

Dionne SD, Yammarino FJ, Atwater LE, James LR (2002) Neutralizing substitutes for leadership theory: 

leadership effects and common-source bias. J Appl Psychol 87:454–464 

Dionne SD, Yammarino FJ, Howell JP, Villa J (2005) Substitutes for leadership, or not. Leadersh Q 

16:169–193 

Ebert P, Freibichler W (2017) Nudge management: applying behavioural science to increase knowledge 

worker productivity. J Organ Des 6:1–6 

Faraj S, Pachidi S, Sayegh K (2018) Working and organizing in the age of the learning algorithm. Inform 

Organ 28:62–70 

Fjeldstad ØD, Snow CC, Miles RE, Lettl C (2012) The architecture of collaboration. Strat Manag J 

33:734–750 

Forman C, King JL, Lyytinen K (2014) Special section introduction—information, technology, and the 

changing nature of work. Inform Syst Res 25:789–795 

Gajendran RS, Harrison DA (2007) The good, the bad, and the unknown about telecommuting: meta-

analysis of psychological mediators and individual consequences. J Appl Psychol 92:1524–1541 

Galbraith JR (2012) The future of organization design. J Organ Des 1:3–6. 

https://doi.org/10.7146/jod.6332 

Gallup, Inc. (2017) State of the global workplace – executive summary [Online] Available at 

http://news.gallup.com/reports/220313/state-global-workplace-2017.aspx. Accessed 2 Jan 2018 

Gerards R, de Grip A, Baudewijns C (2018) Do new ways of working increase work engagement? Pers 

Rev 47:517–534 

Gibson CB, Gibbs JL, Stanko TL, Tesluk P, Cohen SG (2011) Including the “I” in virtuality and modern 

job design: extending the job characteristics model to include the moderating effect of individual 

experiences of electronic dependence and copresence. Organ Sci 22:1481–1499 

Gilson LL, Maynard MT, Jones Young NC, Vartiainen M, Hakonen M (2015) Virtual teams research: 10 

years, 10 themes, and 10 opportunities. J Manag 41:1313–1337 

Goodman JS (1998) The interactive effects of task and external feedback on practice performance and 

learning. Organ Behav Hum Decis Process 76:223–252 



Greller MM, Herold DM (1975) Sources of feedback: a preliminary investigation. Organ Behav Hum 

Perform 13:244–256 

Hackman JR, Oldham GR (1975) Development of the job diagnostic survey. J Appl Psychol 60:159–170 

Haddon L, Brynin M (2005) The character of telework and the characteristics of teleworkers. New Tech 

Work Employ 20:34–46 

Hall DT, Lawler EE (1968) Unused potential in research and development organizations. R Manag 

12:339–354 

Hoch JE, Kozlowski SWJ (2014) Leading virtual teams: hierarchical leadership, structural supports, and 

shared team leadership. J Appl Psychol 99:390 

Hu L, Bentler PM (1999) Cutoff criteria for fit indexes in covariance structure analysis: conventional 

criteria versus new alternatives. Struct Equ Modeling 6:1–55 

Huber GP (1990) A theory of the effect of advanced information technologies on organizational design, 

intelligence, and decision making. Acad Manag Rev 15:47–71 

Humphrey SE, Nahrgang JD, Morgeson FP (2007) Integrating motivational, social, and contextual work 

design features: a meta-analytic summary and theoretical extension of the work design literature. 

J Appl Psychol 92:1332–1356 

Iansiti M, Lakhani KR (2017) The truth about blockchain. Har Bus Rev 95:118–127 

Ilgen DR, Fisher CD, Taylor MS (1979) Consequences of individual feedback on behavior in 

organizations. J Appl Psychol 64:349–371 

Jermier JM, Kerr S (1997) Substitutes for leadership: their meaning and measurement—contextual 

recollections and current observations. Leadersh Q 8:95–101 

Johns T, Gratton L (2013) The third wave of virtual work. Har Bus Rev 91:66–73 

Jordan JM (2017) Challenges to large-scale digital organization: the case of Uber. J Organ Des 6:11 

Keller RT (2006) Transformational leadership, initiating structure, and substitutes for leadership: a 

longitudinal study of research and development project team performance. J Appl Psychol 91:202 

Kerr S, Jermier JM (1978) Substitutes for leadership: their meaning and measurement. Organ Behav Hum 

Perform 22:375–403 

Knight C, Patterson M, Dawson J (2017) Building work engagement: a systematic review and meta-

analysis investigating the effectiveness of work engagement interventions. J Organ Behav 

38:792–812 

Kossek E, Michel J (2011) Flexible work scheduling. In: Zedeck S (ed) APA handbook of industrial-

organizational psychology, vol 1. American Psychological Association, Washington, D.C., pp 

535–572 

Kubicek B, Korunka C, Paškvan M, Prem R, Gerdenitsch C (2014) Changing working conditions at the 

onset of the twenty-first century: facts from international datasets. In: The impact of ICT on 

quality of working life. Springer, Dordrecht, pp 25–42 

Lawler EE III (1988) Substitutes for hierarchy. Organ Dynam 17:5–16 

Leiter MP, Bakker AB (2010) Work engagement: introduction, Work engagement: A handbook of 

essential theory and research, pp 1–9 

Leonardi PM (2014) Social media, knowledge sharing, and innovation: toward a theory of 

communication visibility. Inform Syst R 25:796–816 

Leslie L, Manchester C, Park T-Y, Mehng SA (2012) Flexible work practices: a source of career 

premiums or penalties? Acad Manage J 2010.0651 

Lovelace KJ, Manz CC, Alves JC (2007) Work stress and leadership development: the role of self-

leadership, shared leadership, physical fitness and flow in managing demands and increasing job 

control. Hum Resource Manag Rev 17:374–387 

Makadok R, Burton R, Barney J (2018) A practical guide for making theory contributions in strategic 

management. Strat Manag J 39:1530–1545 

Mark G (2002) Extreme collaboration. Commun ACM 45:89–93 

McCormick EJ (1970) Human factors engineering. McGraw-Hill, New York 



Men LR (2014) Strategic internal communication: transformational leadership, communication channels, 

and employee satisfaction. Manage Commun Q 28:264–284 

Millikin JP, Hom PW, Manz CC (2010) Self-management competencies in self-managing teams: their 

impact on multi-team system productivity. Leadersh Q 21:687–702. 

https://doi.org/10.1016/j.leaqua.2010.07.001 

Mills BM (2017) Technological innovations in monitoring and evaluation: evidence of performance 

impacts among major league baseball umpires. Lab Econ 46:189–199 

Morgeson FP, Humphrey JP (2008) Job and team design: toward a more integrative conceptualization of 

work design. In: Martocchio JJ (ed) Research in personnel and human resources management, vol 

27. Emerald Group Publishing Limited, Bradford, pp 39–91 

Nelson RR, Winter SG (1982) An evolutionary theory of economic change. Harvard University Press, 

Cambridge 

Nilles JM (1982) Telecommuting: the wired worker. VocEd 57:47–49 

Nonaka I (1994) A dynamic theory of organizational knowledge creation. Organ Sci 5:14–37 

Nye CD, Drasgow F (2011) Assessing goodness of fit: simple rules of thumb simply do not work. Organ 

Res Meth 14:548–570 

Oldham GR, Fried Y (2016) Job design research and theory: past, present and future. Organ Behav Hum 

Decis Process 136:20–35. https://doi.org/10.1016/j.obhdp.2016.05.002 

Olson MH (1983) Remote office work: changing work patterns in space and time. Comm ACM 26:182–

187 

Parker SK, Morgeson FP, Johns G (2017) One hundred years of work design research: looking back and 

looking forward. J Appl Psychol 102:403 

Petriglieri G, Ashford SJ, Wrzesniewski A (2018) Agony and ecstasy in the gig economy: cultivating 

holding environments for precarious and personalized work identities. Admin Sci Q 

https://doi.org/10.1177/0001839218759646 

Petrou P, Demerouti E, Peeters MCW, Schaufeli WB, Hetland J (2012) Crafting a job on a daily basis: 

contextual correlates and the link to work engagement. J Organ Behav 33:1120–1141 

Pierce JL, Jussila I, Cummings A (2009) Psychological ownership within the job design context: revision 

of the job characteristics model. J Organ Behav 30:477–496 

Pitt-Catsouphes M, Matz-Costa C (2008) The multi-generational workforce: workplace flexibility and 

engagement. Community Work Fam 11:215–229 

Podsakoff NP, MacKenzie SB (1994) An examination of the psychometric properties and nomological 

validity of some revised and reduced substitutes for leadership scales. J Appl Psychol 79:702–713 

Podsakoff PM, MacKenzie SB, Bommer WH (1993) Meta-analysis of the relationships between Kerr and 

Jermier’s substitutes for leadership and employee job attitudes, role perceptions, and 

performance. J Appl Psychol 81:380–399 

Raghuram S, Garud R, Wiesenfeld B, Gupta V (2001) Factors contributing to virtual work adjustment. J 

Manage 27:383–405 

Rice RE (1980) The impacts of computer-mediated organizational and interpersonal communication. In: 

Williams M (ed) Annual review of information science and technology, vol 15. Knowledge 

Industry Publications, White Plains, pp 221–249 

Rice RE (2017) Flexwork, boundaries, and work-family conflicts: how ICTs and work engagement 

influence their relationship. In: Hertel G, Stone D, Johnson RD, Passmore J (eds) Handbook of 

the psychology of the internet at work, Industrial & organizational psychology series. Wiley 

Blackwell, London, pp 175–193 

Rice RE, Bair J (1984) New organizational media and productivity. In: Rice RE (ed) The new media: 

communication, research and technology. Sage, Beverly Hills, pp 185–215 

Rice RE, Cooper SD (2010) Organizations and unusual routines: a systems analysis of dysfunctional 

feedback processes. Cambridge University Press, New York 



Rice RE, Leonardi PM (2013) Information and communication technology in organizations, 2000-2011. 

In: Putnam L, Mumby DK (eds) Sage handbook of organizational communication, 3rd edn. Sage, 

Thousand Oaks, pp 425–448 

Rich BL, Lepine JA, Crawford ER (2010) Job engagement: antecedents and effects on job performance. 

Acad Manag J 53:617–635 

Richman AL, Civian JT, Shannon LL, Jeffrey Hill E, Brennan RT (2008) The relationship of perceived 

flexibility, supportive work–life policies, and use of formal flexible arrangements and occasional 

flexibility to employee engagement and expected retention. Community Work Fam 11:183–197 

Ruth S (2011) The dark side of telecommuting—is a tipping point approaching? GMU School of Public 

Policy Research Paper doi:https://doi.org/10.2139/ssrn.1880895 

Saks AM (2006) Antecedents and consequences of employee engagement. J Manag Psychol 21:600–619 

Salanova M, Agut S, Peiro JM (2005) Linking organizational resources and work engagement to 

employee performance and customer loyalty: the mediation of service climate. J Appl Psychol 

90:1217 

Santos CM, Passos AM, Uitdewilligen S, Nübold A (2016) Shared temporal cognitions as substitute for 

temporal leadership: an analysis of their effects on temporal conflict and team performance. 

Leader Q 27:574–587 

Schaufeli WB, Bakker AB (2004) Job demands, job resources and their relationship with burnout and 

engagement: a multi-sample study. J Organ Behav 25:293–315 

Schaufeli WB, Bakker AB, Salanova M (2006) The measurement of work engagement with a short 

questionnaire a cross-national study. Educ Psychol Meas 66:701–716 

Schork NJ (2015) Personalized medicine: time for one-person trials. Nature 520:609–611 

Snow CC, Fjeldstad ØD, Langer AM (2017) Designing the digital organization. J Organ Des 6:7 

Stanford J (2017) The resurgence of gig work: historical and theoretical perspectives. Econ Lab Relat Rev 

28:382–401 https://doi.org/10.1177/1035304617724303 

Stewart GL, Courtright SH, Manz CC (2011) Self-leadership: a multilevel review. J Manage 37:185–222 

Sun H (2012) Understanding user revisions when using information system features: adaptive system use 

and triggers. MIS Q 36:453–478 

Tapscott D, Ticoll D (2003) The naked corporation: how the age of transparency will revolutionize 

business. Free Press, New York 

Taylor JR, van Every EJ (1993) The vulnerable fortress: bureaucratic organization and management in the 

information age. University of Toronto Press, Toronto 

Tyre MJ, Orlikowski WJ (1994) Windows of opportunity: temporal patterns of technological adaptation 

in organizations. Organ Sci 5:98–118 

Vanderfeesten I, Reijers HA (2006) How to increase work autonomy in workflow management systems? 

Manag Res News 29:652–665 

Voosen P (2017) How AI detectives are cracking open the black box of deep learning. Sci Magazine doi: 

https://doi.org/10.1126/science.aan7059 

Wiesenfeld BM, Raghuram S, Garud R (1999) Managers in a virtual context: the experience of self-threat 

and its effects on virtual work organizations. J Organ Behav 6:31–44 

Willis Towers Watson (2017) Employee engagement insights and trends review. 

https://www.towerswatson.com/en/Insights/IC-Types/Ad-hoc-Point-of-View/2016/05/Employee-

surveys-views-and-insights. Accessed 15 June 2017 

Xanthopoulou D, Bakker AB, Demerouti E, Schaufeli WB (2009) Reciprocal relationships between job 

resources, personal resources, and work engagement. J Vocat Behav 74:235–244 

Zhong L, Wayne SJ, Liden RC (2016) Job engagement, perceived organizational support, high-

performance human resource practices, and cultural value orientations: a cross-level 

investigation. J Organ Behav 37:823–844 

 

 

 



TRANSLATED VERSION: SPANISH 

 

Below is a rough translation of the insights presented above. This was done to give a general 

understanding of the ideas presented in the paper. Please excuse any grammatical mistakes and do not hold 

the original authors responsible for these mistakes.  

 

VERSION TRADUCIDA: ESPAÑOL  

 

A continuación se muestra una traducción aproximada de las ideas presentadas anteriormente. Esto se 

hizo para dar una comprensión general de las ideas presentadas en el documento. Por favor, disculpe 

cualquier error gramatical y no responsabilite a los autores originales de estos errores. 

 

INTRODUCCIÓN 

 

El futuro de las organizaciones es brillante con oportunidades para aprovechar la tecnología y nuevas 

perspectivas sobre el trabajo y los límites organizativos. (2017), por ejemplo, proporcionan un marco para 

el diseño de lo que llaman organizaciones digitales (por ejemplo, organizaciones que dependen de la 

tecnología digital en todas las operaciones y la comunicación). Destacan la importancia de la auto-

organización y la oportunidad de combinar las personas, la tecnología y el diseño organizacional de nuevas 

maneras para un trabajo eficaz y eficiente. Ejemplos de tales cambios incluyen el trabajo virtual, como el 

teletrabajamiento (Gajendran y Harrison 2007), los equipos virtuales (Gilson et al. 2015), contratistas 

independientes con trabajos simultáneos de duración variable (por ejemplo, trabajo de concierto, Stanford 

2017), trabajo aumentado con inteligencia artificial (Brynjolfsson y Mitchell 2017), y más. Nuestro campo 

debe repensar los diseños organizativos dados estos cambios en la forma en que se realiza el trabajo (Barley 

et al. 2017; 2014; Galbraith 2012; Snow et al. 2017). 

En estos contextos cambiantes, la autogestión (por ejemplo, Fjeldstad et al. 2012; 2012), conocimiento 

común, protocolos e infraestructura (Fjeldstad et al. 2012) pueden ser más eficaces que el control jerárquico 

tradicional (Snow et al. 2017), como la supervisión formal. Aquí, reconocemos esta tendencia y buscamos 

la literatura sobre el diseño del trabajo para las dimensiones fundamentales que pueden servir para 

complementar el liderazgo supervisor tradicional. Morgeson y Humphrey (2008), por ejemplo, ofrecen 

fuentes de trabajo de tareas, sociales y contextuales como un enfoque integrador para describir el trabajo. 

Destacamos específicamente los aspectos del diseño de trabajo que sirven como complementos al liderazgo 

supervisor en el desarrollo de la participación de los trabajadores. Este enfoque complementa los sustitutos 

de Kerr y Jermier (1978) por conceptos de liderazgo (es decir, características de la persona, trabajo u 

organización que pueden sustituir, neutralizar o mejorar los comportamientos de liderazgo), así como el 

trabajo más reciente que reconoce toda la gama de fuentes de liderazgo y sus efectos (por ejemplo, Avolio 

et al. 2014; Hoch y Kozlowski 2014). Es decir, en lugar de sustituir plenamente el liderazgo, los nuevos 

contextos digitales que implican una mayor autogestión ofrecen posibilidades de complementos a la 

supervisión formal que pueden mejorar la participación en el trabajo. 

Si bien los sustitutos de la investigación de liderazgo encuentran un apoyo mixto (véase Dionne et al. 

2005 para un intercambio matizado de cartas teóricas sobre el tema), vemos una oportunidad para 

reconsiderar su importancia en organizaciones más digitales. Aprovechamos la oportunidad para poner en 

primer plano aspectos de los sustitutos de la construcción de liderazgo que podrían llamarse más 

precisamente efectos conjuntos (Dionne et al.) Ya que trabajan junto con el liderazgo supervisor. Es decir, 

no abogamos por la sustitución de la supervisión, sino que consideramos cómo los aspectos del diseño del 

trabajo (a través de las tareas, las fuentes sociales y contextuales) pueden complementar el liderazgo 

supervisor. El tema en sí es más importante en entornos con una mayor distribución del trabajo a través del 

tiempo, las ubicaciones, las personas, la tecnología y las categorías de empleo, donde hay menos 

oportunidades (y tal vez necesidad) para la aplicación del liderazgo de supervisión tradicional (Avolio et 

al. 2014; Bonet y Salvador 2017; Hoch y Kozlowski 2014). 



Nos centramos en la participación de los trabajadores. El compromiso de los trabajadores ofrece la 

capacidad de predecir el rendimiento (Zhong et al. 2016) y como un tema de gran interés (y preocupación) 

de los gerentes (Gallup 2017) y académicos (Gerards et al. 2018; 2017) por igual. El compromiso también 

es especialmente importante en entornos donde los resultados son difíciles de observar (Leiter y Bakker 

2010). Además, debido a la disminución de las oportunidades de los líderes para influir y motivar a sus 

subordinados a lo largo de la distancia, la ubicación y el tiempo en los nuevos contextos digitales (Bonet y 

Salvador 2017; Hoch y Kozlowski 2014), es más probable que la participación de los trabajadores en su 

trabajo sea vital. Por lo tanto, nuestro trabajo está alineado con la reciente llamada de Oldham y Fried 

(2016) para examinar el impacto de los nuevos entornos de trabajo en las características laborales y el 

compromiso de los empleados. 

Primero desarrollamos teóricamente nuestro modelo de complementos centrales para el liderazgo 

supervisor que debe fomentar el compromiso laboral y luego evaluarlo dentro de dos grandes 

organizaciones nórdicas con diferentes normas de trabajo flexibles, utilizando uno para probar el modelo a 

lo largo del tiempo y el otro para validar y comparar los resultados en todos los entornos. Los resultados 

muestran el valor de la retroalimentación de la propia tarea, así como el apoyo tecnológico del trabajo, el 

uso de lugares de trabajo alternativos y la comunicación electrónica con los supervisores, todas las 

posibilidades típicas de complementos para el liderazgo supervisor en el entorno de trabajo actual. 

Contribuimos a un creciente cuerpo de investigación sobre liderazgo (sustitutos y complementos) en el 

contexto de entornos tecnológicamente apoyados, así como hablamos de aspectos de investigación sobre el 

diseño del trabajo en organizaciones digitales caracterizados por entornos de trabajo cada vez menos 

distribuidos y flexibles (Gibson et al. 2011; Snow et al. 2017). 

 

CONCLUSIÓN 

 

Tyre y Orlikowski (1994), y más recientemente Sun (2012), encontraron que situaciones novedosas 

y/o situaciones en las que los resultados no coincidían con las expectativas podrían desencadenar una 

ronda de (o fomentar una ventana de oportunidad para) el ajuste en la forma en que se hace el trabajo. Es 

probable que los cambios continuos en la tecnología y las expectativas en torno al trabajo proporcionen 

un amplio impulso para los ajustes en el diseño del trabajo. Nuestros resultados ofrecen un marco para 

aprovechar el auto-liderazgo, y otros complementos para el liderazgo supervisor, en entornos cada vez 

menos virtuales, flexibles, distribuidos y entre organizaciones. 

 

TRANSLATED VERSION: FRENCH 

 

Below is a rough translation of the insights presented above. This was done to give a general 

understanding of the ideas presented in the paper. Please excuse any grammatical mistakes and do not hold 

the original authors responsible for these mistakes.  

 

VERSION TRADUITE: FRANÇAIS  

 

Voici une traduction approximative des idées présentées ci-dessus. Cela a été fait pour donner une 

compréhension générale des idées présentées dans le document. Veuillez excuser toutes les erreurs 

grammaticales et ne pas tenir les auteurs originaux responsables de ces erreurs. 

 

INTRODUCTION 

 

L’avenir des organisations est prometteur avec des occasions de tirer parti de la technologie et de 

nouvelles perspectives sur le travail et les frontières organisationnelles. Snow et coll. (2017), par exemple, 

fournissent un cadre pour la conception de ce qu’ils appellent les organisations numériques (p. Ex., les 

organisations qui s’appuient sur la technologie numérique dans les opérations et la communication). Ils 

soulignent l’importance de l’auto-organisation et de la possibilité de combiner les gens, la technologie et la 



conception organisationnelle de nouvelles façons pour un travail efficace et efficient. Parmi ces 

changements, citons le travail virtuel, comme le télétravail (Gajendran et Harrison 2007), les équipes 

virtuelles (Gilson et al., 2015), les entrepreneurs indépendants ayant des emplois simultanés de durée 

variable (p. Ex., le travail de concert, Stanford 2017), le travail accru à l’aide de l’intelligence artificielle 

(Brynjolfsson et Mitchell, 2017), et plus encore. Notre domaine doit repenser les conceptions 

organisationnelles compte tenu de ces changements dans la façon dont le travail est effectué (Barley et coll. 

2017; Forman et coll. 2014; Galbraith 2012; Snow et coll. 2017). 

Dans ces contextes changeants, l’autogestion (p. Ex., Fjeldstad et coll., 2012; Petrou et coll. 2012), les 

biens communs de connaissances, les protocoles et l’infrastructure (Fjeldstad et al., 2012) peuvent être plus 

efficaces que le contrôle hiérarchique traditionnel (Snow et al., 2017), comme la supervision formelle. Ici, 

nous reconnaissons cette tendance et nous nous regardons vers la littérature sur la conception du travail 

pour les dimensions fondamentales qui peuvent servir à compléter le leadership de supervision traditionnel. 

Morgeson et Humphrey (2008), par exemple, offrent des sources de travail, sociales et contextuelles comme 

une approche intégrative pour décrire le travail. Nous soulignons spécifiquement les aspects de la 

conception du travail qui servent de compléments au leadership de supervision dans le développement de 

l’engagement des travailleurs. Cette approche complète les avantages de Kerr et Jermier (1978) pour 

remplacer les concepts de leadership (c.-à-d. Les caractéristiques de la personne, du travail ou de 

l’organisation qui peuvent remplacer, neutraliser ou améliorer les comportements de leadership), ainsi que 

des travaux plus récents reconnaissant toute la gamme des sources de leadership et leurs effets (p. Ex., 

Avolio et al., 2014; Hoch et Kozlowski 2014). C’est-à-dire que, plutôt que de se substituer entièrement au 

leadership, les nouveaux contextes numériques impliquant plus d’autogestion offrent des possibilités de 

compléments à une supervision formelle qui peuvent améliorer l’engagement au travail. 

Bien que les substituts de la recherche sur le leadership trouvent un appui mitigé (voir Dionne et coll. 

2005 pour un échange nuancé de lettres théoriques sur le sujet), nous voyons l’occasion de reconsidérer son 

importance dans les organisations plus numériques. Nous en profitent pour mettre au premier plan des 

aspects des substituts de la construction du leadership qui pourraient plus précisément être appelés effets 

conjoints (Dionne et al.) Alors qu’ils travaillent aux côtés du leadership de supervision. Autrement dit, nous 

ne plaidons pas pour le remplacement de la supervision, mais examinons plutôt comment certains aspects 

de la conception du travail (entre les tâches, les sources sociales et contextuelles) peuvent compléter le 

leadership en matière de supervision. Le sujet lui-même est plus important dans les milieux où la répartition 

du travail se répartit davantage entre le temps, les lieux, les personnes, la technologie et les catégories 

d’emploi, où il y a moins de possibilités (et peut-être de besoins) pour l’application du leadership 

traditionnel en matière de supervision (Avolio et al., 2014; Bonet et Salvador 2017; Hoch et Kozlowski 

2014). 

Nous mettons l’accent sur l’engagement des travailleurs. L’engagement des travailleurs offre la 

possibilité de prédire le rendement (Zhong et al., 2016) et comme sujet d’intérêt et d’inquiétude de la part 

des gestionnaires (Gallup 2017) et des chercheurs (Gerards et al., 2018; Knight et coll. 2017) de même. 

L’engagement est également particulièrement important dans les milieux où les résultats sont difficiles à 

observer (Leiter et Bakker 2010). En outre, en raison de la diminution des possibilités des dirigeants 

d’influencer et de motiver leurs subordonnés sur la distance, l’emplacement et le temps dans les nouveaux 

contextes numériques (Bonet et Salvador 2017; Hoch et Kozlowski 2014), il est plus probable que 

l’engagement des travailleurs dans leur travail soit vital. Ainsi, notre travail s’aligne sur l’appel récent 

d’Oldham et Fried (2016) pour examiner l’impact des nouveaux environnements de travail sur les 

caractéristiques d’emploi et l’engagement des employés. 

Nous développons d’abord théoriquement notre modèle de compléments centraux au leadership de 

supervision qui devrait favoriser l’engagement au travail, puis l’évaluer au sein de deux grandes 

organisations nordiques ayant des normes de travail flexibles différentes, en utilisant l’une pour tester le 

modèle au fil du temps et l’autre pour valider et comparer les résultats entre les contextes. Les résultats 

montrent la valeur de la rétroaction de la tâche elle-même, ainsi que le soutien technologique du travail, 

l’utilisation de lieux de travail alternatifs, et la communication électronique avec les superviseurs, toutes 

les possibilités typiques pour compléter le leadership de supervision dans l’environnement de travail 



d’aujourd’hui. Nous contribuons à une recherche croissante sur le leadership (substituts et compléments) 

dans le contexte des milieux soutenus par la technologie, ainsi que nous parlons d’aspects de la recherche 

sur la conception de travail dans les organisations numériques caractérisées par des environnements de 

travail de plus en plus distribués et flexibles (Gibson et al., 2011; Snow et coll. 2017). 

 

CONCLUSION 

 

Tyre et Orlikowski (1994), et plus récemment Sun (2012), ont constaté que de nouvelles situations 

et/ou situations où les résultats ne correspondaient pas aux attentes pouvaient déclencher une série 

d’ajustements (ou favoriser une fenêtre d’opportunité) dans la façon dont le travail est effectué. Les 

changements continus dans la technologie et les attentes autour du travail sont susceptibles de donner une 

impulsion suffisante pour les ajustements à la conception du travail. Nos résultats offrent un cadre pour 

tirer parti de l’auto-leadership, et d’autres compléments au leadership de supervision, dans des contextes 

de plus en plus virtuels, flexibles, distribués et interorganisationnels. 

 

TRANSLATED VERSION: GERMAN 

 

Below is a rough translation of the insights presented above. This was done to give a general 

understanding of the ideas presented in the paper. Please excuse any grammatical mistakes and do not hold 

the original authors responsible for these mistakes.  

 

ÜBERSETZTE VERSION: DEUTSCH  

 

Hier ist eine ungefähre Übersetzung der oben vorgestellten Ideen. Dies wurde getan, um ein 

allgemeines Verständnis der in dem Dokument vorgestellten Ideen zu vermitteln. Bitte entschuldigen Sie 

alle grammatikalischen Fehler und machen Sie die ursprünglichen Autoren nicht für diese Fehler 

verantwortlich. 

 

EINLEITUNG 

 

Die Zukunft von Organisationen ist rosig mit Möglichkeiten, Technologie zu nutzen und neue 

Perspektiven auf Arbeit und Organisationsgrenzen. Snow et al. (2017) bieten beispielsweise einen Rahmen 

für die Gestaltung von so viel wie digitalen Organisationen (z. B. Organisationen, die sich auf digitale 

Technologie in Betrieb und Kommunikation verlassen). Sie unterstreichen die Bedeutung der 

Selbstorganisation und der Nutzung von Möglichkeiten, Menschen, Technologie und Organisationsdesign 

auf neue Weise für effektives und effizientes Arbeiten zu kombinieren. Beispiele für solche Veränderungen 

sind virtuelle Arbeit, wie Telearbeit (Gajendran und Harrison 2007), virtuelle Teams (Gilson et al. 2015), 

unabhängige Auftragnehmer mit gleichzeitiger Dauer (z. B. Gig-Arbeit, Stanford 2017), Arbeit, die mit 

künstlicher Intelligenz ergänzt wird (Brynjolfsson und Mitchell 2017) und vieles mehr. Unser Fachgebiet 

muss angesichts dieser Veränderungen in der Art und Weise, wie die Arbeit geleistet wird, die 

Organisationsentwürfe überdenken (Barley et al. 2017; Forman et al. 2014; Galbraith 2012; Schnee et al. 

2017). 

In solchen sich wandelnden Kontexten, Selbstverwaltung (z.B. Fjeldstad et al. 2012; Petrou et al. 

2012), Wissen Commons, Protokolle und Infrastruktur (Fjeldstad et al. 2012) kann effektiver als 

traditionelle hierarchische Kontrolle (Snow et al. 2017), wie formale Überwachung. Hier erkennen wir 

diesen Trend an und schauen auf die Literatur über Arbeitsgestaltung für grundlegende Dimensionen, die 

dazu dienen können, die traditionelle Aufsichtsführung zu ergänzen. Morgeson und Humphrey (2008) zum 

Beispiel bieten Aufgaben-, Sozial- und Kontextquellen von Arbeitsmerkmalen als integrativen Ansatz zur 

Arbeitsbeschreibung. Wir heben insbesondere die Aspekte der Arbeitsgestaltung hervor, die als Ergänzung 

zur Aufsichtsführung bei der Entwicklung des Arbeitnehmerengagements dienen. Dieser Ansatz ergänzt 

Kerr und Jermiers (1978) Ersatz für Führungskonzepte (d. H. Merkmale der Person, Arbeit oder 



Organisation, die Führungsverhalten ersetzen, neutralisieren oder verbessern können) sowie neuere 

Arbeiten, die die gesamte Bandbreite von Führungsquellen und deren Auswirkungen anerkennen (z. B. 

Avolio et al. 2014; Hoch und Kozlowski 2014). Das heißt, anstatt die Führung vollständig zu ersetzen, 

bieten die neuen digitalen Kontexte, die mehr Selbstverwaltung beinhalten, Möglichkeiten für Ergänzungen 

der formalen Aufsicht, die das Arbeitsengagement verbessern können. 

Während Ersatzfürgelungen der Führungsforschung gemischte Unterstützung finden (siehe Dionne et 

al. 2005 für einen differenzierten Austausch theoretischer Briefe zu diesem Thema), sehen wir eine Chance, 

ihre Bedeutung in mehr digitalen Organisationen zu überdenken. Wir nutzen die Gelegenheit, um die 

Aspekte des Ersatzes für Führungskonstrukte in den Vordergrund zu rücken, die genauer als gemeinsame 

Effekte (Dionne et al.) Bezeichnet werden könnten, da sie neben der Aufsichtsführung zusammenarbeiten. 

Das heißt, wir plädieren nicht für die Ablösung der Aufsicht, sondern überlegen, wie Aspekte der 

Arbeitsgestaltung (aufgabenübergreifend, soziale, kontextuelle Quellen) die Aufsichtsführung ergänzen 

können. Das Thema selbst ist wichtiger in Umgebungen mit einer größeren Verteilung der Arbeit über Zeit, 

Standorte, Menschen, Technologie und Beschäftigungskategorien, wo es weniger Möglichkeiten (und 

vielleicht Notwendigkeit) für die Anwendung der traditionellen Aufsichtsführung gibt (Avolio et al. 2014; 

Bonet und Salvador 2017; Hoch und Kozlowski 2014). 

Unser Fokus liegt auf dem Engagement der Arbeitnehmer. Das Engagement der Arbeitnehmer bietet 

die Möglichkeit, Die Leistung vorherzusagen (Zhong et al. 2016) und als Thema von großem Interesse (und 

Besorgnis) von Managern (Gallup 2017) und Wissenschaftlern (Gerards et al. 2018; Knight et al. 2017) 

gleichermaßen. Engagement ist auch besonders wichtig in Umgebungen, in denen Ergebnisse schwer zu 

beobachten sind (Leiter und Bakker 2010). Darüber hinaus aufgrund der verminderten Möglichkeiten von 

Führungskräften, ihre Untergebenen über Distanz, Standort und Zeit in den neuen digitalen Kontexten zu 

beeinflussen und zu motivieren (Bonet und Salvador 2017; Hoch und Kozlowski 2014), ist es 

wahrscheinlicher, dass das Engagement der Arbeitnehmer in ihrer Arbeit von entscheidender Bedeutung 

ist. Damit orientiert sich unsere Arbeit an der jüngsten Aufforderung von Oldham und Fried (2016), die 

Auswirkungen neuer Arbeitsumgebungen auf die Arbeitseigenschaften und das Engagement der 

Mitarbeiter zu untersuchen. 

Wir entwickeln zunächst theoretisch unser Modell der zentralen Ergänzungen zur Aufsichtsführung, 

die das Arbeitsengagement fördern und dann innerhalb von zwei großen nordischen Organisationen mit 

unterschiedlichen flexiblen Arbeitsnormen bewerten sollten, wobei eine zum Testen des Modells im 

Zeitverlauf und die andere zur Validierung und zum Vergleich der Ergebnisse in den Einstellungen 

verwendet wird. Die Ergebnisse zeigen den Wert des Feedbacks aus der Aufgabe selbst sowie die 

technologietechnische Unterstützung der Arbeit, die Nutzung alternativer Arbeitsplätze und die 

elektronische Kommunikation mit Vorgesetzten – alles typische Möglichkeiten zur Ergänzung der 

Aufsichtsführung im heutigen Arbeitsumfeld. Wir tragen zu einer wachsenden Forschungsarbeit zu 

Führungsqualitäten (Substituten und Ergänzungen) im Kontext technologisch unterstützter Umgebungen 

bei und sprechen zu Aspekten der Forschung zum Arbeitsdesign in digitalen Organisationen, die sich durch 

immer weniger verteilte und flexible Arbeitsumgebungen auszeichnen (Gibson et al. 2011; Schnee et al. 

2017). 

 

SCHLUSSFOLGERUNG 

 

Tyre und Orlikowski (1994) und in jüngerer Zeit Sun (2012) stellten fest, dass neuartige Situationen 

und/oder Situationen, in denen die Ergebnisse nicht den Erwartungen entsprachen, eine Runde von (oder 

ein Zeitfenster für eine Gelegenheits-)Anpassung in der Art und Weise, wie Arbeit geleistet wird, 

auslösen könnten. Die anhaltenden technologischen Veränderungen und die Erwartungen rund um die 

Arbeit dürften reichlich Impulse für Anpassungen des Arbeitsdesigns geben. Unsere Ergebnisse bieten 

einen Rahmen für die Hebelwirkung von Selbstführung und andere Ergänzungen zur Aufsichtsführung in 

mehr und weniger virtuellen, flexiblen, verteilten und organisationsübergreifenden Umgebungen. 

 

TRANSLATED VERSION: PORTUGUESE  



 

Below is a rough translation of the insights presented above. This was done to give a general 

understanding of the ideas presented in the paper. Please excuse any grammatical mistakes and do not hold 

the original authors responsible for these mistakes.  

 

VERSÃO TRADUZIDA: PORTUGUÊS  

 

Aqui está uma tradução aproximada das ideias acima apresentadas. Isto foi feito para dar uma 

compreensão geral das ideias apresentadas no documento. Por favor, desculpe todos os erros gramaticais e 

não responsacule os autores originais responsáveis por estes erros. 

 

INTRODUÇÃO 

 

O futuro das organizações é brilhante com oportunidades para alavancar a tecnologia e novas 

perspetivas sobre o trabalho e as fronteiras organizacionais. A Snow et al. (2017), por exemplo, fornece um 

quadro para o design daquilo a que chamam organizações digitais (por exemplo, organizações que 

dependem da tecnologia digital através de operações e comunicação). Destacam a importância da auto-

organização e aproveitam oportunidades para combinar pessoas, tecnologia e design organizacional de 

novas formas de um trabalho eficaz e eficiente. Exemplos de tais mudanças incluem trabalhos virtuais, 

como telecomuting (Gajendran e Harrison 2007), equipas virtuais (Gilson et al. 2015), empreiteiros 

independentes com empregos simultâneos de duração variada (por exemplo, gig work, Stanford 2017), 

trabalho aumentado usando inteligência artificial (Brynjolfsson e Mitchell 2017), e muito mais. O nosso 

campo deve repensar os desenhos organizacionais, dadas estas alterações na forma como o trabalho é feito 

(Barley et al. 2017; Forman et al. 2014; Galbraith 2012; Neve e etc. 2017). 

Neste contexto em mudança, a autogestão (por exemplo, Fjeldstad et al. 2012; Petrou et al. 2012), 

conhecimentos, protocolos e infraestruturas (Fjeldstad et al. 2012) podem ser mais eficazes do que o 

controlo hierárquico tradicional (Neve e al. 2017), como a supervisão formal. Aqui, reconhecemos esta 

tendência e olhamos para a literatura sobre o design de trabalho para dimensões fundamentais que podem 

servir para complementar a liderança tradicional da supervisão. Morgeson e Humphrey (2008), por 

exemplo, oferecem fontes de tarefa, sociais e contextuais de características do trabalho como uma 

abordagem integrativa para descrever o trabalho. Destacamos especificamente os aspetos do design de 

trabalho que servem de complemento à liderança de supervisão no desenvolvimento do envolvimento dos 

trabalhadores. Isto complementa a abordagem que alavanca os substitutos de Kerr e Jermier (1978) para 

conceitos de liderança (por exemplo, características da pessoa, trabalho ou organização que podem 

substituir, neutralizar ou melhorar comportamentos de liderança), bem como o trabalho mais recente 

reconhecendo toda a gama de fontes de liderança e seus efeitos (por exemplo, Avolio et al. 2014; Hoch e 

Kozlowski 2014). Ou seja, em vez de substituir totalmente a liderança, os novos contextos digitais que 

envolvem mais auto-gestão proporcionam possibilidades de complementos à supervisão formal que podem 

potenciar o envolvimento do trabalho. 

Enquanto os substitutos da investigação de liderança encontram apoio misto (ver Dionne et al. 2005 

para uma troca de nuances de letras teóricas sobre o tema), vemos uma oportunidade de reconsiderar a sua 

importância em organizações mais digitais. Aproveitamos a oportunidade para trazer para o primeiro plano 

aspetos dos substitutos para a construção de liderança que podem ser mais precisamente chamados de 

efeitos conjuntos (Dionne et al.) Uma vez que trabalham ao lado da liderança de supervisão. Ou seja, não 

defendemos a substituição da supervisão, mas consideramos como os aspetos da conceção do trabalho 

(através de fontes de tarefa, sociais e contextuais) podem complementar a liderança da supervisão. O tema 

em si é mais importante em configurações com maior distribuição do trabalho ao longo do tempo, locais, 

pessoas, tecnologia e categorias de emprego, onde há menos oportunidades (e talvez necessidade) para a 

aplicação da liderança tradicional de supervisão (Avolio et al. 2014; Bonet e Salvador 2017; Hoch e 

Kozlowski 2014). 



O nosso foco é o envolvimento dos trabalhadores. O envolvimento dos trabalhadores oferece a 

capacidade de prever o desempenho (Zhong et al. 2016) e como um tema de interesse (e preocupação) dos 

gestores (Gallup 2017) e dos estudiosos (Gerards et al. 2018; Knight et al. 2017) iguais. O envolvimento 

também é especialmente importante em cenários onde os resultados são difíceis de observar (Leiter e 

Bakker 2010). Além disso, devido à reduzida oportunidade dos líderes de influenciar e motivar os seus 

subordinados à distância, localização e tempo nos novos contextos digitais (Bonet e Salvador 2017; Hoch 

e Kozlowski 2014), é mais provável que o envolvimento dos trabalhadores no seu trabalho seja vital. Assim, 

o nosso trabalho está alinhado com o recente apelo de Oldham e Fried (2016) para examinar o impacto de 

novos ambientes de trabalho nas características de trabalho e envolvimento dos colaboradores. 

Primeiro, teoricamente, desenvolvemos o nosso modelo de complementos centrais para a liderança de 

supervisão que deve fomentar o envolvimento no trabalho e depois avaliá-lo dentro de duas grandes 

organizações nórdicas com diferentes normas de trabalho flexíveis, utilizando uma para testar o modelo ao 

longo do tempo e a outra para validar e comparar os resultados em configurações. Os resultados mostram 

o valor do feedback da tarefa em si, bem como o apoio tecnológico ao trabalho, a utilização de locais de 

trabalho alternativos e a comunicação electrónica com os supervisores — todas as possibilidades típicas de 

complementos à liderança de supervisão no ambiente de trabalho de hoje. Contribuímos para um crescente 

corpo de investigação sobre liderança (substitutos e complementos) no contexto de configurações 

tecnologicamente apoiadas, bem como para falar de aspetos de investigação sobre design de trabalho em 

organizações digitais caracterizadas por ambientes de trabalho cada vez mais distribuídos e flexíveis 

(Gibson et al. 2011; Neve e etc. 2017). 

 

CONCLUSÃO 

 

Tyre e Orlikowski (1994), e mais recentemente Sun (2012), descobriram que situações novas e/ou 

situações em que os resultados não correspondiam às expectativas poderiam desencadear uma ronda de 

(ou fomentar uma janela de oportunidade para) ajustamento na forma como o trabalho é feito. As 

mudanças contínuas na tecnologia e as expectativas em torno do trabalho são suscetíveis de dar um amplo 

impulso para os ajustamentos à conceção do trabalho. Os nossos resultados oferecem um quadro para 

alavancar a auto-liderança, e outros complementos à liderança de supervisão, em ambientes cada vez mais 

virtuais, flexíveis, distribuídos e inter-organizacionais. 

 


